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Abstract 

Although the movement of individuals across national boundaries is not a new 

phenomenon, the extent and complexity of expatriation and international mobility has 

intensified in recent decades. Studies which have examined the challenges faced by 

expatriates have consistently highlighted that individuals who live and work in 

unfamiliar cross-cultural environments tend to experience expatriate failure and to 

underperform; often leading to detrimental financial and non-financial effects for both 

expatriates and organisations. While it has been argued that organisationally-provided 

cross-cultural training (CCT) and support can assist in minimising expatriate failure and 

its effects, much of this research has primarily focused on organisationally-assigned 

expatriates (OAEs). The current research extends prior studies by examining the 

logistical and cross-cultural self-preparation of self-initiated expatriates (SIEs). SIEs 

comprise a large and significant cohort of expatriates who, unlike OAEs, independently 

and voluntarily relocate abroad to live and work. Little is known about the self-

preparation (activities undertaken independently and voluntarily to assist in living and 

working in another culture) that expatriates in general or SIEs, in particular, undertake.  

Drawing on 58 semi-structured interviews with Australian SIEs who worked in South 

Korea and/or the United Kingdom (UK), the findings highlight that SIEs undertake 

considerable logistical and cross-cultural self-preparation for life and work abroad. The 

findings also reveal that self-preparation can contribute greatly to perceptions of 

logistical readiness and intercultural effectiveness. The extent to which SIEs prepare 

depends on varying characteristics and personal attributes such as: prior international 

work and non-work experiences; perceived ease of adjusting to the cultural environment 

being largely governed by prior cultural knowledge/familiarity and perceived cultural 

distance/(dis)similarity; personality, attitudes and behaviours; availability of networks 

with locals or other expatriates; organisationally-provided CCT and support; 

motivations for relocating abroad; pivotal interactions in Australia with people from 

different cultures; and, prior exposure to the host culture. Additionally, a lack of time, 

lack of availability of resources, and regional differences may inhibit the ability to 

undertake such self-preparation. 
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This research makes a significant theoretical contribution to the expatriation literature in 

three key areas. First, this study examines in-depth the perceptions of the need for cross-

cultural and logistical self-preparation of SIEs. As self-preparation of SIEs has not been 

systematically explored, this research provides knowledge of the type, method, duration 

and value of activities undertaken independently and voluntarily to assist SIEs’ 

experiences in living and working internationally. Second, while over the last two 

decades some research has been conducted on Australian OAEs, comparatively little is 

known about SIEs from Australia. Thus, this research is important not only in that it 

explores SIEs, a growing and important component of the global talent pool, but also 

Australian expatriates in particular. Third, the research contributes knowledge of the 

experiences of Australian expatriates in important markets which have thus far received 

scant attention. To date, the research on Australian OAEs has explored their experiences 

in contexts such as China, Japan, Singapore, Thailand and the UAE, yet little is known 

about Australian expatriates in South Korea or the UK. The UK and South Korea 

warrant exploration not only because they offer differing cultural experiences for 

expatriation but also because of their economic importance globally and for Australia, 

especially. South Korea has well-established and complementary bilateral relationships 

with Australia, while the UK has long-standing traditional links with Australia and a 

large population of Australian expatriates.  

Understanding SIE self-preparation also provides practical implications for individuals 

and for organisations which employ them. At an individual level, the findings highlight 

the need for SIEs to pursue self-preparation in order to acquire desirable competencies 

and to reduce possible failure and underperformance resulting from cultural and 

logistical challenges. The findings also identify strategies, including beneficial methods 

and content, which SIEs may utilise to inform their self-preparation. At an 

organisational level, the findings reveal that rather than adopting a ‘one-size fits all’ 

management approach, there should be considerable scope to engage in specialised 

HRM strategies, policies and practices specifically tailored toward the management of 

SIEs. Given the importance of SIEs in the global workforce, and the prevalence of 

individuals who seek to work abroad, organisational knowledge of SIE self-preparation 

is warranted.  
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Chapter One: Introduction 

The purpose of this research is to provide an understanding of the self-preparation that 

Australian self-initiated expatriates (SIEs) perceive is required for living and working in 

South Korea or the United Kingdom (UK). In this chapter the rationale for, and 

significance of, this research will be outlined, along with a background to the existing 

relevant literature on this topic. First, the rise of expatriation and international mobility 

in recent decades is outlined. This is followed by a presentation of the differences 

between organisationally assigned expatriates (OAEs) and SIEs. Following this, the 

cross-cultural challenges and adjustment issues faced by expatriates and their families 

when working and living internationally are discussed along with the concept of 

expatriate failure. The various organisationally-provided cross-cultural training (CCT) 

models that support the cross-cultural adjustment and cultural effectiveness of OAEs 

and their families are explored. The limited examination of CCT and preparation for 

SIEs within research is then considered. An overview of the countries to be studied and 

their significance is also illustrated. The main issues pertinent to the current research are 

summarised, and the research gap addressed by, and significance of, the current 

research is then outlined. This chapter concludes by outlining the methodology of this 

study. 

The globalisation of business and expansion of multinational organisations (MNOs) has 

led to the phenomenon of expatriates working across international borders in increasing 

numbers (Alshahrani & Morley, 2015; Bozionelos, Al Ariss, Porschitz, 2014; Cao, 

Hirschi & Deller, 2014; Doherty, Richardson & Thorn, 2013; Graf & Mertesacker, 

2009; Johnston & Menguc, 2007; Lauring, Selmer & Jacobsen, 2014; Littrell, Salas, 

Hess, Paley & Riedel, 2006; Rugman & Verbeke, 1992; Vance & Paik, 2002). The 

employment of expatriates is operationally and strategically important for maintaining 

global competition and consequently expatriation continues to be an important element 

of staffing within international organisations (Alshahrani & Morley, 2015; Barney, 

1991; Chew, 2004; Hutchings, 2003; Johnston & Menguc, 2007; Lee, 2006; 

McDonnell, Stanton and Burgess, 2011; Nolan & Morley, 2014; Pires, Stanton & 

Ostenfield, 2006; Tharenou, 2013). However, studies which have examined the 

experiences of expatriates who live and work abroad in unfamiliar cross-cultural 
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environments have highlighted that they may experience expatriate failure and 

underperformance (Andreason, 2003a; Cao et al., 2014; Froese & Peltokorpi, 2013; 

Graf & Mertesacker, 2009; Harvey & Moeller, 2009; Harzing & Christensen, 2004; 

Mendenhall & Oddou, 1986, 1988; Tharenou & Caulfield, 2010; Treven, 2001; Tung, 

1981, 1987). Expatriate failure not only has a detrimental impact on organisational 

effectiveness but also places significant financial and psychological burden for the 

individual and, where applicable, for the family accompanying them (Bhaskar-

Shrinivas, Harrison, Shaffer & Luk, 2005; Harzing & Christensen, 2004; Mäkelä & 

Suutari, 2013; Vaiman, Haslberger & Vance, 2015). Thus, while historically expatriates 

have been selected for international assignments on the basis of their technical 

competence and problem solving abilities (Gregersen & Black, 1996; Tung, 1982), 

academic research and practitioner studies have since noted that an individual’s 

interpersonal skills, such as cross-cultural competencies, may also be a rationale for 

appointment and important to minimising failure (Froese, 2010, 2012; Froese & 

Peltokorpi, 2011; Harzing & Christensen, 2004; Littrell et al., 2006; Morris & Robie, 

2001; Peltokorpi, 2008; Sargent, 2002; Tharenou, 2013; Vance & Paik, 2002). 

Given the significant financial and non-financial costs of underperformance resulting 

from cross-cultural challenges experienced by expatriates, a considerable body of 

academic research has argued that being sensitive, adaptable and having an awareness 

of cultural differences would enable expatriates to be better positioned to interact more 

effectively with members of another culture (Harzing & Christensen, 2004; Huff, 2013; 

Hutchings, 2003; Froese & Peltokorpi, 2011, 2013; Littrell et al., 2006; Lauring & 

Selmer, 2013; Morris & Robie, 2001; Peltokorpi, 2008; Vance & Paik, 2002). Research 

has also identified that organisationally provided cross-cultural training (CCT) may aid 

cross-cultural effectiveness and can assist in minimising expatriate failure and its effects 

(e.g. Cheema, 2012; Graf & Mertesacker, 2009; Fee, Heizmann & Gray, 2015; Fisher & 

Hutchings, 2013; Hutchings, Michailova & Harrison, 2013; Hofstede, 1978; Kassar, 

Rouhana, Lythreatis, 2015; Littrell et al., 2006; Magnini & Honeycutt, 2003; 

Mendenhall, Dunbar & Oddou, 1987; Mor, Morris & Joh, 2013; Santoso & Loosemore, 

2013; Tung, 1981, 1987; Zhang, 2012). However, CCT research has focused primarily 

on organisationally-assigned expatriates (OAEs) who have been posted to work outside 

their home country for a temporary assignment.  
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Although OAEs have been the focus of expatriate literature over several decades, a 

more recent body of literature has emerged about SIEs, who represent a large and 

significant cohort of expatriates who independently and willingly choose to relocate 

abroad to live and work temporarily (Cao et al., 2104; Cerdin & Selmer, 2014; Doherty, 

Dickmann & Mills 2011; Inkson, Arthur, Pringle & Barry, 1997; Jokinen, Brewster & 

Suutari, 2008; Suutari & Brewster, 2000). SIEs have been researched in respect to, for 

instance: their adjustment (Froese, 2012; Froese & Peltokorpi, 2013; Peltokorpi, 2008); 

motivations to expatriate (Froese, 2012; Suutari & Brewster, 2000; Doherty et al., 

2011); and their mobility preferences (Alshahrani & Morley, 2014; Collings, Scullion & 

Morley, 2007; Doherty et al., 2011; McKenna & Richardson, 2007; Selmer & Lauring, 

2014a; Suutari & Brewster, 2000; Thorn, 2009). Yet in contrast to OAEs little is known 

about how SIEs prepare for living and working abroad. An exception is a study by 

Despotovic et al. (2015) who proposed that while SIEs do not typically receive any 

organisationally-provided CCT, they instead, engage in cross-cultural self-preparation, 

which entails activities undertaken independently and voluntarily to assist them to be 

effective in a cross-cultural context. How SIEs prepare for life and work abroad requires 

clarification and detailed examination in order to fill a gap in the extant SIE literature. A 

plethora of research has identified organisationally-provided CCT as a key aspect in 

contributing to OAEs cross-cultural effectiveness. Thus, given the acknowledged value 

of CCT for OAEs, it is important to understand if and how SIEs prepare for life and 

work abroad. This knowledge is especially important because, unlike OAEs who are 

assigned abroad with the support of an organisation, SIEs independently and voluntarily 

relocate abroad (Cerdin & Selmer, 2014; Inkson et al., 1997; Tharenou, 2013) and 

therefore usually do not receive organisationally-provided CCT and support. The 

current research is important in providing an understanding of how SIEs’ self-

preparation adds to what is already known about OAE CCT. 

This research makes a theoretical contribution to the literature on international human 

resource management (IHRM) and expatriates in particular, in several key areas. First, 

the study is important in providing an in-depth examination of the perceptions of the 

need for self-preparation and exploration of the type, method, duration and value of 

activities undertaken independently and voluntarily by SIEs. Second, while over the last 

several decades there has been a limited but growing body of research on Australian 

expatriates, comparatively little is known about SIEs from Australia. This current study 

addresses this dearth of knowledge by contributing understanding of the experiences of 
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Australian expatriates in general and of Australian SIEs more specifically. This 

contribution is important given that Australians expatriate in significant numbers and 

because SIEs constitute a growing and valuable section of the global talent pool. Third, 

this research provides an understanding of the experiences of Australian expatriates 

located in important markets, which have thus far received scant attention. Although 

studies have explored the experiences of Australian OAEs living and working in 

contexts such as China, Japan, Singapore, Thailand and the UAE, little is known about 

Australian expatriates in South Korea or the United Kingdom. The contexts of UK and 

South Korea warrant exploration 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 the light of recent free trade negotiations, 

South Korea has well established, bilateral relationships with Australia, while the UK 

has long standing traditional links with Australia and has a large population of 

Australian expatriates.  

An understanding of SIE self-preparation also provides practical implications for SIEs 

and for the organisations which employ them. For SIEs knowledge of self-preparation is 

important in order to assist in reducing instances of failure and underperformance which 

may result from cross-cultural and logistical challenges of living and working abroad. 

For organisations, knowledge of self-preparation may provide implications for the 

recruitment and selection of SIEs and identification of training needs so that SIEs can 

be assisted to adapt to local contexts. Given the importance of SIEs in the global 

workforce, and the prevalence of individuals who seek to work abroad, knowledge of 

SIE self-preparation is warranted. 

Thus, in order to examine this significant issue, the following overarching research 

problem is explored:  

What self-preparation do Australian SIEs perceive is required for living and working in 

South Korea or the United Kingdom? 
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Background to the research 

Globalisation and expatriation  

The increasing rate of internationalisation of business and expansion of MNOs has 

resulted in a need for organisations to manage their international operations, including 

their global human resources, more efficiently and effectively, in order to maintain 

competitive advantage (Cao et al., 2014; Doherty et al., 2013; Graf & Mertesacker, 

2009; Huff, 2013; Johnston & Menguc, 2007; Littrell et al., 2006; Rugman & Verbeke, 

1992; Vance & Paik, 2002). Research has highlighted that the employment of 

expatriates is important from the perspective of organisations for: filling skills shortages 

in host country organisations; facilitating entry into new markets; developing 

international management competencies; providing international exposure to promising 

managers; maintaining an international image; and facilitating organisational 

coordination and control (Chew, 2004; Mendenhall & Oddou, 1988; Perlmutter, 1969; 

Pires et al., 2006; Tharenou, 2013; Tung, 1982). Moreover, MNOs utilise expatriates in 

their international operations for reasons including: developing international networks; 

implementing firm strategy and culture; overseeing operational start-ups; and 

developing globally articulate employees (Tharenou, 2013). Expatriates are critical to 

navigating an increasingly complex international business world and, as such, the 

demand for their skills, knowledge and experience, as well as their supply, needs to be 

better understood (Alshahrani & Morley, 2015; Cao et al., 2014; Doherty, 2013; Clegg 

& Grey, 2002). While managing international staff has altered significantly through 

globalisation, many MNOs continue to underestimate the complexities involved in 

managing individual issues faced by expatriates in establishing themselves in their new 

environment (Brookfield Global Relocations Survey [BGRS], 2014).  

Organisationally-assigned and self-initiated expatriation 

Expatriate employees are individuals who relocate from one country to another to work 

(Cerdin & Selmer, 2014; Litterell et al., 2006; Tharenou, 2013). The vast body of 

research into global careers over several decades has largely been devoted to studies 

which have investigated ‘traditional expatriates’, using the term OAE to cover 

situations where an organisation sends an employee outside of their home country for a 

temporary assignment lasting anywhere from a few months up to a few years, after 

which point they are returned to their home country (Banai & Harry, 2004; Cerdin & Le 
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Pargneux, 2010; Cerdin & Selmer, 2014; Crowley-Henry, 2007; Doherty, 2013; Myers 

& Pringle, 2005; Peltokorpi & Froese, 2009; Tharenou, 2013; Tharenou & Caulfield, 

2010). Due to an increasing trend of individuals proactively pursuing careers abroad in 

order to fulfil personal needs for learning, development and growth, a range of new 

roles and career paths have emerged within the expatriate population. Increasing 

numbers of individuals are independently and voluntarily making their own 

arrangements to live and work abroad without the backing of an organisation, deciding 

if and when they will return to their home country (Altman & Baruch, 2012; Cerdin & 

Le Pargneux, 2010; Cerdin & Selmer, 2014; Crowley-Henry, 2007; Dickmann & 

Doherty, 2010; Froese, 2012; Inkson et al., 1997; Peltokorpi & Froese, 2009; Suutari & 

Brewster, 2000; Tharenou, 2013). Unlike OAEs, who are employees bound to careers 

within one particular organisation during their international postings, SIEs represent a 

new type of international career which is separated from organisational boundaries. SIE 

careerists are typically characterised as pursuing increasingly flexible, non-linear, and 

self-driven careers focused on temporary employment centred on building skills across 

multiple organisations and in some cases, multiple countries (Alshahrani & Morley, 

2015; Cao et al., 2012, 2014; Carr, Inkson & Thorn, 2005; Inkson et al., 1997; Suutari 

& Brewster, 2000). 

Pioneering research on SIEs undertaken by Inkson et al. (1997) examined the common 

phenomenon of international travel and work experience abroad — ‘the big O.E’ 

(overseas experience) of young New Zealanders during their years after high school or 

university graduation. This research presented a new type of international career (later 

to be known as self-initiated expatriation), and identified notable differences from 

OAEs including: the source of initiative; goals for the foreign job; the source of 

funding; and career type. Although the analysis of four characteristics differentiating 

SIEs and OAEs presented by Inkson et al. (1997) was useful in identifying the 

heterogeneity of SIEs and OAEs, it has since been argued that the analysis may have 

oversimplified the characteristics of this emerging group of expatriates (Suutari & 

Brewster, 2000).  

Following Inkson et al’s. (1997) research, interest in defining SIEs grew. Suutari and 

Brewster (2000) built on Inkson et al’s. (1997) work by revealing the extent to which 

OAEs and SIEs differed with regard to motives for going abroad, compensation 

packages and repatriation arrangements, individual background variables, and employer 
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and task related variables. While a number of other studies have also emphasised the 

difference between SIEs and OAEs and migrants (e.g. Biemann and Andresen, 2010; 

Cerdin and Le Pargneux, 2010; Jokinen et al., 2008; Peltokorpi & Froese, 2009; Suutari 

and Brewster, 2000), Cerdin and Selmer (2014) proposed a definition to clarify the 

conceptual understanding of an SIE and to differentiate them from other types of 

international movers. Cerdin and Selmer (2014) highlighted four criteria which must be 

fulfilled concurrently to meet SIE status: self-initiated international relocation (rather 

than being transferred by their employer for an international assignment); regular 

employment intentions (rather than solely focusing on holidaying and travelling); 

intentions of a temporary stay (rather than the foresight for permanent migration); and 

skilled/professional qualifications. Arising from the notable differences between OAEs 

and SIEs, researchers have argued that it may be less appropriate to rely on the plethora 

of research findings regarding OAEs when describing the life and work of SIEs 

(Biemann & Andresen, 2010; Jokinen et al., 2008; Peltokorpi & Froese, 2009; Selmer & 

Lauring, 2011) and more research has been called for to better understand issues 

associated with SIEs and their expatriation (Alshahrani & Morley, 2015; Bozionelos et 

al., 2014; Cao et al., 2014; Doherty, 2013; Doherty et al., 2013; Richardson & 

McKenna, 2014; Tharenou & Caulfield, 2010).  

SIEs represent an important resource for many organisations operating globally, and 

they are increasingly sought after to address shortages of skilled international managers 

in organisations (Doherty et al., 2011; Froese & Peltokorpi, 2013; Howe-Walsh & 

Schyns, 2010; Suutari & Brewster, 2000; Tharenou, 2013; Vaiman et al., 2015). This is 

particularly so when filling technical and lower and middle management positions 

which require more generic specialist competencies, and for responses to the local 

environment which require cross-cultural and host location-specific competencies 

(Tharenou, 2013). SIEs are known to report greater confidence in their ability to work 

and live abroad (Doherty et al., 2011) and a greater desire for a cross-cultural 

experience than OAEs (Doherty et al., 2011; Peltokorpi & Froese, 2009; Suutari & 

Brewster, 2000). They also tend to have worked abroad for a longer period of time than 

OAEs (Cerdin & Le Pargneux, 2010; Doherty et al., 2011; Froese & Peltokorpi, 2013, 

Jokinen et al., 2008; Peltokorpi, 2008; Peltokorpi & Froese, 2009). Studies have noted 

that SIEs, in comparison to OAEs, often have a cultural affinity for their host country 

and are strongly motivated to live and work abroad (Suutari & Brewster, 2000). SIEs 

also display better cross-cultural skills for interacting with locals and stronger social 
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networks with locals (Froese & Peltokorpi, 2013; Peltokorpi, 2008; Peltokorpi & 

Froese, 2009; Tharenou, 2013). SIEs are considered to be uniquely situated to facilitate 

cross-cultural understanding and an international outlook in their workplaces — 

something that organisations often strive for but find difficult to staff appropriately 

(Vaiman et al., 2015). Because of these benefits, SIEs are reported to offer organisations 

ability to leverage the SIEs’ career capital, including attributes and competencies which 

they have developed across national boundaries and organisations (Altman & Baruch, 

2012; Cerdin & Le Pargneux, 2010; Vaiman et al., 2015). Thus, it has been suggested 

that the potential benefits for utilising SIEs should be recognised (Carr et al., 2005; 

Tharenou, 2013), in view of the increasing demand by multinational organisations 

(MNOs) for inter-culturally flexible employees with differentiated skills.  

While numerous researchers have made reference to the importance of SIEs in the 

global labour market, there are no definitive statistics on their prevalence. It has been 

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

international workforce than previously believed (Carr et al., 2005; Cerdin & Selmer, 

2014; Doherty et al., 2011; Myers & Pringle, 2005; Selmer & Lauring, 2014a; 

Tharenou, 2013) and indication of their size may be inferred from their prevalence in 

research studies. For instance, while exploring the motivations of OAEs as compared to 

SIEs, Doherty et al. (2011) found that 65% of their sample identified themselves as 

SIEs, compared to 35% OAEs. Similarly, Tharenou and Caulfield (2010), in their study 

of Australian expatriates’ motivations to repatriate, found that 71% of their survey 

respondents identified as SIEs. Riusala and Suutari (2000) explored the career 

considerations of expatriates and 32.8% of all responses were identified as being from 

SIEs. Moreover, research by Suutari and Brewster (2000) and Hugo et al. (2003), 

respectively identified that 33% and 60% of their total samples comprised SIEs.  

While the experiences of OAEs are now reasonably well understood (Myers & Pringle, 

2005), SIEs by comparison, have received considerably less attention in the literature 

(Biemann & Andresen, 2010; Doherty et al., 2011). Despite the likely large numbers of 

SIEs abroad, there is a dearth of empirical research both about the individual issues 

faced by SIEs in establishing themselves in their new environment and the IHRM issues 

facing organisations who seek to employ them (Alshahrani & Morley, 2015; Cao et al., 

2014; Doherty, 2013; Doherty et al., 2011; Clegg & Grey, 2002). Until comparatively 

recently, characterisations of those who initiate their own foreign experience, their 
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issues and problems, and the issues concerned with managing them, have gone largely 

unexamined in the literature. Doherty et al. (2011) have suggested that the limited 

understanding and complex nature of international assignments highlights the need to 

know more about internationally mobile individuals such as SIEs. Moreover, owing to a 

lack of appropriate HR strategy, policy and practice, the extant research which describes 

the ways in which organisations manage SIEs is scarce (Howe-Walsh & Schyns, 2010). 

Competing in today’s global environment requires organisations to understand and deal 

effectively with rapidly changing circumstances in multiple cultures and of particular 

concern is the need to understand in more detail the cross-cultural context in which 

these expatriates operate. Due to the significance and importance of SIEs, Suutari and 

Brewster (2000) amongst other researchers (e.g. Alshahrani & Morley, 2015; Cao et al., 

2014; Despotovic et al., 2015; Doherty, 2013; Doherty et al., 2013), have called for 

more research to better understand the unique issues associated with their expatriation.  

Expatriate failure 

Research has highlighted that employees who live and work in unfamiliar cultures can 

experience significant challenges including misunderstandings, issues of non-

adjustment, and feelings of frustration, confusion and alienation (Cao et al., 2014; 

Froese & Peltokorpi, 2013; Graf & Mertesacker, 2009; Harzing & Christensen, 2004; 

Huff, 2013; Littrell et al., 2006; Peltokorpi & Froese, 2009; Tharenou, 2013; Vance & 

Paik, 2002; Vaiman et al., 2015). The inability of expatriates to adapt to the work and 

non-work challenges of a new cultural context relates to the common phenomenon of 

expatriate failure (Andreason, 2003a; Bennett, Aston & Colquhoun, 2000; Cole & 

Nesbeth, 2014; Graf & Mertesacker, 2009; Gupta, Banerjee & Gaur, 2012; Harzing & 

Christensen, 2004; Mendenhall & Oddou, 1986, 1988; McNulty, 2012; Treven, 2001; 

Tung, 1981, 1987). 

Expatriate failure has been characterised variously as: a premature end to an assignment 

and early repatriation of an expatriate; an inability to achieve assignment goals; damage 

to organisational image resulting in loss of business confidence and lost opportunities; 

underperformance resulting in delayed productivity and start-up time; and damage to 

relationships with other foreign organisations caused by cultural faux pas (Bennett et 

al., 2000; Harzing & Christensen, 2004; Mendenhall & Oddou, 1988; Stephens & 

Black, 1991; Treven, 2001; Tung, 1987). While there is no consensus on the rate of 
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expatriate failure, the range of failure is typically stated as being between 20% and 40% 

(Harvey & Moeller, 2009) and is known to be costly for organisations, the expatriates 

themselves and, where applicable, his/her accompanying family (Gupta et al., 2012; 

Harzing & Christensen, 2004; Reiche & Harzing, 2011; Stroh, Black, Mendenhall & 

Gregersen, 2005; Varner & Palmer, 2002). Consequently, reducing the rate of expatriate 

failure is of critical importance for organisations which employ expatriates. 

Cultural distance  

Although cross-cultural adjustment has been identified as a key problem for expatriates, 

the extent to which cross-cultural difficulties are experienced by expatriates is related to 

the cultural distance between an individual’s home country of origin and the host 

country destination (Cao et al., 2104; Peltokorpi & Froese, 2014). Cultural distance 

refers to the degree of difference between various socio-cultural characteristics such as 

collective values, beliefs, language, customs, rituals, and legal, political, and economic 

systems between members of one culture from members of another culture (Froese & 

Peltokorpi, 2011; House, Hanges, Javidan, Dorfman & Gupta, 2004; Johanson & 

Vahlne, 1977; Shenkar, 2001; Shenkar, Luo & Yeheskel, 2008).  

Numerous studies have demonstrated the influence of cultural distance on the cross-

cultural adjustment of OAEs (Bhaskar-Shrinivas et al., 2005; Black & Gregersen, 1991; 

Selmer, 2006; Selmer & Lauring, 2009; Waxin & Panaccio, 2005) and have argued that 

cultural distance can foster an expatriate’s willingness to both relocate and subsequently 

adjust to some cultures and not to others. It has been noted that OAEs are more inclined 

to expatriate to culturally similar countries than to dissimilar countries (Tharenou, 2003) 

and professionals from Western countries most often expatriate to other Western 

countries, especially the US, UK, Canada, and Australia (Doherty, Dickmann & Mills, 

2008; Organisation for Economic Co-operation and Development [OECD], 2008). 

These findings suggest that for OAEs, location factors may be a considerable barrier to 

expatriating and that the perceived degree of cultural distance is influential in decisions 

around expatriation. That is, a country with a larger cultural distance from the home 

country requires the expatriate to undergo more transitions and changes in their values, 

beliefs and behaviours, which create more uncertainties and complexities than in a 

country with a smaller cultural distance.  
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Another body of research has argued that cross-cultural adjustment could be just as 

difficult in culturally similar countries as in culturally dissimilar countries (Evans, Lane 

& O’Grady, 1992; Selmer & Lauring, 2009). The findings of these studies revealed that 

transitions to a culturally similar context are normally taken for granted and 

organisations are less likely to try to overcome cultural differences as they are not 

perceived to be pronounced. Such presumptions often lead to unexpected and 

unforeseen barriers to success as organisations inadvertently end up disadvantaging 

themselves and their expatriates by not providing adequate support and training.  

Another body of literature has proposed the asymmetry hypothesis highlighting that the 

impact of cultural distance may be contingent on the direction of the assignment 

(Shenkar, 2001; Selmer, Chiu & Shenkar, 2007). Shenkar (2001) noted that expatriates 

do not experience identical cultural distances in both directions, arguing that individuals 

expatriating from their home country of origin (Country X) to the host country (Country 

Y) may not experience a symmetrical level of cultural difficulty as individuals 

expatriating from the host country (Country Y) to the individual’s home country 

(Country X). Support for this hypothesis has been found in the studies confirming the 

notion of cultural distance asymmetry (Selmer et al., 2007). Though examined for 

OAEs, these contradictory findings have not yet been discussed in the literature on 

SIEs.  

Of that which is known about SIEs and their response to cultural distance appears to 

resonate with the findings for OAEs. In a review of SIE literature, Cao et al. (2012) 

explained that the larger the cultural distance, the more difficult and stressful it becomes 

for SIEs to communicate effectively in the host culture. However, in contrast to the 

findings of research on OAEs, Froese and Peltokorpi (2013) revealed that challenges 

relating to cultural distance are stronger for SIEs than for OAEs, because they more 

commonly work under host country supervisors, suggesting that culturally diverse 

leader-subordinate dyads can be problematic. Of the scant research relating specifically 

to the effects of cultural distance on SIEs, the majority of the samples comprise 

individuals who move between countries that are culturally similar, such as Australians 

in other English-speaking countries (Tharenou & Caulfield, 2010). Despite recent 

literature about SIEs who move from and to culturally distant regions (e.g. Alshahrani 

& Morley, 2015; Al Ariss & Özbilgin, 2010; Froese & Peltokorpi, 2011; Peltokorpi & 

Froese, 2014; Cao et al., 2014; Selmer & Lauring, 2011), relatively little is known about 
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the experiences of Australian SIEs living and working across both culturally similar and 

culturally dissimilar contexts. Tharenou and Caulfield (2010) have called for research 

which examines what prompts professionals to expatriate to developing countries and 

countries that vary in culture to that of their own. Given the increasing rate of 

globalisation and increases in individual mobility, there is need to specifically 

understand the impact of cultural distance on SIEs’ cross-cultural effectiveness and the 

consequent need to prepare for working and living in both culturally similar and 

culturally dissimilar countries. 

Cultural preparation 

Early research into the selection of expatriates for international assignments focused on 

an individual’s technical competence and problem solving abilities (Gregersen & Black, 

1996; Tung, 1982). Later, increasing importance was placed upon a candidate’s cross-

cultural competencies (Froese, 2010, 2012; Harzing & Christensen, 2004; Littrell et al., 

2006; Morris & Robie, 2001; Peltokorpi, 2008; Froese & Peltokorpi, 2011; Sargent, 

2002; Tharenou, 2013; Vance & Paik, 2002). Studies have consistently illustrated that 

awareness of cultural differences would enable expatriates to interact more effectively 

with members of another culture and thus training and development programs have 

been designed to enhance expatriates’ cross-cultural competencies. A vast body of 

research has suggested that organisationally provided CCT may contribute towards 

cross-cultural effectiveness (e.g. Cheema, 2012; Fee et al., 2015; Fisher & Hutchings, 

2013; Hutchings et al., 2013; Kassar et al., 2015; Santoso & Loosemore, 2013). Yet, 

while formalised CCT programs can contribute towards minimising expatriate failure 

and challenges associated with working and living internationally for OAEs, it has been 

argued that CCT may have limited applicability in the lives and careers of SIEs, who 

generally do not receive such support due to their self-initiated status (Despotovic et al., 

2015) and little is known about what, if any, cross-cultural training SIEs receive from 

organisations. Further, as outlined previously, with the exception of a one-country study 

by Despotovic et al. (2015) there has been little investigation of the self-preparation 

which SIEs may undertake in the absence of receiving organisationally provided pre-

departure or post-arrival CCT. The role of self-preparation in assisting the cultural 

understanding of SIEs has not been adequately addressed in the literature in comparison 

to knowledge of CCT for OAEs. While Despotovic et al’s (2015) study was useful in 

revealing the importance of self-preparation in developing SIEs’ cultural understanding 
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for life and work in South Korea; it was limited in its analysis of factors which might 

influence the perceived need or value for SIEs to undertake self-preparation, particularly 

for SIEs relocating across culturally dis/similar cultural contexts. 

Australian expatriates 

As this research focuses specifically on Australian SIEs, the following section explores 

the Australian context and extant research on Australian expatriation. The Australian 

business context is dynamic, borne out by its strong position relative to other developed 

world economies during and after the global financial crisis (McDonnell et al., 2011). 

Australia has been described as a small, late internationalising economy, politically 

stable, close to Asia with a positive business environment (Johnston & Menguc, 2007). 

The growth in Australia of outward foreign direct investment (FDI) is notable, with 

outward flows of US$26,431 million and inward flows of US$32,472 in 2010 (United 

Nations Conference on Trade and Development [UNCTAD], 2011). The outward FDI 

data points towards new Australian firms investing overseas and/or existing Australian-

owned MNEs increasing their foreign presence. Overall, these FDI figures suggest that 

Australia is a significant contributor as a host and source of multinational investment. 

Although compiled almost a decade ago, the most current Australian Bureau of 

Statistics report on Australian expatriates has indicated that international relocation has 

increased markedly as a result of the rise of the global labour market, more affordable 

international transport and sophisticated communication technologies (Australian 

Bureau of Statistics [ABS], 2007). The movement of Australian expatriates 

internationally is an important issue, not only because of its impact on the size of the 

Australian resident population, but also through its impact on the labour force and the 

international economy (ABS, 2007; DFAT, 2015). Statistics on the number of long-term 

departures of Australian residents indicate a significant increase from 1985 to 2005 

(ABS, 2007). In the 12 months leading up to December 2005, there were over 158,000 

departures by Australian residents for an intended period of 12 months or more. This 

was more than twice the number of Australian residents who departed in 1985 (69,600). 

In 2005, almost two-thirds (64%) of all departures (or 101,000) were to OECD 

countries. Census and survey data collected between 1999 and 2003 reveal that an 

estimated 346,000 Australian-born people were living in other OECD countries (ABS, 

2007). It is currently estimated that there are approximately one million Australian 

expatriates residing abroad (Department of Foreign Affairs and Trade [DFAT], 2016). 
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As Australia is a key host and source of MNOs it is thus a fertile field for studying these 

complex organisations (McDonnell et al., 2011).  

Despite the significant numbers of Australians relocating abroad to live and work, when 

examining expatriation research it becomes evident that expatriates from small, late 

internationalising countries have received much less attention compared to expatriates 

from larger and/or mature economies such as Japan, China, Europe and the United 

States (Johnston & Menguc, 2007; McDonnell et al., 2011). McDonnell et al’s. (2011) 

research outlined a number of areas that should receive the attention of future research 

and asserted that Australian research is “thin on the ground” (2011, p. 29). Moreover to 

develop a broader understanding of expatriation it has been suggested that future SIE 

research should give attention to new contexts (Biemann & Andresen, 2010; Muir, 

Wallace & McMurray, 2014; Scullion & Brewster, 2002), while McDonnell et al. 

(2011) and Tharenou and Caulfield (2010), advocated Australia as one such source 

country. While there has been limited research on Australian expatriates compared to 

expatriates from North America and Europe, over the last three decades several 

researchers have specifically explored the experiences of Australian OAEs (e.g. De 

Cieri, Sheenan, Costa, Fenwick & Copper, 2009; Fee et al., 2015; Fish & Wood, 1994; 

Hutchings, 2002, 2003, 2005; Santoso & Loosemore, 2013; Schuler, Dowling & De 

Cieri, 1993; Tharenou & Harvey 2006; Woods, 2003). Table 1.1 provides a summary of 

key research on Australian expatriates and organisations. Yet overall, there has been 

limited research on Australian expatriates and even less on Australian SIEs, and 

researchers have called for better understanding of the unique issues associated with 

Australians and their expatriation (McDonnell et al., 2011; Scullion & Brewster, 2002). 

Considering the growing importance of the global economy to Australia (Austrade 

2016; DFAT, 2015; Johnston & Menguc, 2007; UNCTAD, 2011), this study responds 

to the need for more research about the experiences and issues faced by Australian 

expatriates while working abroad. 
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Whereas research on Australian expatriates has tended to focus on contexts such as 

China (Hutchings, 2003, 2005; Hutchings & Murray, 2002), Singapore (Woods, 2003), 

Thailand (Clegg & Gray, 2002), East-Asia (Anderson, 1999) and the UAE (Hutchings 

et al., 2013) limited research has examined Australian expatriates who live and work in 

other countries which are traditionally and/or economically important to Australia. 

Thus, it is important for research to explore the experiences of Australian expatriates 

generally and of Australian SIEs in particular within these contexts. South Korea and 

the UK are two such locations that have not yet been thoroughly examined within the 

Table 1.1 

Key research on Australian expatriates 

Authors Research topics 
 
Fish and Wood (1996) 

 
Examined expatriate staffing in Australian organisations. 

Davidson and Kinzel 
(1996) 

Investigated the support services provided to expatriates in 
Australian companies. 

Fish and Wood (1997a, 
1997c) 

Studied cross-cultural management competencies in Australian 
organisations in East Asia and referred to motivations for taking 
international assignments in East Asia. 

Anderson (1999) Explored the preparation of Australian expatriates and their 
families for relocation to Southeast Asia. 

Anderson (2001) Explored the support offered to spouses of female expatriates 
and investigated the selection, preparation, management and 
repatriation of expatriates in public, private and non-government 
sector organisations in Australia.  

Clegg and Gray (2002) Studied Australian expatriates in Thailand. 

Woods (2003) Examined performance management for Australian expatriates. 

Tharenou (2003) Contributed to the literature on international relocation, and 
more specifically on the international relocation of Australian 
SIEs, by providing the first study to explain how receptivity to 
working abroad initially develops. 

Hutchings  
(2002, 2003, 2005) 

Explored selection, training and support of Australian 
expatriates in China. 

Tharenou and Harvey 
(2006) 

Explored international staffing operations of Australian 
multinational enterprises. 

Newton, Hutchings and 
Kabanoff (2007) and De 
Cieri, Sheehan, Costa, 
Fenwick and Cooper 
(2009) 

Examined the factors that influence repatriation programs in 
Australian organisations. 
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literature. As outlined in the following section, South Korea and the UK are both 

significant to Australia, sharing ongoing reciprocal commercial relationships. In 

particular, the UK has traditional links with Australia and a large population of 

Australian expatriates. South Korea is economically important to Australia, particularly 

in light of the 2014 Korea-Australian Free Trade Agreement. Further, South Korea is 

expected to provide a vastly different cultural context for Australian expatriates than the 

UK. Thus examination of such differing cultural environments provides valuable insight 

into perceptions of the need for preparation for living and working across contexts 

which are culturally dis/similar to that of Australia. 

Moreover, within the research on Australian multinationals and Australian expatriates, 

while some of the study participants may well have been SIEs, there has not been 

specific exploration of SIEs’ cross-cultural preparedness generally nor has attention 

been given to self-preparation. Australian SIEs are sufficiently different to their 

counterparts in the US and other large developed economies that they warrant 

examination in their own right. Little is known about whether SIEs perceive the need 

for self-preparation when contemplating living and working abroad.  

Overview of countries to be studied and their significance to Australia 

South Korea and the United Kingdom 

South Korea has a population of over 50 million and a gross domestic product (GDP) of 

US$25,975 (DFAT, 2015a). South Korea is a member of the OECD and is the twelfth 

largest economy in the world and the fourth largest in Asia (Central Intelligence Agency 

[CIA], 2015). The International Monetary Fund (IMF) has reported that South Korea is 

projected to have one of the highest economic growth rates of all advanced economies 

over the coming years (IMF, 2014). South Korea hosts more than 2500 foreign 

subsidiaries as well as more than one million foreigner employees. South Korea has a 

significant impact on the state of the Australian economy and is an important host 

context for business and expatriates (Austrade, 2015; Leea, Huh & Harrisc, 2003). 

South Korea is currently Australia’s third largest export market and fourth largest 

trading partner, with total two-way trade worth approximately $30.5 billion annually 

(DFAT, 2015a). Over the last three decades Australia and South Korea have maintained 

a growing bi-lateral commercial relationship (DFAT, 2015b), further strengthened since 
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December, 2014 by the Korea-Australia Free Trade Agreement which enabled 

improved market access opportunities for Australian and South Korean companies. 

Despite the growing importance of its technological innovations and manufacturing 

initiatives, South Korea is under-researched in IHRM literature (McDonnell et al., 

2011).  

The UK is a multinational state comprising England, Northern Ireland, Scotland and 

Wales. The UK has a population of over 64 million and a GDP of US$41,820 (DFAT, 

2015c). The UK is a member of the OECD and the European Union (EU) and is the 

world’s fifth largest economy (DFAT, 2015c). The UK has also been identified as an 

important host country context for Australian expatriates and significant to the 

Australian economy because of its traditional and long standing economic, legal, 

political and monarchical ties (DFAT, 2015d; Hugo et al., 2003). Australia’s 

relationship with the UK is underpinned by a shared heritage, common values, and 

closely aligned strategic outlook and interests. This relationship is further strengthened 

by a shared history of active service in conflict zones and international security. As 

noted in Chapter Three: Methods, all UK participants in the current study were 

expatriates located in England. However, the UK is referred to throughout because 

discussions of culture, namely those of Hofstede (2012), consider the UK as a whole. 

The UK – or more specifically England – has long been a popular destination for 

Australian expatriates, and the researcher’s exploration suggests that there have not 

been any specific studies about Australian SIEs in this context. During the period 1999–

2003, Australian census data shows that almost 100,000 Australian expatriates were 

residing in the UK, many based in England, accounting for the highest total proportion 

(33.4%) of Australian expatriates residing in selected OECD countries (ABS, 2007). 

More recently, the strength of Australia-UK linkages is evident in the high volumes of 

travel and migration flows between both countries, with the UK reporting more than 

one million Australian visits by tourists and temporary visa entrants each year. The UK 

is currently Australia’s eighth largest export market and seventh largest trading partner, 

with total two-way trade worth approximately $20.8 billion (DFAT, 2015d). Over the 

last several decades Australia and the UK have maintained a growing bi-lateral 

commercial relationship (DFAT, 2015d) 

The following sections provide a brief overview of both South Korean and the UK’s 

British culture. The South Korean and British cultures are contrasted with Australian 
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culture according to Hofstede’s (1980) cultural dimensions. Hofstede (1980) identified 

five main dimensions of national culture by which countries can be categorised: power 

distance (PD); uncertainty avoidance (UAI); individualism (IDV); masculinity (MAS); 

and long-term orientation (LTO). First, PD refers to the extent to which the less 

powerful members of organisations and institutions expect and accept that power is 

distributed unequally. Second, UAI refers to a person’s tolerance for uncertainty and 

ambiguity. Third, individualism IDV is characterised by the degree to which individuals 

are integrated into groups, the strength of bonds and loyalties and whether their interests 

were individual or group (collectivist) oriented (Hofstede, 2012). Hofstede (2012) 

explains that the fourth dimension, MAS, examines the extent to which the dominant 

values in society are masculine (ambition, acquisition for wealth, differentiated gender 

roles) or feminine (caring and nurturing behaviours, more fluid gender roles). Finally, 

LTO depicts the extent to which a society has a future-oriented perspective rather than a 

short-term view. Values associated with LTO are thrift and perseverance (Hofstede, 

2012).  

While Hofstede’s (1980) dimensions may assist in understanding differing cultural 

contexts, the possible limitations of such national generalisations are acknowledged in 

respect to criticisms that Hofstede’s framework is not precise enough to address the 

diverse and unique challenges within national boundaries and ethnic cultural 

classifications. For instance, McSweeney (2002) questioned the plausibility of 

systematically causal national cultures by arguing that there is insufficient evidence to 

assume that each nation has a distinctive and describable ‘culture’. Rather than 

assuming uniformity across national cultures, McSweeney (2002), Ailon (2008) and 

Kirkman, Lowe and Gibson (2006) have asserted a need to better understand the 

richness and diversity of national practices and institutions. Likewise, Gerhart (2009) 

has noted that the concept of ‘national culture’ overlooks the significant intra-country 

variation in both organizational and individual level attributes. Gerhart (2009) and 

Kirkman et al. (2006) have argued that while some organisations and individuals may 

resemble and adhere to their prescribed national culture, considerations such as 

individual personality and values result in the potential for considerable deviation from 

‘national cultures’. While there has been such critique of Hofstede’s work, it has been 

noted that the dimensions do at least provide a useful starting point for understanding 

differing cultural contexts (Kirkman et al., 2006). In the current research a detailed 

comparison of the host country cultures in contrast to Australia is not undertaken. 
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Rather, the rationale for using Hofstede’s dimensions to examine South Korea and the 

UK is to demonstrate the existence of cultural differences as a basis for examining the 

extent to which SIEs might perceive differences in the need to prepare for an 

environment that is culturally very different (South Korea) and culturally much more 

similar (UK) to Australia. 

South Korean cultural context 

Confucian culture emphasises the central virtue of filial piety, which is characterised by 

harmony, cooperation, social cohesion, authoritarianism, self-discipline, status 

consciousness, hierarchical collectivism, and hierarchical conformity (Kwon, 2010). 

While South Korea may be viewed as adhering to Confucian cultural characteristics, it 

also has a distinct and homogeneous identity moulded by its prevailing religions, 

geographic surroundings, predominant social and political systems, turbulent history 

and linguistic heritage (Communicad, 2011; Kwon, 2010). To further understand the 

cultural differences between South Korea and Australia, Hofstede’s research (1980, 

2012) can be examined. Figure 1.1 provides a comparison between Australia and South 

Korea on each of Hofstede’s five cultural dimensions.  
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Figure 1.1. Hofstede’s (2012) cultural dimension comparison of South Korea and 

Australia  

Australia’s low power distance (36) contrasts with South Korea’s high power distance 

(60) (Hofstede, 2012) which is reflective of Australia’s cooperative interaction between 

societal levels including government, organisations and within families, as distinct from 

South Korea’s relative inequality between followers and leaders and subordination to 

hierarchy (Kim & Park, 2003). Weaver (2010) explains that many South Korean social 

units operate within a strong top-down authoritarian structure, usually with a near-

absolute submission and strong sense of responsibility upwards. Typically, senior South 

Korean individuals will receive greater respect, and interactions with a person of 

authority are more formal (Kwon, 2010). 

South Korea’s UAI index at 85 (Hofstede, 2012) indicates the society’s low level of 

tolerance for uncertainty. The society does not readily accept change and is very risk 

averse, as reflected in the strict governance of rules, laws, policies, and regulations in 

order to eliminate or avoid the unexpected. In contrast, the UAI of Australia is 

moderately low, with an index value of 51 (Hofstede, 2012). This suggests that 

Australians are more comfortable dealing with unexpected situations, as well as being 

more tolerant of diverse opinions. A recent government report on conducting business 

in Korea (Austrade, 2015), stated that in managing uncertainty, business in South Korea 

is usually done through personal connections or intermediaries. The more well regarded 

the social standing of the intermediary, the more successful the business will be in 

making contact with the right people. Cold calling typically has limited success and 

most Korean business people are not comfortable until an individual’s status and 

company name is known (Austrade, 2015).  

In respect to individualism there is a marked contrast, with South Korea being highly 

collectivist — a low individualism score (18) noting a fostering of close long-term 

relationships with group members — whereas Australia has one of the world’s highest 

individualism scores (91) (Hofstede, 2012). While individualist cultures such as 

Australia value autonomy, independence and privacy, collectivist cultures such as South 

Korea identify themselves as interconnected and interdependent members of a group 

(Chung & Jin, 2011). The society fosters strong relationships by developing close long-

term relationships with group members. For example, Weaver (2010) explained that it is 
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rare to hear South Koreans referring to ‘my family’, rather, they will say ‘uri ga-jok’ 

(‘our family’). Similarly, South Koreans tend to be reluctant to speak of their 

professional achievements, instead preferring to attribute their success to a group 

(Weaver, 2010).  

Compared with South Korea (39), Australia is a more masculine society (61), although 

both countries have scores which reflect distinct gender roles (Hofstede, 2012). On the 

dimension of long-term orientation, South Korea has a strong long-term orientation (75) 

valuing thrift and perseverance, relative to Australia (35) (Hofstede, 2012). In South 

Korea business planning and decision making tends to be a long process with a focus on 

longer term relationship building and long term investment projects (Kwon, 2010). 

Trompenaars (1994) emphasised the extent to which the role of relationships influences 

interactions within a culture, and this in-group and out-group difference is relevant to a 

South Korean setting because South Korean society is relationship-oriented (Kwon 

2010). Chung and Jin (2011) explained that in collectivist nations such as South Korea, 

individuals are more likely to identify themselves in terms of groups and to set a clear 

distinction between groups to which they belong (such as family/relatives, alumni, 

hometown fellows, colleagues at work, neighbours, other social networks) and groups 

to which they do not belong (out-groups). For instance, Chung and Jin (2011) have 

illustrated that in some South Korean companies, it is commonplace for the top 

management group to be dominated by executives who are all from the same 

geographical area or graduates of certain universities or high schools. South Koreans 

show favouritism towards other in-group members because they are considered 

extended family members. Chung and Jin (2011) also noted that South Koreans 

commonly provide support and help for other members of their in-groups, and in turn, 

expect moral obligations in return for their care; resulting in constant favour exchange 

amongst in-group members. The social pressure of keeping face in a collectivist culture 

protects an individual from digression from the norm, and failure to provide in-group 

members with mutual benefits hurts an individual’s reputation and causes loss of face; a 

detrimental effect within a collectivist culture.  
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United Kingdom cultural context 

To understand the cultural differences between Australia and the UK, Hofstede’s 

research (1980, 2012) can be examined. Figure 1.2 provides a comparison between 

Australia and the UK on each of Hofstede’s five cultural dimensions.  

Both Australia and the UK have a low power distance (36 and 35 respectively) 

(Hofstede, 2012), indicating that individuals within these countries believe that 

inequalities amongst people should be minimised. Hofstede (2012) noted that the PD 

score of the UK seems incongruent with the well established historical British class 

system; this exposes one of the inherent tensions in British culture, between the 

importance of birth rank on the one hand and an entrenched belief that an individual’s 

birth situation should not limit their future abilities. Albeit to different degrees, 

individuals from Australia and the UK possess a belief that people should be treated in 

some way as equals, reflecting a common heritage of their egalitarian belief systems. 

Egalitarianism privileges equality in fundamental worth, social standing, and political 

and civil rights (Monteith & Walters, 1998; Peeters, 2004).  

 

Figure 1.2. Hofstede’s (2012) cultural dimension comparison of the United Kingdom 

and Australia  
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The UK’s UAI index, at 35 (Hofstede, 2012), indicates the society’s low level of 

uncertainty avoidance relative to Australia (51). The low UAI characteristic for the UK 

reflects that individuals are able to readily accept change and are comfortable in 

ambiguous situations. In the context of business, forward planning is not necessarily 

detail oriented and the process of getting towards the end goal will be fluid, flexible and 

responsive to the environment. In contrast, the UAI of Australia is higher, but still 

within a low range, with an index value of 51 (Hofstede, 2012). This suggests that 

Australians are pragmatic in terms of uncertainty avoidance. In an Australian business 

context there is focus on planning, and plans can be altered at short notice and 

improvisations made. Australians are considered to be fairly relaxed and are also 

comfortable in dealing with unexpected situations, as well as being accepting of new 

ideas, innovative products and a willingness to try something new or different 

(Hofstede, 2012). 

In respect to individualism, both Australia and the UK are highly individualist with 

scores of 90 and 89 respectively, which are among the world’s highest individualism 

scores and only slightly behind the United States (Hofstede, 2012). Highly individualist 

cultures value autonomy, independence, and privacy, which translate to a common 

expectation that people will look after themselves and their immediate families. In 

relation to business, employees are expected to be self-reliant and display initiative, and 

promotion decisions are based on individual merit and performance.  

Although both contexts have scores which reflect distinct gender roles, the UK is a 

slightly more masculine society (66) than Australia (61) (Hofstede, 2012). The high 

index scores across this dimension indicate that Australia and the UK are highly 

success-orientated and driven. Individuals across both societies are proud of their 

successes and achievements and will typically ‘strive to be the best they can be’. In a 

workplace setting Australians and the British have clear ambitions for their professional 

and leisure pursuits, and in business negotiations, the goal is to win rather than to 

preserve long-term relationships (Hofstede, 2012). A key point of confusion lies in the 

apparent contradiction between the feminine culture of modesty and understatement 

which is at odds with the underlying masculine success driven value (Hofstede, 2012). 

The term ‘tall-poppy syndrome’ is common in Australia, and refers to resentment or 

criticism of individuals who, whether through unwarranted self-adulation or genuine 

merit, stand out from their peers (Peeters, 2004). 
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Finally, across the LTO dimension, both Australia and the UK measure low indices, 

indicating that both countries have a short-term oriented culture which focuses on quick 

results in the future. At a score of 35, Australia measures slightly higher than the UK, 

with 25. Planning tends to be short and business tends to focus on short term quarterly 

goals and quick results, at the cost of longer term relationship building and long term 

investment projects. The notion of giving up something today for the promise of 

something bigger in the future is not a widely held notion in the UK and Australia 

(Hofstede, 2012).  

Research contribution and research question 

The current research contributes to the IHRM and expatriate literature in the following 

ways:  

First, this study examines in depth the perceptions of the need for self-preparation of 

SIEs. Although SIEs have been recognised as a significant sub-group of expatriates, 

when compared to research on OAEs’ preparation for life and work abroad, there is a 

dearth of research which has systematically examined the preparation of SIEs. As noted, 

prior research has argued that it may not appropriate to rely on the plethora of research 

findings regarding OAEs when describing the life and work of SIEs (Biemann & 

Andresen, 2010; Jokinen et al., 2008; Peltokorpi & Froese, 2009; Selmer & Lauring, 

2011). This justifies the call for more research to better understand the unique issues 

associated with SIEs’ expatriation (Alshahrani & Morley, 2015; Cao et al., 2014; 

Doherty, 2013; Doherty et al., 2013; Selmer & Lauring, 2011; Suutari & Brewster, 

2000; Vance, 2005). The dearth of knowledge on SIE preparation necessitates the 

current research which examines an important gap in the literature by exploring the self-

preparation that Australian SIEs perceive is required for living and working in South 

Korea or the UK. Thus, this research contributes to broader knowledge of SIEs, a 

growing and important section of the global talent pool and in doing so, provides 

knowledge of the type, method and duration of preparation deemed to be valuable and 

necessary to SIEs’ experiences of living and working internationally.  

Second, the current research extends existing research on Australian expatriates in 

general. While over the last two decades research has been conducted on Australian 

OAEs, there is comparatively little known specifically about SIEs from Australia. The 
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current research therefore contributes to broader knowledge by examining Australian 

SIEs specifically. 

Third, the current research provides knowledge of the experiences of Australian SIEs 

located in important markets which have thus far received scant attention. The UK and 

South Korea warrant exploration not only because they offer differing cultural 

experiences for expatriation, but also because of their historic and commercial 

importance both globally and for Australia in particular.  

Therefore, the current research is significant and advances theory by examining the 

following overarching research problem:  

What self-preparation do Australian SIEs perceive is required for living and working in 

South Korea or the United Kingdom? 

This overarching research problem will be examined in greater depth through several 

research sub-questions which explore how certain characteristics and attributes might 

influence Australian SIEs’ perceptions of the need for self-preparation for living and 

working in the UK or South Korea.  

SQ1: How does a lack of organisationally-provided support impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in the UK or South 

Korea? 

SQ2: How does prior international work and non-work experience (in childhood and 

adulthood) impact on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK? 

SQ3: How does personality and attitude impact on Australian SIEs’ perceptions of the 

need for self-preparation for living and working in South Korea or the UK?  

SQ4: How do relationships/networks with host country nationals or other expatriates 

impact on Australian SIEs’ perceptions of the need for self-preparation for living and 

working in South Korea or the UK? 
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SQ5: How does cultural familiarity and host country language ability impact on 

Australian SIEs’ perceptions of the need for self-preparation for living and working in 

South Korea or the UK? 

SQ6: How does the motivation to expatriate impact on Australian SIEs’ perceptions of 

the need for self-preparation for living and working in South Korea or the UK? 

SQ7: How does the motivation to expatriate to a specific country impact on Australian 

SIEs’ perceptions of the need for self-preparation for living and working in South Korea 

or the UK? 

Overview of methods  

In the methods chapter, the methodological paradigm and methods utilised for this 

research are presented in detail. The interpretivist paradigm is selected as the most 

appropriate for this research because it enables understanding of the perspective of the 

informants being studied, namely through subjective feelings, beliefs and opinions 

about what self-preparation the Australian SIEs perceive is required for living and 

working in South Korea or the UK. Qualitative research, aligned more closely with the 

interpretivist paradigm, was selected over quantitative research, as it enables exploration 

of an interviewee’s perceptions and interpretations of social experiences (Burrell & 

Morgan, 1979; Husserl, 1970; Littlejohn & Foss, 2009). While the perceived weakness 

of qualitative research (such as methodological imprecision and lack of rigour) are 

noted, qualitative research is selected for the richness and depth of knowledge of social 

behaviour that it uncovers. Though difficult to quantify, qualitative research is a 

valuable methodology for analysing the lived experiences of individuals because of its 

inherent flexibility which allows for the emergence of new ideas (Neuman, 2010) – a 

characteristic particularly valuable when examining a new area of research.  

Semi-structured interviews were considered the most appropriate data collection type 

because they allow for the active facilitation and rich acquisition of non-numerical data, 

while also allowing new insights to develop (Di Cicco-Bloom & Crabtree, 2006; 

Tashakkori & Teddlie, 2003). The interviews sought answers to questions about the 

Australian SIEs’ perceptions of the need for self-preparation for working and living in 

South Korea or the United Kingdom. The interviews commenced with questions 
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pertaining to the interviewees’ demographic data and details of the interviewee’s 

organisation. Open-ended questions then focused on: what had motivated the individual 

to expatriate; their perceived knowledge of the culture; aspects of the culture they 

enjoyed/found challenging; aspects of the culture they found dis/similar; preparation 

which they had undertaken; attributes or characteristics they believed had influenced the 

extent to which such preparation was undertaken, or perceived to be necessary; and 

perceptions of the preparation benefits. The interview protocol concluded with a 

question asking interviewees if they wished to elaborate on any other aspect of their 

professional or personal experience which they considered relevant to preparing for 

living and working in the host country. 

Participants were drawn from diverse industries using numerous recruitment methods in 

each location. The interviews were conducted over a thirteen-month period 

commencing in April 2013 and concluding in May 2014. In total 58 SIEs were 

interviewed. Of these, 26 had lived and worked in South Korea, 29 in the UK and the 

remaining three had relocated as SIEs to both South Korea and the UK. SIEs who had 

lived and worked in both contexts were asked to respond to questions about their time in 

each location. Therefore, although 58 SIEs were interviewed, the total sample captured 

61 SIE experiences (29 in South Korea and 32 in the UK). Interviews ranged from 40 to 

132 minutes, with an average of 87 minutes spent per interview, reflecting the richness 

of the data collected.  

Each interview was recorded and transcribed verbatim, and subsequently imported into 

the qualitative data analysis package NVivo10. NVivo10 was utilised to facilitate the 

coding, analysis, and mining of comments from the qualitative data. The interviews 

were manually coded to allow for a thematic analysis to explore the specific aspects of 

what self-preparation Australian SIEs perceive is required for living and working in 

South Korea or the UK. The information provided was contextualised and grouped 

where possible into patterns and analytical themes, and then quantified for the 

frequency of occurrence. The data collected from the interviews was compared across 

the responses from the interviewees via an iterative process of analysis and review, thus 

allowing for the identification of key issues and a rich, complex account of the data. 
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Delimitations 

The current research focuses on studying the SIEs specifically and does not attempt to 

engage in a comparison of their experiences with OAEs. The literature on SIEs and 

OAEs explicitly differentiates between these groups as having distinct sets of issues, 

concerns and experiences. Moreover, while it is known that OAEs engage in CCT to 

prepare for life and work abroad, there is a dearth of knowledge about how SIEs prepare 

for the living and working in a new cultural context. Consequently, the focus of this 

research is on improving knowledge about how SIEs’ self-preparation adds to what is 

already known about CCT.  

In addition to being important host location markets globally, and for Australia in 

particular, South Korea and the UK (which have thus far received scant attention in the 

expatriation literature), also offer differing cultural experiences for Australian 

expatriates, given that South Korea is perceived to be a much more culturally distant 

country than the UK. However, the current research does not attempt to critique the 

differences between cultures. Rather, the rationale of presenting a cultural comparison 

of Australia and the two host countries is to demonstrate the existence of cultural 

differences as a basis for examining the extent to which SIEs might perceive a need to 

prepare for two locations with culturally distinct environments. Importantly, while 

Australia is a very multi-cultural country and has many cultural influences it was 

beyond the scope of this research to engage in an examination of how an individual’s 

ethnic background may influence their perceptions of the need for self-preparation in 

particular cultural contexts.  

Although only one published article has specifically explored the issue of self-

preparation (Despotovic et al., 2015) the study was limited in that it examined the 

experiences of SIEs located in one host context – South Korea. Moreover, the study was 

limited in its analysis of characteristics or attributes which might be influential in the 

perceived need for SIEs to undertake self-preparation. In the current research insight 

into other characteristics or attributes which may also be influential in perceptions of the 

need for self-preparation is drawn from knowledge of factors which influence the 

experiences of expatriates who live and work abroad. While the adjustment of 

expatriates has been measured in prior research, the current study does not attempt to 

measure the adjustment of SIEs; instead, the antecedents of adjustment are used simply 
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as issues to consider whether such factors may also impact upon the perceived need for 

preparation. That is, certain characteristics known to influence adjustment may also be 

important in respect to the degree to which SIEs perceive that self-preparation is 

valuable, such as: prior international experience; indirect/direct forms of organisational 

support including CCT; personality and attitudes; networks with home and host country 

nationals; and host country language proficiency. In the literature review chapter that 

follows, the factors that may contribute to preparedness for working and living abroad 

for the expatriate will be presented in the context of prior research which has examined 

a number of factors seen to facilitate more effective adjustment. Thus, while the 

adjustment of SIEs is not the focus of this study, awareness of the adjustment literature 

may also shed light on the need for cross-cultural preparedness for living and working 

abroad. 

Overview of chapters 

In the second chapter a review of relevant seminal and key literature which informs this 

current study is presented. In the third chapter, the underlying research paradigm is 

examined followed by a discussion of the qualitative methods utilised, including 

sampling, data collection, and data analysis. In the fourth chapter the results of the 

interview data and analyses are presented. In the fifth chapter, the findings of the study 

are discussed in relation to relevant extant literature. The sixth and concluding chapter 

presents a summary of key findings, the major theoretical contributions of the research, 

practical implications for SIEs and organisations, and the limitations of the current 

research and directions for future research.  
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Chapter Two: Literature Review 

 

In this chapter a review of seminal and recent literature relevant to the current research 

will be provided. First, the rise in expatriation and international mobility of employees 

in recent decades is discussed. Following this, the various staffing choices available to 

multinational organisations (MNOs) are reviewed, distinguishing between 

organisationally assigned expatriates (OAEs) and the emergence of a more recent, non-

linear, self-driven career type – the self-initiated expatriate (SIE). Next, the cross-

cultural challenges and adjustment issues faced by expatriates and their families when 

working and living internationally are considered along with expatriate failure. 

Following this, various organisationally-provided cross-cultural training (CCT) models 

that support the cross-cultural adjustment and cultural effectiveness of OAEs and their 

families are explored. The limited examination of CCT and preparation for SIEs within 

the extant research is then considered. The main issues pertinent to the current research 

are then summarised, and the chapter concludes by outlining the research gap addressed 

by, and significance of, the current research. 

Globalisation and expatriation  

The context of international human resource management (IHRM) is changing rapidly 

as organisations compete in a globally connected market place (Bozionelos et al., 2014; 

Howe-Walsh & Schyns, 2010; Lauring & Selmer, 2013; Nolan & Morley, 2014). Over 

the last two decades a substantial number of studies have focused on expatriates as a 

key strategic resource (Alshahrani & Morley, 2015; Bhaskar-Shrinivas et al., 2005; 

Collings et al., 2007; Harzing, 2001; Hechanova, Beehr & Christensen, 2003; Litterell 

et al., 2006; McDonnell et al., 2011; Nolan & Morley, 2014; Pires et al., 2006; Thomas 

& Lazarova, 2006). Such studies have noted that a common feature of the global 

movement of labour is the employment of expatriates, as a strategy for: meeting skills 

shortages of host country organisations; launching new international ventures; providing 

international exposure to promising managers and developing globally-articulate 

employees; transferring knowledge within various subsidiaries of the organisation; 

maintaining a consistent international image; and facilitating organisational 

coordination and control. While it has been noted that some individuals are reluctant to 
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take international assignments (Brookfield Global Relocation Service [BGRS], 2012), 

the globalisation of business and the expansion of MNOs has led to increasing use of 

expatriate professionals by organisations, and greater willingness of individuals to 

pursue employment abroad to fulfil their career development and personal/lifestyle 

desires (Alsharharni & Morley, 2015; Cao et al., 2104; Doherty et al., 2011; Inkson et 

al., 1997; Suutari & Brewster, 2000). Research has also indicated that the process of 

managing international staffing continues to be an important element of international 

business and an integral part of any internationally-minded organisation (Alshahrani & 

Morley, 2015; Banai & Harry, 2004; Cao et al., 2014; Doherty, 2013; McDonnell et al., 

2011). In the following section, the various types of employees that are available to 

MNOs as organisational staffing choices will be presented. 

Multinational organisation staffing practices  

The management of employees is a challenging task for IHRM managers operating 

globally, and there is a growing interest in examining the various staffing options open 

to MNOs (Clegg & Gray, 2002; Vance, 2005; Tharenou, 2013; Vaiman et al., 2015; 

Yan, Zhu & Hall, 2002). While the context for managing international staffing has 

altered significantly, research suggests that many MNOs continue to underestimate the 

complexities involved (Alshahrani & Morley, 2015; Clegg & Gray, 2002; Bhaskar-

Shrinivas et al., 2005; Crowley-Henry, 2012; Fish & Wood, 1996). A large and growing 

body of literature has focused on the need for MNOs to make strategic decisions to 

efficiently and effectively select, manage and develop their international human 

resources in order to maintain competitive advantage (Graf & Mertesacker, 2009; 

Howe-Walsh & Schyns, 2010; Johnston & Menguc, 2007; Lauring & Selmer, 2013; 

Litterell et al., 2006; McDonnell et al., 2011; Nolan & Morley, 2014; Rugman & 

Verbeke, 1992; Tharenou, 2013; Vaiman et al., 2015; Vance & Paik, 2002). The 

staffing choices of global operations include the use of expatriates (typically parent-

country nationals or third-country nationals) and the employment or contracting of 

locally-engaged staff (typically host country nationals) (Clegg & Gray, 2002; Harzing, 

2001; Tharenou, 2013; Tung, 1981). A parent-country national (PCN) is an expatriate 

whose residency is the same as the parent-company organisation and who may have 

limited knowledge of the local culture. A host country national (HCN) is one whose 

residency is the same as the location of the subsidiary and hence already possess a solid 

cultural understanding of that country. A third-country national (TCN) is one whose 
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residency is different to the organisation or location of the subsidiary but who may have 

organisational and local cultural knowledge because of prior or current experience 

(Tharenou, 2013; Treven, 2001). While TCNs and PCNs are normally assigned by an 

organisation to live and work abroad, MNOs also select HCN, TCN or PCN individuals 

who are already residing in the host country. 

PCNs are most frequently appointed to senior management positions for purposes 

including: penetrating new markets; managing operations abroad; control and 

coordination; developing international networks; providing scarce technical and 

specialist skills; reducing intellectual property theft risks by HCNs; and for training and 

developing HCNs for future general and management positions within the organisation 

(Tharenou & Harvey, 2006; Tharenou, 2013). Moreover, PCNs are useful in reducing 

asymmetry in organisational-specific knowledge (product and industry) between the 

parent company and the host operations, and transferring parent company culture to the 

host country location when they are assigned abroad from the parent-company (rather 

than being recruited in-situ) (Tharenou, 2013).  

Whereas PCNs are frequently utilised by MNOs for their understanding of the parent-

country culture, knowledge of the organisation and ability to transfer the parent 

company culture and management practices, HCNs and TCNs are also commonly used 

for their knowledge of the local market, language, cultural and business practices 

(Harzing, 2001; Tharenou, 2013). While it has been argued that the goals of HCNs may 

not converge with those of the MNO (Tharenou & Harvey, 2006), HCN and TCN 

managerial competencies are an important resource for organisations to facilitate a 

balance of outside knowledge with the local environment. HCNs and TCNs are also 

often utilised in managerial positions once the subsidiary has become established, or 

when organisations seek to be responsive to the host country market, rules, regulations, 

culture and business environment. This interface is essential to reduce financial and 

transaction costs arising from the cultural differences of PCNs, who may lack culturally 

specific skills or local language ability (Tharenou & Harvey, 2006; Tharenou, 2013). 

HCNs and TCNs are valuable to organisations because they are likely to have already 

acquired various multicultural competencies, such as the ability to adapt to a new 

environment, to deal effectively with foreign co-workers, or if necessary, to imitate 

foreign behavioural norms (Fish & Wood, 1996; Mendenhall & Oddou, 1988; 

Tharenou, 2013). 
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Heenan and Perlmutter (1979) researched organisational staffing decisions of 

organisations when operating overseas and provided examination of the reasons why 

organisations may decide to select expatriates for international assignments. Building 

upon earlier work by Perlmutter (1969), Heenan and Perlmutter (1979) widened the 

analysis of the international human resource selection decision through the dimension of 

four primary philosophies relating to organisational staffing decisions. The terms 

‘ethnocentrism’, ‘polycentrism’, ‘geocentrism’, and ‘regiocentrism’ provide useful 

frameworks for differentiating between different types of staffing approaches of 

organisations. 

Organisations which adopt an ethnocentric approach to staffing assume that the parent-

country approach to management is best. An ethnocentric approach to staffing is 

associated with organisational perceptions that HCNs lack qualifications and ability, 

mandating that key positions in the foreign subsidiary should be staffed by expatriates 

from the parent country (Perlmutter, 1969; Heenan & Perlmutter, 1979; Treven, 2001). 

Vance and Paik (2002) explained that an organisation which adopts an ethnocentric 

approach will typically allow only PCNs to hold strategic roles and will not involve 

HCNs in key decision making. The ethnocentric approach to staffing is often used by 

organisations experiencing difficulty locating suitable candidates locally and in 

instances which require PCNs to facilitate the host country subsidiary’s adoption of the 

dominant company culture and parent-company management practices. While the 

ethnocentric approach maintains the parent-country international image and facilitates 

parent country organisational coordination and control, it has been criticised as being 

unresponsive to local customs and cultures (Kobrin, 1995; Perlmutter, 1969).  

Conversely, organisations which desire to engage responsively with the local context 

adopt what is described as a polycentric approach to staffing. A polycentric approach to 

staffing mandates that key positions in an overseas subsidiary should be locally staffed 

because PCNs are not considered to have adequate local knowledge (Francesco & Gold, 

1998; Kobrin, 1995; Perlmutter, 1969). The polycentric organisation may expect to 

develop the HCNs so that they become better equipped with global business skills. 

The regiocentric approach to staffing considers overseas operations in a regional sense; 

mandating that key positions should be staffed by nationals from a country located 

within a geographically neighbouring region (Heenan & Perlmutter, 1979). The 
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intention behind the regiocentric approach is to strengthen the organisation strategically 

and to provide strong motivation for (local) regional management. Although the 

regiocentric approach to staffing reflects sensitivity to local conditions, it is limited in 

that staffing typically only occurs within geographic regions (Heenan & Perlmutter, 

1979). 

Finally, a geocentric approach to staffing adopts a more holistic approach to 

management by recognising competence rather than nationality as the primary measure 

for selection (Heenan & Perlmutter, 1979). Organisations adopting a geocentric 

approach to staffing aim to develop integrative global strategies by employing 

international managers from a diverse selection of countries or by developing globally 

articulate individuals with desirable cross-cultural competencies (Kobrin, 1995; Bird & 

Roehl, 2004; Francesco & Gold, 1998). The geocentric approach to staffing may be 

utilised by a parent country organisation which may require the expatriate to learn vital 

local knowledge to share with the parent company on their return. Despite the relative 

benefits of the geocentric approach to staffing, Clegg and Gray (2002) argued that few 

local organisations actually adopt this approach and are often more inclined to employ a 

local over an expatriate but are forced to do otherwise because of a lack of local talent. 

Fish and Wood (1996) argued the need for organisations to move away from traditional 

ethnocentric attitudes towards a more geocentric approach to expatriate staffing. 

Further, Fish and Wood (1996) explained that ethnocentric attitudes which assume that 

knowledge and success in a domestic host country setting will lead to cross-cultural 

success in the foreign host country location are not always accurate. Fish and Wood 

(1996) suggested the value of a more geocentric approach to expatriate staffing with an 

informed and integrated staff planning and management procedure which encompasses 

greater awareness and better understanding of differences in cross-cultural business 

practices.   

Australian multinational organisation staffing practices 

Although the breadth of research into Australian MNO staffing practices abroad is 

limited, there is some research which has highlighted that Australian PCNs or TCNs 

tend to be utilised over HCNs because of MNOs’ ethnocentric or geocentric approach 

toward staffing. Clegg and Gray (2002) investigated the staffing practices of Australian 

businesses in Thailand and found that Australian expatriates were preferred over local 
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staff because of a perceived deficit of technical expertise amongst local staff. Consistent 

with early United States-based research (Heenan & Perlmutter, 1979), Tharenou and 

Harvey (2006) highlighted that Australian MNOs tend to exhibit ethnocentric staffing 

preferences and, in a smaller number of cases, geocentric preferences. Tharenou and 

Harvey (2006) noted that Australian MNOs prefer PCNs to manage operations abroad, 

deploying long-term assignees rather than using HCNs, who they did not consider 

competent to run operations. Most MNOs in their study only used HCN managers to 

staff lower level management positions; all of which reported directly to the PCN. 

Despite the benefits of using HCNs, only 40% of MNOs in Tharenou and Harvey’s 

(2006) study had at least one HCN manager in charge of an operation abroad and this 

occurred only within MNOs operating in a mature stage of development, as opposed to 

new business start-ups. PCNs were more commonly used to set up subsidiaries because 

they were assumed to understand the parent company culture and the business model 

and MNOs did not feel confident that subsidiaries would adopt their practices if key 

management roles were staffed by HCNs. Tharenou and Harvey (2006) found that 

HCNs were more likely to run host country operations abroad when they had been 

trained or educated in Australia or other Western countries and thus were considered to 

have ‘mastered’ the parent culture.  

While MNOs are often faced with difficult decisions as to whether they will staff 

operations with HCNs, TCNs or PCNs, further complications arise given the availability 

of various forms of TCNs and PCNs. Such forms include the use of expatriates which 

are assigned by organisations (i.e. OAEs) but also increasingly, the availability of 

individuals who self-initiate their international relocation (i.e. SIEs). In the following 

section, the specificities, prevalence and value of SIEs are compared with the more 

traditional OAE assignment.   

Distinctions between SIEs and OAEs  

The focus of studies on global careers has largely been devoted to investigating 

organisational expatriate assignments using the term ‘expatriate’ to cover situations 

where an employer sends an individual outside their home country for a temporary 

assignment lasting anywhere from a few months up to a few years (Banai & Harry, 

2004; Bhaskar-Shrinivas et al., 2005; Brewster & Scullion, 1997; Cerdin & Le 

Pargneux, 2010; Crowley-Henry, 2007; Doherty, 2013; Myers & Pringle, 2005; 
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Peltokorpi & Froese, 2009). Amongst others, Peltokorpi and Froese (2009) pointed out 

that there has been little attempt in the vast body of expatriate research to distinguish 

between different types of expatriates. Collings et al. (2007) explained that due to the 

increasingly complex nature and purpose of international assignments, a range of new 

roles and career paths have emerged within the expatriate population. The emerging 

career paths which span organisational and national boundaries are described as being 

flexible, non-linear, and self-driven, characterised more and more by temporary 

assignments and centred on the accumulation of personal and professional skills (Cao et 

al., 2104; Carr et al., 2005; Doherty 2013; Inkson et al., 1997; Suutari & Brewster, 

2000). Suutari and Brewster (2000) suggested that earlier studies on expatriates have 

generally assumed that they are sent to a foreign country by their employer, whereas in 

practice, many of these individuals make their own arrangements to take work abroad. 

Over the last two decades, a new body of literature has developed that deals with people 

that were not sent abroad by an organisation but rather, those who individually chose to 

expatriate. These individuals have been labelled with a number of related terms such as 

‘self-directed expatriates’ (Inkson et al., 1997), ‘self-initiated foreign work experience’ 

(Suutari & Brewster, 2000), ‘international itinerants’ (Banai & Harry, 2004), 

‘independent internationally mobile professionals’ (McKenna & Richardson, 2007), and 

most commonly, ‘self-initiated expatriates’ (SIEs) (Cerdin & Selmer, 2014; Doherty et 

al., 2008, 2011; Jokinen et al., 2008).  

In clarifying the conceptual understanding of an SIE, Cerdin and Selmer (2014) 

proposed a definition to differentiate SIEs from other forms of expatriation and 

migration by highlighting four criteria which must be fulfilled concurrently to meet SIE 

status. These include: self-initiated international relocation; regular employment 

intentions; intentions of a temporary stay; and skilled/professional qualifications. Citing 

earlier research, Tharenou and Caulfield (2010) explained that while OAEs remain an 

employee of their home country organisation and are assigned abroad, SIEs save money 

to bankroll their trip, resign from their job in their home country and set off overseas 

autonomously in search of gainful employment. Often such employment is found upon 

arrival into the foreign country and is typically arranged on a local individual or 

contractual basis (Napier & Taylor, 2002; Suutari & Brewster, 2000). To a lesser extent, 

SIEs seek or find work in the foreign country before they expatriate (Cerdin & Selmer, 

2014; Inkson et al., 1997; Suutari & Brewster, 2000). In cases where employment is 

secured prior to departure, the employing organisation in the host location may choose 
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to provide some financial sponsorship for the international relocation. However, it has 

been argued that provision of such support does not invalidate the self-initiated status of 

the SIE as employment was sourced by the initiative and will of the individual, distinct 

in nature from an OAE who is assigned (by the employer based in the home country) to 

relocate abroad (Cerdin & Selmer, 2014). While the timeframe for remaining abroad as 

an SIE can be indefinite, the move is intended as temporary in nature, often ranging in 

period from one year (Collings et al., 2007; Tharenou, 2010; Tharenou and Caulfield, 

2010) to a decade (Richardson & McKenna, 2006; Richardson & Zikic, 2007). Since, at 

the moment of their departure from the home country, SIEs intend to work for a period 

of time and then repatriate or expatriate elsewhere, they belong to the category of 

expatriates and are neither immigrants nor short-term travellers (Cerdin & Selmer, 

2014; Richardson & Zikic, 2007). Moreover, as discussed in more detail in the 

proceeding section, SIEs are distinct from OAEs in: the source of initiative (self-

initiated versus organisationally-assigned); goals for the foreign job; the source of 

funding; and career type (Inkson et al., 1997; Suutari & Brewster, 2000).  

Due to talent shortages in many countries and the increasing demand for inter-culturally 

flexible employees with differentiated skill sets SIEs are becoming strategically 

valuable human resources for MNOs (Banai & Harry, 2004; Cao et al., 2014; Carr et al., 

2005; Cerdin & Selmer, 2014; Dickmann & Doherty, 2010; Howe-Walsh & Schyns, 

2010; Jokinen et al., 2008; Suutari & Brewster, 2000). SIEs are reported to offer 

organisations the opportunity to leverage their diverse competencies and experiences 

developed across different organisations, alongside their cultural affinity for the host 

country and their distinct motivation to live and work aboard (Hu and Xia, 2010; Napier 

& Taylor, 2002; Suutari & Brewster, 2000; Tharenou & Caulfield, 2010). Research has 

revealed that SIEs tend to have worked abroad for a greater period of time than OAEs 

(Cerdin & Le Pargneux, 2010; Doherty et al., 2011; Froese & Peltokorpi, 2013; Jokinen 

et al., 2008; Peltokorpi, 2008; Peltokorpi & Froese, 2009) resulting in greater local 

networks. Further, SIEs are readily accessible by being in the host country, relatively 

numerous and inexpensive because they do not require expatriate compensation 

packages (Froese & Peltokorpi, 2013; Suutari & Brewster, 2000; Tharenou & Harvey, 

2006); making them an attractive group to hire. The increasing number of SIEs allows 

organisations to enlarge the candidate pool for international positions at a lower cost 

than using OAEs. SIEs are expected to continue playing an important role in 

expatriation and the global competition for the attraction and retention of SIEs is strong 
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(Cao et al., 2014; Carr et al., 2005; Cerdin & Selmer, 2014; Dickmann & Doherty, 

2010; Jokinen et al., 2008; Suutari & Brewster, 2000). 

While there are clear positive aspects to the use of SIEs for organisational staffing, 

some doubt has been raised about their utility and value, especially in regard to their 

transient nature, which might be perceived as ‘risky’ behaviour by organisations. Such 

concerns note that, because SIEs are inherently driven to be mobile, they are also 

therefore self-assertive and have the capacity to leave whenever they desire (Biemann & 

Andresen, 2010; Sullivan & Arthur, 2006). Thus, unlike OAEs who are bound to 

specific expatriate assignments, SIEs lack such organisational restrictions and therefore 

have greater opportunities to access wider and more varied labour markets both within 

the host country and in other locations abroad. SIEs depend on external job offers and 

are therefore more conscious of the need to proactively plan the next career move 

themselves and be more amenable to moving (Biemann & Andresen, 2010). Biemann 

and Andresen (2010) illustrated that on-the-job embeddedness, that is, factors which 

constrain individuals from leaving their current employment, is of greater weight in 

OAEs’ decisions to remain working abroad than it is for SIEs. Due to the flexibility and 

mobility of their career, the commitment of SIEs is said to be primarily focused on the 

individual or their immediate family and their overall well-being rather than on their 

employer (Biemann & Andresen, 2010). While SIEs are reported to stay for many years 

in an overseas country, they see their employment setting as temporary in nature, and 

consequently, their investment in establishing a career with an organisation is 

comparatively lower. Unlike SIEs who are obligated only to themselves and their 

immediate family, OAEs have a double sense of responsibility towards the home and 

host country operations and feel obligated to the organisation which has provided them 

with a package of monetary and fringe benefits (such as education/housing allowances, 

health/travel insurance) (Howe-Walsh & Schyns, 2010; Suutari & Brewster, 2000). 

OAEs may perceive that the organisational and relational sacrifice of leaving the home 

country is comparatively higher for them than may be expected for SIEs. Biemann and 

Andresen (2010) noted that an organisation which relies upon SIEs for its staffing will 

experience retention problems due to a potential lack of organisational embeddedness. 

Similarly, Alshahrani and Morley (2015) found that SIEs exhibit higher inter-company 

and inter-industry mobility than OAEs, and consequent difficulties in HR planning, 

recruitment and talent management may create reluctance by organisations to invest in 

SIEs. Biemann and Andresen (2010) proposed that organisations intending to retain the 
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emerging SIE workforce need to develop specific HRM practices in the fields of 

recruitment and job design. Moreover, organisational assistance in the development of 

on-the-job embeddedness can help to increase personal identification with the 

organisation. However, Doherty (2013) argued that evidence that SIEs are not 

considered part of the core employee group is inconclusive and that other traits of SIEs 

are attractive to organisations.  

Peltokorpi (2008) maintained that although SIEs are transient by nature, such transience 

brings exposure to environments and experiences which help develop desirable traits 

such as emotional stability, cultural empathy and language proficiency. SIEs are also 

considered important by organisations because they tend to remain longer abroad 

(Cerdin & Le Pargneux, 2010; Doherty et al., 2011; Jokinen et al., 2008; Peltokorpi, 

2008; Peltokorpi & Froese, 2009, 2012) which may facilitate more interaction and 

integration with host country nationals (Biemann & Andresen, 2010). Studies have 

demonstrated that compared to OAEs, SIEs: have greater cross-cultural interactional 

skills and local social capital (Okamoto & Teo, 2011; Peltokorpi & Froese, 2009; 

Tharenou, 2013); have higher educational backgrounds (Vaiman et al., 2015); 

experience greater adaptability to work and non-work adjustment (Froese & Peltokorpi, 

2013; Peltokorpi & Froese, 2009); and are more willing to accept another period abroad 

and a more permanent stay (Suutari & Brewster, 2000). Moreover, Biemann and 

Andresen (2010) demonstrated that although SIEs have higher organisational mobility 

than OAEs, the groups do not vary in their levels of objective and subjective career 

success. In their study SIEs displayed a more stable career orientation in that their 

personal investment in career and career progression was sustained over time, whereas 

OAEs showed decreasing career orientation with age.  

Irrespective of the advantages and relative concerns surrounding SIE staffing, this form 

of expatriation continues to remain a subject of growing interest as more and more 

skilled individuals initiate expatriation to seek international career opportunities (Cao et 

al., 2014; Cerdin & Selmer, 2014; Dickmann & Doherty, 2010; Inkson et al., 1997; 

Jokinen et al., 2008; Suutari & Brewster, 2000). Tharenou and Caulfield (2010) have 

explained that the world has become one large employment pool for professionals, who 

increasingly initiate and finance their own expatriation to take advantage of lucrative 

work opportunities created by a shortage of professionals in both developed and 

developing economies. While there have been a number of references to the importance 
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of SIEs in the global labour market, there are no definitive statistics on the numbers of 

individuals who self-initiate (Doherty et al., 2011). Yet evidence suggests that SIEs 

constitute a much bigger and therefore potentially more influential share of the 

international workforce than OAEs (Carr et al., 2005; Doherty et al., 2011; Hugo et al., 

2003; Myers & Pringle, 2005; Napier & Taylor, 2002; Tharenou & Caulfield, 2010). 

Despite growing numbers of SIEs relocating abroad and the increasing use of SIEs, 

there is a dearth of empirical research both about the individual issues faced by SIEs in 

regard to how they establish themselves in a new environment and on the HRM and 

development issues facing organisations who seek to employ them (Alshahrani & 

Morley, 2015; Cao et al., 2014; Doherty, 2011, 2013; Doherty et al., 2013; Dickmann, 

2012; Selmer & Lauring, 2011; Suutari & Brewster, 2000; Vance, 2005). 

While the definition of international assignments is ever changing and expanding, the 

process of managing expatriation continues to be an important element of international 

business and an integral part of any internationally-minded organisation (Banai & 

Harry, 2004; Hutchings, 2003; Johnston & Menguc, 2007; McDonnell et al., 2011). The 

ever changing complexity of global staffing calls for a fundamental reassessment of 

international assignments, and as careers change, organisations which aim to achieve 

global competitive advantage need to exploit emergent trends in global mobility and 

flexibility (Hu & Xia, 2010). So far, the literature has paid little attention to how 

organisational HRM policies and procedures can support the adjustment of SIEs to the 

new organisation and culture (Howe-Walsh and Schyns, 2010) and analysis of 

performance has often been benchmarked against traditional OAE assignments. Howe-

Walsh and Schyns (2010) concluded that compared to management of OAEs, few 

organisations actively and systematically engage in tailorised HRM policies and 

procedures when dealing with SIEs. Al Ariss and Ӧzbilgin (2010) supported this and 

maintained that it is essential to understand the labour market experiences of SIEs in 

order to maximise their contributions. Alshaharani and Morley (2015) noted that, given 

SIEs’ preference for high inter-company and inter-industry mobility, more customised 

and systematic IHRM practices are required to attract and retain SIEs. Doherty (2013) 

suggested that organisations need to better understand what engages SIEs so that 

appropriate processes can be designed to address potential concerns about their 

management. These insights underline the need for IHRM strategies and practices to 

take into account the individual characteristics of SIEs in order to manage their SIEs 

effectively and develop their business interests further. Overall, research establishes that 
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with the growing prevalence of SIEs in organisations worldwide, it is vital for 

organisations to be able to understand the experience and provide suitable management 

of these individuals (Alsharani & Morley, 2015; Doherty, 2013; Bozionelos et al., 2014; 

Lauring & Selmer, 2013; Nolan & Morley, 2012).  

Knowledge about the career expectations and plans of SIEs is important in order to 

understand how management of SIEs differs from that of traditional expatriates 

(Biemann & Andresen, 2010). A growing body of research has compared SIEs with 

OAEs, and has discussed differences between these two groups. Amongst other 

differentiating characteristics, a recent trend in international assignments is for the 

individual to personally take charge of his or her career trajectories without the direct 

support of an organisation. In the following section, the characteristics which 

differentiate SIEs from OAEs are presented. 

Differentiating characteristics of SIEs and OAEs 

Doherty et al. (2011) argued that the limited understanding and complex nature of 

international assignments has highlighted the need to know more about internationally 

mobile individuals such as SIEs. Until very recently the characteristics of those who 

initiate their own foreign experience, their issues and problems, and the issues 

concerned with managing them, have gone largely unexamined in the literature. 

Pioneering research on SIEs was that of Inkson et al. (1997) who presented a new type 

of international career – originally termed ‘overseas experience’ but later known as self-

initiated expatriation – and pointed out notable differences from OAEs. Inkson et al. 

(1997) described four major characteristics that differentiate the work experience of 

SIEs from the more traditional form of OAE assignment. These include: the source of 

initiative; goals for the foreign job; the source of funding; and career type. Although this 

analysis was useful in identifying the heterogeneity of SIEs and OAEs, it has since been 

argued (Suutari & Brewster, 2000) that the analysis may have oversimplified the 

characteristics of the emerging group of SIEs. Following Inkson et al. (1997), interest in 

SIEs has proliferated, commencing with Suutari and Brewster (2000), who built upon 

earlier work by comparing self-initiated foreign work experience with traditional 

expatriate assignments. They presented evidence of the extent to which OAEs and SIEs 

differ with regard to individual, employer and task related variables. Moreover, they 

found that motives, compensation packages, and repatriation arrangements (for those 
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that had repatriated from their time abroad) differ between these groups (Suutari and 

Brewster, 2000). In order to present the differences between OAEs and SIEs, Inkson et 

al’s. (1997) typology of differences will be explained and elaborated along with insights 

from other more recent research.  

Source of initiative  

Inkson et al. (1997) advocated that the initiative to expatriate (be it individual or 

organisational) is a strong defining difference between OAEs and SIEs. While 

organisations initiate international work experience for OAEs expecting to achieve 

commercial or strategic gain, such reasons are less relevant for SIEs as they are not 

assigned abroad by any organisation. Even in situations where an OAE may volunteer 

to transfer abroad for an assignment they would still operate within their organisation’s 

strategy, policies and procedures, and thus the initiative and responsibility for the 

employee’s career would be more in the hands of the organisation than the individual. 

In contrast, SIEs, by definition, self-initiate their own international experience without 

the backing or support of their employer in their home country, independently and 

voluntarily making a decision to live and work abroad, and deciding of their own 

volition when they will return to their home country (Cerdin & Selmer, 2014; Crowley-

Henry, 2007; Inkson et al., 1997; Peltokorpi & Froese, 2009;). Thus, unlike OAEs, who 

are repatriated to their home country organisation by their employer, SIEs 

independently manage their own return, find a new job, undergo an entrepreneurial 

venture, or else return to their home country unemployed (Jokinen et al., 2008). For 

SIEs the desire to live and work internationally comes from the individual and 

consequently the key distinction between SIEs and OAEs is the initiative for the move. 

Goals for the foreign job  

Another distinguishing characteristic identified by Inkson et al. (1997) is that the goals 

for relocation differ between OAEs and SIEs. For the OAE a position may become 

available in a subsidiary outside the country in which the organisation is based or the 

organisation may attempt to enter a new market within a foreign country. The expatriate 

position may require both technical knowledge of the organisation’s strategy and 

procedures and the ability to work and live successfully in a foreign environment. A 

suitable individual is assigned on a fixed-term basis, and after a period of time, returns 
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to another position in the same organisation in the home country. The intention for the 

organisation is that the foreign experience will result in career development for the 

individual, competent completion of the job assignment, and organisational learning 

with the transfer of new skills and knowledge from the expatriate after return 

(Tharenou, 2013; Tharenou & Harvey, 2006). Importantly, the goals for the OAE are 

oriented towards accomplishing a specific job or organisational-related goal; usually 

within a pre-designated time-period.  

In comparison, early literature suggested that the goals for SIEs are often rather diffuse 

and unspecified individual development goals such as to ‘see the world’, ‘try something 

different’, or to ‘find myself’ (Inkson et al., 1997). As discussed later in this chapter, 

more recent literature has since argued that the goals and motives of self-initiated 

expatriates are more complex than originally proposed (Lauring et al., 2014; Muir et al., 

2014; Nolan & Morley, 2014; Richardson & McKenna, 2006; Richardson & McKenna, 

2014; Selmer & Lauring, 2011; Suutari & Brewster, 2000). The two distinguishing 

characteristics of source of initiative and goals for the foreign job will be discussed in 

further detail later in this section in the context of motivation for an international 

assignment.  

Source of funding 

Inkson et al. (1997) specified that the third differentiating characteristic between SIEs 

and OAEs is the source of funding. While OAEs are funded by organisationally 

provided allowances, benefits and salaries, SIEs (by definition, being self-initiated and 

self-resourced), fund their relocation from personal savings and finance their on-going 

time abroad with earnings made in the host country (Inkson et al., 1997; Suutari & 

Brewster, 2000; Tharenou, 2015). 

The provision of compensation packages, allowances and incentives is commonly used 

by MNOs to motivate potential OAE candidates to accept the international assignment 

(Froese & Peltokorpi, 2011; Peltokorpi & Froese, 2009; Suutari & Brewster, 2000). The 

notion behind providing OAEs with additional compensation and motivation to take the 

assignment is that the organisation is responsible for the expatriate maintaining a given 

standard of living. This is normally done by compensating for any additional and 

ongoing costs that the expatriate incurs as a result of undertaking the assignment. 
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Therefore, the OAE compensation package typically includes various kinds of 

premiums and allowances for: education; housing; cost-of-living allowances; 

transportation; and the provision of insurance for health, accident, life and the 

accompanying family (Froese & Peltokorpi, 2011; Peltokorpi & Froese, 2009; Suutari 

& Brewster, 2000).  

The financial compensation of SIEs is different to that of OAEs who typically have 

higher overall levels of compensation than SIEs (Suutari & Brewster, 2000). An 

explanation for this is that whereas OAEs often receive generous compensation 

packages, SIEs fund their own relocation (Peltokorpi & Froese, 2009) and are often 

employed as local staff under local contracts (Suutari, Brewster, Riusala & Syrjӓkari, 

2013) and consequently may not receive any additional expatriate allowances or 

insurance benefits (Suutari & Brewster, 2000). Suutari and Brewster (2000) found that 

compensation issues are invariably complex and can cause major difficulties. In their 

study, although in some cases SIEs had managed to negotiate some benefits, SIEs were 

more likely than OAEs to feel that the negotiations were difficult; this may be because 

some of the SIEs were treated as locals (Suutari & Brewster, 2000). However, contrary 

to prior research which has indicated that SIEs earn less that OAEs, Suutari and 

Brewster (2000) found that there was little difference in the average salary between 

OAEs and SIEs. Among the OAEs, the average salary (33,900 FIM/month = 

AUD$6,780) was slightly higher than among SIEs (32,132 FIM/month = AUD$6,426) 

however the significant difference was that the standard deviation was higher among 

SIEs (19,053 FIM = AUD$3,810) than among OAEs (13,703 FIM= AUD$2,740), 

indicating that SIEs were made up of a diverse group of financial earners. While some 

SIEs were earning more than their OAE counterparts, others were earning much less. 

Importantly, although no significant differences in the average salaries between OAEs 

and SIEs were found, there were vast variations in compensation packages with respect 

to premiums, allowances and bonuses which were more frequently a part of the 

compensation package for OAEs than for SIEs (Suutari & Brewster, 2000). Although 

seniority bonuses were found to be more common for SIEs, the percentages involved 

were small. In regard to hardship allowances, cost-of-living allowances, transportation 

allowances or other possible allowances, no notable differences appeared between the 

groups. There were however some major differences in insurance benefits. While the 

majority of the OAEs in Suutari and Brewster’s (2000) study were found to have 

assignment insurance, only 10% of SIEs were covered. Other types of insurance such as 
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family-related insurance were more common among SIEs. In respect to retirement, 

health, accident, life, and unemployment insurance there were no differences between 

the two groups (Suutari & Brewster, 2000). Thus, while there is debate in the literature 

regarding the earning potential and variations in the provision of allowances, 

compensation and benefits between SIEs and OAEs, it is evident that another defining 

difference is the source of funding.  

Career type 

Inkson et al. (1997) also suggested that SIEs and OAEs are differentiated on the basis of 

the career type which they pursue. A key concept proposed in Inkson et al’s. (1997) 

research is that OAEs pursue the “microcosmic international representation of the 

‘organisational career’ in which the individual moves from role to role building 

company-relevant skills and ascending in status within one company” (Inkson et al., 

1997, p. 352). In comparison, SIEs are said to be driven by the microcosmic 

representation of an individually driven career in which the SIE moves between 

organisational and national boundaries, developing skills by reference to the needs of 

the global labour market. In this section, it will be argued that the career type of SIEs is 

a key driver that impacts on the decision to work abroad and is therefore a 

distinguishing feature of SIEs compared to OAEs. 

Unlike OAEs, which are bound to careers with one particular organisation, SIEs are not 

bound by organisational and national boundaries, enabling them to pursue increasingly 

self-managed and fluid careers which are characterised by the engagement of temporary 

assignments centred on building skills and competencies (Alshahrani & Morley, 2015; 

Banai & Harry, 2004; Biemann & Andresen, 2010; Carr et al., 2005; Suutari & 

Brewster, 2000; Tharenou, 2010). Altman and Baruch (2012) argued that individuals 

are increasingly managing their own career paths and there is evidence of a trend in 

career proactivity as individuals seek to fulfil their needs for personal learning, 

development and growth. The main characteristic of these new international careers is 

that the individuals themselves are developing their career trajectories, meaning that 

they autonomously plan, design and evaluate careers themselves, instead of relying on 

organisations to define their career (Inkson et al., 1997; Carr et al., 2005). Aligned with 

this trend, Altman and Baruch (2012) explained that individualisation of career systems 

is a growing notion since at the societal level in both developed and developing 
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economies there is a marked shift from collectivism to individualism. Individualisation 

is driven by the desire to differentiate oneself in the marketplace, thereby gaining a 

possible competitive advantage.  

Two contemporary and widely-used career concepts: the ‘boundaryless career’ concept 

(Arthur & Rousseau, 1996; Banai & Harry, 2004; Inkson et al., 1997; Myers & Pringle, 

2005) and the ‘protean’ career concept (Crowley-Henry, 2007; Hall & Moss, 1998), 

warrant examination in respect to SIEs. Although distinct from one another, these 

related concepts have been influential in current career discourse, even though their 

rigour and usefulness have been recently questioned (Inkson, Ganesh, Roper & Gunz, 

2010). In the following section, the boundaryless career and protean career concepts 

will be presented in relation to self-initiated expatriation. It will be argued that self-

initiated expatriation can be regarded as a form of a boundaryless and protean career 

where individuals manage their own careers. Based on this notion, the career type of 

SIEs is a key driver that impacts on the decision to work abroad and is therefore a 

distinguishing feature of SIEs compared to OAEs. 

Boundaryless career concept 

The boundaryless career concept was defined by Arthur and Rousseau (1996) as a 

career which unfolds across multiple organisations, occupations, industries and national 

boundaries. As opposed to a traditional career, where an individual may progress up the 

hierarchy of a single organisation, individuals pursuing a boundaryless career 

individually plan, design and evaluate their own career instead of relying on a single 

organisation. Boundaryless careerists are characterised as having a career identity 

independent of the employer and possessing a willingness to be mobile (Crowley-

Henry, 2007; Inkson et al., 1997). Consequently, the identity of boundaryless careerists 

is less based on the position they hold or the organisation for which they work (as for 

the people who follow traditional careers), but is developed around the skills, 

competencies and networks which they acquire throughout their interorganisational and 

international moves (De Fillippi & Arthur, 1994). 

A body of literature has contrasted the career type of organisationally-assigned 

expatriation and self-initiated expatriation, the former being qualified as an 

organisational career and the latter being qualified as a boundaryless career (Biemann & 
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Anderson, 2010; Crowley-Henry, 2007; Inkson et al., 1997; Jokinen et al., 2008). 

Cerdin and Le Pargneux (2010) however, have argued that beyond the structural 

difference of reasons behind the decision to work abroad (i.e. for OAEs the initiative is 

organisational and for SIEs it is individual), both OAEs and SIEs can fit the criteria of 

having a boundaryless career. Cerdin and Le Pargneux (2010) explained that the desire 

for lifestyle and international experiences is equally prevalent for both OAEs and SIEs, 

and thus both types of expatriates can be engaged in a boundaryless career. Cerdin and 

Le Pargneux’s (2010) classification differs from earlier research (Crowley-Henry, 2007; 

Inkson et al., 1997) which has argued that individuals pursing a boundaryless career are 

distinguished on the basis of having individually planned, designed and evaluated their 

own career and national host location, independent of the employer. In this current 

study it is argued that given that organisational careerists (such as OAEs) do not 

individually plan, design and evaluate their own career and national location 

independent of the employer, the international career of OAEs does not entirely fit the 

criteria of a boundaryless career, whereas the career of SIEs is well represented by this 

concept.  

Unlike OAEs, SIEs manage their careers freely, independent of organisational and 

institutional barriers (Inkson et al., 1997) and have been described as the most extreme 

form of a boundaryless career (Thorn, 2009). There is evidence that SIEs ‘sculpt’ their 

own careers rather than allowing themselves to become corporate sculptures, as in the 

case of OAEs. Biemann and Andresen (2010) argued that there is a strong relationship 

between SIEs and the concept of the boundaryless career. While OAEs are said to 

receive long-term career planning within the organisation, SIEs pursuing their 

individual career plans design their own career goals and their career progress is 

monitored by the individual rather than by the organisation. In their respective studies, 

Biemann and Andersen (2010) and Alshahrani and Morley (2015) found that SIEs 

exhibit higher organisational mobility in their careers and have more frequent intentions 

to change organisations than OAEs. These findings support the notion that SIEs follow 

a separate career path to OAEs and that, for SIEs, the fluidity of employment with 

multiple organisations is an inherent part of these patterns. Based on these arguments, 

the career type of SIEs, as proposed by Inkson et al. (1997), is a key driver that impacts 

on the decision to work abroad and is therefore a distinguishing feature of SIEs 

compared to OAEs.  
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Protean career concept 

Within the context of the boundaryless career is a related but distinct career concept 

known as the ‘protean career’ (Hall, 1996; Hall & Moss, 1998). Hall (1996, p.8) first 

introduced the concept of the protean career, arguing that the protean career is driven by 

individuals and not the organisation, and that “[careers] will be reinvented by the person 

from time to time, as the person and the environment change.” Individuals with protean 

careerist attitudes have personal agency in independently and proactively assuming 

responsibility for their own careers based upon personal needs and values (Briscoe, Hall 

& Frautschy DeMuth, 2006; Doherty et al., 2011; Hall & Moss, 1998). The protean 

career is shaped by a holistic approach towards an individual’s career, where the career 

on its own is not the central motivator (Briscoe et al., 2006). Rather, individuals align 

their career path with their personal life-style. Consequently, the measure of success 

relies on the individuals’ perception of how much the career aligns with their own 

personal values of freedom and growth (Crowley-Henry, 2007).  

Individuals with a protean career attitude are open-minded and motivated in their career 

management, and possess a proactive personality (Briscoe et al., 2006). Literature has 

revealed that proactivity and open-mindedness are positively associated with objective 

(salary and promotions) and subjective (career satisfaction) indicators of career success 

(Seibert, Crant & Kraimer, 1999). Individuals with a protean career attitude adapt to 

their environments (Seibert et al., 1999), and actualise their behaviour and thought 

patterns proactively with new norms and standards (Cerdin & Le Pargneux, 2010). 

Studies on SIE protean careerists confirm that they are curious to learn about host 

country cultures, willing to adapt to the new job environment, and show a high degree 

of personal agency in their expatriation (Cerdin & Le Pargneux, 2010; Doherty et al., 

2011; Inkson et al., 1997). For these reasons, a protean career attitude has been linked to 

the fostering of cultural intelligence and development of career-related networks.  

In summary, the characteristics of boundarylessness encompass employment across 

organisational, geographical and occupational domains (Stahl, Miller & Tung, 2002), 

whereas the protean career regards the individual as being proactive within their own 

career trajectories (Briscoe et al., 2006) by demonstrating self-directedness. Both career 

concepts are seen to be value-driven in the sense that personal values measure and guide 

the success for the individual’s career. Based on this notion, the career type of SIEs is a 
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key driver that impacts on the decision to work abroad and is therefore a distinguishing 

feature of SIEs compared to OAEs.  

Summary of differentiating characteristics of SIEs and OAEs 

In this section, a detailed analysis of the distinguishing characteristics which separate 

SIEs from OAEs along four dimensions (Inkson et al., 1997) has been provided. First, 

instead of being assigned by an organisation to work in a foreign country, SIEs 

independently make the decision to relocate and work abroad. Second, SIEs perceive 

their overseas experience as a means of self-development or as part of some other 

personal agenda and thus do not follow the often structured career path of OAEs. In 

contrast, OAEs are motivated to go abroad for financial benefits, increased opportunities 

for career progression, and/or personal interests in international experience. Third, SIEs 

fund their own relocation, whereas OAEs often receive generous relocation packages. 

Finally, SIEs have been characterised as having a career type different to that of OAEs, 

comprising boundaryless and protean careerists who individually plan, design and 

evaluate their international experience without the constraints of an organisation.  

Subgroups of SIEs 

While research into self-initiated expatriation has recently gained more attention, much 

of the early literature had considered SIEs as a relatively homogenous group of young 

individuals who were driven to live and work abroad by a sense of travel and adventure. 

More recent literature indicates that there is significant diversity among SIEs. Hence a 

greater understanding of the differences requires the identification of subgroups of SIEs. 

Cerdin and Selmer (2014) stated that while there are some common criteria which 

distinguish SIEs as a group from other types of expatriates, much diversity exists 

amongst SIEs. Suutari and Brewster (2000) identified six different subgroups of self-

initiated foreign work experience (one of the various labels used before the term SIE 

became common). These included: ‘young opportunists’; ‘job seekers’; ‘officials’; 

‘localised professionals’; ‘international professionals’; and ‘dual-career couples’. 

The subgroup identified as young opportunists comprised young people below 30 years 

of age without a dependent family, making it easier for them to pursue life abroad than 

for expatriates from other age groups who may have been married and/or who had 
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children. The characteristics of the subgroup identified by Suutari and Brewster (2000) 

as the young opportunists have similarities to descriptors used in Inkson et al’s. (1997) 

research, which noted that SIEs comprise young individuals in an early phase of their 

career who primarily choose to relocate abroad for a prolonged period of travel, work 

and tourism. Unlike Inkson et al’s. (1997) study, young opportunists accounted for only 

15% of SIEs. Another key variation identified by Suutari and Brewster (2000) 

compared to Inkson et al’s. (1997) research was that young opportunists did not regard 

financial benefits as important. Professional development and career progression ranked 

as much more important motives than among the other subgroups of SIEs mentioned in 

their study. While none worked at senior management level, 29% of them had worked 

in middle management. Young opportunists worked mostly in foreign companies (45%) 

or in the foreign subsidiaries of host country companies (30%). Suutari and Brewster 

(2000) found that young opportunists had more positive expectations about the 

possibilities of finding a good job in the host country and, compared to the average SIE, 

had higher expectations that their international experience would advance their career. 

Given their career phase, the young opportunist’s salary was found to be significantly 

lower than that of the average SIE and their compensation package did not include 

additional allowances or insurance benefits that are frequently available to other groups 

of SIEs.  

Suutari and Brewster (2000) also found that 23% of SIEs classified a poor work 

situation in their home country as an important motivation for relocating. Accordingly, 

the second subgroup of SIEs labelled as job seekers (Suutari & Brewster, 2000) 

comprised individuals who were either unemployed or were unsatisfied with their career 

progression within their home country. Members of this subgroup typically included 

those affected by problems in the home country economy which had led to a high 

unemployment rate and correspondingly limited possibilities for career progression. 

Females were over-represented within this group and made up 27% of the job seekers as 

compared to the sample average of 18%. In contrast to the young opportunists, the job 

seekers did not rank professional development as important, instead being more likely 

than the average SIE to consider financial benefits as an important motive. They worked 

in foreign owned companies throughout the world, most commonly as experts (44%) 

and clerks (21%). Job seekers were less optimistic about the possibilities of finding 

suitable jobs in their home country on their return. Although motivated by higher 

financial incentives, the average salary in this group was slightly below the SIE average 
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and premiums and allowances were also found to be slightly less common amongst 

them.  

The third subgroup, identified as the officials, comprised 12% of the individuals in 

Suutari and Brewster’s study (2000); they worked within international organisations 

such as the European Union and the United Nations. Of these, 29% were females and 

were slightly over-represented in this group compared with the sample average of 18%. 

Fifty-nine percent of officials were over 40 years of age, as compared to the average 

group of SIEs of which only 38% were over 40 years of age. Motivating factors which 

had led officials to relocate abroad also differed as they regarded financial benefits, 

personal interest in internationalisation and new experiences as slightly more important 

motives. Officials also held less optimistic expectations about the positive influences of 

their time abroad on their future career when they repatriated to their home country. 

Given that the sample was composed of Finnish SIEs, this finding was expected since in 

many cases these international organisations had limited operations in the home country 

of the respondents. The officials’ average salary was found to be higher than for the 

average SIE, reflecting their age, tenure and employing organisation. Additionally, 

compensation packages, premiums and allowances were found to be more common and 

significantly higher than for the average SIE in the study.  

Individuals who decided to stay abroad over a prolonged period of time with no 

immediate plans of returning to their home country were labelled as localised 

professionals (Suutari & Brewster, 2000). This subgroup of SIEs comprised individuals 

who may have been on an OAE assignment previously but while in the country had 

since sought a permanent job in the host country for an indefinite period of time and 

were thus no longer regarded as OAEs but rather as SIEs. Due to the nature of their job 

they were often treated as locals and seldom had any additional allowances or premiums 

in their compensation. However, the variation in their base salaries was found to be very 

high – presumably due to having lived in the country for a longer period of time or 

perhaps to their ability to negotiate more favourable salaries. Reasons for remaining in 

the host country location included, for example, preference for the local environment, 

better career possibilities, and personal relationships or marriage to a host country 

national. The motives of these individuals differed from the average SIEs on the basis of 

their personal interest in working and living overseas. 
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The subgroup of global specialists who often had very long prior experiences of 

working in international operations were defined as the international professionals. 

International professionals typically remained outside of their home country on a semi-

permanent basis, relocating from country to country for work. Suutari and Brewster 

(2000) found that 25% of the SIEs had worked overseas on at least two prior occasions. 

These individuals were more likely to work in foreign companies (42%), and worked in 

technical positions (40%), general management (17%), marketing positions (17%), 

senior level management roles (53%), or as experts (37%). Financial benefits were 

ranked as a more important motivator by the international professionals than by any 

other SIE subgroup. Professional development was found to be a less important 

motivating factor for them; most likely because they had learned many of the 

professional skills they required during previous foreign work experience/s. 

International professionals were less optimistic than the average SIE about finding a 

job in their home country corresponding to their acquired skill, and that their 

international experience would further promote their future career. The international 

professional’s salary was found to be higher than for average SIEs in this sample, and 

their compensation packages included additional allowances and health insurance more 

commonly than for other subgroups of SIEs. Although they did not meet the traditional 

definition of an OAE (as they were not assigned by an organisation to work in the host 

country) their compensation packages often followed the OAE compensation standards 

rather closely; meaning that their compensation was significantly higher than that of the 

average SIE. 

The final subgroup identified by Suutari and Brewster (2000) comprised those identified 

as dual career couples. This group consisted of individuals who were in a relationship 

and the couple had relocated abroad to pursue expatriation. In this situation the ‘trailing 

spouse’ found/attempted to find a job in the host country in which their partner worked. 

While a larger proportion of accompanying spouses were unemployed while they lived 

abroad, 33% of spouses were working (Suutari & Brewster, 2000). As the number of 

dual career couples grows world-wide, interest in the specific difficulties faced by the 

dual career couples has increased (Mäkelä, Känsälä & Suutari, 2011). Thus, as 

discussed later in this chapter, various kinds of support practices have been suggested to 

deal with the issues experienced by this subgroup such as the provision of financial 

support in addition to various training and on-going support programs (Mäkelä et al., 

2011). 
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Motivation to expatriate 	

While the incentive from a multinational perspective for OAEs to expatriate has been 

widely discussed in the literature (e.g. BGRS, 2012; Chew, 2004; Collings et al., 2007; 

Edstrӧm & Galbraith, 1977; Harzing, 2001; Pires et al., 2006; Stahl et al., 2002), Suutari 

and Brewster (2000) have explained that individual motives for expatriation are an 

important characteristic to be studied when contrasting OAEs with SIEs. In combination 

with the organisational motives for going abroad already discussed, OAEs have their 

own set of personal motives, since they have accepted, or acceded to, the organisation’s 

request to send them outside their own country. Amongst other factors, OAEs are 

understood to be influenced by: the package of financial and other benefits such as 

education for children and housing allowances; the anticipation of positive future career 

progression; opportunity for professional development; and the experience of working 

internationally (Dickmann & Doherty, 2008; Miller & Cheng, 1978). Of research to 

date, most studies suggest that SIE and OAE individuals have differing motivations for 

their decision to move. Moreover, it has been suggested that while OAEs are sent 

abroad by their organisations, SIEs relocate of their own accord and thus may have 

stronger motivation to do so (Andresen, Biemann & Pattie, 2012; Selmer & Lauring, 

2012).  

As briefly outlined previously in this chapter, Inkson et al’s. (1997) early research stated 

that in contrast to OAEs, career factors are not the dominant motivators in the decision 

of SIEs to relocate. Rather, the initial goals are more diffused and holistic, driven by 

ideas of adventure, cultural learning and exploration of new environments. Richardson 

and McKenna (2006) built on earlier work and revealed a more complex picture 

regarding the motivations of SIEs to relocate abroad, encompassing five broad 

categories of motivation: adventure/travel, a life change/escape; what is best for the 

family; financial reasons; using the experience as career building mechanism. Similarly, 

Jackson et al., (2005) found that lifestyle, family, career opportunities, culture and the 

positive economic situation of the host country were important. The authors found that 

these motivations may vary from one geographical location to another, suggesting the 

need for more data about the potentially diverse drivers of global careers. From these 

studies, it appears that the most commonly cited individual motivations driving self-

initiated expatriation include: personal lifestyle goals such as adventure, travel, life 

change and escape; family reasons, to pursue a relationship/serendipity; a range of 
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career-related and financial considerations; and, various host country location factors. 

Given the breadth and complexity of desires which drive self-initiated expatriation, it is 

evident that not all SIEs belong to a homogenous group. Although several factors 

driving self-initiated expatriation have been briefly mentioned earlier in this chapter, the 

importance of motivational aspects for SIEs in relation to their mobility requires further 

attention. A more comprehensive analysis of the current literature on SIE motivation is 

provided in the following subsections. 

Personal/lifestyle reasons 

More often than OAEs, SIEs are said to expatriate for adventure, to see the world, to 

live in the host country, to experience the host culture, and to learn the language 

(Doherty et al., 2008; Napier & Taylor, 2002; Suutari & Brewster, 2000). Inkson et al. 

(1997) described self-initiated expatriation as a personal odyssey for individuals who 

are motivated by the desire for adventure and exploration. Early research found that 

self-initiated expatriation was popular among young individuals who were more 

motivated by the desire for an overseas experience rather than seizing the opportunity to 

improve their career prospects (Inkson et al., 1997). For the most part, early research 

described SIEs as a youthful ‘backpacker culture’, consisting of thousands of young 

individuals who travelled overseas for a prolonged period of travel, work, and tourism. 

Typically, these groups comprised young New Zealand and Australian graduates who 

viewed overseas experience as a ‘rite of passage’ (Inkson et al., 1997). 

Later research by Richardson and Mallon (2005) and Doherty et al. (2011) explored the 

motivations of expatriate professionals as opposed to young graduates, arguing that 

SIEs were not only young individuals but also included older and more experienced 

subgroups. These later studies found that irrespective of demographic influences (such 

as age, gender and accompanying or non-accompanying children), the desire for 

adventure, challenge and the opportunities which travel and work abroad offered rated 

consistently as the most influential decision to move abroad. The motivation for 

adventure and travel was the most common of all reasons for SIEs to expatriate and 

included three main desires: to see more of the world; to search for new experiences; 

and to seek adventure and challenge. Altman and Baruch (2012) supported earlier 

findings, suggesting that SIEs are motivated by a yearning for adventure, exploration 

and discovery which often may overshadow corporate goal-directed career motives. 
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Similarly, Doherty et al. (2011) noted that although career desires are important, 

individual interests play a more significant role for SIEs. 

The motivation to escape from a way of life has been found to be a significant 

motivating factor in a study comprising both older and younger people (Richardson & 

McKenna, 2006). The desire to create a life change involves physically distancing 

oneself from negative work or life situations and viewing expatriation as an avenue for 

escaping boredom with the home country as well as an opportunity for change (Suutari 

& Brewster, 2000; Selmer & Lauring, 2011).  

For SIEs, the desire to do what is best for the family appears to play a significant role, 

and several studies have confirmed the relevance of family considerations for the 

decision to move abroad (Richardson & Mallon 2005; Richardson & McKenna, 2006; 

Doherty et al., 2011; Selmer & Lauring, 2011; Tharenou, 2008, 2010), but the 

importance of family seems to vary across studies. For instance, family was a very 

important reason to expatriate for British expatriate academics (Richardson & Mallon, 

2005), an important reason for a largely married sample of New Zealanders (Thorn, 

2009), a less important reason for Finnish expatriates (Suutari & Brewster 2000), and 

was of little relevance for young New Zealanders (Inkson et al., 1997). Furthermore, a 

study of a small group of four women following international careers found that family 

and personal life and not their careers were at the top of their priority list (Crowley-

Henry & Weir, 2007). The researchers found that expatriates who are accompanied 

overseas by their children and spouses are motivated by possible improvement of living 

standards and quality of life for themselves and their family (Crowley-Henry & Weir, 

2007). Selmer and Lauring (2011) found that unmarried SIEs were more motivated than 

married individuals to expatriate in order to change their life. Tharenou (2003) 

researched Australian expatriate managers and found that being married and having a 

family created barriers to expatriation. Although these studies have provided us with 

some important insights into the family motivations of expatriates, these findings have 

been rather mixed, presumably because of the differences in the sample populations – 

different occupations, age groups, host countries, and nationalities.  

There are a number of other personal and lifestyle factors driving relocation for SIEs 

including the desire to pursue a relationship, and serendipity. Pedersen, Pytlikova and 

Smith (2008) suggested that although infrequently mentioned, ‘love’ is listed as one of 
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the possible factors driving self-initiated expatriation. In the SIE literature specifically, 

reference is made to the influence that being in a relationship with a host country 

national has on the decision to expatriate. Thorn (2009) found that following the desire 

for travel, being in a relationship with a spouse from the host country was the second 

most important motive in the decision to expatriate. Likewise, Vance (2005) and Muir 

et al. (2014) noted that a relationship with a host country national spouse acts as a pull 

factor that attracts a person towards the spouse's home country. Despite limited research 

in this area, it is plausible that the phenomenon of individuals relocating to another 

country in order to be with their foreign-national spouse is more common than is 

suggested in the research. 

Serendipity also often plays a major role in career relocation for the self-initiated 

expatriates when opportunities arise by chance rather than as the result of a specific plan 

(Inkson & Myers, 2003). This randomness resonates with other researchers’ 

descriptions of serendipity as an unplanned course of events, suggesting that 

opportunities for SIEs for the most part arise through impulsiveness, fate, chance or 

luck, and given the SIEs’ openness to them, they are pursued (e.g. Muir et al., 2014; 

Richardson & Mallon, 2005). These studies found that events leading SIEs to a specific 

destination were circumstantial and occurred through chance meetings with nationals of 

the host country.  

Career and financial reasons 

Both early and more recent studies have compared the career motivation of SIEs and 

OAEs, finding that both are engaged in the pursuit of international professional career 

development opportunities (Cerdin & Le Pargneux, 2008; Inkson et al., 1997; Jokinen et 

al., 2008). However, while there is overlap for OAEs and SIEs in the potential career 

benefits of an international experience (Dickmann et al. 2008; Inkson & Arthur, 2001) 

the motivation of the groups appears to differ. In Doherty et al’s. (2011) comparative 

study of OAEs and SIEs, career related considerations played a stronger role in the 

decision to go abroad than for OAEs, indicating that their desire for an international 

experience is motivated more by career development and progression. In comparison, of 

the factors that influenced the decision of SIEs to move abroad, ‘the job you were 

offered’ scored 13th out of 38, indicating that although not highly influential, career-

related aspects are nevertheless a present factor for SIEs (Doherty et al., 2011). Doherty 
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et al. (2011) explained that compared to OAEs, career aspirations are complementary to 

SIEs’ personal life path, rather than leading it. Overall, unlike OAEs who are motivated 

primarily by career-related ambitions, SIEs are motivated by the achievement of 

personal goals through their international experience, and also, but to a lesser extent, 

their future career prospects. The importance assigned to career-related motivations for 

SIEs in particular, varies within the academic literature. For instance, career concerns 

were found to be the least important reasons for young New Zealander SIEs (Inkson et 

al., 1997), whereas developing a career alongside other personal development 

considerations were more significant for SIEs from various other home countries 

(Dickmann and Doherty 2008; Froese, 2012; Inkson & Arthur, 2001; Nolan & Morley, 

2014; Richardson & McKenna, 2003; Richardson & McKenna, 2014). While previous 

research has emphasised the importance of job conditions for OAEs, the literature on 

SIEs has generally considered SIEs to be primarily motivated by fulfilling personal and 

lifestyle goals (Doherty et al., 2011; Doherty & Dickmann, 2012; Inkson et al., 1997; 

Sullivan & Arthur, 2006; Suutari & Brewster, 2000; Richardson & Mallon, 2005; 

Thorn, 2009). While these studies offer valuable insights into the career motivations of 

expatriates, these findings have been rather mixed, possibly because of the differences 

in the sample populations, such as different occupations, age groups, host countries, and 

nationalities. Notwithstanding, the debate in the literature adds weight to the argument 

that SIEs are not comprised entirely of young transient workers as initially suggested by 

Inkson et al. (1997). Whereas some young SIEs might be principally interested in novel 

experiences, other young individuals or established professionals such as those in 

Froese’s (2012) study place greater value on attractive job conditions and career 

development opportunities.  

International work experience gained through expatriation is generally regarded as an 

effective way to acquire career capital (Dickmann & Harris, 2005; Selmer & Lauring, 

2011) and worldwide many individuals expatriate for personal and professional 

development opportunities (Doherty et al., 2011; Howe-Walsh and Schyns, 2010; Hugo 

et al., 2003; Suutari & Brewster, 2000). It has been argued that individuals intending to 

relocate overseas perceive international assignments as a stepping stone towards a 

longer-term career goal (Altman & Baruch, 2012). Jokinen et al. (2008) explained that 

SIEs expect to be able to accumulate desirable career competencies and resources for 

their future professional life. Biemann and Andresen (2010) found that SIEs perceive 

their foreign work experience as a valuable competitive asset on the external labour 
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market, and that the accumulation of career capital provides them with accelerated 

development opportunities. Expatriation has been described as a ‘value-adding’ and a 

career-enhancing experience in which expatriates develop unique strategic 

competencies such as work-related and personal skills, thereby creating further career 

advancement opportunities (Al Ariss & Ӧzbilgin, 2010; Altman & Baruch, 2012; 

Richardson & McKenna, 2003). Black, Gregersen, Mendenhall and Stroh (1999, p. 2) 

argued that international exposure is “the single most powerful experience in shaping 

the perspective and capabilities of effective global leaders.” Globally competent 

managers are characterised by their ability to interact effectively with people who are 

culturally different, to deal with various competitive and political environments, and to 

see rapid change and uncertainty as an opportunity (Hu & Xia, 2010). Consequently, 

international assignments have become of primary interest not only to OAEs aspiring to 

a global career, but also to SIEs seeking to develop global skills. 

Through exposure to work in a foreign environment, international assignments have the 

potential to widen an individual’s career perspectives and prospects. Human capital 

theory (HCT) has made a notable contribution to business and research through its 

analysis of the economic value gained via the acquisition of human capital at both 

national and firm levels (Kraimer, Wayne & Jaworski, 2001). Altman and Baruch 

(2012) explained that three kinds of human capital are traditionally presented: generic-

general, task-specific, and firm-specific. General human capital is not specific to a task 

or an organisation and consists of generic knowledge and skills, usually accumulated 

through education and work experience. Task-specific human capital is accumulated 

through vocational training and embedded work experience. Firm-specific capital refers 

to work-related and organisational skills and knowledge obtained through employment. 

It is only in recent years that HCT has been discussed in expatriation literature (Altman 

& Baruch, 2012). Altman and Baruch (2012) built on HCT to explore the shift from 

traditional organisation-based career systems to individually driven, person-based career 

attitudes. Altman and Baruch (2012) argued that expatriation assists in developing five 

forms of human capital for the individual: scholastic capital (development of tacit and 

explicit knowledge bases); social capital (development of networks and personal 

contacts); cultural capital (development of role reputation); internal capital 

(development of self-confidence, self-awareness and self-efficacy) and external capital 

(development of market value). Altman and Baruch (2012) argued that expatriates 

motivated by career-orientation emphasised scholastic capital (development of tacit and 



59 
 

explicit knowledge base) and social capital (development of networks and personal 

contacts), whereas expatriates motivated by personal self-development focused on 

internal capital (development of self-confidence, self-awareness and self-efficacy) and 

cultural capital (development of role reputation) (Altman & Baruch, 2012). As in earlier 

literature, these findings are useful in distinguishing that motivations to expatriate 

appear to be distinct across two key groups, those who pursue a path of career 

development, and those who embark abroad, primarily as a personal growth 

opportunity.  

A distinct but related concept is career-capital theory which proposes that individuals 

take up employment opportunities to develop three distinct yet complementary types of 

capital from their work experience, including: ‘knowing-how’ competence; ‘knowing-

who’ competence; and ‘knowing-why’ competence (Arthur, Claman, De Fillipi, 1995; 

De Fillippi & Arthur, 1994; Inkson and Arthur, 2001; Parker, Khapova & Arthur, 

2009). The knowing-how competence also refer to human capital, that is, knowledge of 

how should employees perform their work and arises from career-relevant skills, 

expertise and job-related knowledge acquired through formal or informal learning. The 

knowing-who competence refers to the employee’s social capital which comprises 

interpersonal networks or contacts. Finally, the knowing-why competence refers to the 

motivation of why people work and arises from awareness of their values, interests, 

desires, motivations, identity and beliefs. The literature on career capital has only 

recently been applied to SIEs, with Jokinen et al., (2008) and Tharenou (2013) having 

proposed that SIEs expatriate to develop career-relevant competencies, investments and 

resources.  

As well as making career decisions to meet various professional goals, SIEs tend to be 

motivated by financial incentives and opportunities to earn and save a large amount of 

money (Hugo et al., 2003; Lauring et al., 2014; Selmer & Lauring, 2011; Suutari & 

Brewster, 2000). Although financial motives were found to be foremost in the early 

literature, today, given work/life balance has become more important, priorities have 

changed (Thorn, 2009). In general, both in Thorn's (2009) and Selmer and Lauring's 

(2010) studies, financial incentives were found to score lower than other motivating 

factors in the decision to self-initiate expatriation. Richardson and Mallon (2005) 

explained that financial incentives only become relevant after individuals have children 

and in later career stages. Similarly, Selmer and Lauring (2011) found that marriage 
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and/or having children were influential factors when financial incentives were the main 

reason for expatriation. Selmer and Lauring’s (2011) study also revealed that expatriates 

with prior international experience receive higher financial compensation. This finding 

suggests that experienced SIEs may be compensated more readily for prior established 

skills or may feel better equipped to negotiate more favourable compensation packages 

with their employers. 

Host country locations factors 

In addition to fulfilling desires for adventure, travel and career-related or financial 

pursuits, the desire to live and work in a specific host country location is found to be 

part of an SIE’s motivation to work abroad. Unlike many OAEs, SIEs are able to choose 

their host destination, and therefore have the capacity to choose a host country that has 

personal appeal (Muir et al., 2014). Howe-Walsh & Schyns (2010) argued that while 

some individuals are motivated to leave their home country to pursue a career in a 

different country, others leave because of an interest in or affinity with a specific 

country. Napier and Taylor (2002) found that SIEs who had studied in a specific 

country earlier in their life (for example, as a high school or university exchange 

student) often sought to return later to improve their language skills or to explore the 

culture with which they had developed an affinity. Other research has suggested that 

education in a foreign institution, aside from enhancing an internal career, is often seen 

as a pathway for employment in that country (Iredale, 2001; Vance, 2005). Napier and 

Taylor (2002) found that individuals who had visited the country originally as tourists 

wanted to return (or decided to stay on). Other SIEs have been motivated to expatriate 

to a specific country because of a desire to re-establish contacts with friends or family, 

or for reasons of personal attachment and interest, such as family background (Muir et 

al., 2014). Doherty et al. (2011) explained that compared with OAEs, SIEs feel that the 

host location plays a significant role in their decision to expatriate. Doherty et al. (2011) 

also found that country-level initiatives, regulations and societal patterns have more 

influence on an SIE’s decision to live in a specific location than they do for an OAE. 

For instance, the reputation of the host country as offering attractive employment 

opportunities is significantly more important to SIEs than to OAEs; this suggests that 

the desire to move to a particular country and the characteristics of that country are 

primary drivers (Doherty et al., 2011; Doherty & Dickmann, 2012). This may reflect an 

economic motive in that the employment opportunities available to the SIE within the 
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host country are important to their decision to relocate there. It also implies 

considerations of the openness of the host country and the prestige that working there 

might confer.  

Literature examining SIEs’ choices of host country has found greater interest in 

travelling to developed countries, because of concerns around security, healthcare 

systems, political stability and desire for a better lifestyle (Al Ariss & Ӧzbilgin, 2010; 

Doherty et al., 2013; Inkson & Myers, 2003; Tharenou, 2003). The degree of cultural 

familiarity with a host context is said to be influential in SIEs’ decisions regarding host 

country selection (Al Ariss & Ӧzbilgin, 2010). Since SIEs have personal agency over 

their ability to choose a specific location they may purposefully avoid moving to a 

setting perceived as being culturally challenging (Doherty, 2013). SIEs who do not seek 

adventure or challenge may choose to target a country that has a culture and language 

similar to their own out of a perceived ability to adjust in the new environment (Doherty 

& Dickmann, 2013). For these individuals, the presence of cultural links (shared 

language, knowledge of history) as well as a community of nationals from their home 

country, function as a source of important information regarding local customs and 

practices as well as job opportunities. The availability of such networks enhances the 

overall attractiveness of their goal and motivates certain individuals to expatriate to 

specific locations. 

Summary of motivation to expatriate 

In this section it has been argued that the motivation to embark on an international 

assignment separates expatriates into two distinct categories: those whose posting was 

initiated by the organisation and those who self-initiated their relocation. An analysis of 

individual factors which motivate self-initiated expatriation reveals that a range of 

desires are influential in prompting relocation abroad. These include: adventure, travel, 

life change and escape, family considerations, pursuing a relationship and general 

serendipity; career-related and financial considerations; and a variety of host country 

location factors. Given the breadth and complexity of desires which drive self-initiated 

expatriation, it is evident that SIEs are not a homogenous group and their concerns and 

issues around managing their careers require individually tailored organisational 

practices. While SIEs are increasingly motivated by a variety of reasons to relocate 

abroad to live and work, the associated challenges and difficulties they may experience 
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are becoming more complex. The following section outlines a number of challenges 

experienced by OAEs and SIEs and presents the concept of expatriate failure. 

Expatriate failure  

Extensive literature has highlighted that both OAEs and SIEs experience failure and 

underperformance while working and living internationally (Graf & Mertesacker, 2009; 

Harzing & Christensen, 2004; Littrell et al., 2006; Peltokorpi & Froese, 2009; Rugman 

& Verbeke, 1992; Vance & Paik, 2002), which often results from challenges 

experienced in unfamiliar political, economic, cultural, working and living 

environments (Andreason, 2003a). The most significant problem identified in regard to 

expatriates on international assignments is culture shock. The term culture shock was 

introduced by Oberg (1960) who defined it as a ‘disease’ suffered by individuals living 

in a new cultural environment. Oberg (1960) explained that culture shock results from 

the loss of an individual’s familiarity with cultural symbols and signs, resulting in 

feelings of frustration, irritability, home-sickness, anxiety and helplessness. Culture 

shock has been found to arise from physical and psychological complications, 

uncertainty and non-adjustment that expatriates and their families experience when they 

are exposed to unknown or unfamiliar cultures (Avril & Magnini, 2007). The 

experience of culture shock for the expatriate (and in some cases their family) impacts 

on job satisfaction and performance, and consequently is linked to expatriate failure 

(Gupta et al., 2012; Harzing & Christensen, 2004).  

Defining expatriate failure	

A major concern for organisations and researchers is the rate of expatriate failure, 

although what constitutes a failure in global assignments has been debated. Early 

research defined expatriate failure as a premature end to an international assignment 

(Tung, 1981; Mendenhall & Oddou, 1985). More recently, research has suggested that 

expatriate failure includes more indirect (invisible) costs in terms of expatriates who 

remain on their assignment, yet whose performance is judged as marginal or ineffective 

(Andreason, 2003b). Citing earlier work by Black and Gregersen (1999), Andreason 

(2003) argued that it is possible that ineffective or marginally effective expatriates who 

complete their assignments might cost their organisations more in the long run than 

those expatriates who return prematurely from an assignment. Building upon these 
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earlier arguments, Harzing and Christensen (2004, p. 625) defined expatriate failure as 

“the inability of the expatriate or repatriate to perform according the expectations of the 

organisation.” Failure and underperformance of these individuals presents in various 

forms, including: the premature return of the expatriate; the premature end of an 

international assignment; an inability to complete the goals of the assignment; 

underperformance resulting in delayed productivity and start up time; lost opportunities; 

damage to the multinational organisation image; and damage to relationships with 

foreign organisations (Bennett et al., 2000; Harzing & Christensen, 2004; Mendenhall 

& Oddou, 1988; Treven, 2001; Tung, 1987). 

Causes of expatriate failure include lack of language, and technical, interpersonal and 

local business skills (Littrell et al., 2006; Treven, 2001; Vance & Paik, 2002). Black and 

Gregersen (1999) have also noted that many expatriates return prematurely or do not 

succeed in their assignments due to an incorrectly held assumption by organisations that 

business practices are similar around the world. This may lead organisations to believe 

that it is not necessary for them to engage in specific efforts in selecting, training and 

supporting expatriate employees and their families for the cross-cultural challenges of 

working internationally. In her seminal work, Tung (1982) argued that organisations 

tend to select expatriate managers almost exclusively on the basis of technical 

competence in the domestic setting. However, although technical competence can be an 

indicator of ultimate success, Tung (1982) suggested that many managerial skills do not 

transfer from one culture to another and that the major factor contributing to expatriate 

failure is an inability to adjust to the foreign culture rather than a lack of technical 

competence. Andreason (2003) reported that a manager who performs well in a 

domestic setting within their home country may not necessarily be able to adapt to 

managing in a different cultural setting or living in intimate contact with members of a 

different culture. Beyond technical competence it has been noted that competing in 

today’s global environment requires greater cross-cultural awareness, sensitivity, and 

adaptability of expatriates (Froese, 2010, 2012; Froese & Peltokorpi, 2011; Harzing & 

Christensen, 2004; Littrell et al., 2006; Morris & Robie, 2001; Peltokorpi, 2008; 

Sargent, 2002; Tharenou, 2013; Vance & Paik, 2002).  
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The rate of expatriate failure and associated costs 

Harvey and Moeller (2009) have argued that while there is no consensus on the rate of 

expatriate failure, the range of failure is typically stated as being between 20% and 40%. 

Early US studies estimated rates of failure to be between 25% and 40% for expatriates 

assigned to a developed country, and as high as 70% when assigned to a developing 

country (Black & Mendenhall, 1991; Tung, 1982). Harzing (1995) argued that 

measurements of expatriate failure rates needed to be broadened to include expatriates 

who stay on their assignment but fail to perform adequately (which is potentially more 

damaging to the company than the individuals who return prematurely). Harzing (1995) 

also argued that there was almost no empirical foundation for the existence of high 

failure rates when measured as premature re-entry. While refraining from providing any 

exact figures of actual expatriate failure rates, Harzing (1995) claimed that West 

European and British expatriate failure rates lay on average somewhere around 5%. 

More recently the Brookfield Global Relocation Services Survey (2014) found that 5% 

of expatriate employees were categorised as having failed their international assignment 

due to factors such as: leaving to work for another company; inability to adapt; spouse 

dissatisfaction; inadequate job performance; poor candidate selection; and family 

concerns. While the rate of expatriate failure has been disputed in the literature, it is 

known to be costly (Stroh et al., 2005) and likely to be higher where the gaps between 

the home and host cultures are greater.  

The costs of failure of an expatriate assignment are large and include both 

organisational and individual costs (Caligiuri, Hyland, Joshi, & Bross, 1998; Fish & 

Wood, 1997b; Gupta et al., 2012; Harzing & Christensen, 2004; Reiche & Harzing, 

2011; Stroh et al., 2005; Varner & Palmer, 2002). Financially, the costs of expatriate 

failure for an organisation include tangible and intangible costs which may vary 

significantly, depending on such factors as the size of the organisation and the nature of 

employment. Tangible costs consist of financial expenditure on compensation, training, 

development, orientation, relocation, and termination (Caligiuri et al., 1998). Intangible 

costs include a decrease in future earnings potential as a result of: underproductive 

assignments; failed business deals; mismanaged staff, government, supplier, producer, 

consumer relationships; and a loss of current business (Caligiuri et al., 1998). Although 

the intangible costs associated with expatriate failure are difficult to measure concretely, 

their impact on the ability of the organisation to conduct business in the host country is 
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known to be large (Chai & Rogers, 2004; Harvey and Novicevic, 2000; Varner & 

Palmer, 2002). Although the consensus of both early and more recent literature is that 

expatriate failure can be a costly exercise for organisations, individuals also face 

significant costs.  

For the expatriates, failure can include personal, financial and emotional costs to the 

individual, alongside the additional stressors experienced by the accompanying spouse 

and family in some cases (Bhaskar-Shrinivas et al., 2005; Caligiuri et al., 1998; Chai & 

Rogers, 2004; Gupta et al., 2012; Harzing & Christensen, 2004; Mäkelä & Suutari, 

2013; Reiche & Harzing, 2011; Vaiman et al., 2015). Expatriate employees whom have 

failed on their international assignments often report a loss of self-esteem, self-

confidence and prestige among their peers because of their inability to successfully 

accomplish their assignment. In addition, if their inability to adjust involves termination 

from their current position within the organisation, they may not be able to find other 

employment, and they may experience re-entry problems on arrival in their home 

country (Chai & Rogers, 2004). Furthermore, as a result of these factors there may be a 

spill over into their personal lives, causing further emotional and financial stressors.  

Given the substantial financial and non-financial costs, reducing the rate of expatriate 

failure is of importance to MNOs that use expatriates. Consequently, there has been 

considerable research seeking to identify the factors that impact upon the decision to 

stay or leave an international assignment. Cross-cultural adjustment is considered to be 

synonymous with expatriate effectiveness on the job (Shaffer, Harrison, Gregersen, 

Black & Ferzandi, 2006) and the literature on expatriation asserts that cultural 

adjustment is the most prominent factor and indicator of expatriate success (Bhaskar-

Shrinivas et al., 2005). 

Adjustment 

While job transfer in a domestic setting is generally found to be a stressful event, it is 

even more so in an international context given the cultural and contextual differences 

(Selmer & Lauring, 2011). Cross-cultural adjustment has been defined as the degree of 

psychological comfort an individual has with aspects of a new environment (Black, 

1990) and consists of positive or negative attitudes and feelings of stress associated with 

living in a new host culture (Bhaskar-Shrinivas et al., 2005). Adjusting to a different 
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cultural context while at the same time working effectively requires a considerable 

degree of adaptability, and flexibility (Altman & Baruch, 2012; Black & Mendenhall, 

1990). Moreover, international mobility requires that individuals develop their tolerance 

for ambiguity in situations where they have to interact with individuals in the host 

country who are from a different culture to their own (Froese, 2010: 2012; Froese & 

Peltokorpi, 2011; Harzing & Christensen, 2004; Littrell et al., 2006; Morris & Robie, 

2001; Peltokorpi, 2008; Sargent, 2002; Tharenou, 2013; Vance & Paik, 2002). Such 

studies demonstrate that cultural adjustment is one of the most prominent indicators of 

expatriate success, and therefore, in addition to technical competence, cultural 

knowledge and ability to adjust to the new conditions of work and life abroad are 

considered important. In the following section the phases and multi-dimensional nature 

of adjustment will be presented. This is followed by a discussion of the importance of 

adjustment for both the expatriate and (where applicable) the accompanying family. 

Consideration is also given specifically to SIEs.  

Phases of adjustment 

The concept of ‘U’ and ‘W’ curves of adjustment depict ‘typical’ trajectories that 

individuals experience while living and working abroad and retuning home. Oberg 

(1960) proposed the U-Curve, which consists of four phases of cultural adjustment: 

honeymoon; crisis; recovery; and adjustment. Although limited in applicability, the U-

curve was useful in depicting the typical phases encountered by individuals during 

cultural adjustment. In the ‘honeymoon period’ or ‘tourist’ phase upon arrival in the 

host country the expatriate may experience a range of positive and negative emotions 

such as excitement, anxiety, nervousness, fear of the unknown and sense of adventure. 

This fluctuating mood is said to wear off as the novelties of everyday life in the foreign 

location begin to settle. During the first phase of adjustment, considerations such as 

cultural novelty, living conditions and social support are critical. Expatriates begin to 

develop a range of negative perceptions about living in the host country, leading to the 

second phase, a period of crisis (Oberg, 1960). Black and Gregersen (1991) noted that 

the potential for significant disappointment becomes apparent at this stage as the reality 

of the new environment sinks in for expatriates. The second phase has an important 

outcome in terms of success or failure, as it refers to how the individual copes with the 

psychological adjustment of living in the host country. In this phase, problems occur 

with cultural differences and frustration sets in, sometimes leading to feelings of 
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homesickness, depression and helplessness. After a period of time, the crisis phase 

plateaus towards recovery and adjustment, which occurs in the third and fourth phases. 

In these final phases, individuals learn to adapt to the host culture and deal with and 

embrace cultural differences, often finding coping strategies by developing networks of 

friends. Gullahorn and Gullahorn (1963) expanded the U-curve model by proposing the 

W-curve in which they conceptualised the model as having two connected U-periods (or 

a ‘W’ shape). The W-Curve links the phenomenon of initial entry culture shock 

adjustment in the host country with reverse culture shock and adjustment upon 

repatriation back to the home country.  

Despite being viable and useful theoretical and explanatory tools for demonstrating the 

phases of cultural adjustment, the U and W curves are not without their limitations. In 

spite of their potential value for IHRM practitioners, the models have not withstood 

critical empirical testing. More recent studies have found that adjustment to a new 

culture is multifaceted and individuals can vary greatly in how they cope 

psychologically and react to certain phases of their time abroad (Black & Mendenhall, 

1991; Ward, Bochner & Furnham, 2001). Research has seldom been able to replicate 

(exactly or even approximately) the depth, length, or sequential occurrence of culture 

shock in the real life experiences of expatriates. The U and W curve models have also 

been criticised for failing to explain how and why individuals move through the various 

adjustment phases, and it has been revealed that the curves fail to capture the apparent 

‘messiness’ and unpredictability of the adjustment, where phases of adjustment are 

frequently repeated, compressed, blended, or are found to be absent altogether (Ward et 

al., 2001). It was also noted that the curves presuppose that there are a certain number of 

phases to adjustment which occur sequentially, although in practice there may be other 

negative or positive critical points during the assignment which may result in a cyclical 

wave rather than a sequential curve (Ward et al., 2001). Moreover, some individuals 

may never enter into a certain phase within the adjustment process. Given these 

individual differences, the literature has questioned the applicability of these constructs 

in depicting the phases encountered by individuals during cultural adjustment and it has 

been argued that the models are neither accurately descriptive nor particularly predictive 

(Black & Mendenhall, 1991; Ward et al., 2001). Despite the limitations, the U and W 

curves of adjustment provide an awareness of challenges in the psychological 

adjustment process that can occur. Expatriates often refer to experiencing phases of 

adjustment (albeit in different sequences, depths and lengths) and the models provide a 
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useful vocabulary for individuals to help them make sense of their and family members’ 

experiences. Moreover, as discussed later in this chapter, the curves are useful in 

highlighting the need for expatriates to prepare for living and working internationally 

and also to assist the expatriate to adopt positive coping strategies to meet potential 

cross-cultural challenges.  

Multi-dimensional nature of adjustment 

Research shows that adjustment to living and working internationally is a 

multidimensional construct. While conceptually interrelated, distinctions between the 

constructs of psychological and socio-cultural adjustment have been made by various 

researchers (Fish, 2005; Selmer et al., 2007; Ward & Kennedy, 2001). 

Research into the psychological adjustment of expatriates (Fish, 2005; Ward & 

Kennedy, 2001) has focused on various attitudinal factors such as an individual’s 

emotional state, cognitive perceptions, personal trait variables (Searle & Ward, 1990), 

mood states (particularly depression) (Ward & Chang, 1997; Ward & Kennedy, 2001), 

and subjective well-being or satisfaction in a new cultural environment (Fish, 2005). 

Psychological adjustment also refers to whether individuals are experiencing feelings of 

unhappiness, sleeping difficulties, and inability to enjoy every day experiences (Ward & 

Kennedy, 2001; Ward & Chang, 1997). Ward and Kennedy (2001) explained that 

psychological adjustment variables are positively inter-related with socio-cultural 

adjustment, meaning that both psychological and socio-cultural factors are holistic to an 

expatriate’s overall adjustment in a new cultural environment. 

Socio-cultural adjustment refers to an individual’s social skills and intercultural 

competence in effectively assimilating and interacting with the host culture (Black & 

Stephens, 1989). The original scale developed to measure socio-cultural adjustment 

incorporates one of the most widely known models in the expatriate literature, which 

introduces the concept of adjustment as a multi-dimensional construct, comprising three 

dimensions of socio-cultural adjustment: work adjustment (adjustment to the new job 

requirements), interaction adjustment (adapting to interaction with HCNs in the foreign 

country), and general non-work adjustment (to the culture and living conditions in the 

foreign culture) (Black & Stephens, 1989).  
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The first domain in the Black and Stephens’ (1989) model is work-related adjustment, 

which considers aspects such as: the expatriate's comfort with various aspects and tasks 

of work; their ability to work with and socialise with local colleagues; and their ability 

to manage business relationships and networks. Black et al. (1991) included role clarity, 

role discretion, role novelty and role conflict as antecedents of in-country adjustment. 

Selmer and Lauring (2011) noted that when expatriates relocate to an organisation in a 

foreign country they are often ambivalent and unsure which established behaviour will 

be appropriate for a specific work situation. Similarly, Lee (2005) highlighted that 

expatriates have certain needs and expectations related to their jobs, in that they expect 

to be engaged in a work environment in which they can fully utilise their abilities to 

satisfy their needs. Lee (2005) explained that for an expatriate, there may be an 

assumption that work activities are broadly similar in most countries; however, the 

actual work load and context may vary in different countries. When employees perceive 

themselves as being underemployed, they will feel lack of challenge in tasks assigned to 

them and hence experience lower job satisfaction. Moreover, when they are not given a 

chance to fully utilise their skills and abilities, they are likely to experience difficulty 

adjusting and consequently become dissatisfied with their job (Lee, 2005).  

Black and Stephens’ (1989) model posited that work adjustment, on its own, is 

insufficient, as expatriates must also learn how to adapt to individuals in the foreign 

culture and to the culture and living conditions abroad. Thus, the second domain in this 

model involves interaction adjustment. Differences in home country and host country 

language are recognised as a major barrier to effective cross-cultural communication. 

Froese and Peltokorpi (2013) proposed that individuals have a natural tendency to speak 

with people in their native language and that they are more likely to identify with one 

another regardless of their age, profession, or gender than with non-proficient speakers. 

Froese and Peltokorpi (2011) argued that proficiency in the host country language 

allows expatriates to form social networks, solve workplace problems, and acquire skills 

that enhance their job satisfaction. Consequently, expatriates with insufficient 

proficiency in the host country language are more likely to be categorised as outsiders 

(Peltokorpi, 2008). Furthermore, a lack of host country language skills establishes 

communication barriers and isolates expatriates in both work and non-work 

environments, excluding them from communication networks and leading to lower-

quality relationships, effects which are associated with low job satisfaction (Froese, 

2010).  
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The third and final domain in Black and Stephens’ (1989) model involves general 

adjustment to the environment in the foreign culture, psychological comfort, and ease of 

adjustment to living conditions which may include arrival and reception, 

accommodation, shopping, banking, food, transportation, public authorities, local 

laws/rules, health care system, schools/day care, free time possibilities, spouse work 

arrangements, family social activities and weather. 

The literature on work-related, interactional and general adjustment has evolved to 

include more complex accounts of the way in which various factors may influence 

adjustment. Shaffer, Harrison and Gilley (1999) noted that influencers such as job 

factors, organisational factors, personal factors, non-work factors, and individual factors 

also pertain to expatriate adjustment. Shaffer et al’s. (1999) research indicated that 

expatriates are likely to experience greater work adjustment if MNOs reduce the amount 

of uncertainty associated with expected behaviours in the work situation by: providing 

role clarity; enabling greater autonomy in the work rather than expecting expatriates to 

seamlessly adapt themselves to new or rigid systems; and encouraging social support 

from co-workers and superiors. Kraimer et al. (2001) found that perceived 

organisational support (an employee’s beliefs about the extent to which their 

organisation values their contributions and cares about their well-being) was related to 

both general and interactional adjustment and to better performance on the job. The 

positive effects of organisational support on expatriates are discussed in more detail 

later in this chapter.  

Spousal adjustment 

Researchers have noted that spouses/partners can be a great source of support and 

encouragement for the expatriate (Lauring & Selmer, 2010) and it has been found that 

accompanied expatriates are more satisfied with their life abroad than their 

unaccompanied counterparts (Selmer, 2001; Selmer & Lauring, 2011; Van 

Oudenhoven, Mol & Van der Zee, 2003). While the contribution that the family, 

particularly the spouse, can make to the success of the overseas assignment is now well 

documented, other research has argued that the experience can be particularly 

demanding for the spouses involved. The spouse is reported as being burdened with the 

responsibility of re-settling the family into the new host country location. Furthermore, 

they experience considerable challenges in: managing family life disruptions; leaving 
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behind friends and social support networks; coping with a lack of organisational 

support; dealing with a lack of adequate preparation for the experience; (where 

applicable) acclimatising their children to new education systems; and, struggling with 

their personal careers (Takeuchi, Tesluk, Yun & Lepak, 2005). Severe obstacles such as 

work permits, visa restrictions, language, lack of suitable jobs, unrecognised 

educational or professional credentials, may drastically reduce job opportunities for 

expatriate spouses and often prohibit them from seeking gainful employment in the host 

country, resulting in a stifled career (Takeuchi et al., 2005). While the accompanying 

spouse may have had their own career in their home country, they may make a career 

sacrifice in placing their careers on hold to play a supporting role to the expatriate. Such 

circumstances may contribute towards a sense of frustration and loss of self-esteem 

(Takeuchi et al., 2005). Moreover, the inability of the expatriate or their accompanying 

spouse/children to adjust to contextual differences (such as transportation, grocery 

shopping and education) and cultural differences (such as differences in gender 

relations) (Tung, 1987; Lee, 2005) result in boredom and culture shock. While 

discussing spousal preparation and adjustment problems, Adler (1991, pp. 266-72) 

noted that overseas assignments are “harder for the spouse than the expatriate”, with 

many spouses commonly experiencing “excessive culture shock as well as feelings of 

frustration and loneliness” as a result of having to deal with a variety of cultural 

adjustment and personal problems.  

Many studies have identified that family concerns and the inability of the family to 

adjust may impact upon the inability of the expatriate to adjust, contributing to a less 

successful foreign assignment (Bhaskar-Shrinivas et al, 2005; Caliguri et al, 1998; 

Hechanova et al., 2003; Takeuchi et al., 2005; Tung, 1981). Accordingly, Mäkelä et al. 

(2011) have suggested that the influence of non-work variables such as spouse and 

family adjustment and ultimate adaptation to foreign settings needs to be taken 

seriously. Stephens and Black (1991) emphasised the importance of the spouse and 

family adjusting, explaining that between 16% and 40% of expatriate failure has been 

attributed to the inability of the spouse and family to adjust. Early research has also 

found that the adjustment of the spouse is highly correlated with the adjustment of the 

accompanying children (Black & Stephens, 1989). Black and Stephens (1989) argued 

that children tend to mirror their parents' reactions, and therefore, distressed, dissatisfied 

and un-adjusted parents can create adjustment complications for their children. 

Furthermore, studies conducted in multiple geographical settings have identified lack of 



72 
 

spouse adjustment as a critical factor in expatriate assignment failure (Black et al., 

1992; Dowling, Schuler & Welch, 1994; Fish, 2005; Tung, 1987). 

Numerous studies have pointed out that although some support is given by 

organisations, spouse preparation and adjustment needs are largely ignored (Fish & 

Wood, 1997b; Hutchings, 2005; Mäkelä & Suutari, 2013). In explaining the possible 

reasons, Dowling et al. (1994) suggested that organisations may perceive that they 

should not intrude into the personal lives of their employees' families, and hence 

withdraw from any involvement. However, Dowling et al. (1994) also argued that such 

attitudes are antiquated, and that the reluctance to become involved in an employee's 

private life constrains the organisation from achieving the best possible outcomes from 

the expatriate assignment. Mäkelä and Suutari (2013) argued that the increasing 

competition amongst MNOs has revealed the need to assist expatriates and their 

accompanying spouse or family to achieve social and occupational wellbeing. Despite 

recommendations to provide additional support to spouses, recent research by 

McDonnell et al. (2011) indicated that in an Australian context, the needs of 

accompanying spouses are still largely ignored.   

Adjustment of SIEs 

While a vast body of research has focused on the cross-cultural adjustment of OAEs, 

less is known about the cross-cultural adjustment of SIEs. The little that has been 

discussed suggests that there are some commonalities in the experiences between SIEs 

and OAEs in that they both go abroad and are confronted by having to adjust to a 

different culture (Froese & Peltokorpi, 2011). Notably, research has also demonstrated a 

range of differences in SIEs and OAEs experiences of cross-cultural adjustment.  

Froese and Peltokorpi (2011) have found that SIEs show lower job satisfaction than 

OAEs, likely because SIEs receive less support at work than do OAEs. Research on 

SIEs in Japan demonstrated that SIEs tend to be better adjusted in terms of general and 

interactional adjustment than OAEs (Froese & Peltokorpi, 2011; Sargent, 2002). While 

Froese and Peltokorpi (2011) did not empirically assess the antecedents of SIEs’ 

adjustment, they speculated that SIEs’ prior social networks with locals and higher 

motivation to expatriate had positively influenced their interaction and general 

adjustment. Sargent (2002) also noted that SIEs appear to have a greater desire to go to 
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the host country, are more able to integrate with local populations, and have better 

understanding of the language and culture than OAEs. Sargent (2002) maintained that 

these findings reflect the considered choice of host country by SIEs, which is not 

available to most OAEs.  

As in prior research on OAEs (Bhaskar-Shrinivas et al., 2005; Selmer, 2006), 

interactional adjustment remains a significant problem for SIEs. In a study comprising 

largely of US and German SIEs, Froese (2012) demonstrated that although SIEs in 

South Korea were relatively well adjusted in terms of general and work adjustment, 

poor host country language skills were perceived to be a major impediment to all facets 

of adjustment for SIEs. Although Froese (2012) proposed that English as a global 

language may be sufficient for success in the context of work adjustment in 

international organisations, he also argued that host country language skills are 

important in both general and interaction adjustment for SIEs. Froese (2012) explained 

that although learning a foreign language is extremely difficult as an adult, SIEs should 

make the effort to learn at least some basics, at least enough to readily conduct simple 

daily activities. Froese (2012) pointed out that local organisations cannot expect SIEs to 

become fluent in local dialects, and argued that organisations should support the efforts 

of SIEs to learn the language by providing some supplemental language assistance. 

Froese’s (2012) study also reported that unfamiliar social behaviours of South Koreans 

had contributed to expatriates’ difficulties in establishing relationships with HCNs. 

Moreover, different socialisation patterns were frequently mentioned as the principal 

reasons for SIEs’ difficulties in establishing relationships with HCNs (Froese, 2012). 

Those married to South Korean nationals appeared to be generally more satisfied with 

their social interactions, because their spouses had opened up social networks with 

HCNs for the SIEs. While prior research describes interaction adjustment as an 

individual’s satisfaction around social interactions with HCNs, the results of Froese’s 

(2012) study demonstrated that SIEs receive social support and seek interaction 

adjustment from social interactions not only with HCNs but also with fellow home 

country expatriates or other foreign expatriates. Froese (2012) argued that this finding 

was likely not unique to South Korea and suggested that future research should broaden 

the investigation from HCN interaction to examine the influence of various other 

expatriate social networks.  
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Froese (2012) also investigated the role of family in the SIEs’ adjustment, and the 

findings were generally consistent with prior research (Richardson & Mallon, 2005) in 

that family was found to have a positive impact on the general adjustment of SIEs. 

Moreover, the actual and intended length of stay appear to be related to general 

adjustment. Despite the positive contribution of the spouse, Selmer and Lauring (2011) 

highlighted the need for organisations recruiting SIEs to offer support and assistance for 

both male and female expatriates (and their spouses).  

Organisationally-provided support	

As previously discussed, poor cultural adjustment by expatriates or their spouses or 

families is one of the main factors related to expatriate failure and underperformance 

(BGRS, 2014; Bhaskar-Shrinivas et al., 2005; Hechanova et al., 2003). Harris, Brewster 

and Sparrow (2003) explained that in order to be able to ‘fit in’ and interact successfully 

within the host country, expatriates need to possess good cross-cultural skills prior to 

starting their new position, or, as Tharenou (2003) suggested, be receptive to working 

abroad. While cross-cultural competencies are beneficial at an individual level for 

expatriates who relocate abroad, studies have found that non-adjustment and expatriate 

failure may further be minimised by the provision of organisational support and use of 

effective CCT programs for both the expatriate and the accompanying family (e.g. 

Cheema, 2012; Fee et al., 2015; Fisher & Hutchings, 2013; Hutchings et al., 2013; 

Kassar et al., 2015; Santoso & Loosemore, 2013). 

In the following section, the various indirect and direct forms of organisational support 

available to OAEs are outlined. It is argued that, while the provision of CCT is of key 

importance in managing OAEs, the CCT research to date has paid little attention to 

SIEs, and this is likely to be because the experience of preparing for the challenges of 

living and working abroad differs for SIEs, a group which self-initiates their own 

international experience without the backing of an organisation.  

Indirect and direct forms of organisational support 

Research has proposed that organisations should provide expatriates and their family 

members with support in order to facilitate general, work and interactional adjustment 

(Andreason, 2003b). The positive effects of indirect and direct forms of organisational 
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support on expatriate and spousal adjustment have been discussed in the OAE literature 

(e.g. Cheema, 2012; Fee et al., 2015; Fisher & Hutchings, 2013; Hutchings et al.,2013; 

Kassar et al., 2015; Santoso & Loosemore, 2013). Andreason (2003) argued that 

expatriates and their families often experience challenges with their cross-cultural 

adjustment unless there is adequate follow-through in the form of direct 

(organisationally-sponsored programs) and indirect (organisationally-encouraged 

activities) support which expatriates and their families can use as a means of developing 

effective cross-cultural coping mechanisms.  

The notion behind indirect support is for the organisation to encourage the expatriate 

and their family members to:  

learn to understand themselves and develop realistic expectations about 
the assignment; get involved in international clubs, religious 
organisations or other support groups; develop hobbies (especially 
recommended for the spouse); get involved in local school, religious, 
and/or community activities; keep a journal; write a book; plan outings; 
and have the spouse go to work in the local environment, for example, by 
teaching English or starting a small business. (Andreason, 2003b, p. 549) 

Andreason explained that examples of direct (organisationally-sponsored programs) 

include:  

setting up pre-departure assistance and ongoing consultation with 
expatriates (e.g. via continuous communications with headquarters); 
career development activities for expatriates; continuous in-country 
language and cultural training for expatriates and their families in order 
to reinforce any pre-departure training programs; logistics assistance 
from host country staff in handling day-to-day living requirements, such 
as grocery shopping, travel, and schooling; family mentoring programs 
where host country employees ‘adopt’ a visiting family; psychological 
counselling for expatriates and their family members who are 
experiencing stress and anxiety; and job search assistance, career 
counselling, and interactions training for the accompanying spouse to 
help him or her create a more meaningful life abroad. (2003, p. 554) 

In addition, in relation to spousal support, De Cieri, Dowling and Taylor (1991) 

suggested the introduction of organisationally-sponsored programs that: provide 

company assistance for the spouse; address culture shock; recognise problems with 

perceived cultural distance; attend to the development of self-esteem for the spouse; 

provide social support for the spouse; deal with life satisfaction issues; and address 

family relationship satisfaction. Shaffer and Harrison (1998) indicated that there is a 
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clear need for existing HRM practices to include spouse-related issues, and suggested 

that organisations should provide accompanying spouses with assistance, including: job 

search; obtaining work permits/visas; continuing education; and allowances for 

professional seminars and conferences. Kraimer et al. (2001) highlighted the importance 

of organisations providing expatriates with host country language training, social 

opportunities to interact with other foreign nationals, pre-departure CCT, and good 

compensation and benefits packages. Furthermore, Andreason (2003) explained that in 

order to facilitate adjustment between the new host country context and the expatriate, 

organisations can hire international relocation service firms which can perform some 

organisation-sponsored functions. The option of utilising relocation services is often 

particularly appealing to small and midsize organisations which may lack the personnel, 

expertise or finances to set up such support programs on their own. 

Organisationally-provided cross-cultural training 

While the indirect and direct forms of organisational support have been discussed in the 

literature, it has also been suggested more specifically that the provision of 

comprehensive and strategic CCT programs for expatriate preparation may minimise the 

costs of non-adjustment and expatriate failure (Graf & Mertesacker, 2009; Vance & 

Paik, 2002; Hutchings, 2003). Cross-cultural training is defined as the affective, 

behavioural and cognitive education used to prepare people for overseas assignments by 

improving the quality of interactions they have with diverse cultures (Morris & Robie, 

2001). Much of the literature on OAEs has explained that the provision of CCT, 

especially pre-departure and/or post-arrival training, can contribute toward awareness of 

cultural difference, acculturation and intercultural effectiveness of expatriates (Clegg & 

Gray, 2002; Graf & Mertesacker, 2009; Hutchings, 2003; Hofstede, 1978; Rugman & 

Verbeke, 1992). A well-designed CCT program has the potential to proactively manifest 

a global mindset, which combines openness to and awareness of diversity across 

cultures and markets (Gupta & Govindarajan, 2002). Magnini and Honeycutt (2003) 

and Selmer (2001) proposed that a well-structured expatriate CCT program should 

incorporate training both in the home country and host country. Magnini and Honeycutt 

(2003) developed a three-stage model for a well-structured expatriate training program 

which includes ‘training in the home country’, ‘training upon arrival in the host 

country’, and ‘real time training (in-country)’. 
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The first stage, training in the home country, involves a brief pre-departure training 

program being provided which outlines the basic knowledge expected to be required 

immediately upon arrival. Important information such as: mandatory habits (e.g. table 

etiquette); cultural imperatives (e.g. the importance of socialising and gift-giving); and 

cultural exclusives (e.g. not participating in certain religious rituals) are provided 

(Magnini & Honeycutt, 2003). In addition, CCT programs should identify that 

ambiguous situations will arise and that these situations should be viewed as 

opportunities for learning and growth. Furthermore, the first stage should highlight that 

exercise and a healthy diet can enhance the body’s reaction to stress-coping 

mechanisms, particularly related to overcoming culture shock (Magnini & Honeycutt, 

2003). The next stage would continue the training upon arrival in the host country, with 

the aim of making integration easier for the expatriate. During this second stage, CCT 

models involve the use of classroom and multi-media training designed to assist with 

assimilation into the foreign country. The third and final stage of Magnini and 

Honeycutt’s model involves real-time training, whereby the expatriate is provided with 

access to various resources such as local consultants and internet forums for immediate 

cultural adjustment advice. Although Magnini and Honeycutt’s (2003) model provides a 

basic understanding of some of the components of CCT and knowledge about 

timeframes in which such support can be offered, it is limited by its generalised 

components, which do not address individual requirements.  

Other researchers address the characteristics which might influence the need to provide 

CCT. Importantly, it has been argued that in order to successfully formulate and 

implement effective and efficient CCT, a needs analysis should be performed to develop 

a range of delivery approaches and training methods appropriate to the requirements of 

the organisation and the individual (Gold, Holden, Iles, Stewart & Beardwell, 2010; 

Hurn, 2006; Salas & Cannon-Bowers, 2001). Graf and Mertesacker (2005) suggested 

that a systematic assessment of the intercultural training needs of an expatriate can 

considerably reduce costs, since organisations are able to determine the scope and type 

of training required, thus avoiding unnecessary training.  

Tung (1981) identified five forms of pre-departure training: field experiences; cultural 

assimilators; language training; sensitivity training; and environmental briefing/cultural 

orientation. Tung’s (1981) contingency framework examined the nature and level of 

rigour that the training would require. The main factors which impact on the style of 
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training are: the organisational purpose of the transfer; duration; type of job; country of 

assignment; time availability; degree of similarity between the culture of origin and the 

host culture (synonymous to cultural distance); and, degree of interaction required with 

home country nationals. Although popular amongst some practitioners, studies have 

argued that Tung’s (1981) model is limited, since it neglects to explain which specific 

training methods should be implemented, or how the term ‘rigour’ can be measured 

(Dowling et al., 2008; Medenhall et al., 1987).  

Building on Tung’s framework, Medenhall et al. (1987) proposed that CCT can be 

conducted through the ‘information giving approach’, ‘affective approach’ and the 

‘immersion approach’. Each approach provides a description of the training methods 

(such as role-plays, cultural awareness, preliminary visits, language training, and 

information on day-to-day matters for both the expatriate and their family) and levels of 

training rigour and duration which should be used in pre-departure training. Hurn 

(2006) argued that pre-departure training that is specific to the destination ensures 

benefits for the company, the expatriates and their families. Hurn (2006) also pointed 

out that sufficient time, analysis of training needs and appropriate training resources are 

required. Forms of pre-departure training include cross-cultural awareness, cross-

cultural communication skills, specific country briefing, business etiquette and 

procedure information, international negotiating skills, building and sustaining 

multinational teams, language training, transfer of knowledge, and repatriation 

preparation (Hurn, 2006).  

Lack of organisationally-provided support 

It is apparent from the studies reviewed above that CCT is an integral requirement for 

the expatriate and their accompanying family. Yet, although academic literature and 

practitioner publications have long recommended MNOs provide support for the 

expatriate, it is still an all-too-often neglected aspect of the expatriation process. Littrell 

et al. (2006) reported that only 30% of multinational companies offer their employees 

CCT, usually in the form of ineffective one-day briefing sessions. Scant time and 

resources are frequently cited as the main reasons why organisations fail to provide 

CCT (Hutchings, 2003; Howe-Walsh & Schyns, 2010). The 2011 Global Relocations 

Survey (BGRS, 2011) reported that 89% of organisations rated CCT as having ‘good’ 
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or ‘great value’ to expatriate and spousal preparedness; however, many were still 

reluctant to provide CCT due to resource restraints.  

Despite the positive impact of CCT, much of the early and more recent literature has 

reported that many organisations also fail to provide adequate or effective training for 

an accompanying spouse (Avril & Magnini, 2007; BGRS, 2014; Black and Gregersen, 

1991; De Cieri et al., 1991; Fish. 1995). In an Australian context, Anderson (2001) 

researched the OAE management practices of Australian private, public, and non-

governmental sector organisations and found that non-government sector organisations 

were more inclusive of families throughout the expatriate assignment than private and 

public sector organisations. However, in general, preparation, when provided, tended to 

focus on the actual expatriate, often times overlooking the needs of spouses and 

children (Anderson, 2001). The results from this research indicate that preparation and 

support for expatriates, their spouses and children does not appear to be a priority for 

Australian private, public, and nongovernmental sector organisations. Studies have 

noted that this type of lack of support is discouraging given that the vast majority of 

evidence suggests that family problems are one of the most common reasons for failed 

expatriate assignments (Hechanova et al., 2003; Bhaskar-Shrinivas et al., 2005). Fish 

and Wood (1997b) explained that lack of spousal support may reflect the view that 

MNOs prefer not to intrude on the personal lives of family members. It appears that 

organisations do not perceive value in supporting spousal adjustment, and therefore do 

not seriously consider this to be a critical aspect of overseas assignment success and 

effective HRM practice. Although organisations are often cited as having failed to 

provide organisational support, as previously discussed, there is no lack of research on 

how expatriate support could be organised and administered (Andreason, 2003b; 

Harvey & Moeller, 2009). 

SIE self-preparation 

While organisationally-provided support is often scant, the described CCT models 

(Magnini & Honeycutt, 2003 Tung, 1986; Mendenhall et al., 1987; Hurn, 2006) provide 

possible approaches and methods for the delivery of effective CCT programs for OAEs 

and their families. Recommendations for the implementation of CCT provide a useful 

focus for attending to the needs of adjustment in OAEs, yet a significant problem 

remains, namely the lack of understanding of how SIEs develop intercultural 
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competencies for living and working abroad. For OAEs, research has shown that 

organisations have the ability to focus support activity prior to the expatriate departing 

their home country. However, little attention has been paid to the provision of CCT for 

SIEs, and this may be because they self-initiate their expatriation without the backing of 

the organisations. Consequently, organisations which employ SIEs would presumably 

be unable to support them prior to their arrival as they are usually recruited while 

already residing in the host country. Given the value and importance of CCT for OAEs, 

knowledge about how SIEs cope and acquire cross-cultural competencies without such 

organisational support is needed.  

Although research in the area of self-initiated expatriation is in the early stages, it is 

known, as previously stated, that SIEs encounter significant issues and challenges in 

living and working abroad. While numerous web-based blogs and practitioner 

recommendations have attested to the value of preparing for life and work abroad (e.g. 

Internations, 2015; Ytravel, 2014), there is little academic research which has 

systematically examined how SIEs develop intercultural competencies for living and 

working abroad without having received organisationally-provided CCT (exceptions 

include Despotovic et al., (2015). Despotovic et al. (2015) researched the cross-cultural 

experiences of Australian SIEs located in South Korea and extended the literature on 

CCT to focus on cross-cultural self-preparation, which they defined as activities 

independently and voluntarily undertaken to develop intercultural competencies for 

living and working abroad. Despotovic et al. (2015) noted that the extent to which self-

preparation was perceived as being required was influenced by the SIEs’ prior 

work/non-work international experiences, that is, those who had little or no prior 

international experience felt that more self-preparation was required, whereas those who 

had prior international exposure believed that such experiences greatly assisted them. 

This finding suggests that there appears to be factors which affect perceptions regarding 

the value of undertaking self-preparation for life and work abroad. Although Despotovic 

et al’s. (2015) study was the first of its kind to reveal that self-preparation makes a 

positive contribution to SIEs’ ability to work and live in foreign contexts, it is limited in 

its analysis of what other characteristics are relevant to the perceived need for SIEs to 

prepare. Furthermore, as their study focused only on SIEs located in South Korea it did 

not adequately address the extent to which self-preparation might differ across cultures 

which are dis/similar to the SIEs’ home country context. The role of self-preparation in 

assisting the cultural understanding of SIEs is important yet has received scant attention 
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by comparison to knowledge of CCT for OAEs, so it is necessary to address this gap in 

the literature.  

While the adjustment of expatriates has already been measured in prior research, there 

has been no research detailing how factors which influence the adjustment of expatriates 

may also influence the extent to which self-preparation is deemed valuable or necessary. 

The current research examines a range of other factors which may influence the degree 

to which SIEs perceive that self-preparation is valuable such as: organisationally-

provided support including CCT; personality and attitudes; networks with home and 

host country nationals; host country cultural and language proficiency; and, motivations 

for relocating abroad. While the current study does not attempt to measure the 

adjustment of SIEs, the antecedents of adjustment are used to examine perceptions of 

whether they may also impact on the perceived need for self-preparation. Thus, the 

focus of this study examines the relationship between various existing factors and 

Australian SIEs’ perception of the self-preparation required for living and working in 

South Korea or the UK. Figure 2.1 illustrates the various characteristics which will be 

examined in relation to SIEs’ perceived need for cross-cultural self-preparation. In the 

sections that follow, the factors which are known to contribute towards facilitating a 

more effective adjustment for expatriates (and expected to influence perceptions of the 

need for self-preparation) are presented. 

 

Figure 2.1. Conceptual framework of the impact of existing characteristics on the 

perceived need for self-preparation.  
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The overarching research problem presented in Chapter One: Introduction will be 

examined in greater depth through seven research sub-questions which explore how 

certain characteristics and attributes might have influenced Australian SIEs’ perceptions 

of the need for self-preparation for living and working in the UK or South Korea.  

Organisationally-provided support 

Given the likely lack of organisationally-provided pre-departure support for SIEs noted 

in the preceding sections, the first research sub-question (SQ) is: 

SQ1: How does a lack of organisationally-provided support impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in the UK or South 

Korea? 

Prior international experience 

As illustrated earlier in this chapter, prior international experiences are seen as a 

powerful instrument to develop cross-cultural competencies for OAEs and SIEs 

(Dickmann & Harris, 2005; Jokinen et al., 2008; Selmer & Lauring, 2011). However, 

prior international experiences have also been demonstrated to contribute towards 

adjustment in future expatriation. Zakaria (2000) argued that prior international 

experience can develop an awareness of cultural and societal practices which will 

enable expatriates to have greater levels of tolerance for cultural values that differ to 

their own. Similarly, Selmer (2002) found that individuals with prior international 

experience, particularly within a culturally similar country to that of their current host 

context, enables expatriates to feel better adjusted. Park, Pringle and Tangri (1995) have 

also attested to the value of prior international experience in terms of its potential to 

broaden knowledge, awareness and appreciation of cultural differences, and build their 

confidence and independence. 

Prior international work experience abroad is said to be beneficial for purposes of: 

enabling individuals to generate strategies for adaptation in new situations; facilitating 

cross-cultural adjustment and job satisfaction; and informing them about typical 

stressors they might experience in subsequent expatriation (Froese & Peltokorpi, 2011). 

Prior international exposure to other cultures in general is known to be advantageous; in 

particular, a study of SIE academics in South Korea found that individuals who had 
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prior international experience of that country felt more confident with the language and 

were more satisfied with their level of social interaction with HCNs (given the 

availability of pre-established networks) than those SIEs who had not been to South 

Korea previously (Froese, 2012). These findings reveal that, although general prior 

international work-related experiences are beneficial, the experiences are more valuable 

if SIEs have previously been to the specific host country.  

Traditionally, research into prior international experiences has examined an individual’s 

previous work-related experiences in other foreign contexts. However, more recently, 

research has also considered whether there are variations in the value of prior 

international experiences based on whether such experiences were work-related or non-

work related (for instance, leisure travel, studying abroad, or being an accompanying 

child of expatriate parents). Takeuchi and Tarique (2008) noted that the number of non-

work related international experiences an expatriate has is positively related to their 

capability to function and manage effectively in a culturally diverse setting. Vance 

(2005) revealed that non-work experience also has the potential to provide individuals 

with a method of developing international knowledge and networks which may afford 

them future international career opportunities. Studies on the influence of non-work 

experience have focused mainly on the international experience of expatriates during 

adulthood and have tended to ignore international exposure at an earlier age. 

Consequently, little is known about the influences of non-work experiences during 

childhood with the exception of Tharenou’s (2003) study, which found that prior 

exposure to foreign contexts at an early age has an effect on an individual’s self-efficacy 

and their pre-disposition to relocate abroad at a later age to live and work. 

Research has also noted that prior international experience may include general 

experiences of having worked with colleagues from different cultures. This type of 

cooperation can build valuable interpersonal and cross-cultural skills (Howe-Walsh & 

Schyns, 2010). In their study of the role that IHRM can play in supporting the 

adjustment of SIEs, Howe-Walsh and Schyns (2010) found that SIEs who have 

cooperated with colleagues from different countries and/or have prior international 

experience will more easily adapt to their host countries than their counterparts who 

have not had these opportunities.  
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While studies have suggested that prior international experience has the potential to 

develop intercultural competencies in SIEs, few have explored this proposition within 

an Australian context. Altman and Baruch’s (2012) and Froese’s (2011) studies 

revealed that prior international exposure potentially widens an individual’s career 

perspectives and prospects and enables a deeper understanding of the functioning of an 

international organisation. However, given the comparatively small sample of 

Australian SIEs in Altman and Baruch’s (2012) and Froese’s (2011) studies, 13% and 

3% respectively, the findings cannot be generalised to Australian SIEs. Because 

expatriates’ experiences are biased by their countries of origin (Selmer, 2001) there is a 

need to examine the influence of prior international experience on SIEs from Australian 

backgrounds to see whether such findings are relevant to an Australian SIE context, and 

to understand Australian SIEs’ perceptions of the need for cross-cultural self-

preparation. Thus, the next research sub-question is: 

SQ2: How does prior international work and non-work experience (in childhood and 

adulthood) impact on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK? 

Personality and attitudes 

A large body of literature documents the importance of an expatriate’s personality traits 

and attitudes for their overall cross-cultural adjustment. Research has established that an 

individual’s ability to adapt to different norms, customs and modes of behaviour 

directly influences their ability to adjust to life in a new culture (Osland, 1995; Phatak, 

1995; Tye & Chen, 2005) and their success both objectively (salary and promotions) 

and subjectively (career satisfaction) in their international careers (Briscoe et al., 2006; 

Froese & Peltokorpi, 2011; Seibert et al., 1999; Van Oudenhoven et al., 2003). 

According to Black and Gregersen (1999) organisations are increasingly seeking 

expatriates who possess: a motivation to communicate with HCNs; a desire and ability 

to establish social ties with HCNs, rather than remaining within small expatriate 

networks; cultural flexibility as in a willingness to experiment with different customs; a 

cosmopolitan orientation; an intuitive understanding that different cultural norms have 

value and meaning to those whom practice them; and a collaborative and non-

confrontational negotiation style.  
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Adler (1991) proposed that personal initiative is required to adjust to life abroad. In her 

research expatriates and spouses explained that knowing oneself, knowing what one 

wants from life, taking responsibility for creating something for oneself, perseverance 

and patience are some of the key personality traits and attitudes which enabled them to 

adjust more effectively to life abroad. Osland (1995, p. 152) noted that letting go of 

previously unquestioned assumptions and frames of reference coupled with a desire for 

“novelty and learning” enable more effective adjustment. Phatak (1995) identified 

positive traits such as: cultural empathy; adaptability; diplomacy; a positive attitude; 

emotional stability; and maturity, as predictors of expatriate adjustment. Similarly, Tye 

and Chen (2005) found that cultural empathy and emotional stability are important, and 

personal characteristics, including social initiative and tolerance for ambiguity are also 

beneficial for cross-cultural adjustment. Also shown to be of importance is possessing a 

positive attitude toward the foreign assignment and a willingness to relocate 

(Andreason, 2003a). 

Ward and Chang (1997) explored adjustment by investigating the influence of the 

personality dimensions. Ward and Chang (1997) proposed that the personality-

adjustment relationship is mediated by the notion of cultural fit. The cultural fit 

proposition adds a valuable dimension to research on expatriate adjustment, 

highlighting that, in many cases, the cultural fit between the acculturating individual 

and host culture norms is important rather than whether the expatriate’s personality 

relates to cross-cultural adjustment. Ward and Chang (1997) explained that personality 

traits need not resemble host culture norms and customs to be adaptive; some 

characteristics may universally (or near universally) function as psychological 

resources. Explaining what they call the Big Five personality factors, Ward and Chang 

(1997) found psychological and socio-cultural adjustment to be associated with 

extraversion, agreeableness, conscientiousness, openness, and (greater) emotional 

stability. Agreeableness encompasses trust, straightforwardness, altruism, compliance, 

modesty, and tender-mindedness, and is related to psychological and socio-cultural 

adjustment (Ward & Chang, 1997). Agreeableness is a predictor of positive social 

exchanges, and agreeable expatriates are more likely to avoid conflict, are more 

compliant, and more accepting of authority, which may be important in both work and 

non work-related contexts. Conscientiousness is characterised by competence, order, 

dutifulness, achievement-striving, self-discipline, and deliberation (Ward & Chang, 

1997). Research has highlighted that conscientious individuals spend more time on job-



86 
 

related tasks, are better able to acquire job-specific knowledge, and are less likely to 

engage in counter-productive behaviours (Ward et al., 2001). Finch, Okun, Pool, and 

Ruehlman (1999) have demonstrated that individuals with higher levels of 

conscientiousness are likely to cope better with depression. Openness is related to the 

willingness to experience different activities and examine different ideas and values 

(Ward & Chang, 1997) and is a valuable prerequisite for socio-cultural adaptation; that 

is, the ability to fit in successfully with a new environment through social skills and 

effective intercultural interactions. Research on acculturation has frequently reported 

that openness is the most significant of the Big Five dimensions for expatriate 

adaptation (Arthur & Bennett, 1995), and relevant to both psychological and socio-

cultural domains (Ones & Viswesvaran, 1997). Openness is said to positively affect the 

need for change and to predict communication competence in expatriate executives 

(Ones & Viswesvaran, 1997). Moreover, openness is said to relate to a decrease in 

socio-cultural difficulties. Low levels of emotional stability are characterised by 

anxiety, hostility, self-consciousness, impulsiveness and vulnerability —behaviours 

which are associated with greater psychological adjustment problems (Soldz & Vaillant, 

1999). Furthermore, low levels of emotional stability negatively influence extrinsic 

success such as income and occupational status (Judge, Higgins, Thoresen, Barrick & 

Murray, 1999). The negative association between low levels of emotional stability and 

the social and psychological adaptation of expatriates has been observed in several 

studies, hence it is not surprising that low levels of emotional stability bear the strongest 

relationship to cross-cultural adjustment outcomes. 

While many studies have explored the impact of personality and attitude on the 

adjustment of OAEs, SIEs have received very little attention. Of the research on OAEs, 

the research may be limited in its applicability to Australian SIEs, as indicated by Ward 

and Chang’s (1997) cultural fit hypothesis. Because expatriates’ experiences are biased 

by their countries of origin (Selmer, 2001) the influence of prior international 

experience of SIEs from Australian backgrounds needs to be examined to see whether 

such findings are relevant to an Australian SIE context. To examine the impact of 

personality and attitudes on the perceptions of preparedness of Australian SIEs, the next 

research sub-question is: 

SQ3: How does personality and attitude impact on Australian SIEs’ perceptions of the 

need for self-preparation for living and working in South Korea or the UK?  
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Networks with host country nationals and other expatriates 

Kraimer et al. (2001) highlighted the need for organisations to assist expatriates to 

develop support networks in the host country with both home and host country nationals 

in order to facilitate cross-cultural adjustment. Cao et al. (2012) found that both host 

and home country nationals provide SIEs with crucial resources for learning and social 

support. This finding is consistent with earlier research (Howe-Walsh & Schyns, 2010) 

which has indicated that unlike OAEs, SIEs are usually employed in the host country as 

local employees and rely largely on their personal networks to adjust to the new 

environment. Importantly, cultural distance between the home and host country impacts 

on whether the expatriate has larger groups of home country nationals or HCNs within 

their network. For SIEs experiencing a wide cultural distance, having networks of home 

country nationals is more positively related to cultural adjustment than it is for SIEs 

with a small cultural distance from the host country. One explanation provided by 

earlier literature is that interactions with HCNs from distant cultures are more difficult 

and stressful than interactions with HCNs from similar cultures (Ang, Van Dyne, Koh, 

Ng, Templer & Chandrasekar, 2007). Cao et al. (2012) explained that with a wide 

cultural distance, it becomes increasingly difficult for expatriates to communicate 

unambiguously in the host culture – particularly so when the differences in value, 

beliefs, language, customs and cultural practices are great.  

Despite the difficulties in interacting with HCNs, researchers have highlighted the need 

for expatriates to develop networks with HCNs rather than staying siloed within 

expatriate enclaves or ghettos (Black & Gregersen, 1999; Hutchings et al.,2013; Selmer, 

2005). Andreason (2003) explained that organisations need to ensure effective 

adjustment through programs which address issues associated with the establishment of 

effective inter-cultural communication networks and developing new friendships with 

HCNs. One such social support program facilitated family mentoring programs whereby 

host country employees ‘adopted’ a visiting family (Andreason, 2003b). Adjustment to 

international assignments might also include support in the form of organisational 

mentors in the home country, as well as local and other expatriate peer mentors in the 

host country (Hutchings, 2005), with various forms of formal and informal mentoring 

viewed as improving expatriate adjustment. Inkson et al. (1997) characterised mentoring 

from locals as ‘magical assistance’ that can help an expatriate interpret the culture and 

provide guidance. Similarly, Howe-Walsh and Schyn (2010) explained that such 
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support enhances interaction adjustment for SIEs by providing direct learning 

possibilities and opportunities to clarify questions regarding the organisation and 

culture.  

Although it has been demonstrated that prior relationships or networks with HCNs, 

home country nationals or other expatriates may support the adjustment of SIEs, the 

impact of such relationships or networks upon perceptions of the need to undertake self-

preparation is not yet understood. Thus, the following research sub-question will be 

explored: 

SQ4: How do relationships/networks with host country nationals or other expatriates 

impact on Australian SIEs’ perceptions of the need for self-preparation for living and 

working in South Korea or the UK?  

Cultural familiarity and language proficiency  

The extent to which cross-cultural difficulties are experienced are pursuant to 

differences between an individual’s home and host country cultures (Cao et al., 2014; 

Peltokorpi & Froese, 2014). Cultural distance has been used to refer to the degree to 

which the home and host cultures differ with regard to the collective values, beliefs, 

customs, rituals, legal, political, and economic systems (Froese & Peltokorpi, 2011, 

House et al., 2004; Johanson & Vahlne, 1977; Shenkar, 2001; Shenkar et al., 2008). As 

mentioned previously, familiarity with cultural and social practices enables individuals 

to feel better adjusted and to possess greater levels of knowledge, awareness and 

tolerance for cultural values that differ to their own (Selmer, 2002; Zakaria, 2000). 

Froese (2012) has also noted that familiarity with social behaviours leads to better 

outcomes in establishing relations with host country nationals. Cultural familiarity has 

also been illustrated to influence the nature and level of rigour of CCT. Moreover, 

Froese (2012) demonstrated that a lack of fluency in the host country language can be a 

major barrier to effective cross-cultural communication in both work and non-work 

environments. Research shows that proficiency in the host country language facilitates 

expatriate, spouse and family adjustment by equipping individuals with more effective 

communication and perceptual skills (Bhaskar-Shrinivas et al., 2005; Froese & 

Peltokorpi, 2013). It has been suggested, however, that language may be more 

important for some expatriate positions than for others. The closer the interaction an 
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individual has with HCNs and the longer the proposed time abroad, the greater the 

required level of language ability. Tung (1982) found that specific language skills were 

more important for the top subsidiary management position, whereas general 

communication skills were satisfactory for less demanding roles. Importantly, language 

skills are also reported to be important for interaction outside of the work environment 

particularly with regard to: development of informal networks; friends; shopping; 

travelling; and dealing with other general day-to-day life matters (Froese & Peltokorpi, 

2013).  

While the importance of host country language ability has been demonstrated for both 

OAEs and SIEs, knowledge of if and how SIEs acquire language capabilities is 

important given that they may lack opportunities for cultural and language training as 

part of CCT which might be offered to OAEs. Research has thus far not sufficiently 

examined the extent to which SIEs may perceive a need to prepare nor has it explored 

the methods by which SIEs develop such competencies; therefore, this issue needs to be 

explored. Thus, the next research sub-question is: 

SQ5: How does cultural familiarity and host country language ability impact on 

Australian SIEs’ perceptions of the need for self-preparation for living and working in 

South Korea or the UK? 

Motivation to expatriate 

While the substantive literature cited earlier in this chapter has found that SIEs are 

motivated to expatriate by a number of factors including adventure and travel, life 

change/escape, family, finances, career, and the development of personal and 

professional skills, there is a lack of understanding as to whether motivation to 

expatriate influences the degree to which SIEs perceive the need to undertake self-

preparation. Thus, the next research sub-question is: 

SQ6: How does the motivation to expatriate impact on Australian SIEs’ perceptions of 

the need for self-preparation for living and working in South Korea or the UK? 

In addition to the aforementioned motivating factors for living and working abroad, the 

literature has identified that the perceived desirability of living and working in a specific 

host country location is of significance in an SIE’s decision to relocate abroad (Doherty 
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et al., 211; Howe-Walsh & Schyns, 2010; Jackson et al., 2005; Napier & Taylor, 2002). 

While SIEs are motivated to pursue job opportunities in specific countries, it is unclear 

whether an SIE’s desire to live and work in a specific destination influences the degree 

to which they undertake self-preparation. Although the motivation to work and live 

abroad in a specific country might mean that an SIE may need to prepare less for 

working in that country because they already have a predisposition to work there, the 

impact of the choice of location upon self-preparation from an Australian SIE 

perspective has not been studied. Thus, the final research sub-question is: 

SQ7: How does the motivation to expatriate to a specific country impact on Australian 

SIEs’ perceptions of the need for self-preparation for living and working in South Korea 

or the UK? 

Conclusion 

In this chapter, the relevant literature about expatriation and cross-cultural preparation 

has been presented and examined. As the literature indicates, there are many cross-

cultural challenges that expatriates and their families face when working and living 

outside their home country. It has been suggested that effective CCT programs will 

provide expatriates and their accompanying families (where applicable) with the 

necessary intercultural knowledge and skills required to acculturate to the demands of 

working and living internationally. The various training models have found that in order 

to successfully formulate and implement appropriate CCT, a range of delivery 

approaches and training methods must be utilised which incorporate elements of 

cultural awareness, preliminary visits, language, and information on day-to-day matters 

for both the expatriate and his or her family. Yet, while CCT has been identified as a 

key strategy for reducing rates of failure and underperformance in OAEs, the role of 

self-preparation in assisting the cultural understanding of SIEs is not something that has 

been sufficiently investigated in the literature. SIEs represent a large and growing 

cohort of expatriates, and knowledge of how SIEs prepare themselves for life and work 

abroad therefore needs examination. This current study examines, in depth, SIEs’ 

perceptions of the need for self-preparation. As self-preparation has not been 

systematically studied, this research explores the type, method, duration and value of 

activities undertaken independently and voluntarily to contribute towards an expatriate’s 

experiences of living and working internationally.  
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This study will contribute knowledge of factors such as: direct and indirect 

organisational support including CCT; prior international work experience; personality 

and attitude; relationships/networks with HCNs and other expatriates; cultural 

familiarity and host country language proficiency; in respect to how they influence 

Australian SIEs perceptions of the need to undertake self-preparation. In addition, this 

study will also extend knowledge by examining whether SIEs desires to live and work 

in a specific host country location or whether the motivation to expatriate affects SIEs’ 

perceptions of the need to self-prepare. In the following chapter the methodological 

paradigm and methods used for this research will be presented. 
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Chapter Three: Methods  

 

In this chapter the underlying methodological paradigm and methods used in the current 

research are presented. The chapter begins with a discussion of the rationale for utilising 

the interpretivist paradigm and qualitative methodology for this research. Next, an 

overview of the research design and data collection procedures are presented. This is 

followed by a discussion of the sample. The analysis of data is then presented, focusing 

on the procedure of coding and measurement. The chapter concludes by detailing the 

ethical considerations of this research. Figure 3.1 provides a summary of the selected 

research approach for this research. 

 

Figure 3.1. Research approach 

Theoretical framing and research paradigm  

This research is founded on the philosophical traditions of ontology and epistemology, 

concepts which inform both the design and execution of this study. Ontology refers to 



93 
 

assumptions about the nature of existence, whereas epistemology refers to the theory of 

knowledge and the process by which human beings make sense of the world (Burrell & 

Morgan, 1979; Creswell, 1994; Husserl, 1970; Neuman, 2010). Burrell and Morgan 

(1979) have explained that awareness of such philosophical perspectives assists in 

contextualising the worldview or belief system of a research paradigm. Lee (2005) 

points out that because the philosophical assumption informs the researcher’s 

perspective, it is imperative to look at possible alternatives to ensure the selected 

paradigm is appropriate for addressing a proposed research problem. There are two 

major paradigms within social science with considerably different perspectives for the 

analysis of social phenomena - interpretivism and positivisim (Burrell & Morgan, 1979; 

Neuman, 2010).  

Ontologically, the positivist paradigm is a logical and objective system which proposes 

that there is a single, external a priori reality that can be measured, verified and 

assumed to be true (Burrell & Morgan, 1979; Denzin & Lincoln, 2005). The 

epistemological dimension of positivism asserts that social science researchers can 

explain and predict what occurs by searching for patterns and relationships between 

people, using theoretical deduction rather than observation or actual experience (Burrell 

& Morgan, 1979; Denzin & Lincoln, 2005). A positivist approach is commonly used in 

social science research to test a theory, in particular situations, with the intention of 

being able to generalise human behaviour (Neuman, 2010). A positivist approach may 

test one or more hypotheses in order to develop causality and replication through 

controlled methods such as questionnaires and surveys (Buchanan & Bryman, 2007). 

Data collection using representative sampling methods resulting in statistical analysis is 

conventionally used by disciplines such as psychology, economics, and marketing 

(Buchanan & Bryman, 2007).  

In contrast to the empirical science of positivism which assumes accuracy and certainty, 

the interpretivist paradigm seeks to subjectively explain behaviour from the individual’s 

feelings, beliefs and opinions (Littlejohn & Foss, 2009). Within the epistemological 

tradition, the interpretive paradigm is “informed by a concern to understand the world as 

it is … to understand the fundamental nature of the social world at the level of 

subjective experience” (Burrell & Morgan, 1979, p. 28). Ontologically, interpretivism 

assumes that reality is constructed through the meanings and understandings developed 

socially and experientially (Burrell & Morgan, 1979; Husserl, 1970). Interpretivist 
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researchers have argued that human behaviour can be reactive, reflective and 

unpredictable and therefore a search for subjective meaning is more appropriate than 

utilising the positivist search for an objective truth, natural law and single external 

reality (Littlejohn & Foss, 2009).  

The positivist paradigm was not considered suitable for this study because of its 

inherent inability to capture the perceptions and subjective experiences of the 

participants being studied. The interpretivist paradigm was selected as the most 

appropriate paradigm for this research because it seeks to understand the world from the 

perspective of the informants being studied. This research utilises the interpretivist 

paradigm as it explores individuals’ subjective viewpoints about what self-preparation 

Australian self-initiated expatriates (SIEs) perceive is required for living and working in 

South Korea or the United Kingdom (UK).  

Methodological approach 

There are two principal streams within methodology that provide considerably different 

perspectives for the collection of data: qualitative and quantitative methods (Blaikie, 

2009). It has been suggested that researchers often argue for one or the other without 

considering the adequacy of the method in addressing a proposed research problem 

(Onwuegbuzie & Leech, 2005). Thus, in the process of deciding between the available 

methodologies it is necessary to look at their respective appropriateness in relation to 

the research question, the situation, and the philosophical paradigm. 

Quantitative methodology is a numerically based data collection process traditionally 

aligned with the positivist paradigm (Creswell, 2003; Neuman, 2010). Quantitative 

research has been described as ‘deductive’ in nature (Burrell & Morgan, 1979; Neuman, 

2010). Working deductively, reasoning moves from the general to the specific. Using 

closed-ended data obtained through surveys, checklists, experiments or public records, 

hypotheses are tested using distinct variables, precise statistical formulae and 

measurements leading to the generation of outcomes in the form of tables and charts 

(Creswell, 2003; Neuman, 2010). Through deductive research a hypothesis is measured 

and tested and proved positive or negative. 
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Qualitative research aligns closely with the interpretivist paradigm as it seeks to find 

explanations for what meaning can be gathered from social experiences (Neuman, 

2010). Qualitative research is defined as an approach which “represents techniques of 

data collection and analysis that rely on non-numerical data” (Cassell, Buehring, Symon 

& Johnson, 2006, p. 162). Creswell (2003) has explained that qualitative data consists 

of open-ended information that is gathered through interviews with participants, 

observation or documentary analysis. The analysis of qualitative data categorises 

information and presents the diversity of rich descriptive experiences and perspectives 

of the informants (Pratt, 2009). Qualitative research has been described as being 

‘inductive’ in nature (Burrell & Morgan, 1979; Neuman, 2010). Working inductively, 

reasoning moves from the specific to the more general. Gephart (2004) proposed that 

qualitative research starts from and returns to words, talk, and text as meaningful 

representations of concepts of how, when and why activities occurred. Qualitative 

research allows for multiple perspectives of respondents to be presented and thus rejects 

the notion that an ultimate truth exists (Burrell & Morgan, 1979; Patton, 1990). It has 

been argued that the perceived weakness of qualitative research is its methodological 

imprecision and lack of rigour. Yet qualitative research has strength in richness and 

depth of knowledge of social behaviour, and though it is difficult to quantify (Dick, 

1999), it provides a valuable contribution to analysing the lived experiences of 

individuals through its inherent flexibility which allows for the emergence of new ideas.  

The quantitative approach was considered unsuitable for this study because it is not able 

to provide a descriptive and in-depth understanding of the context or setting in which 

individuals encounter experiences. The current research sought to explore the self-

preparation Australian SIEs perceive is required for living and working in South Korea 

or the UK, and thus a qualitative research problem guided by the rich accounts of 

detailed perceptions of individual and subjective experiences was deemed more 

appropriate than a quantitative approach. While much of the research on expatriate 

training, preparation and adjustment has so far leant towards quantitative methodology, 

a qualitative methodology was selected for this study due to a general lack of 

knowledge regarding the self-preparation of Australian SIEs (or of expatriates, in 

general). In the absence of such knowledge, quantitative methods, such as questionnaire 

surveys, are difficult to apply (Yin, 1994). 
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Data collection and interview procedure 

A variety of data collection methods exist within qualitative methodology, including 

observations, focus groups, document analysis, and interviews. Observations involving 

eyewitness accounts of what actually occurred (Denscombe, 2007) were considered 

inappropriate for this research due to difficulties in accessing the target participants 

within a required timeframe, as they were living in different countries and multiple 

areas within each country. While focus groups are known to be advantageous in terms 

of accessing data quickly and economically, they were not selected as the effects of 

group interaction can often lead to undesirable results (Creswell, Hanson, Plano, 

Morales, 2007). Focus groups were also considered inappropriate for this research due 

to geographical and physical separation and associated challenges of connecting 

individual participants to the groups. Document analysis was also considered. However, 

given that the focus of this study addresses the self-preparation that Australian SIEs 

perceive is required for living and working in South Korea and the UK, the research 

lends itself more closely to a narrative of rich description of situational influences as 

opposed to an analysis of written documentation (if available). From the available data 

collection approaches, interviews were thus considered the most appropriate type 

because they allow for the active facilitation and rich acquisition of non-numerical data, 

while allowing for new insights to develop throughout the process of data collection 

(Creswell et al., 2007; Tashakkori & Teddlie, 2003). Interviews also enable greater 

flexibility to probe and encourage initial responses for further elaboration.  

Stone (1978) explained that interviews can differ in terms of degree of structure, the 

questions asked by the interviewer and the responses evoked from the interviewer. 

Interviews are commonly arranged according to one of three structures: structured, un-

structured and semi-structured.  

Structured interviews involve a limited and formalised set of interview questions which 

are standardised and presented in the same sequential order for each interview. While 

structured interviews ensure that answers can be reliably consolidated and that 

comparisons can be performed credibly (Stone, 1978), this approach was not considered 

appropriate for this study as it is limited by its specificity and constrained format. It 

therefore does not enable participants to elaborate or provide extended narrative on 

issues of relevance to the research problem.  
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Un-structured interviews, which are innately less rigid than structured interviews, were 

also considered for this study. The benefit of an un-structured approach is that interview 

questions can be amended or adapted beyond those originally planned. Furthermore, an 

un-structured approach assists in clarifying the meaning of responses and enabling the 

elaboration and emergence of new ideas (Stone, 1978). Despite these considered 

advantages, due to the informal nature of unstructured interviews, conversations and 

discussion topics may be prone to digression and additionally it may become difficult to 

categorise and compare the collected data – particularly when a variety of responses 

may occur (Stone, 1978). Such complexities may prove time consuming, and have the 

potential to lead to a lack of generalisability across the findings (Stone, 1978). 

Consequently the un-structured interview approach was not considered appropriate for 

this current study.  

Compared with structured and un-structured interview formats, semi-structured 

interviews are more capable of capturing the descriptive experiences of an interviewee 

(DiCicco-Bloom & Crabtree, 2006; Tashakkori & Teddlie, 2003). This approach was 

considered most appropriate to the current study because it offers the researcher the 

flexibility to ask individually relevant questions about participants’ perceptions. Given 

that the research was designed to provide insights into an issue which has not been 

substantively explored, the self-preparation of SIEs, a qualitative semi-structured 

interview approach was considered the most suitable for elucidating the participants’ 

perceptions of preparation. The selection of this approach meant that during interviews, 

SIEs would be able to elaborate and speak personally and at length about any issues 

which they considered relevant to their perceptions of the need for self-preparation. 

Therefore, this approach allows for a balance between questions developed by the 

researcher and issues of interest to the interviewee.  

Developing and refining the interview questions 

Once the selection of an appropriate research methodology was finalised, research 

questions were developed relating to the self-preparation that Australian SIEs’ 

perceived as being required for living and working in South Korea or the UK. The 

interview protocol commenced with questions pertaining to the individuals’ 

demographic data and the details of the interviewee’s employing organisation. Open-

ended questions were then used to obtain information on: what had motivated the 
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individual to expatriate; their perceived knowledge of the culture; aspects of the culture 

they enjoyed/found challenging; aspects of the culture they found dis/similar; 

preparation which had been undertaken; factors which had influenced their preparation; 

perceptions of the preparation benefits; and other international/cultural experiences 

which contributed towards working and living abroad. Questions were intentionally left 

open-ended to allow participants to describe their expatriation experiences in their own 

words and to avoid closed-ended responses such as ‘yes’ or ‘no’. In keeping with the 

flexible and responsive nature of semi-structured interviews (DiCicco-Bloom & 

Crabtree, 2006), the interview protocol concluded with an opportunity for interviewees 

to elaborate on any other aspect of their professional or personal experience which they 

considered relevant to the research. Although questions were not intended to be asked in 

sequential order, the natural structure of the conversation mimicked the chronological 

experience of the SIE, following an organic path. Probing questions were asked where 

warranted to allow participants the opportunity to elaborate and provide in-depth 

accounts of their experiences and perceptions.  

In order to refine the interview questions, two pilot interviews were conducted with 

individuals who had expatriated to South Korea. In these interviews when participants 

were questioned on whether they had undertaken preparation for life and work abroad, 

responses tended to focus on the logistical aspects of their preparation. When 

participants were probed about whether they had perceived that any cross-cultural self-

preparation was necessary, as might be expected, the context of the responses changed 

to the importance of cross-cultural self-preparation. Consequently, the interview 

protocol was revised to include specific enquiry regarding the extent to which both 

logistical and cross-cultural self-preparation was undertaken, and the degree to which 

each were perceived as necessary. Yet following the revision, several participants in 

subsequent interviews requested clarification about what was meant by the term ‘cross-

cultural self-preparation’ and how it was distinct from ‘logistical self-preparation’. 

Informed by the methodological literature which has proposed that key terms and 

concepts be clearly defined to research participants (Creswell, 2013) definitions of 

cultural and logistical self-preparation were provided to all future interviewees. After 

clarification was provided, participants were asked if they had undertaken such 

preparation, and to what extent they perceived that it was necessary. Although the 

original interview protocol included general questions related to aspects of 

dis/similarities the participant had observed, the questions were later refined to more 
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specifically capture the cultural and logistical dis/similarities observed within work, 

general and interactional contexts, and definitions of each context were provided. When 

this description was provided, subsequent interviewees gave a broader overview of the 

SIE experience by referencing each context when describing their experiences of 

cultural highs/lows and dis/similarities. 

The original interview protocol was also developed to include more specific questions 

about the attributes or characteristics which were believed to have influenced the extent 

to which participants had undertaken self-preparation, or perceived it to be necessary. 

The rationale for including this evolved from explanations given during pilot interviews 

as to why self-preparation had not been undertaken as well as the importance and value 

of undertaking cross-cultural and logistical self-preparation. The original interview 

questions were therefore adapted to more specifically enquire about the type of self-

preparation that was undertaken regarding the attributes or characteristics posited as 

influencing the perceived need. The final version of the interview protocol is provided 

in Appendix A.  

Methods 

Procedure and sample 

Australian SIEs living and working in South Korea or the UK were invited to take part 

in a semi-structured interview which explored the self-preparation they perceived was 

required for their time abroad. For the purposes of this research, SIEs were selected who 

matched Inkson et al’s. (1997) definition of having independently relocated abroad to 

live and work for a temporary period of time. Accordingly, potential participants were 

informed (in the research participation recruitment material) that participation was 

sought only by those who had initiated their own expatriation. This recruitment material 

is provided in Appendix B. Further, prior to being interviewed, potential participants 

were asked if their expatriation was temporary in nature and also if they had searched 

for a job on their own or whether they had been sent or transferred for an international 

assignment by their employer. In order to capture lived experiences, only SIEs that had 

already expatriated were included in this study, not those who were intending to 

expatriate. Only SIEs who self-identified as Australian on the basis of either their 

citizenship, permanent residency status, having generations of family residing in 
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Australia, or having been born or raised in Australia, were included. Importantly, while 

Australia is a very multi-cultural country and has many cultural influences, this research 

did not engage in a comparison of how an individual’s ethnic background may influence 

their perceptions of the need for self-preparation.  

In addition to this purposive sampling criterion (Patton, 1990), the original sample 

design intended to capture only SIEs residing in the selected host location for a period 

of no longer than six months. This criterion intended to exclude those that had resided 

in the country for a longer timeframe or who had lived or worked in the host location 

previously because of the possibility that they would have been biased by memory 

effects (Smith, 1984) or clouded by their time abroad, and hence find it difficult to give 

accurate retrospective accounts and determine their perceptions of the need for self-

preparation when they first arrived into the country. However, initial recruitment 

attempts at attracting a sample narrowed down by the constraints of being SIEs from 

Australia from diverse industries that had not lived in the host location previously and 

who were within six months of their relocation, did not produce a sufficient sample size. 

Thus, a decision was made to broaden the eligibility criteria and include those that had 

resided in the host location for longer periods of time as well as those who had 

previously lived or worked in the country.  

In order to minimise sampling bias in over-representation of individuals from certain 

industries, the SIE sample was deliberately intended to be drawn from diverse 

industries, including education, government, marketing, legal, hospitality, publishing, 

health, economics/finance, publishing, consulting, retail and government.  

Participants were recruited via various organisations which have contact with 

expatriates, including the alumni lists of selected Australian universities, the Australian 

Department of Foreign Affairs and Trade, and the Australian Embassy and Chamber of 

Commerce in each location. In addition, various other expatriate network organisations 

such as the Australian and New Zealand Association and a number of Australian 

expatriate sporting and social clubs were contacted. Such organisations invited members 

(on their databases) to participate in the research by providing the project information 

and researcher contact details through emails and newsletters – as in Appendix B. In 

addition, internet searches revealed a number of social media outlets (Linkedin, Twitter 

and Facebook) and other such fora which had details of Australian SIEs and through 
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these fora individuals were contacted and invited to participate in an interview. SIEs 

were also recruited via advertisements placed in a number of expatriate magazines and 

websites regularly accessed by expatriates.  

Given the possible limitations associated with obtaining a sufficient number of target 

interviewees using random sampling, the snowball sampling method was also 

employed. Snowball sampling utilises a small pool of initial participants to recruit 

additional participants (who meet the eligibility requirements of the research, and could 

potentially contribute to the research) through referrals of professional and social 

acquaintances of existing research participants (Biernacki & Waldorf, 1981; McCall & 

Simmons, 1969). As the sample grows through mutual association (also known as 

snowballing), additional data is generated for research. McCall and Simmons (1969) 

explained that snowball sampling is a useful tool for developing networks and 

increasing the number of participants. The pool of potential interviewees was limited to 

those with access to email and who had self-selected to respond to a request for an 

interview. Given the extent of recruitment undertaken via external organisations and 

advertising carried out in magazines and online, it was not possible to track or 

accurately estimate how many recruitment emails were forwarded or received by these 

networks; hence, it is not possible to calculate an accurate response rate.  

Study participants 

Due to the qualitative nature of this study, a specific sample size was not pre-

determined. However, based on the researcher’s review of published papers in the field 

and Creswell’s (2013) suggestion of undertaking twenty to sixty interviews, it was 

intended to sample approximately 50 Australian SIEs (25 from South Korea and 25 

from the UK). A total of 58 participants who matched the prescribed criteria (as 

outlined in the previous section) were subsequently interviewed. 

The interviews were conducted over a thirteen month period, commencing in April 

2013 and concluding in May 2014. In order to obtain an adequate sample to 

demonstrate content depth and validity, data was collected to the point of data saturation 

– where no progress or new and relevant insights had emerged (Strauss & Corbin, 

1998). The point at which the saturation criterion was reached varied between the 

responses received from interviewees based in the UK compared to those in South 
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Korea. Saturation for interviews on SIEs based in the UK was achieved at the 

nineteenth interview – earlier than for those located in South Korea, where new themes, 

findings, concepts and problems were evident in the data until the twenty-fourth 

interview. To confirm that data saturation had indeed been reached a total of 15 further 

interviews were conducted.  

The richness of the data was partly reflected in the duration of the interviews which 

ranged in length from 40 to 132 minutes, with an average of 87 minutes per interview. 

The average length of time for interviews of SIEs in South Korea (86 minutes) did not 

differ markedly from that for SIEs in the UK (88 minutes).  

While interviews most often involve face-to-face interaction (Creswell et al., 2007), 

only four interviews in this research were conducted in person. Due to the geographic 

separation between the researcher and the interviewees, Skype video calls were 

considered a suitable approach for interviews. When Skype facilities were not available, 

telephone calls were considered to be an appropriate alternative. Skype and telephone 

interviews are convenient as they can be conducted at various locations of availability to 

participants/interviewees, including their home and office. The possibility of model 

differences in data is acknowledged with particular respect to the notion that face-to-

face interactions may allow the development of trust more than telephone interactions 

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

social desirability bias in the face-to-face than in telephone or Skype interviews. Yet, 

despite utilising these different modes, there was no perceivable difference in the level 

of trust that interviewees exhibited or level of information revealed regarding their 

perceptions of preparedness. Moreover, the duration of the interviews did not differ 

markedly between telephone calls and Skype video calls compared to face-to-face 

interviews. 

Interviews were conducted in English although several participants also mentioned 

South Korean culture-specific terms. In these instances, interviewees were asked to 

translate any Korean language used throughout the interview in order to ensure accurate 

understanding. All interviews were audio recorded and transcribed verbatim.  

In total 58 SIEs were interviewed. Of these, 26 had lived and worked in South Korea, 

29 in the UK and the additional three had relocated as SIEs to both South Korea and the 
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UK. SIEs who had lived and worked in both contexts were asked to provide responses 

to questions in relation to their time in each respective location. Therefore, although 58 

SIEs were interviewed, the total sample captured 61 SIE experiences (29 in South Korea 

and 32 in the UK).  

The interviewees were on average between 25–30 years of age, most were single, and 

had not been accompanied by a spouse or children when living and working in South 

Korea or the UK. The majority of SIEs had at least a Bachelor level qualification. The 

majority had been living and working abroad in the host location for a period ranging 

from less than a year to two years. Overall, 63.9% of the SIEs had secured their initial 

employment upon arrival into the host context. Although 36.1% of SIEs managed to 

obtain employment prior to their relocation, this did not invalidate their self-initiated 

status since employment was sourced by the initiative and will of the individual, distinct 

in nature from an OAE who is assigned by a home country organisation to relocate 

abroad (Cerdin & Selmer, 2014; Inkson et al., 1997; Suutari & Brewster, 2000). 

The demographics of Australian SIEs in South Korea and the UK varied marginally. 

SIEs in South Korea were generally single upon arrival and were not accompanied by 

spouses and children. SIEs in South Korea were more often male than female, and 

between 25–30 years of age. SIEs in South Korea commonly worked in education and 

government positions and had lived in South Korea for a period ranging from less than a 

year to two years. In comparison, Australian SIEs in the UK were also generally single 

upon arrival and had not been accompanied by spouses and children. However, SIEs in 

the UK were more often female than male, although also between 25-30 years of age, 

and had lived in the UK for a comparable period of time ranging from less than a year to 

two years in length. A summary of the demographic data of the interviewees is 

presented in Table 3.1. Tables 3.2 and 3.3 provided detailed individual demographic 

data for each participant. To ensure anonymity code identifiers include the individuals’ 

country of location, gender, and industry. For instance, the code (4-UK-M-LT/R/HP) 

refers to interviewee 4, who is located in the UK, is male, and works across three 

industries including leisure/tourism, retail and hospitality (see Table 3.4 for interviewee 

code identifiers).  
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Note. The total sample size is 58, however this includes 3 interviewees who had worked 
in both South Korea and the UK.

Table 3.1  

Summary of demographic data of participants  

 

 UK SK UK&SK Total 
Gender     

- Female 
- Male 

20 
9 

8 
18 

1 
2 

29 
29 

Age     
- 20-24 
- 25-30 
- 31-40 
- 41-50 
- 51+ 

8 
17 
5 
2 
0 

6 
13 
4 
3 
3 

 14 
30 
9 
5 
3 

Relationship status     

- Single 
- De-facto 
- Married 
- Recently divorced/separated 

17 
8 
7 
0 

18 
4 
4 
3 

 35 
12 
11 
3 

Industries worked     

- Education 
- Government 
- Marketing 
- Legal 
- Hospitality 
- Publishing 
- Health 
- IT/ Electronics 
- Economics/Finance 
- Retail 
- Mining/Resources 
- Entertainment/Broadcasting 
- Leisure/Tourism 
- Construction 
- Sciences 

7 
5 
2 
4 
4 
4 
3 
2 
3 
3 
2 
1 
2 
0 
0 

24 
4 
2 
0 
0 
0 
1 
2 
0 
0 
1 
2 
1 
1 
1 

 31 
9 
4 
4 
4 
4 
4 
4 
3 
3 
3 
3 
3 
1 
1 
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Table 3.2 
Demographic data of participants located in the United Kingdom 
 

Interviewee Code 
Refer to Table 3.4 

Location Gender Industry 
(‘,’ denotes having 
worked in multiple) 

Total length of 
stay to date 

Age group upon 
most recent 
arrival  

Marital status on most 
recent arrival 

Accompanying 
children or partner 

Highest 
qualification 

Interview 
length  
(mins) 

1-UK-F-EF  London Female Economics 11mths 31-40 In relationship, but 
separated in-situ 

Partner did not 
accompany but visited. 
Nil children 

Masters 57 

2-UK-F-P/L  London Female Publishing, Legal 15mths 25-30 Single but since in 
relationship with local 
partner 

Nil children Masters  70 

3-UK-F-G London Female Government 14mths 25-30 In relationship  Partner accompanied  
(4-UK-M-HP/LT/R). 
Nil children 

Bachelors 99 

4-UK-M-LT/R/HP London Male Leisure, Retail 
Hospitality  

14mths 20-24 In relationship Partner accompanied  
(3-UK-F-G). Nil 
children 

Diploma 98 

5-UK-M-R-MR London Male Resources 1yr 
6yrs 
3mths 

31-40 Married Partner accompanied 
Nil children 

PhD 93 

6-UK-F-M London Female Marketing 2wks 20-24 Single Nil  Bachelors 59 
7-UK-F-P/HP London Female Publishing, 

Hospitality 
5yrs 25-30 Single (ended 

relationship prior to 
relocation) 

Nil children Bachelors 95 

8-UK-F-M London Female Marketing 2yrs 25-30 Single but was in 
relationship with local 
partner 

Nil children Bachelors 65 

9-UK-F-G Brighton Female Government 13mths 31-40 Married Partner accompanied  
(12-UK-F-HL). Nil 
children 

Masters 75 

10-UK-M-EF/G London Male Finance, Government 3yrs 25-30 Married Partner accompanied 
 (19-UK-F-MR). Nil 
children 

Masters 52 
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Interviewee Code 
Refer to Table 3.4 

Location Gender Industry 
(‘,’ denotes having 
worked in multiple) 

Total length of 
stay to date 

Age group upon 
most recent 
arrival  

Marital status on most 
recent arrival 

Accompanying 
children or partner 

Highest 
qualification 

Interview 
length  
(mins) 

11-UK-F-P/LT/ED London Female Publishing, Leisure, 
Education,  

7mths 25-30 Single Nil Bachelors 113 

12-UK-M-MR Brighton Male Mining 13mths 31-40 Married  Partner accompanied 
(9-UK-F-H). Nil 
children 

Bachelors 128 

13-UK-F-EN/HP London Female Broadcasting, 
Hospitality 

13mths 20-24 Single Nil Bachelors 89 

14-UK-M-EF London Male Finance 11mths 25-30 Single but since 
married local partner 

Nil children Bachelors 77 

15-UK-F-ED London Female Education 2mths 25-30 Single Nil Bachelors 114 
16-UK-M-ED London Male Education 5.5yrs 31-40 Single but since 

engaged to local 
partner 

Nil children Bachelors 91 

17-UK-F-HL London Female Health 12mths 25-30 Single Nil Bachelors 87 

18-UK-F-M London Female Marketing 4yrs 20-24 In relationship, but 
separated in-situ 

Nil children Diploma 125 

19-UK-F-HL London Female Health 3yrs 25-30 Married  Partner accompanied  
(10-UK-M-EF/G). Nil 
children 

Bachelors 74 

20-UK&SK-M-
ED (is also 11-
SK&UK-M-ED) 

London Male Education 6mths 25-30 In relationship Partner did not 
accompany. Nil 
children 

Honours 97 

21-UK-F-HL London Female Health 4mths 25-30 Single (ended 
relationship prior to 
relocation) 

Nil Masters 107 

22-UK&SK-M-P 
(is also 14-
SK&UK-M-ED) 

London Male Publishing 11mths 25-30 Single Nil Bachelors 110 

23-UK-F-L/G London Female Legal, Government 2.5 yrs 
6mths 

25-30 Single Nil Bachelors 74 
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Interviewee Code 
Refer to Table 3.4 

Location Gender Industry 
(‘,’ denotes having 
worked in multiple) 

Total length of 
stay to date 

Age group upon 
most recent 
arrival  

Marital status on most 
recent arrival 

Accompanying 
children or partner 

Highest 
qualification 

Interview 
length  
(mins) 

24-UK-F-L London Female Legal 4mths 25-30 Single Nil Bachelors 87 

25-UK-M-IT Reading Male IT 9yrs 20-24 Single but since 
married to local partner 

Child born in-situ Bachelors 77 

26-UK-F-ED London Female Education 6yrs 
1.5yrs 

41-50 Married  Partner and children 
accompanied 

Honours 82 

27-UK-M-R London Male Retail 7mths 20-24 In relationship  Partner accompanied 
 (28-UK-F-R). Nil 
children 

Diploma 70 

28-UK-F-R London Female Retail 7mths 20-24 In relationship Partner accompanied  
(27-UK-M-R). Nil 
children 

Bachelors 70 

29-UK-M-IT London Male  IT 1yr 
2yrs 

20-24 In relationship, but 
separated in-situ, since 
in relationship with 
local partner 

Nil children Bachelors 67 

30-UK-F-L Moorgate Female Legal  3mths 25-30 Single Nil Bachelors 70 

31-UK-F-ED Norfolk Female Education 2yrs 41-50 Married  Partner and children 
accompanied 

PhD 67 

32-UK&SK-F-
EN/G/HP 
(is also 27-
SK&UK-F-
ED/EN) 

London Female Entertainment, 
Government, 
Hospitality 

2.5yrs 25-30 Single Nil Bachelors 104  
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Table 3.3 

Demographic data of participants located in South Korea 

Interviewee Code 
Refer to Table 3.4 

Location 
(KM’s to 
Seoul) 

Gender Industry 
(‘,’ denotes 
having worked 
in multiple) 

Total 
length of 
stay to 
date 

Age 
group 
upon 
most 
recent 
arrival 

Marital status on most recent 
arrival 

Accompanying children or 
partner 

Highest 
qualification 

Interview 
length  
(mins) 

1-SK-F-ED Ilsan (22km) Female Education  13mths 20-24 Single Nil Graduate 
Diploma 

117 

2-SK-M-ED Seoul Male Education 4mths 51+ Divorcee (ended relationship 
prior to relocation) 

Mature aged children – nil 
accompanied 

Undertaking 
Bachelors in-
situ  

130 

3-SK-F-ED Suwon 
(34km) 

Female Education 2yrs 
1yr 

51+ Divorcee (ended relationship 
prior to relocation) 

Mature aged children – nil 
accompanied 

Masters  96 

4-SK-F-S Incheon 
(27km) 

Female Science 9mths 31-40 Single Nil PhD 120 

5-SK-F-ED Seoul Female Education 4mths 20-24 Single Nil Undertaking 
Bachelors in-
situ 

109 

6-SK-M-ED Suwon 
(34km) 

Male Education 14mths 25-30 In relationship Partner did not accompany. 
Nil children 

Bachelors 80 

7-SK-M-ED Ilsan (22km) Male Education 12mths 25-30 In relationship, but separated in-
situ, since in relationship with 
local partner 

Nil children Bachelors 93 

8-SK-F-ED Cheongju 
(112km) 

Female Education 12mths 25-30 Single Nil Bachelors 100 

9-SK-M-ED Jeju Island 
(455km), 
Incheon 
(27km), 
Seoul 

Male Education 
 

2yrs 
2yrs 
1yr 

31-40 In relationship, but separated in-
situ, since married to local 
partner 

Nil children Bachelors 88 
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Interviewee Code 
Refer to Table 3.4 

Location 
(KM’s to 
Seoul) 

Gender Industry 
(‘,’ denotes 
having worked 
in multiple) 

Total 
length of 
stay to 
date 

Age 
group 
upon 
most 
recent 
arrival 

Marital status on most recent 
arrival 

Accompanying children or 
partner 

Highest 
qualification 

Interview 
length  
(mins) 

10-SK-M-ED Jeju Island 
(455km) 

Male Education 6mths 
1yr 

25-30 In relationship, but separated in-
situ, since in relationship with 
local partner 

Nil children Masters 91 

11-SK-M-ED (is 
also 20-UK&SK-M-
ED) 

Seoul Male Education 6mths 20-24 Single Nil Honours 97 

12-SK-F-ED Anyang 
(21km), 
Seoul 

Female Education 2yrs 
4yrs 

25-30 Single but since married to local 
partner 

Child born in-situ Undertaking 
Masters in-situ 

132 

13-SK-M-ED Anyang 
(21km) 

Male Education 9yrs 41-50 Married to local partner Mature aged children from 
previous relationship – nil 
accompanied 

Bachelors 129 

14-SK&UK-M-ED 
(is also 22-UK&SK-
M-P) 

Jeju Island 
(455km) 

Male Education 13mths 25-30 Single but since engaged to 
third-country national  

Nil children Bachelors 110 

15-SK-F-ED Busan 
(325km) 

Female Education 2mths 20-24 Single Nil Bachelors 81 

16-SK-M-M Seoul Male Marketing 3wks 
6wks 
2wks 

20-24 Single Nil Bachelors 77 

17-SK-M-ED Seoul, Busan 
(325km) 

Male Education 8mths 
2wks 
1mth 

3wks 

31-40 Single Nil Masters  108 

18-SK-M-IT Seoul Male IT 2mths 25-30 Single Nil Bachelors 72 

19-SK-M-G Seoul Male Government 1yr 
2mths 

25-30 Single Nil Bachelors 40 
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Interviewee Code 
Refer to Table 3.4 

Location 
(KM’s to 
Seoul) 

Gender Industry 
(‘,’ denotes 
having worked 
in multiple) 

Total 
length of 
stay to 
date 

Age 
group 
upon 
most 
recent 
arrival 

Marital status on most recent 
arrival 

Accompanying children or 
partner 

Highest 
qualification 

Interview 
length  
(mins) 

20-SK-M-HL/G Seoul Male Health, 
Government 

6yrs 
4wks 
10wks 

25-30 Single Nil Masters 51 

21-SK-M-ED Suwon 
(34km) 

Male Education  6yrs 
 

25-30 Married  Partner accompanied. Nil 
children 

Bachelors 63 

22-SK-M-ED Seoul Male Education 9mths 25-30 Single Nil Bachelors 54 

23-SK-M-ED Jeollanamado 
(300km) 

Male Education  2yrs 51+ Married  Partner and children 
accompanied 

Bachelors 97 

24-SK-F-G/E Seoul Female Government, 
Education 

 1.5yrs 20-24 In relationship Partner did not accompany. 
Nil children 

Masters 52 

25-SK-M-E Daegu 
(237km) 

Male Education  13yrs 25-30 Single but since married to local 
partner 

Children born in-situ Bachelors 50 

26-SK-M-
EN/CR/ED 

Seoul Male Entertainment, 
Construction, 
Education 

12yrs 
1yr (over 
three 
trips) 

20-24 Single but since married to local 
partner 

Nil children  Bachelors 78 

27-SK&UK-F-
ED/EN 
(is also 32-UK&SK-
F-EN/G/HP) 

Gwangju, 
Seoul 

Female Education, 
Broadcasting, 
Entertainment,  

5yrs (over 
numerous 
trips) 

41-50 Single but since married to local 
partner and divorced 

Child born in-situ  Bachelors 104 

28-SK-M-IT/LT/ED Seoul Male Electronics, 
Leisure, Education 

4yrs (over 
eight 
trips) 

25-30 Single but since in relationship 
with local partner 

Nil children Bachelors 68 

29-SK-M-MR Geoje Island 
(332km) 

Male Mining/Resources 18mths 
3days 

41-50 Married  Partner and children 
accompanied 

Bachelors 79 
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Of note, while participants were not actively recruited on the basis of gender, the overall 

sample comprised 29 males and 29 females (as illustrated in Figure 3.2). The gender 

equality of the sample in this research is not consistent with Brookfield Global 

Relocation Survey data (BGRS, 2015) which has illustrated that international transfer is 

principally a male activity, with historical average participation rates of women being at 

around 17%. Although the 2015 BGRS report has noted an increase in the participation 

rate amongst female OAEs to 19%, the findings are still distinct from the 50% 

participation rate observed in the current study. This finding may support earlier 

research which has revealed that while organisationally assigned expatriation is 

overwhelmingly dominated by males, females may pursue self-initiated expatriation as 

a method of meeting personal travel desires and international career goals (Suutari & 

Brewster, 2000; Tharenou, 2010). Another key aspect related to gender (detailed in 

Table 3.1) is that although the overall gender of participants is equal, a marked variation 

existed in the preference for the host country location based on gender. While the 

proportion of female SIEs in the UK was higher than for males, in South Korea there 

were a greater proportion of male SIEs than females.  

Table 3.4 

Interviewee code identifiers 

Country location Gender Industry 
UK- United Kingdom 
SK- South Korea 

M- Male 
F- Female 

CR- Construction 
ED- Education 
EF-Economics/Finance 
EN- Entertainment/Broadcasting 
G- Government 
HL- Health 
HP- Hospitality 
IT- Information Technology/Electronics 
L- Legal 
LT- Leisure/Tourism 
M- Marketing 
MR-Mining/Resources 
P- Publishing 
R-Retail 
S –Science 
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Figure 3.2. Gender of participants 

As highlighted previously, the original recruitment criteria intended to capture only 

recent SIE arrivals, but this was later broadened to include those that had resided in the 

host location for longer periods of time as well as those which had previously lived or 

worked in the country. Despite the potential for individuals who matched this extended 

criteria to be biased by memory effects (Smith, 1984), no perceivable difference was 

observed in the responses which emerged. SIEs who had resided abroad for periods 

greater than six months did not demonstrate difficulty in giving retrospective accounts 

of their original perceptions of the need for cross-cultural self-preparation on first 

arrival into the country. At the point of interview, participants had been in their 

respective locations ranging in periods from several weeks to ten or more years. While 

there was a vast difference in the range of time spent abroad, the majority of participants 

had spent a period of up to two years. The total length of stay in the host country is 

illustrated in Figure 3.3. 

 

Figure 3.3. Total length of stay in host location  
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Note. The total sample size is 58, however this includes 3 interviewees who had worked 
in both South Korea and the UK. 

Another key aspect detailed in Table 3.1 is that there was less variance in the industries 

worked within South Korea; this reflects the researcher’s ability to access participants in 

South Korea who primarily worked in education as well as the language and visa 

barriers that Australian SIEs encounter in obtaining work in other industries – as 

discussed further in Chapter Four: Results. 

Ethical considerations 

This research was granted ethical clearance (EHR/03/13/HREC) and was conducted in 

accordance with Griffith University ethical guidelines. Prior to being interviewed 

participants were presented with an information sheet and consent form which detailed 

their involvement in the research (see Appendix C and D respectively). Participation in 

this research was voluntary and participants were free to withdraw at any time. 

Participants were advised that they did not have to answer any questions with which 

they were uncomfortable. In addition, it was explained that a copy of the results would 

be made available to each participant should they request it. Confidentiality of 

participants was assured through maintaining safe and secure storage of de-identified 

data collected through the interviews. As highlighted previously, the names of 

interviewees were de-identified to protect anonymity and code identifiers were 

developed for presenting interviewee responses (see Table 3.4 for interviewee code 

identifiers).  

Data analysis 

Qualitative analysis has been explained as a transformative process whereby raw data is 

turned into findings or results (Lofland, Snow, Anderson & Lofland, 2006). Moreover, 

as Neuman (2010) and Boyatzis (1998) have suggested, the analysis phase of research 

involves the search for patterns and reoccurring features within the data. Creswell 

(2003) noted that data analysis should be rigorous to ensure the accuracy of reported 

data, to decrease bias, and to increase the reliability of the research. Thematic analysis, 

which involves the identification and patterning of reoccurring themes, key issues and 

divergent views, was selected as appropriate for this study, because it allows for a rich, 

detailed, and complex account of the intricacies and meaning within a data set. 
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Thematic analysis was also considered to assist the coding of the interview data – a 

process which involves moving transcribed interview data into meaningful patterns. It is 

acknowledged that 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). Yet, despite the 

potentially ad-hoc characteristic, Miles and Huberman (1994) have maintained that 

coding is a useful method for data-labelling and identification and patterning of 

recurring themes. 

Each interview was recorded and transcribed verbatim, and subsequently imported into 

the qualitative data analysis package NVivo10. The process of interviewing and 

transcription assisted in the generation of a draft range of key themes into which data 

could be coded. For the purpose of reviewing and refining the applicability of these 

initial key themes, a random sample of five interview transcripts was carefully read and 

re-read in order to explore the specific aspects of self-preparation that Australian SIEs 

perceived necessary for living and working in South Korea or the UK. The interviewee 

responses were contextualised and grouped (where possible) and from this, several 

recurring themes and patterns became the ‘parent nodes’ and lesser order ‘child nodes’ 

according to which data were manually coded. Throughout the on-going process of 

coding the remaining interview transcripts, several other key themes emerged which 

resulted in additions and refinements being made to the original set of parent and child 

nodes. In order to ensure consistency in the coding of all interview transcripts, 

interviews that had been coded earlier were then revisited and revisions were made.  

Once the coding of interview transcripts had been completed, NVivo10 was used to 

facilitate the sorting and mining of illustrative comments and divergent views from the 

qualitative data. Importantly, NVivo10 was used to complement but not to replace the 

manual process of thematic analysis by the researcher. While Nvivo10 had the potential 

to automate analysis functions and provide summaries of the references made to certain 

themes, the researcher held concerns that the automated process of simply counting 

words or phrases throughout an interview would not sufficiently address the context and 

meaning. Consequently, a decision was made to manually compile tables outside of the 

Nvivo10 software in an effort to determine the relevance and applicability of the content 

more effectively. That said, while the automated analysis and summary functions of 

Nvivo10 were not fully utilised, the process of using the software to code the interviews 

into key themes and patterns allowed for ease of access to indicative and divergent 
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quotes as well as the formation of tables comprising frequency counts of commonly 

occurring themes. The process involved reading over coded nodes and measuring the 

occurrence or frequency of key themes raised while simultaneously setting aside 

indicative and divergent views. Such a process enabled the development of a series of 

tables and charts (as provided in Chapter Four: Results) which comprise key themes, 

with accompanying indicative quotes and the frequency with which key themes were 

mentioned. Subsequently, the process of reviewing coded data and the establishment of 

the charts and tables enabled comparison across the responses from the interviewees to 

be made via an iterative process of analysis and review; this enabled the identification 

of key issues and a rich, complex account of the data. Though challenging and time-

consuming to gather the experiences and detailed accounts held by the participants, 

there was substantial merit in undertaking this form of in-depth coding, analysis, and 

development of frequency tables. The process added richness and depth of knowledge 

and proved valuable for analysing the lived experiences of individuals. Moreover, this 

form of comprehensive analysis enabled a numerical representation of the frequency of 

occurrence, which aided in highlighting common significant issues identified across the 

interviewees. Outside of the coding that had taken place using Nvivo10, the manual 

development of tables and charts provided a further level of analysis which assisted in 

ensuring the accuracy of reported data, decreasing bias, and increasing the reliability of 

the research.  

Conclusion 

In this chapter the philosophical traditions of ontology and epistemology which inform 

both the design and execution of this study were reviewed. Of the available research 

paradigms, the interpretivist approach was deemed the most appropriate to guide this 

research because it allows subjective explanation of individuals’ feelings, beliefs and 

opinions. The interpretivist approach enabled the research participants to construct 

meaning from their individual experiences through their subjective viewpoints about 

what self-preparation they perceived was required for living and working in South 

Korea or the UK. Aligned with the interpretivist research paradigm, a qualitative 

methodology was used to allow flexibility for new ideas to emerge from the 

perspectives of the interviewees. Due to the geographical and physical separation 

between the researcher and participants, interviews were done via Skype and to a lesser 

extent, telephone. Semi-structured interviews were used because they were deemed 
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more systematically responsive to in-depth descriptive experiences of SIEs while 

allowing flexibility for new insights to develop throughout the process of data 

collection. In order to facilitate the refinement of the interview questions, two pilot 

interviews were conducted; from these the interview protocol was developed to include 

provision of necessary definitions of key concepts and ensure more specific enquiry as 

to what attributes or characteristics were believed to have influenced the extent to which 

SIEs had undertaken self-preparation (or perceived it to be necessary). Sampling bias 

was minimised by selecting SIEs from multi-industry backgrounds across a variety of 

organisations and fora. Finally, this chapter outlined the ethical conduct of the research 

and the rigorous approach to analysis of the data. In the following chapter the results of 

the research are presented.  
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Chapter Four: Results 

 

This research explores the self-preparation that Australian self-initiated expatriates 

(SIEs) perceive is required for living and working in South Korea or the United 

Kingdom (UK). The analysis of the data involved identifying patterns and recurring 

features within the data and contextualising and grouping them into themes (as 

explained in the previous chapter). The findings from the data analysis are presented in 

this chapter.  

First, the chapter introduces the various career-related and personal/lifestyle 

considerations which motivated the participants to pursue self-initiated expatriation. 

Second, the cross-cultural experiences of SIEs are presented across three major themes: 

cultural dissimilarities which were challenging; cultural aspects which were enjoyable; 

and cultural similarities observed. The type, method and duration of the self-preparation 

undertaken and how it was conducted are summarised. The SIEs’ perceptions of 

preparedness are then illustrated alongside observations of what was found to be 

beneficial or what, in hindsight, was viewed as valuable for preparedness. Third, this 

chapter concludes by detailing a variety of personal attributes and external 

characteristics which influenced the extent to which self-preparation was deemed 

valuable and necessary by SIEs. 

The key findings are illustrated in frequency tables arranged in descending order of 

number of interviewees that mentioned the issues. Due to the commonality of some 

findings between groups of participants located in South Korea and those in the UK a 

general summary is presented followed by a comparison of aspects distinct to 

interviewees working in each location. Informative individual comments representative 

of the sample are presented and divergent views are also noted where responses vary. 

Additionally, important demographic differences within the data, such as age, gender or 

prior experience, are discussed where relevant. As detailed in the methods chapter, 

codes are assigned to each interviewee to ensure anonymity, and a list of code 

identifiers is provided in Table 3.4. 
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Motivation to expatriate 

In this section, the factors which motivated participants to self-initiate expatriation are 

presented. The key findings suggest that SIEs are often motivated to relocate abroad for 

various career-related and personal/lifestyle considerations. While some SIEs sought to 

expatriate out of a general yearning for an international experience, others felt 

motivated to expatriate to a specific country because of the perceived appeal or merits 

of various host country characteristics. Another key finding is that although an 

individual may arrive at a location motivated by a range of factors, over time a separate 

set of factors may explain their desire to stay longer in the host country or desire to 

leave the country earlier than had been intended. A summary of the initial primary 

motivating factors for expatriation is provided in Table 4.1 below. 

Career-related considerations  

SIEs discussed a variety of career-related considerations which were influential in their 

decisions to relocate abroad. As illustrated in Table 4.2, their career-related desires were 

grouped into four key themes: ease of finding work; career-development opportunities; 

financial incentives; and desire to pursue a career change.  

The most frequently emphasised career-related factor motivating expatriation emerged 

from challenges SIEs found in securing gainful employment within Australia. SIEs 

confronted with unappealing or insufficient opportunities within the Australian labour 

market sought more attractive job conditions or opportunities in South Korea or the UK. 

SIEs revealed that the host country’s economic climate and reputation as an attractive 

employment opportunity played a significant role in their decision to expatriate. 

Financial considerations were important in their decision to relocate, along with the 

prestige which working in their chosen country might confer. Indicative of other 

interviewees’ views participant 1-UK-F-EF commented that there were “aspects of my 

profession that weren’t available in Australia to the same extent”. This suggests that a 

desire to move to a particular country and the economic characteristics of that country 

are primary drivers.  
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Table 4.1 
Initial primary motivating factors prompting self-initiated expatriation 

 South Korea (n=29) UK (n=32) Total (N=61) 
Career-related considerations 
Ease of finding work, availability of specialised work 
To make resumé more competitive  
To develop global skills (cross-cultural, language) 
To develop technical skills in new context 
Financial incentives 
Career change 
Youth Mobility Visa opportunities conclude after 30 years of age (UK only) 
Couldn’t think of next career step, not ready to pursue lifelong career 
Foundations to pursue career in a third country 
Burnout from work in Australia 
To develop global networks 

26 (89.7%) 
10 (34.5%) 
6 (20.7%) 
12 (41.4%) 
5 (17.2%) 
11 (37.9%) 
11 (37.9%) 
- 
4 (13.8%) 
3 (10.3%) 
4 (13.8%) 
1 (3.4%) 

28 (87.5%) 
15 (46.9%) 
16 (50%) 
9 (28.1%) 
16 (50%) 
4 (12.5%) 
4 (12.5%) 
12 (37.5%) 
5 (15.6%) 
2 (6.3%) 
1 (3.1%) 
1 (3.1%) 

54 (88.5%) 
25 (41%) 
22 (36.1%) 
21 (34.4%) 
21 (34.4%) 
15 (24.6%) 
15 (24.6%) 
12 (19.7%) 
9 (14.8%) 
5 (8.2%) 
5 (8.2%) 
2 (3.3%) 

Personal and lifestyle considerations 
Self-fulfilment (adventure, challenge, new experiences, break from routine and feeling stifled, rite of passage, to be 
independent, to test myself) 
To travel, proximity of host location for travelling to other countries 
Recently divorced/separated, wanting new experiences  
Change in climate 
To do what is best for family 

24 (82.85) 
20 (69%) 
 
13 (44.8%) 
3 (10.3%) 
0 (0%) 
1 (3.4%) 

32 (100%) 
27 (84.4%) 
 
23 (71.9%) 
1 (3.1%) 
2 (6.3%) 
1 (3.1%) 

56 (91.8%) 
47 (77%) 
 
26 (42.6%) 
4 (6.6%) 
2 (3.3%) 
2 (3.3%) 

Choice of specific host country location considerations 
Availability of home country national support networks 
Prior experiences in host location (travel, study, work)  
Availability of host country national support networks 
Appeal of cultural similarity and ease of communication 
Affinity to history of the UK 
Korean cultural affinity 
Ethnic ties (family heritage) 
Ability to learn Korean quickly, prior knowledge of Korean language 
Love (to continue relationship with host-national, to meet local, accompanying partner) 
Availability of third-country national support networks 
Prior experiences in countries of similar culture (travel, study, work) 

29 (100%) 
6 (20.7%) 
12 (41.4%) 
14 (48.3%) 
- 
- 
14 (48.3%) 
2 (6.9%) 
8 (27.6%) 
6 (20.7%) 
3 (10.3%) 
3 (10.3%) 

32 (100%) 
17 (53.1%) 
9 (28.1%) 
7 (21.9%) 
17 (53.1%) 
16 (50%) 
- 
11 (34.4%) 
- 
2 (6.3%) 
2 (6.3%) 
1 (3.1%) 

61 (100%) 
23 (37.7%) 
21 (34.4%) 
21 (34.4%) 
17 (27.9%) 
16 (26.2%) 
14 (23%) 
13 (21.3%) 
8 (13.1%) 
8 (13.1%) 
5 (8.2%) 
4 (6.6%) 
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Table 4.2 

Career-related considerations 

 Key themes        Key issues Indicative quote 
Ease of finding work, 
availability of 
specialised work 

- Poor labour market conditions/employment opportunities 
in Australia 

- More attractive prospects abroad, particularly in 
specialised fields 

“...there’s far more opportunities in the UK. There’s a greater mass of 
work available and it is at a greater scale in areas that simply aren’t 
open or available in Australia.” 5-UK-M-MR 
 

Career-development 
opportunities  

- To develop career capital 
- To make resumé more competitive  
- To develop global skills (cross-cultural, language)  
- To develop technical skills in new context 
- To develop career-related global networks  
- Foundation to pursue a career in a third-country 

“It demonstrates that you can relocate your life and start afresh and that 
you have flexibility and an ability to adapt to changing circumstances ... 
having that experience on my CV when I return to Australia will make 
some steep changes in my career, which were proving difficult to make 
while I was in Australia. So I have a hope or anticipation that the 
experience will propel the career.” 1-UK-F-EF  
 

Financial incentives - Prospect of greater financial rewards  
- Desires to save money 
- Affordability of cost of living in the host country 
- Prospect of improvement of living standards and quality 

of life for themselves/family 
 

“My wife and I are already thinking about early retirement. We don’t 
want to work forever. We own our house here. We don’t have any debts. 
We make a very good living. Whereas if I was in Australia, I could well 
still be working in someone’s office getting taxed at 48 percent. I’m dead 
set against giving half of my income to the government and if that meant 
moving to another country then no problems ... My lifestyle has been 
turned around on its head. And to me, this is heaven.” 13-SK-M-ED 

Career change - Boredom of work routine in Australia 
- Not ready to pursue lifelong career 
- To discover future career path 
- Burnout and work pressures in Australia 

“I was getting bored of my job and couldn’t really think of the next step 
in my career. So I kind of wanted to get a meaningful job in my [industry] 
– something that would assist me in the future.” 14-SK&UK-M-ED  
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Another common factor motivating expatriation was the anticipation of opportunities 

for positive future career development arising from the acquisition of career capital 

gained through international work experience. SIEs reported that the decision to relocate 

for career-development opportunities was driven primarily by the desire to make their 

resumé more competitive and to acquire global (cross-cultural, language) skills and 

technical skills. Less frequently mentioned was the development of career-related global 

networks and the desire to use the experience as a foundation for a career in another 

foreign country in the future. Such career-development considerations were seen as 

providing differentiation in the marketplace, thereby allowing the SIEs to gain a 

possible competitive advantage in reference to the needs of the global labour market. 

SIEs often described perceiving their foreign work experience as a valuable stepping 

stone towards longer-term career goals which would be a tradable asset and potentially 

widen their career advancement opportunities and prospects.  

While many SIEs said they were motivated to relocate abroad to pursue career 

development, several suggested that the actual experience may not have been conducive 

to improving their employability and that they had in fact taken a ‘backwards step’ by 

placing their career on hold in Australia. A view held by others was that although the 

experience of working abroad might not have been as valuable as if they had stayed in 

Australia to progress their career, the experience had been, as one participant noted 

“worthwhile and rewarding in the long run” (19-UK-F-HL). Therefore, although the 

expatriation was not immediately beneficial to their career in the host country, the 

experience of working abroad was perceived as adding to their future employability 

upon repatriation to Australia.  

SIEs also indicated that the prospect of greater financial rewards and benefits (beyond 

what was available to them in Australia was an important motivating factor. Such 

financial incentives included the opportunity to make and to save a large amount of 

money and the comparative affordability of life in the new host country. Financial 

incentives appeared to be of relevance primarily to individuals who were in later career 

stages and who had relocated from Australia in an effort to better their financial position 

as well as their employment situation. Those in earlier career stages were willing to 

forgo financial gain to develop their career capital and to better position themselves for 

future employment. This finding suggests that financial desires are important to those 

who need to support accompanying family, and the desire to relocate abroad is made 
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desirable by both the prospect of financially bettering their position and the associated 

improvement of living standards and quality of life for themselves and their family. 

Similarly, it may be that experienced SIEs are more readily compensated for already 

established skills or may feel better equipped than more junior expatriates to negotiate 

more favourable compensation packages with their employers.  

Other career-related considerations included the desire for career change arising from: 

the boredom of their work routine in Australia; not being ready to pursue a lifelong 

career; the opportunity to discover their desired future career plans; or to escape burnout 

from the pressures of their existing working conditions.  

Personal and lifestyle considerations 

Although career-related considerations played an important role in the decision to move 

abroad for many SIEs, priorities were also focused on personal and lifestyle factors. As 

detailed in Table 4.3, such considerations were categorised across four major themes: 

self-fulfilment; travel; family reasons; and the desire for a change in environment. 

The most frequently emphasised personal/lifestyle factor motivating expatriation was 

the yearning to relocate abroad for self-fulfilment. Such goals included desires for: 

novel experiences and adventure; to break away from routine and feelings of being 

stifled; to challenge and to test themselves; to learn more about themselves; to be 

independent; and to have a rite of passage. Among others expressing these desires, 

participant 16-SK-M-M noted: 

I really like adapting, learning new things and challenging myself. 
Unless I’m progressing and improving myself, I get a little bit frustrated 
... And I find self-improvement and learning new things like the 
language happens five times faster when I’m overseas. I go into this 
mental state where I reflect on my skills and weaknesses, and how I can 
improve myself. 
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Table 4.3 
Personal and lifestyle considerations  

Key themes Key issues Indicative quote 
Self-fulfilment - Desire for novel experiences and adventure 

- To break from routine and feeling stifled  
- To challenge and test myself 
- To be independent  
- As a rite of passage  

“I was feeling stifled and life was becoming repetitive and conservative. ... 
people my age were either settling down, buying houses, and getting into a 
routine. I wasn't ready for that ... I wanted to live in a big city where there was 
culture, and arts, and travel opportunities. It just seemed to be a bit more 
exciting and an experience that would be good to have before I got older and 
had responsibilities keeping me in Australia.” 2-UK-F-P/L 

Travel - To fulfil lifelong travel goals  
- To travel and see the world 
- Appeal of proximity of host location for travelling to other 

countries 

“I really loved the idea of the proximity of everything. We thought all of Europe 
was so accessible from the UK. From London airlines fly to pretty much every 
country in Europe, as well as lots of destinations in the UK. Definitely one of the 
biggest benefits we saw of going there was being able to travel and visit places 
relatively cheap and easily.” 12-UK-M-MR 
 
“I had raised my two boys and my life was very structured and financially I 
hadn’t had an opportunity to travel. Once they got older the thought of travelling 
and working to me was just brilliant. I was like ‘well this empty nester isn’t 
going to stay here I’m out of here’.” 3-SK-F-ED 

Family reasons  - To do what is best for family 
- Prospect of improvement of living standards and quality of life 

for themselves/family 
- Prospect of improvement of education for accompanying 

children  
- Recently divorced/separated and desires to withdraw from 

problems  
 

“The main driver is not just an improved salary, or employment, but the lifestyle 
that goes with being at home every night with my family ... [in my prior work] 
basically we could not have achieved that in Australia ... we also wanted the kids 
to have exposure to a different culture ... they go to an international school ... 
they are learning the [Korean] language.” 29-SK-M-MR 
 
“I had come to the end of a long term relationship and I sort of felt like, oh well 
this is a good point in my life to try something new.” 1-UK-F-EF 
 

Change in environment - To experience different climate 
- To have exposure to new spatial context 
- To engage in recreational activity in new surrounds  

“Quite honestly I do find hot weather quite intolerable and quite difficult. So I 
was really finding that the summers and the heat in Australia were becoming a 
little bit too much for me, and I needed a milder climate.” 5-UK-M-R-MR 
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Desire to travel was also influential in decisions to relocate aboard. Individuals who 

reported travel as a motivating factor represented both younger and older, more 

experienced participants, indicating that travel was not a motivating factor solely for 

those from a mobile, youthful demographic. The desire to pursue opportunities to travel 

and work abroad was consistently noted as influencing the decision to move abroad 

across all age groups. Those in the 20-24 and 25-30 age group categories explained that 

as recent graduates or young professionals, they sought the opportunity to travel as a rite 

of passage, to challenge themselves, have new experiences and learn new skills. 

Conversely, those in the older age groups described a longing to travel after having 

raised their children to adult age, having gone through a recent separation, having 

overcome illnesses, or more generally, being at a point in their lives where they were 

considering dramatic career path and lifestyle changes.  

Family reasons were another common motivation for expatriation. SIEs who had 

relocated with an accompanying spouse or children were motivated by the possibilities 

for the improvement of living standards and quality of life for themselves and their 

family. Other family considerations included the benefit of international schooling and 

education of accompanying children. In discussing the importance of ‘doing what is 

best for the family’ many SIEs also expressed divergent views, in particular, that family 

reasons were also a disincentive in the motivation to expatriate. Those who expressed 

family considerations as relevant to their move explained that having a family to 

consider created some issues and perceived barriers including: difficulties finding 

suitable schooling for children; emotional difficulties of having to remove themselves 

and their children from their social groups in Australia; and issues of the accompanying 

spouse not being legally entitled to work. Consequently, the added pressure of not being 

able to continue their career, or having to put it on hold, created numerous negative 

personal and financial complications in the decision to move. Other family reasons were 

given by a small number of SIEs who expressed that a desire to withdraw after marital 

separation or relationship breakdown in Australia had motivated them. For those 

seeking to escape from a negative personal situation, their international experience was 

an avenue by which to physically distance and separate themselves from problems. 

They perceived this would enable them to start afresh in a new host country context 

where they could ‘recreate’ themselves.  
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Other personal and lifestyle considerations included desires for a change in 

environment, in particular, to reside in a different climate or to experience a new spatial 

context.  

Host location selection considerations  

While some SIEs chose to expatriate out of a general yearning for an international 

experience, others were drawn to expatriate to a specific country because of the appeal 

or reputation of various host country characteristics. SIEs noted that different host 

country locations were attractive in different ways. As detailed in Table 4.4, SIEs 

assessed the merits of various host country characteristics based on: the availability of 

pre-established support networks and ties in that country; their prior experiences living 

or travelling to that country; perceived ease of adjustment to life in that country in terms 

of cultural distance/familiarity; cultural interest and affinity; family heritage and ethnic 

ties to that country; cultural and historical knowledge and assumptions; and a 

combination of serendipity, love and chance encounters. These merits were then 

measured against possible alternative options in countries with other prospects. This 

suggests that SIEs make strategic decisions by comparing possible host country 

locations.  

The availability of pre-established support networks (comprising both local nationals 

and other expatriates) was found to be the most significant motivating factor in the 

choice of a specific host country location. Those with pre-established support networks 

explained that ties to the host country in the form of acquaintances, friends or family 

made relocating to the country more appealing. The availability of information and 

support from such networks were an incentive to choose their host location, compared 

to other countries where there was a perceived lack of networks.  

Prior experience in the host country was also an important consideration in the decision 

to return. Participants who had spent time in the host country previously for travel, 

work, study, internships or traineeships often sought to either stay or return to the 

country to improve their language skills, to maintain networks, or to further engage with 

and understand the culture in which they had an interest.  
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Table 4.4 
Host location selection considerations  

Key themes Key issues Indicative quote 
Availability of pre-established 
networks with home, host and 
third-country nationals 

- Availability of acquaintances, friends or family made the 
notion of relocating to the country more appealing 

- Networks provided valuable information and support  

“My friend had been living in Korea ... Seeing him do something like 
that made me think that moving to a different country and finding your 
way around was not an insurmountable task. It made things seem a bit 
easier than I might have pictured it ... I was also lucky because my friend 
helped me find work.” 14-SK&UK-M-ED 

Prior experiences in host 
location (travel, study, work) 
  
Prior experiences in countries of 
similar culture (travel, study, 
work) 

- Desire for international mobility emerged from earlier 
experiences in other culturally similar and dissimilar contexts  

- Prior experiences validated and ability to return/relocate to live 
and work  

- Desires to return to the country to improve language skills and 
maintain networks 

 “Coming here previously made me fall in love with Korea and that’s 
when I thought I've got to come back here to work ... Seeing such a 
vibrant, high technology city and the Koreans just going about their day 
just opened my eyes so enormously. I just couldn't get the smile off my 
face. It was just a really fantastic experience.” 2- SK-M-ED 

Cultural appeal of the UK 
 

- Prior exposure to the culture influenced their desires to 
ultimately want to live and work there 

- Perceived ease of adjustment to life in a culturally familiar 
context given: association with the Commonwealth; historical 
and long standing monarchal ties; and that English is widely 
spoken 

- Ethnic ties (family heritage) influenced desires to ‘reconnect 
with the motherland’ 

“It's a safety net to move to somewhere where you know it's not going to 
be too culturally dissimilar, or daunting ... there’s a feeling of 
familiarity, even though its thousands of kilometres away ... we've had 
access from a young age to what the stereotypical English way of life 
is... so before even coming, you get a sense of what it's going to be like.” 
2-UK-F-P/L 
 

Cultural appeal of South Korea - Prior exposure to the culture or language influenced their 
desires to ultimately want to live and work there 

- Korean cultural affinity developed through media and Korean 
friends/colleagues  

“I'd always been fascinated with Asian culture ... I grew up in a 
predominantly Asian suburb so I had that exposure. My interest in 
Korean culture first came from through TV and friends and these things 
helped inspire me to go there.” 5-SK-F-ED 

Love, serendipity, chance 
encounters  

- To pursue or continue a relationship with a host country 
national 

- To continue a relationship with partner who was also 
relocating  

- Opportunities arose by chance rather than as the result of a 
specific plan 

“I had wanted my Korean wife to come to Australia, but the Australian 
government just about wanted war and peace just as proof that it’s a 
genuine relationship .... I lost my patience with that very quickly. So the 
other option as far as being able to stay together was to go to Korea ... 
as long as you’re married to a Korean national, you can live here.” 13-
SK-M-ED 
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Another finding was that some SIEs felt drawn to expatriate to a specific host country 

out of a cultural affinity. Prior exposure to the country’s culture via pop culture, fashion, 

media (films, music, and television), friends, family and ethnic ties and/or shared 

histories influenced their desire to live and work there. For instance, SIEs living in the 

UK who had ethnic or cultural ties via parents or distant relatives described feelings of 

‘connection’, ‘familiarity’ and ‘coming home’ and consequently were curious about 

their cultural heritage and sought to self-initiate their expatriation. SIEs who lacked 

such ethnic links to the UK also remarked upon a sense of cultural familiarity, given 

shared association with the Commonwealth, historical and long standing monarchal ties, 

and the common English language, and desired to relocate to a country they had 

knowledge about. Related to perceived cultural similarities and familiarity with the UK 

as a motivation, divergent views were expressed by interviewees who had relocated to 

South Korea and explained that they purposefully wanted to live in a cultural different 

environment. Describing a view shared by others, participant 10-SK-M-ED noted: 

I chose Korea because I wanted to jump into a place where I had no 
background, and would find it very difficult to acclimatise. I wanted to 
challenge myself, and I thought that moving to a place where I don’t 
speak the language and don’t understand the culture would be one of the 
most difficult things I could imagine.  

SIEs also reported a number of other important host location factors including a search 

for love, serendipity and chance encounters. Several SIEs alluded to the pursuit of love 

as an important factor driving their self-initiated expatriation and largely comprised 

both males and females who had relocated abroad in order to pursue or continue a 

relationship with a host country national or to accompany their SIE partners. Due to visa 

restraints in Australia those who were in a relationship in Australia with a partner from 

the host country (particularly more so in the case of partners from South Korea) 

explained that relocation to the partner's home country was a motivator in their decision 

to expatriate. Upon the conclusion of their partners’ work/study visa, SIEs were forced 

to choose between living apart from one another or having to relocate to the partner’s 

home country in order to continue the relationship.  

Serendipity was also influential in the motivation to relocate where opportunities arose 

by chance rather than as the result of a specific plan. When this unplanned course of 

events occurred, SIEs perceived that opportunities simply arose due to ‘fate’, ‘chance’ 
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or ‘luck’, and given their openness to them, were pursued. Such randomness tended to 

come about through chance meetings with nationals of the host country or encounters 

with acquaintances or friends while still in Australia. 

Simultaneous motivations and embeddedness  

Career-related and personal/lifestyle goals were not mutually exclusive, meaning that 

the desire for both career and personal/lifestyle experiences were most often prevalent. 

To fulfil diverse motivations, participants approached their relocation holistically by 

aligning their career path with their personal lifestyle desires. With the capacity to self-

direct and manage their careers freely, independent of organisational and institutional 

barriers, SIEs sought to fulfil their needs for personal learning, development and growth 

in both a career-related and personal/lifestyle sense. For instance, referring to the 

reasons that prompted her to expatriate participant 5-SK-F-ED explained: 

It was a combination of things ... to experience something new, to 
challenge myself and meet new people ... my friends and family 
encouraged me to go ... I was also interested in the culture ... I knew that 
the experience of living and working in South Korea would benefit me in 
the future both professionally and personally - it’s not something that 
you would find on a resume of someone my age. 

 This finding suggests that although SIEs are motivated by a yearning for adventure and 

novel experiences, such desires do not occur at the expense of other career-related 

factors. For many, rather than leading it though, personal and lifestyle aspirations fit 

alongside career considerations. 

Participants frequently noted that although they had arrived at their respective locations 

through an initial range of motivating factors, over time a separate set of factors might 

explain their desire to stay longer or to leave the host country prematurely. For instance, 

several SIEs who had originally been motivated by desires for adventure, travel and 

challenge acknowledged that since arriving in the host country, they had realised that 

the experience could develop their career and future work opportunities. Participant 2-

UK-F-P/L commented: 

Career-related and financial goals were not really a motivating factor for 
me ... Now that I am here career opportunities play a much bigger role in 
my motivation to stay than they did in my motivation to move over. 
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Throughout their time abroad, SIEs would assess their experiences according to whether 

they were still contributing towards their goals, as well as on the value of established 

networks and relationships with organisations and communities. These merits were then 

measured against the ease with which such networks and relationships could be broken, 

and sacrifices made if they returned home or sought out alternative options in countries 

with other prospects. 

A number of SIEs also discussed how their intended length of stay in the host location 

influenced the degree to which they sought to establish themselves locally by making 

meaningful work and non-work networks and connections. Those who viewed their 

expatriation as short-term in nature explained that their investment in relational 

development with locals and other expatriates was low, and with so few links within 

their community, the cost of breaking these links was relatively low. For this group, 

responsibilities were primarily focused on themselves or their immediate families and 

their overall wellbeing rather than on their employer. SIEs with short-term views often 

attributed less value to the position that they held or the organisation for which they 

worked than to the skills and competencies which they acquired throughout their inter-

organisational and international moves. Frequently, SIEs commented upon the value of 

their self-directedness, attributing their career success to their own personal efforts and 

decisions rather than attributing such success to the organisations for which they 

worked. This finding suggests that SIEs with a short term view of their expatriation pay 

less attention to their degree of engagement in their work and social community when 

they decide to work internationally and are subsequently inclined to change 

organisations or relocate abroad to another country. Compared to those who pursued 

transient employment for skills development, a number of SIEs were found to exhibit 

deep personal investment in their work, SIEs who viewed their expatriation as long-

term in nature explained that their investment in relational development with locals, 

other expatriates and their employer was high, thus the cost of breaking these links was 

also high. Despite possessing the capability to pursue a fluid career, SIEs with long-

term prospects invested considerable effort for their employer, marking their strong 

career orientation and upward mobility in the host country location. 
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Summary of motivation to expatriate 

In this section, the considerations which motivated self-initiated expatriation were 

presented. The key findings indicate that SIEs are motivated to relocate abroad to live 

and work for various career-related and personal/lifestyle factors. Career-related desires 

encompassed four key areas: ease of finding work; career-development opportunities; 

financial incentives; and desire to pursue a career change. Although career-related 

considerations played an important role in the decision to move abroad for many SIEs, 

personal and lifestyle factors were also relevant. Such factors were categorised across 

four key areas: self-fulfilment; travel; family reasons; and desire for a change in 

environment. Interviewee responses revealed that host country locations were attractive 

to SIEs in different ways. While some SIEs sought to expatriate out of a general 

yearning for an international experience, others felt motivated to expatriate to a specific 

country because of the appeal or merits of various host country characteristics: the 

availability of pre-established support networks and ties in that country; their prior 

experiences in that country; perceived ease of adjustment to life in that country 

governed by cultural distance/familiarity; cultural interest and affinity; family heritage 

and ethnic ties to that country; cultural and historical knowledge and assumptions; and 

serendipity and the desire to pursue love. Such career-related and personal/lifestyle 

factors were often combined so that SIEs approached their relocation holistically by 

aligning their career path with their personal lifestyle desires. Moreover, although an 

individual might arrive with one range of motivating factors, over time another set of 

factors might embed them through a prolonged desire to stay within the host country.  

Cultural experiences 

In the following section the socio-cultural (general, interactional and work-related) 

experiences of the SIEs are presented across three major themes: cultural dissimilarities 

found to be challenging; cultural aspects found to be enjoyable; and cultural similarities 

observed. Although the level of adjustment SIEs experienced was not measured in this 

current study, the three dimensions of adjustment were used to categorise the challenges 

and positive experiences of the SIEs and to explain whether SIEs had or had not 

perceived a need to undertake self-preparation within these areas. The experience of 

culture shock is then discussed; revealing that SIEs encountered numerous physical and 

psychological challenges and concerns related to their relocation abroad. 
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In the current research, experiences related to the general context comprised aspects of 

the host country culture and living conditions different to Australia, including the 

general living environment, psychological comfort, and homesickness. Other day-to-day 

matters related to the general context included: cost of living; accommodation; 

shopping; banking; food; transportation; public authorities; local laws/rules; health care 

systems; schools/day care; family social activities; and weather. The interactional 

context related primarily to interpersonal communication with host country nationals 

and included factors such as: dealing with language or communication barriers when 

interacting with host country nationals resulting from differences in home and host 

country language or nuances in accent, pronunciation, dialect and use of colloquialisms; 

the ability to form and maintain relationships with home, host and third-country 

nationals; and differences in social and behavioural protocols. Finally, the work-related 

context included observations about various aspects or tasks of work which were 

different to those experienced in Australia. These included: the process of finding work; 

general job satisfaction and associated degrees of psychological comfort with the work 

environment; ability to manage business relationships and deal with culturally-specific 

social and business practices in the workplace; stress and pace of work; technical 

variations to the performance of tasks and duties at work; and the ability to work and 

socialise with the host country nationals in the organisation. 

Cultural dissimilarities & aspects found to be challenging 

General challenges 

Experiences related to the general context involved psychological comfort (or lack of) 

with aspects of the host country culture and living conditions. The challenges of 

integrating into the host country culture included: difficulties dealing with their 

foreigner status and the associated stigma of being a minority; homesickness; and 

regional differences. Other challenges in the general context included difficulties 

associated with living conditions such as: accommodation; weather and environmental 

conditions; food; health and hygiene; shopping; costs of living; societal class 

distinctions limiting opportunities; transportation; banking and public authorities; and, 

local laws/rules. Other less commonly mentioned challenges included: general 

adjustment related to accompanying partner and family; difficulties maintaining 

personal relationships while abroad; and the patriarchal treatment of women. A 
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summary of the general aspects of self-initiated expatriation found to be challenging is 

provided in Table 4.5. 
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Table 4.5 
General challenges 

 South Korea (n=29) UK (n=32) Total (N=61) 

Foreigner status (being a minority and associated stigma) 16 (55.2%) 15 (46.9%) 31 (51%) 

Homesickness (e.g. isolation from friends and family, missing important events, missing Australian way 
of life, beach, outdoors) 

11 (37.9%) 15 (46.9%) 26 (42.6%) 

Regional differences (language variations, availability of information, availability of home/third-
country networks, food, perception of foreigners) 

16 (55.2%) 19 (59.4%) 25 (41%) 

Accommodation (e.g. poor living standards, small, expensive, sharing with housemates) 5 (17.2%) 13 (40.6%) 18 (29.5%) 

Weather & environmental (e.g. climate, seasonal variation)  6 (20.7%) 12 (37.5%) 18 (29.5%) 

Food (e.g. unfamiliar foods, ability to find familiar foods, allergies & dietary issues)  10 (34.5%) 6 (18.8%) 16 (26.2%) 

Health & hygiene (e.g. environmental concerns, host country hygiene standards, general cleanliness, 
navigating health systems)  

11 (37.9%) 5 (15.6%) 16 (26.2%) 

Shopping (e.g. unfamiliar brands, ability to find products) 7 (24.1%) 6 (18.8%) 13 (21.3%) 

Cost of living (e.g. food, accommodation, transport) 0 (0%) 11 (34.4%) 11 (18%) 

Impact of class distinctions (segregation based on social status influencing opportunities & outcomes) 0 (0%) 10 (31%) 10 (16.4%) 

Transportation (navigating, public transportation, not driving) 6 (20.7%) 4 (12.5%) 10 (16.4%) 

Legal, banking, political (e.g. setting up bank accounts, legal & political differences) 3 (7.7%) 6 (18.8%) 9 (14.8%) 

Spouse and children (general adjustment related to accompanying children & spouse) 4 (13.8%) 2 (6.2%) 6 (9.8%) 

Maintaining personal relationships (living apart from non-accompanying partner) 3 (7.7%) 1 (3.1%) 4 (6.6%) 

Treatment of women (patriarchal, women perceived to be subservient)  4 (13.8%) 0 (0%) 4 (6.6%) 
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Foreigner status 

Interviewees explained that they had experienced issues with their foreigner status and 

the associated stigma of being a minority. There was little apparent variation between 

individuals based in South Korea and those in the UK. Within the UK, Australians were 

said to be poorly perceived by locals, resulting in experiences of having to contend with 

stereotypes of being loud, rude and direct. A common description was the notion that 

Australians tend to emphasise their ‘Australian-ness’ when abroad. For instance, 11-

UK-F-P/LT/ED remarked: 

Some people want to stand out as an Australian and will ham up their 
Australian-ness to such an extent that it’s ridiculous. They play these 
larger than life people. I think that Australians here don’t really have a 
good reputation, we are seen as being ‘bogan’ and uncouth and out of 
line.  

Elaborating upon the negative perception of Australians residing in the UK and his own 

method of coping with such stigmas, participant 25-UK-M-IT commented: 

The English tend to expect Aussies to be quite arrogant, egotistical, or 
very self-confident. I try to mimic the [local] people I’m around and that 
helps to be better received. Some Australians simply don’t have the 
capacity to do that. I met this younger Aussie expat who had a good rant 
for about 20 minutes on everything that was good about Australia, and 
how much better it was than the UK. I was looking at him thinking, what 
are you doing ... there’s a time and a place, and picking your audience, 
and he hadn’t done that ... there’s that sort of thing to contend with. 

SIEs in South Korea noted that similar negative perceptions existed amongst local 

nationals that westerners in general, and not Australians specifically, are direct, rude, 

promiscuous, confrontational and ignorant of local cultural practices. Participants in 

South Korea and the UK described a sense of embarrassment in seeing fellow 

Australians behaving obnoxiously. SIEs commented on instances where they were 

hostile and judgemental of other foreigners who they had considered were 

demonstrating a lack of respect to the local culture by being wilfully ignorant to social 

customs and acceptable behaviour. Consequently, out of a desire to separate themselves 

from such stereotypes and in an effort to engage more with the local culture, a number 

of SIEs remarked on how they actively distanced themselves from other Australians or 

westerners.  
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Homesickness 

The experience of homesickness encompassed aspects such as missing friends, family, 

missing the Australian way of life (including spatially, the environment, recreational 

activities, the weather, and the beach) and the important life events taking place in 

Australia such as births, weddings and funerals and the associated regret at not having 

shared those experiences with friends and family. Challenges related to homesickness 

were often not apparent for SIEs when they arrived at the host location, where the 

novelty of new experiences, travelling and adventure prevailed. Prolonged feelings of 

homesickness occurred after periods of time ranging from several weeks to a year. For 

instance, participant 18-UK-F-M explained: 

We kind of got over the initial year of being there and the hype of 
travelling and experiencing London. It then got to the stage where you’re 
like, ‘well what am I actually doing other than working and travelling? It 
doesn’t feel like home’. And I think it probably hit, I started to become a 
little bit homesick, missing friends and family, missing home comforts. I 
wanted that back ... there’s no place like home. I craved and missed 
sunshine, and the beach, and the Big Day Out [music festival], and 
Australia Day [national public holiday].  

SIEs also explained feelings of isolation around being in a foreign country separated by 

vast geographical distances from their life in Australia. Participant 30-UK-F-L tearfully 

explained: 

It’s a lot harder than I thought it would be ... Being so far away from my 
family has probably influenced my decision not to stay [after three 
months]. I have realised how far away I am from everyone in Australia 
and that I don’t have the network over here that I have at home ... when I 
am lonely or finding things difficult I have thoughts of how easy it would 
be to come home and get on a plane.  

For SIEs, cumulative negative experiences in the host country, coupled with missing 

friends and family and the Australian way of life, created an exaggerated experience of 

homesickness. Often SIEs’ homesickness interfered with their ability to engage in 

positive life experiences in the host country. There was little marked difference in the 

proportion of individuals who experienced homesickness in South Korea compared with 

those in the UK. However, the homesickness described by SIEs in South Korea 
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appeared heightened because of language barriers and distinct cultural challenges and 

associated issues with developing local networks. 

Regional differences  

SIEs also reported experiencing issues dealing with regional differences. Such 

differences included general and interactional challenges such as: language variations in 

dialect, accent within the UK or English language proficiency in South Korea; 

availability of relevant country/support information targeted at rural/remote regions; 

availability of home/third-country networks in rural/remote regions; negative 

stereotypes and presumptions of foreigners due to lack of prior interaction; and 

difficulties accessing familiar foods. For instance, participant 4-SK-F-S commented on 

the problems of residing in a more regional area - segregated from the larger 

metropolitan Seoul: 

Where I live there is nothing in English here. There are no English 
speakers ... there aren’t many foreigners here. I am very dependent on 
Koreans to conduct my daily life and to organise my banking, travel, 
shopping everything. It would be different if I lived in Seoul. The 
problem is that travelling to Seoul becomes an expedition. I have to get 
on a train for an hour and a half ... because of that I don’t get to socialise 
much ... it forces me to become friends with people that I wouldn’t 
ordinarily be friends with.  

Being in locations which were distant from metropolitan areas (where expatriate 

networks predominantly resided) meant that sources of support and familiarity were not 

readily available to SIEs in regional or rural areas; this caused feelings of loneliness and 

isolation. There was little variation between SIEs from the two countries in this respect, 

although it was slightly more common for those located in the UK than for those in 

South Korea. 

Interactional challenges 

Interactional difficulties were largely associated with the degree of individuals’ 

intercultural competence and social skills in effectively assimilating and interacting with 

members of the host culture. The most prevalent interactional difficulties included: 

language or communication barriers when interacting with host country nationals, such 

as differences in home and host country language or nuances in accent, pronunciation, 
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dialect and use of colloquialisms; the ability to form and maintain relationships with 

home, host and third-country nationals; adjusting to large populations; differences in 

social conventions and behavioural protocols; and the regular/excessive alcohol 

consumption practices of host country locals. A summary of the interactional aspects 

found to be challenging for SIEs is provided in Table 4.6.  
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Language & communication barriers (learning, understanding, using the local language, nuances in 
colloquialism, dialect, accent & pronunciation) 
 

23 (79.3%) 10 (31%) 33 (54.1%) 

Forming & maintaining networks (with home, host and third-country nationals) 
 

15 (51.7%) 17 (54.8%) 32 (52.5%) 

Dealing with large population (volume of people)  
 

9 (27.6%) 13 (40.6%) 22 (36.1%) 

Social/behavioural expectations (nuances, conventions, protocols) 
 

8 (27.6%) 3 (9.4%) 11 (18%) 

Regular and excessive drinking  
 

3 (7.7%) 2 (6.2%) 5 (8.2%) 

 

Table 4.6 

Interactional challenges 

 South Korea 
(n=29) 

UK 
(n=32) 

Total 
(N=61) 
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Language and communication barriers 

The most prevalent interactional challenge for SIEs was dealing with language or 

communication barriers when interacting with host country nationals. The degree to 

which language and communication difficulties were experienced varied significantly 

between those located in South Korea and the UK.  

Participants based in the UK commented upon difficulties with communication barriers 

that were largely related to nuances in colloquialisms, dialect, accent and pronunciation 

variations between Australian English and UK English. Indicative of other 

interviewees’ views, participant 25-UK-M-IT commented: “There’s definitely elements 

to jokes and conversation that you don’t understand. The regional accents within the 

UK are also very different ... and hard to follow”. Unlike the participants in South 

Korea who noted that a lack of language proficiency was detrimental to their social and 

work-related acculturation, those in the UK found that differences in accents, language 

nuances or use of colloquialisms were often a point of novelty or inconvenience rather 

than anything particularly problematic. 

Significant language challenges were experienced in South Korea, where the first 

spoken language is Korean (Hangul). SIEs revealed that the differences in language 

were a major barrier to effective cross-cultural communication. The interviewees 

frequently reported issues with learning, understanding and using the Korean language. 

While several interviewees had studied the Korean language at school/university level 

in Australia, on arrival in South Korea they found that it was difficult to understand and 

reply conversationally. Participants indicated that their lack of language ability was 

detrimental to their experience in South Korea, because having a reasonable degree of 

fluency in the language would have contributed towards more meaningful social 

encounters and, above all, signalled a willingness to better understand the culture – 

which was favourably looked upon by locals. SIEs with insufficient proficiency in the 

host country language were often initially categorised as ‘outsiders’ in both the work 

and non-work contexts. These communication barriers isolated expatriates in both the 

work and non-work environments, excluding them from general day-to-day life 

activities and leading to lower-quality interpersonal relationships and fewer social 

networks with host country nationals. Korean language proficiency was more important 

for some SIEs than for others. Those who expressed intentions to stay longer in the host 
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country and who were required to interact more with locals as part of their work 

speculated that Korean language competency was more important than for those who 

communicated primarily in English in their daily work or who were intending to remain 

in the country only for a short time. While acknowledging the difficulty of learning a 

foreign language as an adult, SIEs noted the importance of making an effort to learn at 

least some basics which allowed them to engage in simple daily activities, as participant 

21-SK-M-ED remarked:  

The language is critical and extensive language studies would have been 
extremely helpful to reduce cultural stress. It adds so much cultural 
strengths in being able to speak the language. Whilst Korean people can 
speak English you just get cut out of the culture and I feel like I missed 
out on some experiences because of the language barrier. 

Communication using the English language within South Korea was also problematic. 

South Korean nationals were said to be reserved about communicating in English out of 

a fear of being ridiculed and were more likely to identify with people proficient in their 

native language than with non-proficient speakers. Interviewees also explained that 

South Koreans had difficulty understanding their Australian accent when English was 

spoken. This was said to be due to the fact that the education system largely uses 

American English language teachers and therefore spoken English tends to be inspired 

by American accents and pronunciation. Several participants recalled experiences of 

feeling offended by what was said to them in English by Koreans, later having to 

remind themselves that the locals were not being intentionally offensive towards them, 

but rather that offence was perceived by them because of the speaker’s limited English 

vocabulary.  

Although English as a global language may be sufficient in international organisations, 

some SIEs argued that Korean language skills are important for general and 

interactional adjustment. A number of interviewees who lived in Seoul said that 

although English was widely spoken in their workplaces, difficulties were often 

encountered on a day-to-day basis and in a social and interactional environment. 

Importantly, those who lived in smaller regional areas indicated that communication 

was often difficult because English was not widely spoken and the dialect of the 

language would have variations which further created confusion amongst participants 

who sought to learn the Korean language.  
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Forming/maintaining networks and social/behavioural expectations 

Another common interactional challenge was forming and maintaining support 

networks with home, host and third-country nationals. The difficulties encountered 

included unfamiliar social behaviours and differences in nuances, conventions, 

protocols and socialisation patterns. Participants indicated that the lack of interpersonal 

relationships contributed to feelings of isolation in both their work and non-work 

environments, excluding them from meaningful social encounters and general day-to-

day social activities.  

Participants in both South Korea and the UK spoke in depth about the reluctance of host 

country nationals to invest in the emotional energy to establish friendships with 

expatriates because of the fact that they were transient and would likely be repatriating 

upon completion of their working visa. Also prevalent was the impression that because 

of the volume of people residing in the respective host locations, individuals (including 

foreigners) were treated as a stranger unless they were personally introduced to 

someone. Participants described difficulty forming relationships because locals already 

had their own social groups and unless an expatriate was personally invited or 

introduced to the group locals tended not to interact with them. 

SIEs located in South Korea explained that living in an exclusively mono-cultural 

society meant that locals were not, for the most part, particularly accustomed to dealing 

with non-Koreans. Foreigners in general were said to fall outside of the Korean 

Confucius hierarchy and subsequently were treated differently on one of two extremes 

— either they were granted respect outside the hierarchy and treated extremely 

positively, perhaps unnecessarily so, just because they were a foreigner or they were 

treated extremely poorly and ignored or dismissed outright. Further elaborating upon 

the challenges of forming friendships with locals when living in a mono-cultural society 

in South Korea interviewees commented that the physical appearance of foreigners 

attracts either very positive or negative treatment by locals. This experience was distinct 

from those of SIEs in UK where multiculturalism was more prevalent and there was 

said to be a “melting pot of different nationalities” residing there (4-UK-M-LT/R/HP). 

Racism towards foreigners was another concern shared by the SIEs located in South 

Korea. For instance, participant 22-SK-M-ED explained:  
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Koreans are one of the most insular cultures in the world ... They are 
very xenophobic. There have been times that I had been threatened by 
violence to stop talking in English. Other times, people will come up to 
me and say America is bad. They obviously don’t realise I’m from 
Australia, which I tell them. They still shake their head and walk away. 

Racism towards foreigners by locals contributed towards feelings of isolation and 

exclusion in everyday life for SIEs. Challenges of racism in South Korea were also 

remarked on by those who had resided in the country for an extended period of time and 

expressed difficulties in being accepted as part of the local society. Participants 

described a sense of “not fitting into the society” and concerns about “never being seen 

as anything else but a foreigner” (25-SK-M-ED). Other SIEs shared a growing dislike 

for the Korean term ‘waeguk’ used to describe foreigners, which they perceived had 

negative stereotypes and connotations. While many reported issues of racism SIEs also  

explained that exposure to more foreigners and foreign media in South Korea in recent 

times had contributed to reducing discrimination against foreigners, particularly by 

younger local generations.  

It was also reported that unfamiliar social behaviours of host country nationals had 

contributed to SIEs’ difficulties in establishing relationships with the locals. Nuances in 

social conventions and protocols were frequently mentioned as principal reasons for 

difficulties in establishing relationships with host country nationals. Notably, SIEs who 

were married to local nationals indicated that this issue was not as prevalent for them 

and explained that they were generally more satisfied with their social interactions due 

to the fact that their spouses had opened up social networks for them with other locals. 

Also commonly mentioned was the notion that interactions with local nationals was 

more difficult and sometimes more stressful than interactions with home country 

nationals and expatriates from other culturally-similar nationalities. The large cultural 

distance between Australia and South Korea made it difficult for expatriates to 

communicate unambiguously in the culture and to establish relationships with the 

locals. For instance, participant 12-SK-F-ED explained: 

I feel like I can be more authentic with Australian people, whereas you 
have to hide your true feelings with Koreans ... There were a number of 
times when I would just be really open with people about my life and 
[my Korean husband] would say to me, ‘don’t tell your co-workers that 
or share too many personal details because they’re going to judge me, or 
judge you’. So keeping people at a distance was really strange for me, I 



143 
 

didn’t know how to do that because my experience in Australia is not 
having to think about filtering information.  

Despite the cultural similarities to Australia, participants located in the UK also 

expressed difficulties in interactions. Differentiating characteristics such as class 

distinctions, reserve and politeness were said to cause difficulties establishing and 

maintaining relationships with the locals. Consequently, many SIEs in the UK made the 

decision to silo themselves within expatriate enclaves by living and seeking out work 

specifically with other Australians. Participant 11-UK-F-P/LT/ED commented: 

I have really endeavoured to make English friends but it can be a bit 
tricky because you are just not on the same wave length sometimes ... 
also making friends and starting your social circle from zero can be 
tough. When I got here I felt like ‘beggars can’t be choosers’. You don’t 
have the time to go shopping around for the perfect friend ... And 
because we are all living in the same sort of area for two years having 
similar experiences, it’s very simple to make an Australian friend by 
going to the Australian bars or employers full of Aussies. But to move 
out of those circles, that’s a real challenge that I haven’t mastered yet. 

While SIEs in both the UK and South Korea experienced considerable challenges 

forming networks and friendships with locals, many also found similar issues and 

barriers in establishing networks with other expatriates. For instance, SIEs residing in 

regional areas commented on feelings of isolation associated with the inability to 

establish networks and relationships with other expatriates, who were typically more 

common in metropolitan than regional areas. Similarly, the logistical complexity of 

navigating the transportation system in order to pursue friendships in areas frequented 

by expatriates hampered the formation of such networks. Another key challenge was the 

notion of forced relationships, wherein individuals befriend others with whom they 

would not normally be friends out of a lack of availability of suitable others. This was 

said to create superficial relationships which did not offer the same level of support as 

those who were able to foster more well developed networks. Lacking such social 

encounters precluded the shared experience of living as a foreigner in a different 

country, facing similar daily language and cultural awareness barriers with others. 

Expatriates who had resided in the host country location for an extended period of time 

shared the negative perceptions of host country nationals that friendships with 

foreigners have a finite life. For example, participant 9-SK-M-ED commented: 
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After a couple of years, I stopped trying to be part of it [expatriate 
community] because you meet somebody, you become good friends, a 
year later they go away, and it’s just the same thing over and over. It’s 
kind of selfish but I know that the foreigners are very transient. There are 
a few relationships I could have with a few foreigners that come here and 
I really want to hang out and do stuff, but they’re leaving ... it sounds 
sort of pessimistic, but what’s the point?  

Consequently, recently arrived SIEs experienced difficulties establishing friendships 

with seasoned expatriates, who were reluctant to invest in the emotional energy to form 

friendships because newer SIEs were perceived as being transient and would likely be 

repatriating or moving elsewhere upon completion of their working visa.  

Work-related challenges 

The difficulties encountered within the work-related context comprised factors such as: 

finding suitable work; navigating ‘foreigner status’ issues in the workplace; dealing 

with culturally-specific social and business practices in the workplace, inadequate pay; 

stress and pace of work; technical variations to the performance of tasks and duties at 

work; and less commonly, the ability to work with and socialise with the host country 

nationals in the organisation. The degree to which work-related difficulties were 

experienced varied significantly between those located in South Korea and the UK.  

A summary of the most prevalent work-related aspects which SIEs found to be 

challenging is provided in Table 4.7. 

Finding suitable work 

The most commonly encountered work-related difficulty was finding suitable 

employment given various impediments which drastically reduced the availability of 

opportunities for SIEs, and to a lesser extent, of accompanying spouses. Overall, 36.1% 

of SIEs in this study managed to secure employment prior to departure, while the 

remaining 63.9% had obtained employment in-situ. SIEs in the UK (81.3%) more 

commonly obtained employment in-situ than those in South Korea (44.8%). Whereas 

SIEs in South Korea (55.2%) more commonly obtained employment pre-departure than 

those in the UK (18.8%). Notable variations existed with regard to the complexities of 

finding work for those located in the UK and South Korea.  
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Table 4.7 

Work-related challenges 

 South Korea 
(n=29) 

UK 
(n=32) 

Total 
(N=61) 

Finding suitable work (e.g. foreigner status, visa restrictions, highly competitive, language barriers, skills, 
education not recognised) 
 

4 (13.8%) 21 (65.6%) 25 (41%) 

Foreigner status in work context (precluded from activities, lack of communication, stereotypes of 
foreigners) 
 

12 (41.4%) 9 (28.1%) 21 (34.4%) 

Culturally-specific social and business practices in the workplace (subordination to hierarchy, challenging 
the status quo, limited space for ingenuity and innovativeness rigid bureaucracy) 
 

16 (55.2%) 3 (9.4%) 19 (31.1%) 

Inadequate pay (low pay rates, working beyond contracted hours or responsibilities) 
 

5 (17.2%) 14 (43.8%) 19 (31.1%) 

Stress, pace, working hours, insufficient holidays 
 

7 (24.1%) 4 (12.5%) 11 (18%) 

Technical differences in performing work  
 

5 (17.2%) 3 (9.4%) 8 (13.1%) 

Relationships with co-workers (language barriers, reluctance to interact with foreigners, differences in ways 
of thinking) 
 

3 (7.7%) 1 (3.1%) 4 (6.6%) 
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SIEs generally noted that barriers such as visa restrictions and work permits not only 

limited the initial entry into the country but also the length of stay. Individuals 

relocating to the UK, governed by strict two-year youth mobility visa restrictions, 

explained that they were often precluded from being an attractive source of employment 

amongst organisations. SIEs perceived that prospective employers were reluctant to 

invest in recruiting and selecting individuals, given their temporary nature; this was 

particularly problematic for SIEs who had intended to apply for visa sponsorship in an 

effort to continue their expatriation. For SIEs in South Korea the visa application 

process was perceived as lengthy and burdensome in its requirements for obtaining the 

necessary immunisations, medical certificates, proof of financial independence and 

criminal record checks, yet was conducive to the desire to stay longer because of the 

eligibility to apply for multiple entries and greater lengths of stay. Unlike SIEs in the 

UK, those relocating to South Korea were dependent on the employer sending them an 

‘offer to work’ as part of the application to obtain a working visa. This meant that in 

many cases, employment had to be secured prior to arrival. SIEs in South Korea who 

either struggled to secure work prior to arrival, or who insisted on meeting with several 

prospective employers before committing to a contract, often relocated under a tourist 

visa, and once work was found, would then apply for a working visa. However, this 

process necessitated a burdensome requirement to first leave and then re-enter the 

country on the appropriate working visa.  

Another complexity SIEs encountered in finding work related to locating and securing 

employment within their preferred occupations or desired fields. Many SIEs interested 

in pursuing/or continuing a specialised career path within their desired industry in South 

Korea lacked the language skills and professional networks necessary to obtain such 

employment. For these individuals, English language teaching often became a pathway 

of easily acquiring initial employment and entry into the country. During the period of 

their one-year teaching contracts, such individuals would engage in developing 

professional networks within their specialised areas of interest with the intention of 

gaining employment in more favourable occupations once their teaching contract had 

been fulfiled. This path accounts for the high proportion of SIEs in South Korea who 

had worked within education. Participants located in the UK also reported challenges in 

finding work within their preferred occupations or specialised fields, due to: 

unrecognised educational or professional credentials; lack of understanding that 

recruitment processes primarily occurred through recruitment companies; and high 
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levels of competition by adequately skilled locals and expatriates from other countries. 

Although a small number of SIEs managed to find work within their desired fields 

within a short time of arrival into the host location, others were left having to accept 

relatively unskilled temporary work with little apparent career value in order to 

financially sustain their continued expatriation. As a result, SIEs who were dissatisfied 

with working in unfavourable occupations often had high mobility in their careers upon 

initial arrival into the host country. Interviewees described perceiving their formative 

work experience as a valuable stepping stone towards longer-term career goals, viewing 

their initial work experience as a ‘foot-in-the-door’ which would enable them to 

financially support themselves until a more suitable position presented. SIEs suggested 

that various employment experiences in the host context could differentiate one in the 

marketplace and be a competitive advantage in the labour market, widening career 

advancement opportunities and prospects. For instance, participant 7-UK-F-P/HP, who 

had previously worked in the publishing industry in Australia, noted: 

When I first arrived, I’d spent all my money travelling and couldn’t find 
a job in publishing so I worked in a pub for a couple months doing night 
shifts. At the same time I also started interning for free during the day in 
publishing ... My boss managed to get me an internship with a big 
publishing company and a position came available, and I was taken on 
full-time. Since then I have been with a few companies. It makes me 
sound like I’ve got occupational ADHD, but in the UK, you are 
encouraged to move a lot in order to move up. I was brought up in 
Australia believing that I would need to show my worth and stay with a 
company for many years. Media in the UK is very fast-paced, and people 
slip in and out of companies taking various opportunities. You don’t stay 
less than a year because that’s not always seen favourably but if 
something comes up you grasp it. 

Accompanying partners also faced impediments which drastically reduced job 

opportunities and inhibited their career progress. Common issues included partners’ 

difficulty in finding work because their technical skills were not recognised, or work 

aligned to their earlier career path was not available within the host country location. 

Similarly, visa and work permits were often only applied for by the SIE, making it hard 

for the spouse to obtain lawful employment. Participant 9-UK-F-G noted: “Spousal 

visas are a big problem and [my partner] is having a bit of trouble finding work because 

the industry that he works in simply isn’t available where we are”. Confronted with 

such challenges several SIEs described how accompanying spouses were often forced 
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into circumstances of having to sacrifice or place their careers on hold to play a 

supporting role to the SIE. 

Foreigner status issues in the workplace  

Another common work-related concern was related to the negative stereotypes of 

‘foreigner status’. SIEs experienced feelings of isolation and segregation within the 

workplace because of communication barriers and exclusion from work-related 

activities or social events. Such barriers were said to be both cultural and related to the 

temporary nature of the SIEs’ length of stay in the host country. Notable host country 

context variations also existed; for instance, SIEs in South Korea explained that due to 

the language barriers and stereotypes surrounding foreigners, they were frequently 

precluded from attending certain work-related activities or social events, typically open 

by invitation only to native Korean speakers. Participant 12-SK-F-EF reported: 

Regardless of being male or female, in Korean society foreigners 
generally are precluded [from attending social events and meetings]. It’s 
very much, ‘we don’t know how to deal with you guys, so we won’t 
invite you’ ... at a conference I was presenting at last year, all of the 
Korean presenters went to dinner the night before the conference, and I 
found out later that I didn’t get invited because we were considered 
‘difficult to speak to’ and that it was easier to not to have to take special 
care of us.  

SIEs in South Korea more readily described feelings of lower job satisfaction, mainly 

because of a lack of communication about imperative last-minute changes to work 

related activities. SIEs explained that a common term amongst expatriates for this was 

‘Korean surprises’ — code for the perception that important information was often not 

relayed to them and other non-native co-workers because of reluctance by the local staff 

to engage in English conversation, and also possibly due to the perceived temporary 

nature of the SIE role. Participant 7-SK-M-ED commented upon an incident whereby, 

without notice, he was required to relocate from his apartment which his employer had 

been providing. 

One day I was hung over and barely dressed and one of the staff 
members from the hagwon [private English language academy] showed 
up and said you have to leave the apartment because it has been sold. 
Just suddenly, no warning, no time to pack or anything, they said, let’s 
go. We have a very tenuous and superficial level of respect given to us 
because we speak English or because we are Caucasian but it doesn’t run 
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very deep. I realised that we are just replaceable blow-ins, and they’re 
not going to expend too much on us.  

Divergent views about foreigner status issues in the workplace were expressed by 

several participants based in South Korea, specifically that foreigners were commonly 

treated better in a work environment than local staff. These SIEs stated that foreigners 

were not expected to work the long hours as might be required of the local staff. 

Further, they perceived that, because of the reluctance of Koreans to converse in 

English, disciplinary action and feedback from managers was less common for SIEs 

than for their local counterparts. Thus SIEs can experience both detrimental and 

beneficial outcomes related to their foreigner status in a work-context. Sharing this 

divergent view, participant 20-UK&SK-M-ED noted: 

... being Western we weren’t always subjected to things that the Korean 
staff were. The boss tended to treat the Korean staff quite poorly, and 
yell at them more. Our boss’s English wasn’t the best and she wasn’t as 
confident using it so foreign teachers tended not to get feedback or yelled 
at as much. So there was a bit of a duality of people being treated better 
than others that I found quite surprising.  

Participants based in the UK less commonly reported that they experienced foreigner 

status issues, although those mentioned largely pertained to difficulty establishing 

networks within the workplace because of locals’ perceptions of the temporary nature of 

SIEs. Sharing the sentiment of several other interviewees, one participant commented 

on advice he had been given — that as an Australian going to the UK to live and work 

he would be required to prove himself. Explaining this in more detail, participant 5-UK- 

M-R-MR said: 

You have to show that as an Australian you’ve got something to offer the 
culture, the economy, the conversation, that you are not just coming over 
as a tourist for sightseeing or for the thrill of it. I’ve had to prove myself 
from an intellectual point of view in working with very skilled people 
who’ve come from British universities or have had to work extremely 
hard to get where they’re at. It’s very important not to just come in and 
walk over everything. You can be well liked as an Australian sometimes, 
but at the same time you have to show respect and consideration for the 
English ... rather than coming in and saying ‘it’s all different to where I 
am from, why don’t you just do it like this?’ That’s not an approach that 
works well here. 

Although the formation of relationships with locals was often found to be troublesome 

given the perceived temporary nature of Australians in the UK, generally Australians 
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were well regarded in the workplace as being “hard-working and having a very good 

work ethic reputation” (24-UK- F-L). Consequently, while foreigner status issues can be 

problematic, such status may also be advantageous for SIEs.  

Culturally-specific social and business practices in the workplace  

The third most significant challenge encountered in the work context included 

difficulties adjusting to culturally-specific social and business practices in the 

workplace - the extent of these varied significantly between those located in South 

Korea and those in the UK. The key aspects summarised in Table 4.7 indicate that 

interviewees located in South Korea more commonly expressed such difficulties than 

those based in the UK.  

For SIEs in South Korea, the most frequently mentioned complication was the need to 

follow the Confucian ideology and concept of filial piety (obedience, respect for elders, 

and subordination to hierarchy), which is ingrained in the Korean culture. Interviewees 

found local subordinates reluctant to question authority or to upset the status quo. South 

Korean managers were said to be unwavering in resisting changes to the way that 

functions of work were traditionally performed, irrespective of the developmental 

opportunity offered by the SIEs. Associated with this was a lack of autonomy in 

performing work, with strict requirements to inform and seek approval from their 

managers regarding menial tasks. Furthermore, the rigid bureaucracy within workplaces 

resulted in limited space for ingenuity and innovation. Instead of being able to voice 

concerns directly to the managers responsible, individuals were required to 

communicate inefficiencies and problems through their lower levels of management – 

where often the content would become lost in translation or stifled, out of desires to 

‘save face’ or fear of reprimand by the local manager. Consequently, SIEs reported 

feeling resigned and powerless to instigate or implement change. Summarising the 

difficulties associated with the Confucian ideology in the workplace, participant 21-SK-

M-ED commented: 

The most challenging thing is the authoritarian style of leadership which 
is hierarchical and patriarchal. The bosses tend to be in the mind-set of 
‘my way or the highway’. You just get told what to do and there is very 
limited opportunity for input or consultation unless you’re socialising 
with the decision makers over alcohol or hospitality outside of work. 
Unless you’re part of that inner circle you’re cut out from that decision 
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making and that’s only really open to people who speak Korean unless 
you have got a particularly unusual situation. I am much more used to a 
friendly and approachable work environment where people consider your 
views seriously ... I’m on the lowest rank and my place is not to 
challenge the decisions made by my superiors. You just can’t win and so 
there’s no point ... I have learnt to accept that it’s the way of life in 
Korea.  

Another example of the challenges encountered in the workplace with regard to 

Confucian ideology was provided by participant 29-SK-M-MR, who was a senior 

manager of a large mining company. Upon commencement of his role he had to 

restructure his team by physically separating the highly skilled and younger Korean 

engineers from the older Korean engineers who were not as skilled, educated or 

proficient in English, yet who demanded respect based on their age rather than 

competence. During the interview he explained how there were problems before they 

split the two groups because the older Koreans were dictating to the younger Koreans 

how to run the project. Despite possessing the superior qualifications and knowledge the 

younger colleagues were so respectful that they would follow the path of the older man 

without any question or doubt even if they believed it was incorrect. Elaborating upon 

this further participant 29-SK-M-MR described his experience:  

When I had first employed the younger Koreans I had written to my boss 
after the training course and had told him that the younger ones were 
absolutely useless.  It was only later that I found out that I had completely 
underestimated their skill and ability. The younger ones had clearly absorbed 
every word of the training and I later realised that they simply did not speak 
up because they were concerned that they might disrespect the older 
Koreans. I didn’t comprehend it at first, but I learned it soon enough. 

While numerous issues were encountered in navigating culturally-specific social and 

business practices within the workplace generally, female SIEs in South Korea also had 

to contend with stereotypes and societal expectations of a female’s role within the 

workplace. Participant 4-SK-F-S, who had relocated to South Korea as a PhD qualified 

scientific advisor, explained:  

For the first six months I was constantly fighting with the Korean men at 
work because we had to figure out who was whose bitch in the pecking 
order. I was addressed as a high rank but then I kind of lost that because I 
wouldn't accept that they would tell me what to do and how to do things 
... It's kind of backfiring on me and I can see that I am not getting the 
same respect as other foreigners who are playing along with the Korean 
rules ... I have fights and constantly challenge men within the office of 
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what's acceptable in Korean culture and what's not acceptable when they 
are working for an international organisation. The Korean women in the 
office come to me and tell me that the older more senior Korean males 
are rude to them ... they're too scared to bring it up and culturally they 
are not allowed. It's a really sexist male chauvinist society. So it's very 
difficult for women ... age trumps gender and gender trumps education. 
So you have to figure out where someone is on the respect scale in order 
treat somebody accordingly. I see that women are still the lowest rank 
and it's a sect that you can't really get out of. You can become older or 
get more education to get respect but you can never get out of being a 
woman and you'll always be treated as such. There is this attitude of 
‘what are you actually doing here, you should be at home cooking for 
your husband’.  

Given the pronounced patriarchal structure of South Korean society, Korean female 

workers were expected to demonstrate obedience, respect and subordination towards 

their male counterparts. In the largely mono-cultural society, Korean male nationals 

were said not to be accustomed to dealing with non-Korean females who fell outside the 

Korean Confucian hierarchy. Females were often treated at two extremes — either 

granted respect outside the hierarchy and treated extremely positively just because they 

were a foreigner or treated extremely poorly and ignored or dismissed outright. 

Inadequate pay  

Another common work-related challenge concerned issues of inadequate pay. Notable 

variations existed according to location, with a greater number of SIEs in the UK 

expressing dissatisfaction with low rates of pay (particularly in unspecialised work) as 

opposed to those in South Korea, who commented upon issues of not receiving 

additional pay for work performed beyond contracted hours or responsibilities. Those 

based in the UK spoke about challenges faced with the high cost of living, particularly 

those who lacked formal qualifications and were working in low or semi-skilled 

professions, with low levels of remuneration. Attesting to this, participant 3-UK-F-G, 

who was practising law in the UK, contrasted her experience against her accompanying 

partner who had to work three low-skilled casual jobs to support himself financially: 

I would definitely tell someone who doesn’t have a qualification, who is 
thinking of moving over here to work in a bar, or in retail, or hospitality, 
to not even bother. It’s not worth it in London because the minimum 
wage is a joke. If you come over here to travel, you’re not going to be 
able to travel, if you’re lucky you will be able to live somewhere and 
feed yourself ... Although my income’s fine it’s been quite different for 
my partner who works at a bar ... Neither of us had anticipated how 
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difficult it would be for him on a minimum wage in London especially 
when he knows he could earn more at home. It has put a bit of financial 
stress on our relationship and it’s probably another reason that we’re 
going home. Living on nothing detracts from the experience and 
enjoyment of living over here.  

For SIEs who had been motivated to relocate abroad for travel and new adventures, 

inadequate pay often resulted in them needing to take on several jobs in order to finance 

such desires. In doing so, SIEs forfeited social engagements with locals and other 

expatriates in order to work additional hours.  

Cultural aspects found to be enjoyable 

While SIEs spoke in great depth regarding the various difficulties encountered in the 

general, interactional and work-related contexts, interviewees also referred to numerous 

enjoyable elements of their experiences abroad. Aspects of expatriation to South Korea 

and the UK which SIEs said they enjoyed are presented in Appendix E and F 

respectively. Given that the focus of this study was on examining perceptions of the 

need for self-preparation and not on eliciting the well-being or satisfaction levels of 

SIEs, the proportion of SIEs who remarked on various enjoyable aspects of the host 

culture was not quantified. Participants were however questioned about aspects of their 

expatriation they had found challenging and what they had enjoyed, with the intention 

of providing a balanced perspective of the participants’ overall experience. In doing so 

it was anticipated that responses to later questions about the perceived need for, or value 

of, undertaking self-preparation would not be biased by the participants’ focus earlier in 

the interview on negative experiences.  

SIEs revealed that positive and negative experiences often co-existed, meaning that an 

aspect of their expatriation which was difficult could also be enjoyable. Demonstrating 

this contradiction, the process of establishing relationships with host country nationals 

was a common difficulty experienced by SIEs in both the UK and South Korea. 

However, once initial barriers were overcome, such friendships were perceived to be 

extremely valuable for SIEs. Similarly, for those in South Korea, language barriers were 

regarded as one of the most significant interactional challenges; however, the process of 

learning the language was said to be enjoyable and once the basic language skills were 

acquired, interactional experiences were more enjoyable.  
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With regard to the experiences of SIEs located in South Korea, although forming 

friendships and networks with locals was challenging, once the initial language and 

communication barriers were overcome, South Korean nationals were described as 

having enduring loyalty and being very trustworthy and honest. Frequently mentioned 

by interviewees were the friendliness, politeness and kind-hearted nature of the South 

Korean nationals. One interviewee commented: 

Koreans, if they decide they want to be your friend they will go in fast 
and deep very quickly. Sometimes you think ‘Gosh, I’m not ready for 
this sort of commitment’. But once you’re in, they will want to know 
what you’re doing every weekend. They want to know if you can come 
out for a drink or come and do something. There's no doubt that you are 
friends. They'll do anything they possibly can to help you. 21-SK-M-ED 

Although SIEs in South Korea had expressed difficulty with the Confucian ideology 

and concept of filial piety (obedience, respect for elders and subordination to hierarchy) 

which is ingrained in the Korean culture, SIEs also admired the respect demonstrated 

towards elders or people of seniority. Other enjoyable aspects included the Korean food 

and the communal eating and socialisation taking place. Interviewees noted that Korean 

nationals would rarely eat and drink on their own and socialising that happens around 

food and alcohol consumption was common in both workplace and private contexts. 

Despite enjoying the social aspects of life in South Korea, interviewees also explained 

that the regular, heavy drinking during socialising was challenging. Several 

interviewees explained that the drinking was hard to avoid because societal rules meant 

that it was considered rude to turn down invitations to drink with senior people.  

SIEs located in the UK also commented upon numerous positive aspects of their time 

spent abroad, including satisfaction with the abundance of tourist opportunities 

available to them. SIEs noted the associated travel opportunities of being in Europe and 

the accessibility of the thriving cultural and arts scenes enabling them to fill their social 

calendars with visits to iconic historical and cultural sites as well as exhibitions, 

festivals, fashion, concerts, performances, musicals, theatre, comedy, museums and 

galleries. Also enjoyed was the ease of living in international and cosmopolitan cities 

which the SIEs felt familiar with through monarchic ties to Australia, exposure through 

film and TV, shared language and widely known history. SIEs located in the UK 

enjoyed the availability of groups, clubs and associations which gave opportunities to 

meet locals and other expatriates. Furthermore, while establishing and maintaining 
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relationships between Australians and locals was said to be challenging, largely because 

of unfamiliar social behaviours, protocols and socialisation patterns, class distinctions, 

reserve and politeness, Australian SIEs admired and appreciated British decorum, 

propriety and respect. In a work context, SIEs who possessed desirable qualifications 

and knowledge commented on the advantage of developing their career within a 

globally recognised platform or the ability to work in areas of specialised interest not 

typically available in Australia. Likewise, it was noted that local nationals perceived 

that Australians were hard-working — a stereotype advantageous during recruitment 

and selection.  

Cultural similarities  

Notwithstanding the various cultural dissimilarities and challenges encountered in the 

general, interactional and work-related contexts, interviewees also commented upon 

various cultural commonalities between the home and host country. Given the variation 

in cultural distance between the home and host country, responses to the similarities 

encountered varied significantly between interviewees located in South Korea and those 

in the UK. A summary and comparison of the responses is provided in Appendix G. 

Although SIEs in South Korea identified that there were cultural similarities in the love 

of sport and social and recreational activity, interviewees struggled to identify other 

areas of cultural similarity between the home and host country. Those aspects perceived 

as similar were considered to be broad and global humanistic interests rather than 

distinct cultural commonalities. Rather than offering such broad comparisons, 

participants often digressed about aspects of their time abroad that were dissimilar 

rather than similar.  

In contrast to the limited cultural similarities identified by SIEs in South Korea, 

interviewees based in the UK spoke in detail about commonalties in cultural traits 

between the UK and Australia. Many explained that life in the UK was straightforward 

given the cultural similarities and shared language. Prior exposure to the British culture 

via media (film, news, and television) meant that SIEs instinctively felt familiar and 

accustomed to the cultural practices, customs, protocols and mannerisms. Similarly, for 

those with historical ties through family heritage, descriptions around a sense of 
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familiarity and feelings of “returning to the motherland” (11-UK-F-P/LT/ED) were 

frequent. Participant 2-UK-F-P/L commented: 

Growing up in Australia we've had that access from a young age to what 
the way of life in England might be like ... we've grown up with access to 
British TV, shows and movies. I remember reading books that depict this 
very stereotypical English way of life ... We learn about their history at 
school. We have a shared culture, values and history so even before 
coming you get a sense of what it's going to be like. It’s not unfamiliar at 
all so culturally is easy to slide into. That's probably one of the 
attractions of why so many Australians come here. They know they're 
going to get a feeling of familiarity, even though they're embarking on 
this new adventure to a completely different country that's thousands of 
kilometres away. They know it's still going to be similar enough to home 
to not feel too terrifying and scary.  

Other SIEs based in the UK expressed similar sentiments regarding the appeal of 

relocating to a culturally similar country because of the ‘safety net’ which such 

familiarity presented. During the process of deciding which country to expatriate to, 

SIEs who opted for the UK indicated a preference for a culturally similar country rather 

than a culturally dissimilar one. Participants based in the UK also commented on a 

sense of familiarity because Australians were well represented in the UK. Consequently, 

not only were there large numbers of Australians to whom they could relate, but in 

addition, locals were accustomed to dealing with Australians. Furthermore, businesses 

such as grocery stores, restaurants and pubs in particular, were used to supplying 

familiar Australian products to this vast population of Australian expatriates. 

As discussed earlier in the chapter, while some SIEs in the UK acknowledged the 

existence of distinct cultural traits which they found to be challenging, other SIEs 

explained that outside of incidental nuances, there was often very little difference in 

their experience of life and work in Australia from their experience in the UK. Notably, 

participant 10-UK-M-EF/G explained: 

I feel that Australians strive to differentiate themselves from the British 
cultural heritage however I felt the differences between the national 
culture of Australia and England were quite similar. I'm not saying that 
they're the same. But I think that people overplay them ... the differences 
that do exist were more interesting quirks than aspects from which I 
would have experienced culture shock. By that I mean there were not any 
things about the culture that made me reconsider who I was or what I 
was doing or anything like that. The differences were really of a basic 
level like adjusting to different brands of vegemite.  



157 
 

Despite SIEs attesting to the cultural similarities between the UK and Australia, 

divergent views were held about the extent to which British culture was similar to 

Australian culture. Thinking back to prior to their relocation, SIEs recalled 

preconceived notions that life in the UK would be similar to life in Australia. However, 

they were surprised by the subtle cultural dissimilarities they noticed upon their arrival. 

The experience of encountering such cultural idiosyncrasies were said to be amplified 

because of mismatched presumptions and expectations that aspects of their life and 

work would be similar. Participant 19-UK-F-HL explained: 

I was just a bit surprised because I thought things would be very similar 
and they were slightly dissimilar. I found that the first six months is all a 
bit of a novelty, then that six to twelve-month period is when you start to 
really adjust and get a feel for where you are. And so during that period 
you sort of notice the more subtle differences, those cultural 
dissimilarities. I was just realising that it actually isn’t exactly the same, 
and that there are some differences.  

Although participants often struggled to articulate the ways in which Australian culture 

was distinct from British culture, several key differences emerged regarding personality, 

humour, entertainment, work ethic and social etiquette. Divergent views about the 

cultural similarities in the UK were held by those who had relocated from or to regional 

areas. Several participants who had grown up in small Australian country towns 

explained that they experienced feelings of being overwhelmed by the size and scale of 

life in a larger UK city. Conversely, those with urban experiences who had relocated to 

areas within London from Sydney or Melbourne explained their upbringing in a large 

multicultural city assisted them to assimilate to life in another cosmopolitan city. On the 

impact of such regional differences, participant 1-UK-F-EF explained: 

I think that because I was living in Melbourne before I left for London 
that was helpful. I think if I had been living in rural Australia and then 
move to London I would find it very difficult. It's still the case that it's 
quite stressful getting on public transport at rush hour just because there 
are so many people. And I think that had I not been living in Melbourne 
beforehand I would have found that even more stressful.  

Interviewees from metropolitan Australia that had relocated to a regional area within the 

UK explained that their preconceived stereotypes of life in the UK were based on 

knowledge of London, and accordingly they had mismatched expectations regarding the 

regional variances in social protocol, dialect and language nuances. This finding 
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supports the notion that SIEs relocating from or to regional areas into more developed 

cities encounter distinct differences to those who relocate from, and to, a like city.  

Experiences of culture shock  

SIEs spoke in depth about their experiences of culture-shock and the physical and 

psychological challenges they encountered within general, interactional and work-

related contexts. These stressful and challenging experiences often led individuals to 

want to prematurely end their expatriation, and to regret the substantial financial and 

non-financial costs associated with their relocation. A common view shared by 

participants was that adaptation to the new host context involved a range of positive and 

negative cultural experiences including excitement, culture shock and recovery. 

Although living and working in a new host culture was multifaceted and varied greatly 

in the way in which they coped psychologically and reacted to certain parts of their time 

abroad, a number of key phases emerged from their responses. Not all participants 

described going through these experiences; for some the sequence of phases varied, and 

in some instances no phases were apparent. 

Typically, the first phase included a period of excitement and sense of adventure related 

to exploration and discovery of the new host country. After the everyday novelties of 

life in the foreign location began to settle, the next phase often involved stressful and 

challenging experiences of culture shock. Various attitudinal factors were commonly 

discussed, particularly about how the SIEs’ emotional states manifested in feelings of 

depression, anger, frustration, irritation, uncertainty, anxiety, helplessness, 

homesickness, and an inability to perform their work tasks. Participants described that 

multiple negative events and seemingly trivial matters would compound and intensify 

negative emotional and attitudinal states. For instance, participants noted that they felt 

homesick or misunderstood because of language barriers and nuances of meaning, and 

this was compounded by other apparently more trivial challenges such as difficulty 

finding a particularly grocery item. These situations had idiosyncratic outcomes when 

future negative events happened. For some SIEs, such emotional states led to 

uncharacteristic anger and irritation or feelings of wanting to return home prematurely, 

or to seek out work opportunities in a different host country location. While some SIEs 

spoke of leaving, the response of others to the challenges in their daily work and life 
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was that they wanted to remain within the host country location in order to endure and 

overcome these issues. Participant 6-SK-M-ED noted: 

In my first few months there was a real lack of support and guidance and I 
remember not really knowing what was going on because I was in an 
environment where I wasn’t understanding what was being said around me 
... I had to deal with a lot of unplanned changes and difficulty. I got through 
it once I understood how the system works ... I just went along with it and 
got through it ... I was able to get through some of the frustrations by being 
very patient and respectful. 

Culture shock appeared to be common in those who found that their stereotypes and 

presumptions about life in the UK or South Korea did not meet the reality they 

encountered upon arrival. SIEs who experienced culture shock had perceived that their 

experience of living and working abroad was going to be ‘similar enough’ to their 

experiences in Australia. Moreover, some SIEs had believed that their technical 

competence in an Australian setting would be an indicator of success in working 

abroad. Some SIEs presumed that their technical skills would substitute for cultural 

knowledge often leading individuals to believe that it was not necessary for them to 

prepare by gaining an understanding of the cross-cultural and logistical challenges of 

living and working internationally. Consequently, many SIEs were unable to adapt to 

the foreign culture upon arrival.  

Although the tangible and intangible costs associated with culture shock were not 

measured at the individual or organisational level, SIEs spoke with concern about the 

considerable direct and indirect expenses which would arise out of prematurely ending 

their expatriation. Direct costs met by the SIEs were related to funding the relocation 

and subsequent settlement. Such direct costs included airfares, associated transportation 

costs, accommodation, day-to-day expenses, and visa application fees. Indirect costs 

included losses from the sale of assets in Australia prior to relocation, exhausted time, 

and forgone career-related development opportunities which were put on hold in 

Australia due to the relocation. Concerns about the associated re-entry costs and 

problems of finding employment upon return to their home country were also 

mentioned by those who had considered ending their expatriation. There were also 

numerous spill-over effects into their personal lives which caused further emotional, 

personal and financial stressors. Participants reported experiencing a loss of self-esteem, 

self-confidence, and prestige among their peers because of their inability to make a 
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success out of their attempt to live and work abroad. Additional stressors experienced 

by the accompanying partner and family were concerns about prematurely ending their 

expatriation because of culture shock. 

Summary of cultural experiences  

In this section the cultural experiences of SIEs were presented. The key findings reveal 

that while the cultural experiences of SIEs who relocate to South Korea and the UK 

varied, both groups experienced considerable socio-cultural challenges within the 

general, interactional and work-related contexts. The experience of phases of culture 

shock were also discussed and it was revealed that the stressful and challenging 

experience of culture shock often led individuals to want to prematurely end their 

expatriation and regret having incurred financial and non-financial costs associated with 

their relocation. 

Cross-cultural and logistical self-preparation 

This section focuses on highlighting the results of the overarching research problem 

which sought to explore the self-preparation that Australian SIEs perceive is required 

for living and working in South Korea or the UK. To contextualise the self-preparation 

that was undertaken, the type, method and duration of the process is first presented. The 

perceptions of preparedness achieved is then summarised alongside participants’ 

observations about what was found t 

o be beneficial or what in hindsight they believed would have been valuable 

preparation. The perceived need for such cross-cultural and logistical self-preparation is 

then described, revealing distinct variations in the perceived value of preparation 

between SIEs located in South Korea and in the UK.  

The findings highlight that SIEs made considerable independent and voluntary efforts to 

prepare logistically and culturally for life and work abroad. The findings also reveal that 

self-preparation had the capacity to contribute greatly to perceptions of logistical 

readiness and intercultural effectiveness for the SIEs working and living in South Korea 

and the UK. The extent to which SIEs prepare cross-culturally and logistically depends 

on varying characteristics and personal attributes, such as: prior international work and 
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non-work experiences; perceived ease of adjusting to the cultural environment which is 

largely governed by prior cultural knowledge/familiarity and perceived cultural 

distance/(dis)similarity; personality, attitudes and behaviours; availability of networks 

with locals or other expatriates; organisationally-provided cross-cultural (CCT) and 

support; motivations for relocating abroad; pivotal interactions in Australia with people 

from different cultures generally; and prior exposure to the host culture through media 

and academic studies. Additional factors which limited the extent of self-preparation 

undertaken are presented and highlight that a lack of time, lack of availability of 

resources, and regional differences may inhibit the ability to undertake such preparation.  

 

Self-preparation undertaken 

Beneficial forms of cross-cultural self-preparation 

The type of pre-departure and on arrival cross-cultural self-preparation that was 

undertaken related primarily to gaining an enhanced understanding of the host country 

culture. The cross-cultural self-preparation that was found to be beneficial is provided in 

Table 4.8. The interviewees highlighted the importance of learning about culture shock 

and homesickness, but the two top forms of cross-cultural self-preparation regarded as 

most useful to their preparation were learning the language (34.4%) and learning about 

culturally-specific social and business practices (26.2%). While overall these were the 

most frequently mentioned issues, distinct variations existed in the perceived value of 

such preparation between SIEs located in South Korea and those in the UK. 
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Table 4.8 

Beneficial forms of cross-cultural self-preparation 

 South Korea 
(29) 
Undertaken 
pre-departure 

United 
Kingdom (32) 
Undertaken 
pre-departure 

Total (61) 
Undertaken 
pre-departure 

South Korea 
(29) 
Undertaken 
post-arrival 

United 
Kingdom (32) 
Undertaken 
post-arrival 

Total (61) 
Undertaken 
post-arrival 

Learning the language or 
variances in dialect, use of 
colloquialisms  

72.4% (n=21) 0% (n=0) 34.4% (n=21) 48.3% (n=14) 6.3% (n=2) 26.2% 
(n=16) 

Learning about culturally-
specific social and business 
practices  
 

44.8% (n=13) 9.4% (n=3) 26.2% (n=16) 13.8% (n=4) 3.1% (n=1) 8.2% (n=5) 

Identifying cultural heritage 
sites to visit  
 

0% (n=5) 25% (n=8) 18% (n=11) 3.4% (n=1) 6.3% (n=2) 4.9% (n=3) 

Learning the history and 
geography 
 

20.7% (n=6) 0% (n=0) 9.8% (n=6) 13.8% (n=4) 6.3% (n=2) 9.8% (n=6) 

Learning about culture shock 
and homesickness 

10.3% (n=3) 6.3% (n=2) 8.2% (n=5) 0% (n=0) 0% (n=0) 0% (n=0) 
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SIEs who had relocated to South Korea commonly emphasised the value of undertaking 

language preparation. Notably, 72.4% of SIEs based in South Korea indicated the 

benefit of having spent time learning the language prior to departure. Further attesting 

to the value of language preparation, 24.1% of the SIEs who went to South Korea 

explained that in hindsight they should have undertaken more language preparation 

prior to arriving. While most of the interviewees had independently and informally 

spent time learning the language, several had formally studied Korean at 

school/university level, but none were fluent. Irrespective of the degree of formality in 

language training, interviewees acknowledged that the level of language preparation did 

not need to be particularly extensive. Knowledge of commonly used ‘survival’ language 

skills such as being able to ask for things, basic greetings and introductions, was said to 

be sufficient for the most part to contribute to effectively working and living in South 

Korea. Those who had not undertaken language preparation expressed regret because a 

reasonable degree of competency in the language would have contributed towards more 

meaningful social encounters and, above all, signalled their willingness to understand 

the culture better, which was viewed favourably by South Korean nationals. 

Interviewees who had independently learnt or formally studied the Korean language in 

Australia explained that on arrival in South Korea they found that it was difficult to 

understand and reply conversationally and therefore often supplemented their formative 

language skills with further study upon arrival. Forty-eight percent of SIEs based in 

South Korea actively sought to learn Korean upon arrival, crediting ‘on-the-ground’ 

study as supporting immersion in the written and spoken language. While many SIEs 

attested that an understanding of the Korean language was important, there were 

divergent views, especially among those living in metropolitan and urbanised areas 

where the use of English language was more prevalent. For instance, participant 13-SK-

M-ED explained:  

I haven’t pursued language classes and my Korean is still terrible to this 
day because there’s so much English everywhere. There’s English 
signage on the road … on the subway … in restaurants there’s photos of 
the meals. 

Importantly, this participant later acknowledged that although English is more readily 

visible in urban locations, the availability of English signage was less common in the 

regional areas he had visited. Moreover, while English signage might have been 

common in urban areas, the conversational English ability of the locals was regarded as 
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being very low, particularly in regional areas. Other interviewees who lived in smaller 

regional areas expressed a similar perception that communication with local nationals 

was often difficult because English was not widely used. As highlighted previously, 

SIEs in South Korea often recounted the reluctance of the South Korean nationals to 

speak English with a proficient English speaker due to difficulty understanding their 

Australian colloquialisms and accent or fear of being ridiculed for their own accent or 

grammar. 

As might be expected, SIEs in the UK placed less importance on language preparation, 

given the common English national language across Australia and the UK. Although 

SIEs based in the UK experienced challenges associated with language variances in 

dialect, accent and use of colloquialisms, only one SIE noted that in hindsight more 

time should have been spent learning about the language variations, particularly in the 

use of colloquialisms.  

The second most frequently mentioned form of cross-cultural self-preparation involved 

learning about culturally-specific social and business practices. For 44.8% of SIEs 

based in South Korea and 9.4% of those in the UK, such preparation involved 

familiarisation with cultural protocols and conventions and acceptable conduct. Those 

based in the UK tended to see less necessity to prepare as much in this regard given 

presumptions about the commonalities between British and Australian business and 

societal cultural practices. The minimal cultural self-preparation undertaken by this 

group included learning about a sense of British politeness and reserve, the influence of 

British class distinctions, and subsequent work and life-related outcomes and 

opportunities.  

For SIEs in South Korea, familiarisation with cultural protocols and conventions was 

more substantive and involved learning about the influence of culture on work and 

everyday life. Familiarity with the process of gift-giving and the exchange of business 

cards was said to induce positive relations in initial introductions with employers. 

Understanding the processes, rules and nuances in dining and drinking etiquette was 

commonly mentioned as beneficial. To illustrate, with regard to dining etiquette, SIEs 

mentioned learning about how South Koreans were very proud of their national cuisine 

and how it would be of utmost importance to be polite and try as much as possible of 

the food that was served to them. Similarly, SIEs commented on the importance of 
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learning about the correct use of chopsticks and associated etiquette, namely the 

shamanistic traditions of never leaving chopsticks standing in food as this was said to be 

a practice reserved for honouring the deceased during memorial rituals. Moreover, SIEs 

explained that they had learnt that when dining, it is considered impolite to discuss 

business unless the Korean counterpart first raises the subject. Participants described the 

importance in dining and drinking etiquette of waiting for the most senior person in the 

room to eat or drink before they themselves commenced. They also described learning 

about the protocol of pouring drinks for the most senior person and how this had to be 

done with two hands to demonstrate respect and gratitude. Participants noted learning 

that it was considered disrespectful to refuse an offer to drink by someone more senior. 

The concept of ‘saving-face’ was often mentioned as well as the importance of 

respecting hierarchy and subordination to authority.  

For SIEs located in both South Korea and the UK the importance of physical 

appearance and maintaining a professional image in business dealings was mentioned. 

Several interviewees indicated that their lack of understanding about the way in which 

culture shapes social and business protocols was regrettable because having a 

reasonable degree of understanding would have contributed towards more meaningful 

encounters and, above all, shown willingness to better understand the culture – an 

attribute viewed favourably by locals. 

Beneficial forms of logistical self-preparation 

Distinct from the cross-cultural self-preparation undertaken by SIEs, logistical self-

preparation involved researching information primarily related to practical, lifestyle and 

environmental matters. Necessary tasks such as organising flights, travel and medical 

insurance, mandatory immunisations, and preparing visa applications (including 

processing criminal checks with the Australian police prior to departure) were 

undertaken by each of the participants as part of the relocation process. Other forms of 

logistical self-preparation included: joining and participating in clubs, groups and 

associations; work-related preparation; investigating the size, cost, location and 

availability of suitable accommodation; researching the costs of living; and, saving and 

budgeting. The logistical self-preparation that SIEs found valuable is provided in Table 

4.9. 



166 
 

Table 4.9 

Beneficial forms of logistical self-preparation 

Beneficial forms of logistical 
self-preparation 
 

South Korea 
(29) 
Undertaken 
pre-departure 

United 
Kingdom (32) 
Undertaken 
pre-departure 

Total (61) 
Undertaken 
pre-departure 

South Korea (29) 
Undertaken post-
arrival 

United Kingdom 
(32) 
Undertaken post-
arrival 

Total (61) 
Undertaken 
post-arrival 

Undergoing visa applications 
including criminal record 
clearances and various police 
checks 

All All All All All All 

Organising flights and 
insurance 

All All All All All All 

Joining and participating in 
clubs, associations, groups, 
communities  

27.6% (n=8) 18.8% (n=6) 23% (n=14) 4.9% (n=3) 50.6% (n=13) 26.2% (n=16) 

Work-related investigation  24.1% (n=7) 25% (n=12) 31.1% (n=19) 0% (n=0) 6.3% (n=2) 3.3% (n=2) 
Investigating the size, cost, 
location and availability of 
suitable accommodation 

10.3% (n=3) 38.2% (n=9) 19.7% (n=12) 0% (n=0) 
Exposure in-situ 

9.4% (n=3) 
Exposure in-situ 

4.9% (n=3) 
Exposure in-situ 

Finding out about general costs 
of living 

10.3% (n=3) 34.4% (n=11) 23% (n=14) 0% (n=0) 
Exposure in-situ 

0% (n=0) 
Exposure in-situ 

0% (n=0) 
Exposure in-situ 

Saving financially and 
importance of budgeting 

13.8% (n=4) 31.3% (n=10) 23% (n=14) 0% (n=0) 0% (n=0) 0% (n=0) 

 Learning about how to open 
bank accounts, getting a mobile 
phone contract, connecting 
utilities  

0% (n=0) 37.5% (n=12) 19.7% (n=12) 0% (n=0) 3.1% (n=1) 1.6% (n=1) 
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Beneficial forms of logistical 
self-preparation  
 

South Korea 
(29) 
Undertaken 
pre-departure 

United 
Kingdom (32) 
Undertaken 
pre-departure 

Total (61) 
Undertaken 
pre-departure 

South Korea (29) 
Undertaken post-
arrival 

United Kingdom 
(32) 
Undertaken post-
arrival 

Total (61) 
Undertaken 
post-arrival 

Learning about using the 
transport system 

13.8% (n=4) 18.8% (n=6) 16.4% (n=10) 0% (n=0) 
Exposure in-situ 

6.3% (n=2) 
Exposure in-situ 

3.3% (n=2) 
Exposure in-situ 

Finding suitable schooling for 
accompanying children 

6.9% (n=2) 6.3% (n=2) 6.6% (n=4) 10.3% (n=3) 6.3% (n=2) 8.2% (n=5) 

Engaging specialist relocation 
services to assist in preliminary 
matters 

0% (n=0) % (n=8) 13.1% (n=8) N/A N/A N/A 

Various medical information 
(i.e. what to do in medical 
emergencies and what medical 
clearances are necessary) 

6.9% (n=2) 12.5% (n=4) 9.8% (n=6) 0% (n=0) 3.1% (n=1) 1.6% (n=1) 

Learning about the weather and 
seasons 

3.4% (n=1) 12.5% (n=4) 8.2% (n=5) Exposure in-situ Exposure in-situ Exposure in-situ 

Discussing issues and solutions 
to the difficulties surrounding 
grocery shopping. Sourcing 
outlets to purchase familiar 
grocery items 

3.4% (n=1) 6.3% (n=2) 4.9% (n=3) 0% (n=0) 0% (n=0) 0% (n=0) 

Learning about the legal and 
political systems 

0% (n=0) 0% (n=0) 0% (n=0) 0% (n=0) 9.4% (n=3) 4.9% (n=3) 

 Learning about the Korean 
currency, how much to take, 
where to locate exchange centres 

0% (n=0) 3.1% (n=1) 1.6% (n=1) 0% (n=0) 0% (n=0) 0% (n=0) 
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The most frequently mentioned form of logistical self-preparation undertaken both pre-

departure and upon arrival involved interacting with various sporting and professional 

clubs, groups and associations. While satisfying social interactional desires, such groups 

and associations also provided an avenue for learning logistical information about 

practical matters and lifestyle as well as local cultural knowledge. Almost a quarter 

(23%) of SIEs described the value of establishing and maintaining relationships with 

locals, Australian expatriates and other expatriates via social media groups, blogs and 

websites dedicated to expatriates residing in the respective host country locations. There 

was little variation in the extent to which such preparation was deemed to be beneficial, 

with 27.6% of those in South Korea attesting to its value as compared to 18.8% of those 

in the UK. Elaborating upon the value of personal and professional support received via 

such virtual social media groups, participant 15-SK-F-ED said: 

I became a member of a few expatriate groups online before leaving 
Australia and through that I had made friends with other English teachers 
who I met in person once I got there ... There’s also an education based 
forum that I use for support with my lessons, and finding ideas and 
resources … there were a lot of questions that I wanted answered, and 
things that I hadn’t thought of that came up in this forum. 

Upon arrival in the respective host locations, SIEs supplemented their online interaction 

within these communities by seeking out physical engagement at social, sporting and 

professional events. Such events were often informally organised through the online 

community groups they had joined and involved physical meetings held across various 

localities by individuals with common interests or hobbies. For instance, SIEs recounted 

attending events for individuals interested in cooking, dancing, biking, exploring and 

hiking. Although attendance at these events was an outlet to satisfy personal interests, 

SIEs also expressed the desire to engage with such communities in order to establish 

relationships and networks with locals and expatriates from other countries. Language 

groups were another popular way to satisfy social interaction desires as well as develop 

language competency. While attendance at informal language groups was more 

common for SIEs located in South Korea, individuals in the UK attended other foreign 

language groups such as French, Italian or Spanish.  

Professional industry networking events through the Australian Chamber of Commerce 

or the Australian and New Zealand Association were also described as useful for 

practical and lifestyle related logistical information, network development and as a 
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source of local cultural knowledge. Religious gatherings, in particular, Christian church 

groups, were another popular point of contact for SIEs based in South Korea, even for 

participants who did not have prior religious affiliations.  

Another commonly mentioned form of logistical self-preparation was research into 

variations in work-related tasks, duties and responsibilities of the host country 

compared to what was required in Australia. SIEs also examined remuneration levels 

and made comparisons with Australian equivalents. Furthermore, they investigated 

whether past experiences or qualifications were relevant or well regarded in the host 

country and explored trends in the industry they planned to enter. Importantly, SIEs 

suggested that such preparation was not only valuable during the initial process of 

deciding whether relocating abroad would be a viable option, but also a way of 

becoming better informed about negotiating more favourable employment contracts 

with prospective employers upon arrival in the host country. Similarly, SIEs spoke in 

depth about the importance of managing their expectations about the type of work and 

length of time it would take to obtain suitable employment. Participant 3-UK-F-G 

explained: 

It was helpful was that someone had told me to manage my expectations 
and to not be worried about not finding work for the first three months 
… Having a solid, decent job was difficult to get in the beginning but in 
reality, you’re probably not going to get your dream job in a week. It 
takes a long time and it takes perseverance and persistence.  

There was little apparent variation in the perceived benefit of work-related preparation 

for those in South Korea (24.1%) compared with those in the UK (25%); meaning that 

SIEs in both locations were equally likely to find the process of work-related 

investigation important.  

As part of their logistical self-preparation, SIEs spoke in detail about the importance of 

investigating the size, cost, location and availability of suitable accommodation. 

Notable variations existed between those based in South Korea and those in the UK, 

with only 10.3% of those in South Korea regarding research into accommodation as 

important, compared to 38.2% of those in the UK. A possible explanation for this 

emerges from the large sample size of Australian SIEs relocating to South Korea who 

were provided with accommodation at no expense in close proximity to their work as 

part of their employment contract. Thus there would be less concern amongst the SIEs 
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based in South Korea regarding accommodation and less perceived need for this aspect 

of logistical self-preparation. In contrast, none of the SIEs relocating to the UK were 

provided with accommodation and the process of finding suitable accommodation was 

said to be difficult, expensive and extremely competitive. Associated with this was the 

importance of finding a comfortable long-term living arrangement in close proximity to 

central and urban areas as opposed to regional or geographically distant zones. As 

participant 11-UK-F-P/LT/ED noted: 

A lot of people live an hour or more out of London and I think it’s a 
waste. You have to immerse yourself in it, you need to be in zones 1 to 3, 
outside of that you are not really in proper London. If it costs you more, 
you should have saved up. There is no point coming over here to live in 
the suburbs. 

Researching the costs of living was another aspect of logistical self-preparation 

mentioned regularly by SIEs. SIEs also noted that saving and financial budgeting was 

an important aspect of their preparation. For instance, participant 11-UK-F-P/LT/ED 

described:  

I was really scrimping and saving and I sold everything that I owned to 
fund the trip over here with the intention of being able to live 
comfortably and travel and not have to take a horrific retail or bar job 
just to get by … I was told by friends that were over here that I was 
going to need a huge amount of savings behind me. I am glad that they 
told me that. 

The importance of financially preparing was more commonly noted by those relocating 

to London (34.4%), who were aware of the high costs of living, compared to those in 

South Korea (10.3%) who were not as concerned given the presumption of generally 

lower costs of living compared with Australia. Similarly, given the large number of 

Australian SIEs relocating to South Korea who received accommodation and stipends to 

cover the costs of flights, it was expected that there would be lower concerns regarding 

costs of living due to less financial burden upon this group of SIEs, and, less reason to 

regard this form of preparation as important. The higher comparative earning 

differentials between Australia and South Korea meant that those relocating to South 

Korea with Australian savings perceived greater levels of financial security than those 

relocating to the UK where Australian savings bought less against the British pound, 

resulting in financial pressure.  
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Methods of self-preparation 

As discussed, SIEs made considerable efforts to independently and voluntarily prepare 

culturally and logistically for life and work abroad. Such self-preparation was found to 

be most beneficial when spaced over the periods of pre-departure and post-arrival. The 

methods by which cultural and logistical self-preparation was undertaken included a 

variety of different approaches as presented in Table 4.10.  

The most frequently mentioned forms of pre-departure self-preparation methods were: 

conversing with networks of support people who had lived/were living in the host 

country (72.1%); researching the internet (62.3%); and reading print materials (52.5%). 

SIEs also mentioned attending language classes, utilising audio/visual materials, and 

preliminary visits to the host country, as useful approaches to pre-departure self-

preparation. 

While overall, these were the most frequent modes of pre-departure preparation, distinct 

variations existed between SIEs located in South Korea and those in the UK. In 

particular, those going to South Korea more commonly expressed the value of using the 

internet, print materials, language classes, audio/visual materials and preliminary visits 

for their preparation. Participants who had relocated as an SIE to both countries 

explained that there was considerably more cultural and logistical information available 

on the internet about relocating to the UK than there was for moving to South Korea, 

presumably because of long-standing traditional and historical ties and greater numbers 

of Australians relocating to the UK. Despite the prevalence of preparation content 

available, SIEs in the UK less frequently used the abundant resources. As discussed 

later in this chapter, this finding is likely reflective of the greater perceived need to 

prepare across a larger cultural distance when going to South Korea. 
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Table 4.10 

Beneficial methods of self-preparation  

 
Beneficial methods of self-
preparation  
 

South Korea 
(29) 
Undertaken pre-
departure 

United 
Kingdom (32) 
Undertaken pre-
departure 

Total (61) 
Undertaken pre-
departure 

South Korea 
(29) 
Undertaken 
post-arrival 

United 
Kingdom (32) 
Undertaken 
post-arrival 

Total (61) 
Undertaken 
post-arrival 

METHOD OF SELF-PREPARATION 
Conversing with networks of support 
people who had lived/were living in 
host country 

69% (n=20) 75% (n=24) 72.1% (n=44) 72.4% (n=21) 78.1% (n=25) 72.1% (n=44) 

Researching the internet (websites, 
online blogs and forums)  

79.3% (n=23) 46.9% (n=15) 62.3% (n=38) 55.2% (n=16) 21.9% (n=7) 37.7% (n=23) 

Reading print material (travel books 
and local newspapers, newsletters, 
brochures)  

82.8% (n=24) 25% (n=8) 52.5% (n=32) 75.9% (n=22) 21.9% (n=7) 47.5% (n=29) 

Attending language classes 37.9% (n=11) 0% (n=0) 18% (n=11) 34.5% (n=10) 0% (n=0) 16.4% (n=10) 
Using audio/visual material including 
watching videos, listening to audio 
podcasts, application software (apps) 
on smart devices  

41.4% (n=12) 0% (n=0) 19.7% (n=12) 27.6% (n=8) 0% (n=0) 13.1% (n=8) 

Preliminary ‘look-see’ visit to host 
country 

27.6% (n=8) 25% (n=8) 26.2% (n=16) N/A N/A N/A 
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Almost three-quarters of SIEs (72.1%) noted the value of conversing with networks of 

support people who had lived or were living in the host country. Pivotal information 

sources included: current/former partners; friends; family; colleagues; and university 

lecturers. Such networks of home, host and third-country nationals were said to provide 

both relevant cultural and logistical “first hand, passed down advice” (20-UK&SK-M-

ED) related to their likely experience. Reflecting upon the value of support networks, 

participant 3-UK-F-G explained: 

I hadn’t been to London, but I felt as if I knew what to expect because I 
had people that had already lived here and that had been through what I 
was going to go through, so that they could empathise with me about 
missing family and just settling into life. It was good to know that I 
already had a ready-made support network that I could just slip right into 
… it’s less daunting than just moving to a country where you know no 
one, and you know nothing ... the advice that I received from these 
networks in London was helpful in knowing what to expect and where to 
start. I wasn’t aware that I would have to go to a recruitment agency to 
find work so … that kind of career advice was good. They also gave me 
tips about setting up a bank account and a national insurance number ... 
looking for accommodation … helpful websites. 3-UK-F-G 

Similarly, prior contact with nationals from the host country contributed to an enhanced 

awareness and understanding of the local culture and way of life. For instance, several 

interviewees explained that being the home stay parents of South Korean students in 

Australia had enabled them to learn basic language skills and cultural etiquette which 

had greatly assisted them in working and living in South Korea. Furthermore, they were 

able to draw on these networks for support and advice prior to leaving Australia and 

upon arrival. 

Sixty-two percent of SIEs indicated that resources available on the internet had also 

been beneficial in providing important cultural and logistical information. The internet 

provided a virtual hub in which SIEs were able to form networks of support people via 

social media groups and blogs for expatriates living in the particular location. Cultural 

and logistical information about the host country was sought on the internet by 

browsing through a combination of fora, online magazines, cultural websites, and 

government and travel websites. Interviewees that had accessed these resources 

explained that they had greatly assisted in the preparation and planning phases of 

working in the host country, and provided relevant accounts of their likely experience. 
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Regarding the value of online material in managing expectations and as a space in 

which to establish support networks, participant 9-UK-F-G commented: 

I had been reading expat forums about Australians who had moved over 
to the UK – they would post about their experiences, meet others and get 
advice on problems they were having ... Reading other peoples stories 
gives you some idea of what the worst might be and gives you a chance 
to assess whether you might be able to deal with it or not.  

While many SIEs attested to the value of the internet as a source of cultural and 

logistical information, others held divergent views about its value and merit. For 

instance, several participants mentioned that much of the information available online 

was written from the perspective of a traveller or tourist, and was not necessarily 

beneficial for someone who intended living and working in the country. Others shared 

similar perspectives, explaining that the experience of living and working abroad is 

unique to the individual and that having knowledge about one person’s experience 

might not be a reliable indicator of their own experience given individual variations in 

prior experiences, in motivations for relocating abroad, and in personality traits and 

their home country. Similarly, several individuals also noted that self-reported blog 

content could be quite negative and not constructive for their preparatory efforts. SIEs 

cautioned against focusing their preparation solely on looking at online material because 

it might form negative stereotypes about the host country which were not necessarily 

true or real. For instance, participant 4-SK-F-S, who had significant prior experience 

living overseas, noted: 

I was reading a lot of blogs online although a lot of the information was 
from people from the US. I read a lot of crap on the internet. A lot of 
them were saying that things were really bad and strange and I guess for 
someone first time out of Nebraska it would be a shock. I have lived in 
Israel … Spain … Texas … different parts of Australia, so I know what 
you can normally expect out of a new culture. I was watching YouTube 
videos about all these young American teachers freaking out and going 
through horror stories which also then made me start getting really 
worried that it was going to be really difficult. Out of curiosity I then 
started looking into blogs of places I had lived and that made me realise 
people’s experiences were very different to my own. And then I said, 
okay, I’ve read enough. It’s going to be okay.  

As well as the use of online and virtual information, a popular method of cultural and 

logistical self-preparation was to review various forms of print material, including travel 

guides, phrase books, local newspapers, and newsletters or brochures containing 
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information about the country, culture, history or current affairs. Notable variations 

existed in the reported value of print materials as a method of preparation, with 82.8% 

of participants based in South Korea finding it valuable, compared with 25% of those 

based in the UK. SIEs who had relocated to South Korea explained that they had used 

print materials to learn about Korean history, culture and language. SIEs located in the 

UK more commonly referred to print material resources to ascertain information about 

cultural heritage destinations they wished to visit or to learn more about the history and 

geography of surrounding areas. Other common sources of information were work-

related or industry news and general current affairs. For instance, participant 11-UK-F-

P/LT/ED, who was a journalist, would read the local newspapers with the intention of 

building her knowledge of UK current affairs as well as an avenue of looking for work. 

As with the limitations of online material noted by the divergent responses, the value of 

culturally-related information in print was questioned by several SIEs, who commented 

that much of the content available was written from the perspective of a traveller or 

tourist and thus not particularly relevant for someone who intended to relocate to the 

country to live and work. Participants also commented that the content was often 

skewed towards the experiences of individuals residing in urban and metropolitan areas 

rather than of those in regional areas.  

The methods of pre-departure and post-arrival preparation utilised by the participants 

did not differ markedly. Those who had not undertaken any pre-departure preparation, 

or who had, but were diligent in wanting to develop their cross-cultural competencies, 

continued self-preparing post-arrival. Commonly mentioned forms of post-arrival 

preparation were: conversing with networks of support people who had lived/were 

living in the host country, including other Australians; host country nationals and 

expatriates from other countries (72.1%); reading print materials (47.5%); and, 

researching the internet (37.7%). As with the pre-departure preparation, support 

networks were the most favoured approach; however, a variety of other important 

sources were used, including: reading print materials; researching the internet; attending 

language classes; and, using audio/visual materials. 

Duration of pre-departure self-preparation  

The duration of pre-departure self-preparation varied significantly among interviewees. 

Preliminary pre-departure preparation was largely focused on logistical matters such as 
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investigating the availability of work, the cost of living and airfares, and applying for 

visas. Typically, this basic level of preparation was undertaken over a period of six 

months leading up to expatriation. With regard to cross-cultural self-preparation 

specifically, interviewees indicated undertaking research for several hours per week, 

ranging over a period of several weeks to three months leading up to their departure.  

Several participants with ethnic or cultural ties to the UK also referred to the notion of 

‘lifelong preparation’, describing how they had long held desires to live and work in the 

UK and had mentally and emotionally prepared themselves for doing so for many years. 

Exposure to the British way of life through English literature, films, radio and media 

meant that they already possessed a degree of familiarity with the culture. Other 

participants without ethnic ties to the UK also described a sense of lifelong preparation 

and the presumed familiarity of life in the UK, given similarities of their upbringing in 

Australia.  

As Australians we almost do life-long preparation from the exposure that 
we have to an English way of life ... We might not have done formal 
preparation, we’ve sort of, had life-long preparation for this country so 
coming to the UK wasn’t strange for us. 26-UK-F-ED 

Although lifelong desires to relocate abroad were frequently expressed, for 81% of 

participants the actual logistical effort of planning and preparation specifically for self-

initiated expatriation occurred over one to twelve months. Those who noted periods of 

preparation and planning beyond twelve months (17%) indicated that circumstances 

prior to departure prevented them from expatriating sooner such as: graduating from 

tertiary studies; obtaining long service leave from their employer; and waiting until 

children were of suitable age to accompany them. 

Perceptions of preparedness 

Perceived need for cross-cultural self-preparation 

As discussed, a considerable number of SIEs invested substantial effort in acquiring 

cross-cultural and logistical knowledge by undertaking self-preparation prior to 

departure, upon arrival and in-situ. As presented in Figure 4.1, those who had engaged 

in such preparation were able to identify their needs and source beneficial logistical and 

cultural content using a variety of self-preparation methods. 
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Figure 4.1. Content and method of self-preparation undertaken  
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While all SIEs engaged in several mandatory forms of logistical self-preparation such as 

arranging visas, flights, accommodation and so forth, the method, type and extent of 

cross-cultural self-preparation undertaken varied considerably. In this section the SIEs’ 

perceptions of the need to undertake cross-cultural self-preparation for living and 

working in South Korea or the UK is presented. SIEs were asked to think back to 

whether they regarded cross-cultural self-preparation to be important prior to their 

relocation (pre-departure) and also whether those perceptions had since changed while 

in-situ (post-arrival). A summary of the pre-departure and post-arrival perceptions of the 

need to undertake cross-cultural self-preparation is provided below in Table 4.11.  

Table 4.11 

Pre-departure and post arrival perceptions of the need to undertake cross-cultural 
self-preparation 

Pre-departure and post arrival 
perceptions of the need to 
undertake cross-cultural self-
preparation (CCSP) 

South 
Korea (29) 
 

United 
Kingdom 
(32) 
 

Total (61) 
 

Had perceived a need to 
undertake CCSP pre-departure 
 
• Post-arrival perception that the 

undertaken CCSP was adequate 
 
• Post-arrival perception that the 

undertaken CCSP was 
inadequate 

 
• Post-arrival perception that the 

undertaken CCSP was not 
required 

83% 
(n=24) 

 
21% (n=5) 

 
 

79% 
(n=19) 

 
 

0% (n=0) 

3% (n=1) 
 

 
100% 
(n=1) 

 
0% (n=0) 

 
 
 

0% (n=0) 

41% (n=25) 
 

 
24% (n=6) 

 
 

76% (n=19) 
 
 
 

0% (n=0) 

Had not perceived a need to 
undertake CCSP pre-departure 
 
• Post-arrival perception that they 

should have undertaken CCSP  
 

• Post-arrival perception 
confirmation that they did not 
need to undertake CCSP  
 

17% (n=5) 
 

 
100% 
(n=5) 

 
 

0% (n=0) 

97% 
(n=31) 

 
45% 

(n=14) 
 
 

55% 
(n=17) 

59% (n=36) 
 

 
53% (n=19) 

 
 
 

47% (n=17) 

Had perceived a need to prepare 
or in hindsight perceive that they 
should have prepared 

100% 
(n=29) 

47% 
(n=15) 

72% (n=44) 
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Thinking back to prior to their relocation abroad, 41% of all SIEs noted that they had 

initially perceived a need to prepare culturally for life and work abroad. There was, 

however, marked variation regarding the perceived need to undertake cross-cultural 

self-preparation for SIEs located in South Korea compared to those in the UK. While 

83% of SIEs in South Korea had initially perceived a need to undertake cross-cultural 

self-preparation, only one (3%) individual in the UK had considered it necessary and 

invested considerable time in learning about cultural nuances and historical influences 

of the class system and differences in social and business protocols and norms. He 

explained:  

I was lucky that I did a lot of that various preparation and groundwork 
because it meant that I was more successful in getting contacts and 
networking with people as opposed to Aussies who came over and found 
it difficult to get work and get started because they hadn’t done 
preparation ... I think that the idea of failure influenced the need to 
prepare myself. Not that it’s a bad thing to fail, but it was a bad thing to 
fail if I didn’t put my heart and soul into something. I knew that London 
was a place that would chew you up and spit you out if it had the chance 
to. So I felt like I had to be really cautious and clever ... it’s important to 
do your homework first ... have at least a fair idea as to how it all works 
before getting here. 16-UK-M-ED 

SIEs who had perceived a need to undertake cross-cultural self-preparation spoke in 

great depth regarding the reasons they had felt that preparation for life and work abroad 

would be necessary. While some SIEs engaged in cross-cultural self-preparation out of 

cultural affinity and general curiosity about the country or culture, others perceived that 

being prepared would assist in more rapid and smoother integration into life in the host 

context. Other motives to prepare were a sense of not wanting to appear ignorant or 

naïve, and wanting to avoid cultural and emotional stress. SIEs also felt compelled to 

engage in cultural self-preparation out of fear of experiencing culture shock. SIEs who 

spoke about such fears explained that not preparing might later cause regret about not 

having done enough, should they have to leave the host country prematurely due to 

struggles or challenges associated with their lack of cultural integration. SIEs also 

perceived that being prepared would enable a greater level of cultural understanding 

which would contribute to more meaningful encounters with locals. For these 

individuals, being prepared meant that they wouldn’t jeopardise opportunities and make 

‘cultural faux pas’ in the early stages of their integration by violating socially acceptable 

norms and customs. Associated with this was the impression that possessing cultural 

knowledge and awareness demonstrated to the locals that they were serious about their 
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new life abroad and they were different from travellers or tourists, who often had 

negative impressions and stereotypes attached to them by locals and other expatriates. 

Other comments revolved around the notion that by undertaking preparation they were 

giving the culture the respect it deserved. Participant 7-SK-M-ED explained: 

I prepared myself out of a desire to smoothly fit in and be able to 
understand the conceptual side of society. I wanted to be invisible, to 
seem like I had been there for a long time and that I was part of the 
country … I take these outward expressions of being really culturally 
aware seriously ... I didn’t want to go in as this oblivious person who 
stood out as not knowing anything. I wanted to impress people with how 
much I knew about the culture. Obviously, I couldn’t do that straight-
away, but I could demonstrate that I had taken it seriously enough to 
learn some things. I think people appreciate that, and I knew that it 
would benefit me to do those things, in terms of how I was viewed by 
Korean people. I was right in that respect, I think, I gained a lot of 
people’s interest, and made it easier for myself by doing that preparation.  

While overall 41% of SIEs had perceived a need to prepare themselves culturally for 

life and work abroad, only 24% of those were actually satisfied that their level of self-

preparation was adequate. Seventy-six percent noted that they were dissatisfied with 

their level of preparation and that in hindsight, more substantial cross-cultural self-

preparation was required. SIEs spoke about regretting their lack of self-preparation and 

perceived that it would have contributed towards their intercultural competence and 

ability to live more effectively within the general, work-related and interactional 

contexts of the host country. For some SIEs, lack of or inadequate cross-cultural self-

preparation manifested in feelings of emotional stress and culture shock. For instance, 

participant 21-SK-M-ED reflected: 

The preparation we did was pathetic because we were ignorant and 
didn’t really understand what we were getting ourselves into … when we 
arrived we realised that we weren’t prepared at all and it was actually 
damaging us emotionally because we weren’t adjusting. We had this 
ongoing stress that really should have been resolved. It was like a wound 
that wouldn’t heal ... I even got culture shock in my first month of being 
over there. I was cold and miserable, I couldn’t get the food that I 
wanted, no one could understand me. I remember thinking ‘this sucks, I 
want to go home’. That stressful experience could have been avoided had 
we prepared … it would have dramatically reduced our emotional and 
cross-cultural stress.  
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Similarly, reflecting upon the inadequacy of the preparation undertaken by himself and 

his accompanying spouse, and the perceived value it would have provided had they 

invested time preparing culturally, participant 22-SK-M-ED explained: 

I was a little naïve … I didn’t think I would really benefit from cross-
cultural investigation. Now that I’m over here, I definitely wish I did 
more research ... I should have read more about just the finer points of 
their culture. It is completely different to Western mentality ... it just 
makes you scratch your head and wonder how anyone can think so 
differently ... My lack of preparation has taught me that I never want to 
be this unprepared again. I had a friend that came over not too long ago 
to be a teacher here and she did a lot of research. She’s been here for two 
weeks now and she’s loving it. I shot myself in the foot by not doing as 
much research as I could.  

Another important feature which Table 4.11 illustrates is that overall 59% of SIEs had, 

prior to relocation, not perceived a need to undertake cross-cultural self-preparation. Yet 

of these, 53% reflected upon their subsequent time abroad and highlighted the 

inadequacy of their preparation and described the value that such preparation would 

have given them. These findings show that 100% of SIEs in South Korea and 47% of 

those in the UK perceive that self-preparation is required to enable them to acquire 

cross-cultural and logistical knowledge of how to interact effectively in the general, 

work-related and interactional contexts of the host country. Thus, overall 72% of all 

participants who had either initially (pre-departure) or in hindsight (post-arrival) 

perceived a need to prepare culturally would have undertaken more cross-cultural self-

preparation prior to relocating if they had the opportunity to do so again. SIEs who had 

undertaken cross-cultural self-preparation explained that it was valuable for their 

intercultural competence and ability to interact more effectively with locals of the host 

country, and had important implications for the organisations which employed them. 

Interviewees indicated that organisations which engaged SIEs inevitably benefited from 

recruiting and selecting individuals who had undertaken self-preparation due to the 

knowledge, skills and attributes they brought to the organisation.  

Impact of characteristics on the perceived need for cross-cultural self-

preparation 

While SIEs generally acknowledged that cross-cultural self-preparation for life and 

work abroad was required, a variety of personal attributes and external characteristics 

were noted as influencing the extent to which self-preparation was deemed valuable and 
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necessary. As shown in Table 4.12, these influences included: prior work/non-work 

experiences in host/or other countries; prior cultural knowledge/familiarity and 

perceived cultural distance/(dis)similarity; organisationally provided CCT or support; 

pivotal interactions in Australia with people from different cultures generally; 

personality, attitudes and behaviours; belief that preparation would be more beneficial 

upon arrival; motivations for relocating abroad and intended length of stay; prior 

exposure to the host culture obtained through media and academic studies; and 

availability of networks with locals or other expatriates. A lack of time or available 

resources and regional differences often inhibited the ability of SIEs to undertake 

preparation. Each of these influences is discussed in more detail below. 
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Table 4.12 

Attributes and characteristics which influenced the perceived need for cross-cultural self-
preparation  

 South Korea (29) 
 

United Kingdom 
(32) 

Total (61) 
 

Prior international experience (living, 
travelling, working or studying) 
 in other countries  
 in host country 

 
 

75.9% (n=22) 
52% (n=15) 

 
 

81.3% (n=26) 
43.8% (n=14) 

 
 

80.3% (n=48) 
47.5% (n=29) 

Degree of cultural familiarity between 
Australia and host country (ethnicity, 
cultural dis/similarities, commonalities in 
cultural/historical references) 

27.6% (n=8) 93.8% (n=30) 62.3% (n=38) 

Organisationally provided CCT and 
support 

89.7% (n=26) 15.6% (n=5) 50.8% (n=31) 

Pivotal interactions in Australia with 
people from different cultures  

62.1% (n=18) 25% (n=8) 42.6% (n=26) 

One’s own personality, attitude, and 
behaviour 

34.5% (n=10) 34.4% (n=11) 34.4% (n=21) 

Belief that it would be more beneficial to 
prepare on arrival 

31% (n=9) 40.6% (n=13) 34.4% (n=21) 

Motivation for relocating abroad 27.6% (n=8) 25% (n=8) 26.2% (n=16) 
Exposure to host location cultural 
references through media (TV, radio, 
news, books, movies) 

0% (n=0) 43.8% (n=14) 23% (n=14) 

Experience of learning about the culture 
during prior academic studies  

27.6% (n=8) 9.4% (n=3) 18% (n=11) 

Intended length of stay 13.8% (n=4) 15.6% (n=5) 14.8% (n=9) 
Availability of networks  
 with other Australians 
 with local nationals 
 with expatriates from other countries 

 
3.4% (n=1) 

27.6% (n=8) 
0% (n=0) 

 
37.5% (n=12) 

9.4% (n=3) 
0% (n=0) 

 
21.3% (n=13) 
18% (n=11) 

0% (n=0) 
Lack of suitable cross-cultural self-
preparation resources for location 

41.4% (n=12) 15.6% (n=5) 27.9% (n=17) 

Lack of time prior to departure 27.6% (n=8) 15.6% (n=5) 21.3% (n=13) 
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Prior international experience in other countries 

Research sub-question two, explored in this section, examines:  

How does prior international work and non-work experience (in childhood and 

adulthood) impact on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK?  

Overall, 80.3% of all SIEs interviewed specified that their perceived need to undertake 

cross-cultural self-preparation for life and work in their respective host country 

locations was influenced by their prior international experiences in other countries. 

Those who had prior international exposure through living, travelling, studying or 

working abroad felt that such experiences enabled them to generate strategies to adapt 

to new cultural situations. SIEs also detailed that prior international exposure to other 

countries had equipped them with valuable personal, professional and cultural skills 

including: adaptability; flexibility; global perspective; independence; resilience; dealing 

with isolation; managing expectations; budgeting; dealing with homesickness; and, 

awareness of the importance of social connections; and communities of support. SIEs 

also reported that prior international experiences had validated their self-confidence in 

succeeding in establishing a life abroad. Consequently, the scope and value of such 

prior experiences was regarded as being influential in the extent to which further cross-

cultural self-preparation was required for their current expatriation.  

Significantly, the value of prior international experience was noted by SIEs as being 

influenced by the degree of cultural dis/similarity between their prior international 

exposure and that of their current experience. SIEs in South Korea who had prior 

international experience in a culturally similar country, such as Japan or China, 

explained that earlier exposure to ‘Confucian cultural commonalities’ had greatly 

assisted them for life and work in South Korea. Moreover, SIEs who had previously 

relocated from Australia to what they described as being culturally dissimilar 

countries/regions such as South Africa or India had felt that their diverse prior 

experiences had adequately prepared them for life abroad and therefore undertaking 

cross-cultural self-preparation was not required. Similarly, SIEs in the UK who had 

previously travelled or lived abroad in culturally dissimilar regions of the world 

discussed how those prior experiences had equipped them with skills and coping 
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mechanisms which were useful in the UK. Consequently, they perceived even less of a 

need to prepare for life in a region that they presumed to be culturally similar to 

Australia. This is evidenced by a couple who had relocated to the UK and had 

previously worked together in Samoa for a period of time — a culture which they had 

perceived to be very different: 

Before going to Samoa I had prepared myself because I just didn’t know 
what to expect from the culture. Working in a completely different 
cultural environment definitely was helpful [to my time in London]. In 
that context I was the minority and that was a perfect experience [to 
prepare me for life in the UK]. Because I had just come from a country 
where there was a massive culture shock, it was just like, ‘oh, it’s going 
to be easy’ and so I didn’t really do any cultural preparation for the UK. 
4-UK-M-LT/R/HP 

Similarly, in a separate interview with the partner of this SIE, participant 3-UK-F-G 

who had also been working in Samoa explained: 

The experience in Samoa taught me about being away from friends and 
family and how to overcome those issues of being homesick in a new 
environment with new challenges. I definitely looked up things for living 
in Samoa as it’s a very different culture ... Coming to the UK I didn’t 
think their culture was so different from ours that I had to put time and 
effort into researching that. I didn’t feel like there were going to be major 
cultural things to watch out for – I felt like I might need to tweak a thing 
here and there but that it wasn’t going to be lifestyle-changing cultural 
differences.  

Although some SIEs reported that prior international experiences in other countries had 

resulted in less perceived need to prepare culturally for their current experience, there 

were divergent views. For instance, several SIEs spoke about cultural and interactional 

difficulties they had encountered in former experiences of living abroad and said that 

these experiences encouraged them to engage more actively in cross-cultural self-

preparation for their subsequent relocations.  

Other divergent views were expressed; in particular, several interviewees argued that 

prior experience in countries culturally similar to Australia such as New Zealand or the 

United States were not beneficial in preparation for life in South Korea given a lack of 

cultural commonalities and transferable learning. These SIEs commented that they 

lacked the opportunity to develop intercultural skills which would be transferable to 

other global experiences. Consequently, the scope and value of such experiences was 
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only said to be applicable to an experience in another culturally similar context. In 

contrast, other interviewees argued that the experience of living in other cultures, 

despite their similarity or dissimilarity to Australia or the new host context, was 

valuable for learning about, and adjusting to foreign cultures in general.  

Prior experiences in the host country 

Also relating to research sub-question two, another key theme which emerged was that 

prior living, travelling, studying or working in the particular host country location was 

beneficial to their current experience. As with those who had noted the value of prior 

international experience generally, exposure to the host country specifically was said to 

be an important influence on their perceived need to undertake self-preparation. There 

was little discernible variation between the value of such prior experience for those that 

went to South Korea (43.8%) and those who had relocated to the UK (52%). SIEs 

explained that familiarity with the cultural practices and logistical requirements of day-

to-day life made them feel more comfortable and confident in their ability to return to 

the respective host location. Indicative of the value of his former experiences in South 

Korea, participant 26-SK-M-EN/CR/ED remarked: 

I’d already been here three or four times as a student so coming back as 
an expat with rich and intense experiences put me years ahead of the 
average person moving over by themselves ... I felt that I didn’t need that 
preparation when I came back … I’d already developed a circle of 
friends that I could kind of just slip straight into … I’m accustomed to 
what happens in Korea and I don’t find myself banging my head against 
the wall like a lot of expats that have only been here for a small period of 
time experience.  

Similarly, regarding the challenge of her initial experience in South Korea and the value 

of subsequent experiences, 12-SK-F-ED commented: 

For the first four years, I think I went through that classic culture shock 
where little things would really get on my nerves a lot, and by the fourth 
year I was really ready to kill someone if I didn’t leave. I found that 
coming back to Korea the second time, something shifted. All those little 
things that annoyed me just kind of slid off. I don’t even bother about 
them anymore ... Also the process of having learnt the language had time 
to sink in and it was easier. I guess coming back now I do feel like part 
of me has become more Korean ... I’m not completely Australian 
anymore … there’s part of me that’s fundamentally changed, and I have 
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become somewhat Korean, in my thinking, my attitudes ... I do feel this 
is my second home.  

SIEs located in the UK shared a similar perspective regarding the influence of prior 

experience in the UK upon their perceived need to prepare, explaining that their pre-

existing familiarity with the culture based on Australian and British cultural 

commonalities was already an influencing factor, and having previously spent time in 

the UK was also an important characteristic in their perception that cultural self-

preparation was not necessary. 

Degree of cultural familiarity 

Research sub-question five, explored in this section, examines: 

How does cultural familiarity and host country language ability impact on Australian 

SIEs’ perceptions of the need for self-preparation for living and working in South Korea 

or the UK?  

SIEs perceived that the need to undertake cross-cultural self-preparation was influenced 

by the degree of cultural familiarity between the host locations relative to Australia. 

While overall 62.3% of all SIEs held this perception, striking variations existed between 

SIEs in the UK and South Korea, given cultural commonalities in the former and 

marked cultural distinctions for the later.  

As discussed earlier in this chapter, SIEs based in the UK spoke in detail about 

commonalities in cultural traits between the UK and Australia. Overwhelmingly, 93.8% 

of those who had relocated to the UK described that growing up in Australia had given 

them a degree of cultural familiarity with British customs and social practices. When 

asked whether they perceived a need to prepare culturally for life and work in the UK, a 

common theme was that cross-cultural self-preparation for the UK seemed to have little 

significance. For example, participant 14-UK-D-P/H/E 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 so many Aussies do that.  
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Contributing factors which had led to their perceived cultural knowledge included: 

exposure through Australian-British cultural commonalities such as shared language 

and modern history; 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 the 

perceived politeness and reserve of British nationals, explained that they had perceived 

that such dissimilarities could be accepted and that appropriate adjustments to their 

behaviour and conduct could easily be made upon arrival. For example, interviewee 11-

UK- F-P/LT/ED described the relevance of his exposure to British culture to his 

subsequent experience of living in the UK. 

I have a distant family background from England so I have grown up 
thinking that England is the motherland. Having that cultural sensitivity 
and familiarity made me feel a connection to England. Also, being part 
of the commonwealth we learn so much of their history. And in my job I 
have been well educated in the links between Australia and England … I 
felt that the move to London was going to be so easy that really I feel 
like I could have done zero preparation and still ended up with the same 
sort of experience — granted it might have taken a little bit longer … 
everything in my Anglo Aussie upbringing is so similar I have it easy.  

Given the perceived degree of cultural familiarity, SIEs based in the UK less commonly 

sought to undertake cross-cultural self-preparation. Instead of undertaking cross-cultural 

self-preparation, interviewees spoke in greater detail about the extent of their logistical 

self-preparation such as finding work, seeking suitable accommodation, navigating the 

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

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

In contrast to the experiences of SIEs in the UK, a quarter of all Australian SIEs in 

South Korea described a heightened need to engage in cultural self-preparation given 

lack of cultural familiarity. Participant 27-SK&UK-F-ED/EN, who had lived and 

worked in both the UK and South Korea, described her contrasting perceptions of the 

need to prepare for the culturally similar versus culturally dissimilar host contexts: 

English and Australian people have already got a decent idea about the 
culture and monarchy and so living in London was very familiar. 
Everything was just like being home. So for me there was no preparation 
whatsoever when I went to the UK ... I don’t think it’s as necessary. For 
Korea, initially I didn’t perceive a need to prepare but now absolutely … 
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I wish I had known more about shamanism, and cultural differences. 
Coming in as a Catholic without Asian background knowledge I was on 
the outskirts. It was all gibberish in the beginning ... I really needed to 
have a perspective on the people, religion and political issues. I think if 
you’re in any country it’s your obligation to know and partake in cultural 
ceremonies … learn some of their language and honorifics.  

SIEs located in South Korea explained that having limited exposure to cultural customs 

and practices meant they had very little knowledge and few stereotypes and 

assumptions about South Korean culture to draw upon. Thus, the majority of SIEs in 

South Korea made efforts to prepare themselves culturally by using diverse modes 

(discussed previously) to learn the language and history and gather information on 

varying cultural nuances and social protocols. When asked about their perceptions of 

cross-cultural preparedness, those that had self-prepared felt more comfortable with 

their initial experience of life and work in South Korea than those who had not 

prepared. Those that had not prepared 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. As explained earlier in this chapter, 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’.  

Organisationally-provided cross-cultural training and support 

Research sub-question one, explored in this section, examines:  

How does a lack of organisationally-provided support impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in the UK or South 

Korea?  

The findings of this research reflect varying perceptions of preparedness for working 

and living in South Korea and the UK based on the views of those who had received 

organisational pre-departure or in-situ cross-cultural training and support, and those 

who had not. Although the criterion for self-initiated status generally precludes the 

involvement of support offered by an organisation located in the home country, some 
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SIEs obtained employment prior to relocating to the host country. It has been argued 

that in such cases, an employer may have the potential to fully or partially support the 

individual; yet receipt of such support does not invalidate self-initiated status, given that 

the employment was acquired through the initiative of the individuals, rather than by 

that of a home country organisation. As indicated in Table 4.12, 50.5% of SIEs noted 

that the extent to which they received CCT and support was influential in perceptions of 

the need to undertake cultural and logistical self-preparation. As might be expected, 

those who were satisfied with the level of organisational CCT and support received had 

not perceived as great a need to undertake logistical and cultural self-preparation as 

those who lacked such organisational support. As presented in Table 4.13, the findings 

can be classified into four distinct groups: those who received support and were 

satisfied; those who received support and were dissatisfied; those who had not received 

support, yet perceived that it would have been beneficial; and finally, those who did not 

receive any support, yet did not perceive such support to be required.  

 
Table 4.13 

Perceptions of organisationally-provided support and training 

 
Perceptions of organisationally provided support 
and training 

South 
Korea (29) 

United 
Kingdom 
(32) 

Total (61) 

Support received and satisfied with level 
i.e. ‘I received an adequate level of 
organisationally provided support and it was 
enough’ 
 

 
17.2% 
(n=5) 

 
3.1% (n=1) 

 
9.8% (n=6) 

Support received however dissatisfied with level 
i.e. ‘I did not receive an adequate level of 
organisationally provided support – I needed more’  
 

 
41.4% 
(n=12) 

 
3.1% (n=1) 

 
21.3% 
(n=13) 

No support received however it would have been 
beneficial i.e. ‘I didn’t receive any organisationally 
provided support – I needed more’  
 

 
37.9% 
(n=11) 

 
12.5% (n=4) 

 
24.6% 
(n=15) 

No support received. However it is not required  
i.e. ‘I didn’t receive any organisationally provided 
support but I don’t think it was required’ 

 
0%  

(n=0) 

 
81.3% 
(n=26)  

 
42.6% 
(n=26) 

 
Note. One response from SIE based in South Korea excluded due to nil applicability 
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Very few organisations in this study provided pre-departure and post-arrival (on-arrival 

and in-situ) support for SIEs as detailed in Table 4.14. What was provided, tended to 

focus upon logistical matters such as organising accommodation, flights, and 

organisational briefings. Whereas organisations have the capacity to provide CCT for 

OAEs both pre-departure and post-arrival, SIEs tend to miss out on organisational 

support prior to their departure because they often do not obtain employment until after 

they have arrived into the host country. Given the self-initiated nature of the SIEs, it 

might be expected that few organisations would provide any pre-departure support for 

SIEs, yet the sample in this current research comprised both individuals who were 

recruited in-situ (63.9%) and those recruited prior to departing Australia (36.1%). 

Therefore, provision of pre-departure preparation was possible for the later group who 

comprised more than a third of participants in this study. 
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While it may seem plausible that SIEs would receive CCT in-situ once employment is 

secured, the findings of this study reveal that this was not the case for the group 

examined. Interviewees perceived that CCT was not provided because of a lack of 

established support or lack of organisational perception of its necessity. SIEs which had 

secured employment within the UK and South Korea were often engaged on local 

contracts and thus were not considered by their employer as expatriates, and thus lacked 

access to any expatriate training programs. Those who had received some degree of 

 
Table 4.14 

Organisationally-provided CCT and support 

Organisationally-provided CCT and support South 
Korea 
(29) 

United 
Kingdom 
(32) 

Total (61) 

Pre-departure 
Organised accommodation  55.2% 

(n=16) 
0% 

(n=0) 
26.2%  
(n=16) 

General recruiter assistance 20.7% 
(n=6) 

18.8% 
(n=6) 

19.7% 
(n=12) 

Organised a contact person/former expatriate 34.5% 
(n=10) 

3.1% 
(n=1) 

18% 
(n=11) 

Organised flights  37.9% 
(n=11) 

0% 
(n=0) 

18% 
(n=11) 

Provision of organisational information packs 31% 
(n=9) 

0% 
(n=0) 

14.8% 
(n=9) 

Contributions toward relocation expenses 13.8% 
(n=4) 

9.4% 
(n=3) 

11.5% 
(n=7) 

Provision of pre-departure cultural 
briefing/orientation 

10.3% 
(n=3) 

0% 
(n=0) 

5% 
(n=3) 

On-arrival/in-situ 
Buddied with local mentor or support person  48.3% 

(n=14) 
6.3% 
(n=2) 

26.2%  
(n=16) 

Put in contact with former expatriates 27.6% 
(n=8) 

3.1% 
(n=1) 

14.8% 
(n=9) 

On-arrival orientation 27.6% 
(n=8) 

3.1% 
(n=1) 

14.8% 
(n=9) 

Organised a contact person to meet upon 
arrival 

27.6% 
(n=8) 

3.1% 
(n=1) 

14.8% 
(n=9) 

Provided with language classes or translation 
services 

20.7% 
(n=6) 

0% 
(n=0) 

9.8% 
(n=6) 

Invitations to attend social functions 13.8% 
(n=4) 

6.3% 
(n=2) 

9.8% 
(n=6) 

On-arrival information packs 10.3% 
(n=3) 

0% 
(n=0) 

5% 
(n=3) 

Spousal support 3.5% 
(n=1) 

0% 
(n=0) 

1.6% 
(n=1) 
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training by their employer had indicated that the level of support was not specialised for 

foreign staff, but rather introductory in nature, comprising orientations and ‘meet and 

greets’, as would generally be afforded to any new staff. Moreover, SIEs in both South 

Korea and the UK tended to be employed by smaller local organisations rather than 

larger MNOs. SIEs in this study suggested that even if they had requested CCT, smaller 

organisations were presumed to be less well equipped than their larger MNO 

counterparts to have in place the required support. Interviewees who had received 

training indicated that it was too short in length, facilitated too close to the time of 

departure (ranging from one day to two weeks prior to the posting) and the issues 

covered were not always practically useful. A number of the interviewees indicated that 

there were pertinent issues, such as the location of where they would be working and 

where they would be accommodated, that were not covered during the training. Another 

issue that emerged, particularly among those located in South Korea, was the apparent 

disconnect between what was learned at the pre-departure session and the actual 

experience of working and living in the host location. A number of interviewees noted 

that the pre-departure session did not cover important and specific cultural awareness 

issues that would have improved their intercultural effectiveness in both work and non-

work contexts. Participant 8-SK-F-ED who had received delayed CCT several months 

after her arrival remarked:  

The orientation came late and by then I felt like I could manage Korea 
without much trouble. Absolutely superficial crap was covered. Things like 
different eating practices, not picking or blowing your nose in public, being 
careful of hand gestures - they’re very important with the initial stages of 
adapting to Korea. For me insight into the more ingrained things would have 
been more interesting. Things like that we might have trouble with like 
political and gender equality issues. As a women coming from an 
egalitarian, democratic society to one where I was the youngest person in my 
workplace, and I was also female essentially equated to not having a voice or 
a say. 

A number of interviewees also expressed the need for more information about South 

Korean history and culture, because of the advantages it could provide in different 

business and social contexts. Several interviewees stated that their experience of living 

and working in South Korea would have been enhanced if they had a better 

understanding of the cultural nuances. 
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One of the key findings of this research is that in lieu of receiving adequate formal 

training or assistance by their organisations, individuals were able to identify their own 

needs and source beneficial information through self-preparation. Importantly, those 

who had undergone formal pre-departure training perceived that their cross-cultural 

self-preparation was more beneficial and contributed more strongly towards their 

perceptions of preparedness for working and living abroad. 

Pivotal interactions with individuals from different cultures  

Research sub-question four, explored in this section, examines:  

How do relationships/networks with host country nationals or other expatriates impact 

on Australian SIEs’ perceptions of the need for self-preparation for living and working 

in South Korea or the UK?  

Experiences in Australia of working, studying or interacting with individuals from 

different cultures generally were said to be pivotal in providing an enhanced awareness 

of cultural differences. Over 42% of SIEs attested to the merit of these prior experiences 

in Australia with people from various cultures. Those relocating to the UK explained 

how they had not perceived a need to prepare, given cultural similarities which they had 

been exposed to through friendships and networks with British people residing in 

Australia. For instance, participant 17-UK-F-HL explained: 

I had worked with a lot of people from the UK previously [in Australia] ... so 
I figured that our cultures were pretty similar and so I didn’t really think that 
I needed to prepare culturally. I thought that me coming over wasn’t going to 
be that much of a difference. 

Similarly, several SIEs who had relocated to South Korea from urban areas in Australia 

such as Sydney, Brisbane and Melbourne recalled a range of experiences of growing up 

in communities where they had exposure to South Korean nationals. Knowing South 

Koreans during childhood, tertiary education and in their working lives meant that they 

had some cultural familiarity. Participant 9-SK-M-ED noted: “I was pretty lucky 

because I knew a lot of Koreans during childhood from the area that I grew up in 

Australia”. This prior exposure was reported to influence their level of knowledge and 

lessen their perceived need to prepare. In contrast, SIEs without such experiences, 

typically from regional areas, often described how a lack of exposure to the South 
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Korean culture made them feel there was significant preparation that had to be 

undertaken.  

Personality, attitudes and behaviours 

Research sub-question three, explored in this section, examines:  

How does personality and attitude impact on Australian SIEs’ perceptions of the need 

for self-preparation for living and working in South Korea or the UK?  

Commonly mentioned rationales for preparation included aspects such as the point 

noted by one interviewee: 

My personality is probably the main reason. I don't like not knowing. So 
even if I know a little bit, I think that makes me feel a bit better. 1-SK-F-
ED 

Similarly:  

I have always been quite an organised person, and I don’t really like 
leaving things to the last minute unless it can’t be helped. So I felt that I 
needed to prepare as much as I could for my time in Korea. What else? 
Yeah, just being open-minded and wanting to explore another culture. 
15- SK-F- ED 

In contrast to those whose personality or attitude was conducive to undertaking cross-

cultural self-preparation, others explained that they did not perceive a need to prepare 

because of characteristics such as being ‘laid back and careless’, ‘impulsive in my early 

days’, ‘an adventurous person’ and ‘jump in the deep-end kind of guy’. Notably, 

participant 1-UK-F-EF reflected: 

I think there's an element of being slightly cavalier to my personality that 
might have resulted in the lack of preparation … the very Australian 
thought of going abroad with this mentality of ‘she’ll be right and we'll 
figure out when we get there’.  

Commonly mentioned explanations for why self-preparation was not perceived as being 

valuable or necessary were traits of ‘arrogance’ and ‘naivety’. Other interviewees 

explained the importance of making adjustments in their attitudes. Although not 

specifically related to how attitudes influenced the level of self-preparation undertaken, 
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SIEs were conscious of the need to be more culturally tolerant and reported being able 

to adapt more easily when they did so. Several interviewees stated the need to become 

more open-minded to unfamiliar and uncomfortable situations.  

Belief that it would be more beneficial to prepare upon arrival 

Another characteristic said to negatively influence perceptions of whether it was 

necessary to undertake pre-departure cross-cultural self-preparation was a presumption 

that it would be more advantageous to learn about the host culture upon arrival rather 

than prior to departure. Related to this, a common view shared by SIEs across both host 

country contexts was the mindset of ‘learning as you go’. Those who believed it would 

be more beneficial to prepare upon arrival chose either to forgo pre-departure cross-

cultural self-preparation preparation altogether, or to limit the extent and rigour of 

preparation, opting to undertake more substantial cross-cultural self-preparation upon 

arrival in the host location. There was little marked variation between those in the UK 

and South Korea in regard to this belief. SIEs relocating to the UK who presumed 

cultural familiarities opted to focus on cross-cultural self-preparation on arrival if 

necessary. For SIEs in South Korea, learning the local language pre-departure was said 

to be a daunting prospect without a context or network to support such learning. 

Gaining an appreciation and understanding of the South Korean culture was presumed 

to be more effective once within the local culture. Participant 19-SK-M-G commented: 

A basic level of preparation to get a base understanding is important but 
a lot of that cultural, social and language preparation is much more 
effective when you are on the ground. It’s difficult to take in that kind of 
training and really understand it when you don’t have a context in which 
to understand it ... I think my preparations weren’t the best but there’s so 
much that you could never prepare for and I think that’s part of the 
beauty of the experience. 

While presumptions about being able to prepare more effectively upon arrival were 

prevalent, SIEs acknowledged that there would have been merit in undertaking 

preparation prior to arrival, particularly given the extent of cultural distance and 

associated difficulties which they encountered. In contrast, for SIEs in the UK, the 

cultural commonalities and preconceived familiarity enabled Australian SIEs to 

integrate into what was viewed as a familiar society without considerable preparation 

before arrival. 
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SIEs also discussed the danger of preparing culturally in advance of arrival because of 

negative pre-conceived ideas which might have formed as a result of doing so. For 

instance, 23-SK-M-ED remarked:  

Some of these things you have just got to let happen and unfold on you. 
If you have pre-conceived ideas and if your experience doesn’t match 
then you’re going to be a bit disappointed and have all sorts of weird 
thoughts, self-doubt and misgivings that your experience is abnormal and 
that you’ve been bullshitted to. If you come with a blank slate, you’d 
have nothing to measure up against.  

Despite the perceptions that pre-departure preparation was not necessary, a considerable 

proportion of SIEs in South Korea experienced an array of cultural and logistical 

challenges upon arrival. Furthermore, reflecting on their experiences abroad, 72% of all 

participants who had either initially (pre-departure) or in hindsight (post-arrival) 

perceived a need to prepare culturally would have undertaken more cross-cultural self-

preparation prior to relocating if they had the opportunity to do so again. 

Motivation for relocating abroad 

Sub-question six and seven, explored in this section, both examine how motivation to 

expatriate impacts on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK. As discussed earlier in this chapter, SIEs 

felt motivated to relocate aboard 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 reveal that for 26.2% of SIEs, the desire to fulfil a particular 

motive was influential in their perceived need to undertake cross-cultural self-

preparation. Those motivated to expatriate for career development reasons more often 

perceived the merit of more extensive levels of cross-cultural self-preparation than those 

that were motivated to expatriate out of a desire for travel, challenge, and adventure. 

Those who had gone abroad out of a sense of adventure, challenge, or in pursuit of a 

different lifestyle were less likely to perceive the need for and subsequently engage in 

cultural self-preparation. Participant 4-UK-M-LT/R/HP explained: 

My view has always been a temporary travel-based view for London. It 
was never planned to be a career move. I am here to enjoy myself and 
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travel so I haven't tried as hard as someone looking at a serious career in 
London ... the preparation is different when you have a different agenda. 
It’s the same as going to a job and knowing that it is going to be a 
stepping stone as opposed to being a job that I want for the next 5 years – 
you are going to take on those roles differently ... When I went to Samoa 
my primary goal there was [career-driven], that was my agenda, so I 
prepared myself for the culture. Whereas in London I have prepared 
myself to travel, I have got my passport ready, I have looked up 
countries to go and visit, what festivals were around here. 

In this case, the ‘agenda’ for relocating abroad influenced the extent to which cross-

cultural self-preparation was deemed valuable or necessary. Aspects such as the 

intended length of stay also influenced the perceived need to prepare. SIEs who did not 

view their expatriation as a long term plan indicated that it had influenced their 

perceptions of the extent to which preparation was necessary and their experience 

subsequent to arriving in the host location. Participant 31-UK-F-ED explained: 

Knowing that it was going to be just a three-year stint impacted on the 
way that I prepared. I think I would have been more anxious and maybe 
things would have been different if I thought I was packing up for good 
… I think that knowing we had a fixed date meant that I approached it 
differently.  

While acknowledging the influence of motivation upon the perceived need to prepare, 

participant 19-UK-F-HL also shared the sentiment of others who were drawn to the UK 

out of a desire to travel and have novel experiences: 

I think that the amount of preparation that someone does is influenced by 
their reason for going there. I think why you go would affect how you 
prepare. Maybe I didn’t do anything because I wanted to just experience 
things, so I guess my thinking was that by not doing anything I would 
have more opportunity to experience things. However, someone that 
would go there to study, or improve their education, or go there for the 
career experience, you would do that preparation before you go.  

Despite not undertaking significant pre-departure cross-cultural self-preparation, 

individuals motivated by a sense of adventure, challenge, or pursuit of a different 

lifestyle made efforts upon arrival to integrate with the culture by engaging with and 

developing friendships and networks with host country nationals, although this was 

largely focused on personal goals of meeting new people and forming friendships rather 

than career-focused goals of developing professional networks.  
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Those who had relocated abroad for cultural affinity or career-related incentives 

identified a more pronounced need to prepare themselves logistically and culturally in 

order to integrate and gain employment immediately upon arrival into the new country. 

Representative of SIEs that had acknowledged the importance of cultural self-

preparation for establishing meaningful careers, participant 29-UK- M-IT commented:  

When you immerse yourself in the UK beyond just the surface level stuff 
of being a traveller, and you start living with families, and meeting 
people, and going to work events that’s where cultural preparation tends 
to take any meaning. For instance, the preparation that you might do if 
you were simply coming here on a travel or a holiday visa is very 
different to if you’re intending on making a life and working a decent job 
over here. So in that situation, things like investing in your presentation 
and manners in interacting with people become more important ... being 
respectable and on your best behaviour, politeness and dining etiquette 
and physical presentation are certainly done differently.  

Individuals who desired to establish a meaningful career, particularly those in South 

Korea, responded to a heightened need for preparation both pre-departure and on arrival 

by conducting culturally-related web research and engaging with home country 

nationals and expatriates from other countries via a combination of previously 

established networks clubs, groups, and associations. 

Also related to the influence of motivation upon 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 relocated to South Korea for financial 

reasons rather than to immerse themselves in the culture would struggle and distance 

themselves from the local nationals. For instance, participant 6-SK-M-ED reflected on 

his observations of other SIEs who he felt had relocated to South Korea for financial 

reasons: 

I see these people graduating from university with no jobs to go to [in 
their home country] so a lot of them decide to go to Korea to get work in 
order to pay back their student loans. I have noticed that they are not 
necessarily enjoying their time here, and are not really adapting well. I 
think that being somewhere purely for financial gain takes away from the 
experience. In my case what helped me adapt was that I going over there 
for an experience ... for a general interest in living abroad and 
experiencing a new culture. 
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These findings suggest that the desire to fulfil a certain motive has the potential to 

influence the level of cross-cultural self-preparation undertaken by SIEs. Those 

motivated to expatriate for career development perceived the merit of more extensive 

levels of preparation than those that were motivated to expatriate out of a desire for 

travel, challenge, and adventure.  

Prior exposure to culture obtained through media and prior academic studies 

Another characteristic which was said to be influential in the extent of cross-cultural 

self-preparation undertaken by SIEs was familiarity with the culture through knowledge 

acquired in secondary and tertiary education. SIEs explained that exposure to the host 

country culture through media also established a sense of familiarity and ‘life-long 

preparation’. Knowledge obtained through media comprised exposure to pop culture 

and historical references and current affairs via avenues such as television, radio, news, 

literary references and movies. For those in the UK, access to British media content was 

prevalent in Australia and many said they knew what to expect in the UK from this 

exposure. For instance, participant 10-UK-M-EF/G commented: 

I knew a little about what to expect in terms of things like English 
customs, expressions, mannerisms from having been exposed to British 
TV and novels. I had a sense that going to London was going to be 
familiar not because I had been there but because I felt like I instinctively 
knew about London through having consumed the media surrounding it. 
I guess it would kind of be like going to New York, and instinctively 
knowing it because you had seen it in a million movies.  

While exposure to British media was valuable for SIEs who had relocated to the UK, 

none of the SIEs in South Korea perceived that their level of preparation was influenced 

by prior exposure to such content, given limited exposure to South Korean media. 

Regarding the influence of academic studies, SIEs generally explained that the Korean 

language was not generally taught within the Australian education system. Only a few 

SIEs had actually learnt about the South Korean language, history and culture as part of 

their educational curriculum. Yet, as mentioned earlier in the chapter, those who did 

have tertiary level education explained that knowledge of the country was beneficial in 

enabling them to interact more effectively with host country nationals. 
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Availability of networks 

In relation to research sub-question four, SIEs also reported that the availability of 

networks in the host country influenced their perceived need to prepare. Those who 

were able to rely on home and host country support networks expressed a sense of 

comfort in knowing that there was a community of individuals that would be there to 

assist them in their process of relocation. Almost three-quarters of SIEs (72.1%) 

frequently noted the value of conversing with networks of support people who had lived 

or were living in the host country. Participant 16-UK-M-ED remarked: 

My best friend had been living here, so that was major ... he had an 
understanding of how to get a house, how to open a bank account. He 
forwarded me to a lot of expat websites with information as to how to set 
up. He helped me to get to know people ... having my friend here and 
some context, and moving to the part of London where there’s other 
Aussies made my decisions and planning a hell of a lot easier.  

Examples of valuable information sources included current/former partners, friends, 

family, colleagues, and university lecturers. Such networks of home, host and third-

country nationals were said to help in the preparation and planning phases by providing 

relevant cultural and logistical information about their likely experiences.  

Other factors which influenced self-preparation  

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

beneficial information, yet when asked to comment on their perceptions of preparedness 

through cross-cultural self-preparation, the majority of interviewees explained that 

although their self-preparation was useful, it was inadequate and not comprehensive 

enough. A number of common constraints besides the personal attributes and 

characteristics already discussed were found to inhibit the extent to which such 

preparation occurred.  

As noted briefly earlier in this chapter, the value of online self-reporting blogs and 

forums was questioned because of the perception that the experience of living and 

working abroad is unique to the individual, and that knowledge about one person’s 

experience might not be a reliable indicator of one’s own experience. Similarly, 

participants commented that self-reported blog and forum content has the potential to be 

quite negative and not constructive or representative of the views of the majority. SIEs 
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cautioned against looking at certain material because it would form negative stereotypes 

about the host country which were not necessarily true or real. It was also reported that 

much of the content available online was written from the perspective of a traveller or 

tourist and was not necessarily beneficial for those who intended living and working in 

the country. While these distinctions have already been raised, many SIEs also 

acknowledged that their self-preparation was deficient due to lack of suitable resources 

for regional work and life, and short lead times. Several participants who were based in 

regional or rural areas perceived that a lack of suitable resources for regional 

experiences hindered their ability to undertake self-preparation. They commented that 

the content of available information was often heavily skewed towards the experiences 

of individuals residing in urban and metropolitan areas. For instance, participant 23-SK-

M-ED explained: 

I believe that everybody’s experience in South Korea is different and 
mine was rurally based ... I know of others that had different experiences 
than mine and they were generally urban-based ... it’s a matter of 
perspective and is something that it’s probably hard to meter against ... 
my experiences didn’t match up because I was the exception being rural. 
Very little of my preparation was useful … all of that stuff was based on 
the cities so it didn’t prepare me for the rural scenario. Where you get 
stared at all the time and you’re the only round-eye on the street. You 
feel like saying ‘what the fuck are you looking at?’... Like everywhere in 
the world, there is a time lag between urban and rural … The books and 
those websites were all written about city experiences, not rural 
experiences so a lot of these travel things and web-based things talk a lot 
about Seoul and it didn’t matter jack-shit to me.  

Those who had relocated to regional areas where logistical and cultural materials were 

not readily available or applicable had different, perhaps more challenging, experiences 

than those living in an urban setting.  

A lack of time for preparation was also frequently mentioned by 21.3% of interviewees, 

who explained that preparation was seen as a luxury and not a priority. This was 

particularly so in cases where the decision to relocate abroad was a last minute one and 

other responsibilities and tasks such as work, domestic and logistical arrangements 

assumed priority over cultural self-preparation.  
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Summary of self-preparation 

This section focused on the extent to which cross-cultural and logistical self-preparation 

were perceived to be valuable and necessary for living and working in South Korea or 

the UK. The type, method and duration of self-preparation undertaken reveals that SIEs 

made considerable efforts to independently and voluntarily prepare themselves 

logistically and culturally for life and work abroad. Such self-preparation was found to 

be most beneficial when spaced over periods of pre-departure and post-arrival in South 

Korea or the UK. The perceptions of preparedness achieved were specified in terms of 

what was found to be beneficial or what in hindsight would have been valuable 

preparation. The perceived need for cross-cultural and logistical self-preparation shows 

distinct variations between those located in South Korea and those in the UK largely 

reflective of prior cultural knowledge/familiarity and perceived cultural 

distance/(dis)similarity. The personal attributes and external characteristics which 

influenced the extent to which self-preparation was deemed valuable and necessary by 

SIEs were reviewed. Inhibiting factors for self-preparation were reported to be a lack of 

time, lack of availability of resources, and regional differences. The key finding is that 

SIEs perceived that self-preparation had the capacity to contribute greatly to logistical 

readiness and intercultural effectiveness for living in South Korea and the UK. 

Conclusion 

This chapter commenced by introducing the factors which motivated individuals to self-

initiate expatriation. The findings reveal that SIEs were often motivated to relocate 

abroad to live and work for various career-related and personal/lifestyle considerations. 

In an effort to fulfil simultaneous motivations, participants approached their relocation 

holistically by aligning their career path with their personal lifestyle desires as a method 

of work and travel. This finding suggests that although SIEs are motivated by a 

yearning for adventure and novel experiences, such desires are not at the expense of 

other career-related factors. Rather than being a primary motivation, personal and 

lifestyle aspirations fit alongside career-related considerations. 

The chapter then focused on the cultural experiences of SIEs. Culture shock is evident 

in the numerous physical and psychological challenges and concerns that SIEs 

experienced in their relocation abroad, including feelings of depression, anger, 
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frustration, irritation, uncertainty, anxiety, helplessness, homesickness, and a 

consequent inability to perform their work tasks. Although living and working in the 

new host culture was multifaceted and varied greatly in the way in which they 

psychologically coped and reacted to certain parts of their time abroad, a number of key 

experiences emerged. The socio-cultural experiences of SIEs (general, interactional and 

work-related) were grouped across three major themes: cultural dissimilarities found to 

be challenging; cultural aspects found to be enjoyable; and cultural similarities 

observed. 

Next, the type, method and duration of self-preparation for working and living in South 

Korea and the UK was presented. The perceptions of preparedness achieved was then 

examined alongside observations of what was found to be beneficial and what in 

hindsight would have been valuable preparation. It was then highlighted that there are 

distinct variations in the perceived value of cross-cultural and logistical self-preparation, 

based on a variety of personal attributes and external characteristics. Relating to the 

various sub-questions outlined, the findings are significant in noting that the extent to 

which SIEs prepared cross-culturally and logistically depended on varying attributes 

and characteristics such as: prior work/non-work experiences in host/or other countries; 

prior cultural knowledge/familiarity and perceived cultural distance/(dis)similarity; 

organisationally provided CCT or support; pivotal interactions in Australia with people 

from different cultures generally; personality, attitudes and behaviours; belief that 

preparation would be more beneficial upon arrival; motivations for relocating abroad 

and intended length of stay; prior exposure to the host culture obtained through media 

and academic studies; and availability of networks with locals or other expatriates. 

Additional factors which limited the extent of self-preparation undertaken were then 

also provided; revealing that a lack of time, lack of availability of resources, and 

regional differences often inhibited the ability of SIEs to undertake preparation. In the 

following chapter the analysis of the results in relation to the existing literature is 

presented. 
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Chapter Five: Discussion 

 

This research sought to explore the self-preparation that Australian self-initiated 

expatriates (SIEs) perceive is required for living and working in South Korea or the 

United Kingdom (UK). In this chapter, the key themes are presented in relation to how 

the current research extends extant literature on SIEs. Given the comparatively recent 

development of research about SIEs, in instances where there is an absence of relevant 

literature, the contribution of the research findings are related to extant literature on 

expatriates more broadly, namely, organisationally-assigned expatriates (OAEs). As 

part of this, consideration is given to areas in which the results of this study support, 

extend or refute the literature on OAEs.  

This chapter will commence by examining how the motivations of the SIEs examined in 

this study compare to motivations discussed in the existing literature. While the 

motivation of SIEs was not the primary focus of this research, the discussion does 

extend knowledge regarding the factors which motivate Australian SIEs to pursue life 

and work abroad. As presented later in this chapter, it also provides valuable insights 

into the extent to which motivation impacts upon perceptions of the need to undertake 

self-preparation. Following this, the cross-cultural experiences of the participants are 

presented relative to what is known in the extant literature regarding culture shock, 

expatriate failure and socio-cultural adjustment. Given the importance and dearth of 

existing knowledge regarding the cross-cultural experiences of SIEs generally, and 

Australian SIEs more specifically, examination of the findings relative to the literature 

is warranted. The discussion adds to existing research in providing insight into the 

cross-cultural and logistical self-preparation of Australian SIEs, and understanding of 

how self-preparation may differ according to dis/similarities between home and host 

cultural contexts. Next, the chapter highlights the contributions that cultural and 

logistical self-preparation can make to perceptions of SIEs’ cross-cultural preparedness 

relative to research on cross-cultural training (CCT) in the OAE literature. Finally, the 

outcomes of this study are summarised in relation to the seven sub-research questions 

relating to the various characteristics and attributes which influence the extent to which 

self-preparation is deemed to be valuable and necessary.  
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Motivations guiding self-initiated expatriation  

The seminal research on SIEs largely depicted them as comprising a relatively unskilled 

and transient youthful culture motivated by diffuse and unspecified desires to seek 

adventure, novel experiences and travel (Inkson et al., 1997). Later studies noted that 

amongst desires for adventure/travel a range of other desires are also important to SIEs 

including family, financial and career-related considerations (Lauring et al., 2014; Muir 

et al., 2014; Richardson & McKenna, 2006; Selmer & Lauring, 2011; Suutari & 

Brewster, 2000). Another more recent body of research has suggested that the dominant 

drivers for SIEs involve career advancement purposes such as international experience, 

professional learning and development of global networks (Richardson & McKenna, 

2014; Nolan & Morley, 2014). Yet, although extant research has argued that SIEs have 

more diverse motivations than originally proposed by Inkson et al. (1997), the 

discussion in the literature has generally considered SIEs to possess motives primarily 

related to fulfilling personal and lifestyle goals (Doherty et al., 2011; Doherty & 

Dickmann, 2012; Sullivan & Arthur, 2006; Thorn, 2009). Along with contributions 

relating to the self-preparation of SIEs, this current study addresses calls by Doherty 

(2013) and Lauring et al. (2014) for more knowledge regarding the motives of SIEs who 

pursue employment abroad. As in prior research the findings of this current study reveal 

that SIEs’ motivations to relocate abroad are invariably complex and multifaceted. In 

the next section, the findings of this current research are compared against extant 

literature on SIE motivation.  

Simultaneous motivations 

While much of the research has proposed that personal and lifestyle factors are primary 

motivators for SIEs (e.g. Doherty et al., 2011; Doherty & Dickmann, 2012; Inkson et 

al., 1997; Sullivan & Arthur, 2006; Thorn, 2009), the findings of this current study 

support recent work by Richardson and McKenna (2014) and Nolan and Morley (2013) 

in revealing that SIEs are largely motivated to relocate abroad to fulfil career-related 

desires, and in some cases, the simultaneous pursuit of both career-fulfilment and 

personal/lifestyle goals. While several SIEs in this current study were principally 

interested in having novel experiences (occasionally at the expense of other career-

related factors) more commonly, individuals were found to value career-related 

endeavours, and goals, with travel and adventure experiences a secondary motivation. 

To fulfil such simultaneous motivations, SIEs approached their relocation holistically 
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by aligning their career path with their personal and lifestyle desires. With the capacity 

to self-direct and manage their careers freely, independent of organisational and 

institutional barriers, SIEs in this study proactively pursued the fulfilment of their needs 

for personal learning, development and growth in both a career-related and 

personal/lifestyle sense. This finding suggests that although SIEs can be motivated by a 

yearning for adventure and novel experiences, such desires do not drive them at the 

expense of career-related factors. Rather than leading it though, personal and lifestyle 

aspirations fit alongside career-related considerations.  

The predominance of career-related considerations in this current study, compared to 

earlier research (Doherty et al., 2011; Doherty & Dickmann, 2012; Sullivan & Arthur, 

2006; Thorn, 2009) may be explained by the demographic profile of those being 

studied. Earlier studies have identified SIEs as young and unskilled individuals 

motivated by travel and adventure, but the findings of the current research present a 

demographic of both younger, less experienced and older, more experienced employees 

at a more developed career stage. Participants in this study were mostly between 25-30 

years of age, but almost a third were over the age of 31. The majority of participants had 

at least a Bachelor level qualification and varied considerably in their career stage from 

unskilled temporary work experience to specialised employment as consultants, 

lawyers, engineers and scientific advisors, and they worked across diverse industries. 

Though the literature has long argued that career goals are not primary for SIEs 

(Doherty et al., 2011; Inkson et al, 1997; Sullivan & Arthur, 2006), the SIEs in this 

study at least appear to view self-initiated expatriation as a career-enhancing experience 

that contributes towards their development of work-related and personal skills as well as 

the accumulation of portable and tradeable career capital.  

SIEs as boundaryless and protean careerists  

Distinct from traditional careers where an individual may progress up the hierarchy of a 

single organisation, the boundaryless career concept (Arthur & Rousseau, 1996) refers 

to careers which are individually planned, designed and evaluated across multiple 

organisations, occupations, industries and national boundaries. Within the context of the 

boundaryless career is a related but distinct career concept known as the protean career 

(Hall, 1996; Hall & Moss, 1998), which refers to a career type which is driven by 

individuals and not by their employing organisations. Protean careerists are considered 

to have personal agency in independently and proactively assuming responsibility for 
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their own careers, based upon personal needs and values (Briscoe et al., 2006; Doherty 

et al., 2011; Hall & Moss, 1998). SIEs have been categorised as both boundaryless 

careerists (Alshahrani & Morley, 2015; Banai & Harry, 2004; Crowley-Henry, 2007; 

Biemann & Andresen, 2010; Cao et al., 2014; Carr et al., 2005; Inkson et al., 1997; 

Jokinen, Brewster & Suutari, 2008; Suutari and Brewster, 2000; Tharenou, 2010) and 

protean careerists (Briscoe et al., 2006; Crowley-Henry, 2007; Doherty et al., 2011; Hall 

& Moss, 1998). These typologies are based on SIEs’ independent and proactive 

mobility across organisational, geographical and occupational domains in pursuit of 

fulfilment of their personal needs and values. The characterisations provided within the 

boundaryless and protean career literature resonate with the international career 

experiences of SIEs in this current study. SIEs in this research independently chose to 

cross both country and organisational boundaries in pursuit of work, and were found to 

exhibit a high level of agency in proactively shaping their career. At an individual level, 

SIEs assumed responsibility for planning, self-preparing, designing and evaluating their 

own career path rather than relying on an organisational assignment.  

SIEs reported that the decision to relocate for career-related considerations broadly 

covered four key themes including: ease of finding work; career-development 

opportunities; financial incentives; and desire to pursue a career change. Supporting the 

research of Altman and Baruch (2012) and Jokinen et al. (2008), the findings of this 

study highlighted that SIEs place importance on the development of career-related 

global networks and desires to use the experience as a foundation to pursue a career in 

another foreign country in the future. SIEs in this current study described their 

expatriation as a method for acquiring various competencies and global skills (cross-

cultural, language and technical skills) and networks which would be useful to them in 

future employment. SIEs noted that the decision to relocate for career-development 

opportunities provided them with differentiation, allowing them to gain competitive 

advantage in the global labour market. SIEs often described perceiving their foreign 

work experience as a valuable stepping stone towards longer-term career goals, noting 

that such career-enhancing experiences would be a tradeable asset which would 

potentially widen their advancement opportunities and prospects.  

Importantly, the findings of this research extend earlier understanding by revealing three 

distinct subgroups of boundaryless careerists. First, there were those who purposefully 

and willingly pursued mobility across organisational and national boundaries in 

unskilled temporary work. Second, there were those who were pursuing specialised 
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career paths within their desired industry and who exhibited strong career orientations 

marked by personal investment in their work and desires for upward mobility within 

their occupational structure. Third, there were those who also desired to pursue 

specialised career paths within desired industries, but who experienced considerable 

barriers which inhibited the degree to which they were able to seek out such gainful 

employment. Barriers such as: work permits; visa restrictions; poor local language 

skills; lack of professional networks; unrecognised educational or professional 

credentials; and a lack of understanding of the host context recruitment processes, often 

precluded many of these SIEs from being an attractive source of employment amongst 

organisations. Faced with an inability to secure preferred employment, many of these 

SIEs undertook relatively unskilled, temporary work, often below their capabilities, in 

order to financially sustain their continued expatriation. SIEs who were unable to 

advance within a desired career path and develop career capital or to realise career-

related goals encountered feelings of frustration, dissatisfaction and disengagement. 

These negative feelings led SIEs to view their employment as temporary in nature, and 

consequently their investments in establishing a career with their employing 

organisation were comparatively lower. These feelings of dissatisfaction were redressed 

by attempting to change their employment circumstances by exploring employment in 

another organisation or in another country. These findings may lend support to Lee 

(2005) who described career dissatisfaction among SIEs because of underemployment 

due to a lack of job suitability. The findings also resonate with prior SIE research which 

has argued that the fulfilment of career-related desires are important to job-embeddness 

and reducing intentions to leave the organisation (Biemann & Andresen, 2010).  

The findings of this current study reveal that not all SIEs intentionally seek out a 

boundaryless career, but circumstances may lead them into accepting relatively 

unskilled and unrewarding temporary work with little apparent career value, in order to 

financially sustain their continued expatriation. Subsequent movement in and out of 

multiple jobs therefore establishes what might be described as unintentional mobility. 

These findings add conceptual clarity of the boundaryless career in SIEs (see Biemann 

& Anderson, 2010; Crowley-Henry, 2007; Inkson et al., 1997; Jokinen et al., 2008) by 

acknowledging variations in those pursuing such employment, namely those described 

in the literature who purposefully intend to have a boundaryless career, compared with 

those noted in this study who are unintentionally forced into circumstances of accepting 

boundaryless careers. As discussed in more detail in Chapter Six: Conclusion, these 
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findings have important implications in enabling SIEs to contribute more fully to the 

organisation and host country economy where organisational practices, such as 

appropriate selection procedures which explicitly address job suitability. 

Host country characteristics  

Unlike OAEs, who are assigned to a host country regarded as being strategically 

important to business operations, SIEs have the capacity to self-select host country 

locations because of the appeal or reputation of various host country characteristics. 

Muir et al. (2014) and Napier and Taylor (2002) have demonstrated that SIEs are 

motivated to relocate abroad out of cultural affinity or desires to reconnect with past 

experiences or acquaintances developed through having travelled or studied in the host 

country previously. This current study supports this earlier research by confirming that 

the desire to move to a particular country and characteristics of that country play a 

significant role in SIEs’ decisions to expatriate. In addition to fulfilling adventure/travel 

and career-related desires, the perceived desirability of living and working in a specific 

host country location was also found to be of significant importance to SIEs’ motivation 

to live abroad. While some SIEs sought to expatriate out of a general yearning for an 

international experience, others felt motivated to expatriate to a specific country because 

of the appeal or merits of various host country characteristics, including: the availability 

of pre-established support networks and ties in that country; their prior experiences in 

that country; perceived ease of adjustment to life in that country governed by cultural 

distance/familiarity; cultural interest and affinity; family heritage and ethnic ties to that 

country; cultural and historical knowledge and assumptions; and serendipity and the 

desire to pursue love.  

For Australian SIEs relocating to the UK, such desires also often reflected a financial or 

career-related motive where the employment opportunities available to the SIE or the 

prestige which working in the UK might confer were important to their decision. As 

highlighted in prior research (Al Ariss & Ӧzbilgin, 2010; Doherty, 2013) considerations 

such as the availability and presence of a home country community, and perceived 

comfort deriving from notions around cultural familiarity, were also found to be 

important for SIEs in this current study. For SIEs in South Korea, such motives often 

resonated with desires to learn more about the language and culture for which they had 

developed an affinity, or to reconnect with previously established networks and 

acquaintances. Importantly, in making assessments about which country they would 
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expatriate to, SIEs appeared to measure the relevance of the host country characteristics 

in terms of their past experiences or knowledge, but also weighed them against their 

possible alternative options in countries with other prospects. The findings of this study 

extend knowledge on this subject by examining the importance of host country location 

factors for a previously under examined group, namely Australian SIEs in South Korea 

and the UK. 

Changing nature of motivations 

While it is known that when SIEs relocate abroad they are motivated by an initial range 

of factors, there has been little discussion in the literature which has specifically 

addressed whether their motivations change over time. A key finding of this study, 

which extends the literature on SIE motivations, and addresses calls by Cerdin and 

Selmer (2014) for further insight into the motivations of self-initiated expatriates, is that 

upon arrival or while in-situ in the host country, SIEs may experience a separate set of 

motivating factors which explain desires to stay longer or to leave the host country 

early. A number of SIEs who were motivated to relocate abroad by desires for 

adventure, travel and challenge acknowledged that, since arriving in the host country, 

they had come to realise that they could greatly develop their career and future work 

opportunities there. Thus, their focus moved from personal and lifestyle factors to more 

career-related considerations. Conversely, some individuals who had relocated abroad 

to pursue professional employment later decided to pursue travel and adventure ahead 

of career progression. While the changing nature of motivation has not been 

substantively discussed in the SIE literature, there is some similarity to the literature 

pertaining to on-the-job and off-the-job embeddedness and factors which constrain 

individuals from leaving their current employment. However, while the embeddedness 

literature explores the degree of embeddedness in an individual’s work and local 

community (Biemann & Andresen, 2010), the findings of this current study are 

significant in suggesting that SIEs make decisions about remaining in or leaving host 

locations based on whether their actual experiences are in congruence with their initial 

motivations. In situations where the SIEs find that their initial goals are not being met 

SIEs appear to measure the value of their actual experiences and the merit of whether 

remaining (with differing motivations) outweighs the alternative of leaving.  
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Summary of motivations guiding self-initiated expatriation 

In this section, considerations which motivated self-initiated expatriation were 

presented alongside findings from extant research. As presented in Table 5.1, the 

findings in this study extend current research in revealing that SIEs are largely 

motivated to relocate abroad to fulfil career-related desires, and in some cases, the 

simultaneous pursuit of both career-fulfilment and personal/lifestyle goals. 

This finding may address some of the concerns raised in the literature that SIEs are 

problematic and difficult to manage because they are transient and principally motivated 

by personal lifestyle factors (Sullivan & Arthur, 2006). Moreover, the findings also 

support earlier literature which has suggested that host country locations are attractive to 

SIEs in different ways (Al Ariss & Ӧzbilgin, 2010; Doherty, 2013; Muir et al., 2014; 

Napier & Taylor, 2002). In this study, while some SIEs sought to expatriate out of a 

general yearning for an international experience, others felt motivated to expatriate to a 

specific country because of the appeal or merits of various host country characteristics. 

Moreover, it was found that although an individual may arrive with one set of 

motivating factors, over time other factors may be responsible for a prolonged desire to 

stay within the host country. While the motivation of SIEs was not the primary focus of 

this research, analysis of such does offer insight into important considerations which are 

taken into account when pursuing life and work abroad. These findings add further 

knowledge to the growing body of research on SIEs’ motivations broadly, and on 

Australian SIEs’ motivations more specifically, but are also significant in highlighting 

(as presented later in this chapter) the influence of motivation on SIEs’ perceptions of 

the need to undertake cross-cultural self-preparation. 
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Table 5.1  
Summary of key findings relating to motivation 
 
Current research Comparisons with extant research  
SIEs motivations are invariably complex and 
multifaceted. SIEs proactively pursue simultaneous 
considerations including personal learning, 
development and growth in both a career-related and 
personal/lifestyle sense 

• Supports the literature that SIEs are not homogenous group motivated around 
diffuse and unspecified desires  

• Supports research regarding influence of career-related and personal/lifestyle 
considerations and perceived appeal or merits of various host country 
characteristics as drivers of self-initiated expatriation 

• Refutes extant research that personal and lifestyle factors are primary motivators 
for SIEs  

• Extends literature by noting that although some SIEs are motivated for adventure 
and novel experiences, such desires do not occur at the expense of other career-
related factors. Rather than leading it, personal and lifestyle aspirations fit 
simultaneously alongside career-related considerations 

Presents a demographic comprising both younger 
and older and more experienced participants  

• Supports extant knowledge that SIE age demographics are diverse  
• Extends early research that depicted SIEs as a relatively unskilled transient 

youthful culture motivated by diffuse and unspecified desires to seek adventure, 
novel experiences and travel 

SIEs exhibit strong career orientations marked by 
personal investment in their work and desires for 
upward mobility within their occupational structure. 
However, if SIEs are underutilised or under 
supported they can exhibit willingness to proactively 
shape their careers across multiple organisations, 
occupations, industries and national boundaries  

• Supports the application of the boundaryless and protean career concepts  
• Refutes literature which has labelled SIEs as transient and risky to organisations 

given their temporary nature. Notes that SIEs exhibit transient behaviours borne 
of circumstance when inhibited by barriers in obtaining suitable employment, 
being underutilised and under supported  

• Extends literature to provide greater conceptual clarity on the boundaryless 
career of SIEs by acknowledging that not all SIEs intentionally seek out a 
boundaryless career. Illustrates variations in those who deliberately pursue 
mobility, versus those who are unintentionally forced into circumstances of 
accepting boundaryless careers in order to sustain their continued expatriation 
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Current research Comparisons with extant research  
Motivations can change over time. An individual 
may arrive in a location motivated by an initial range 
of factors; upon arrival or in-situ a separate set of 
factors may be responsible for explaining their 
desire to stay within, or premature desire to leave, 
the host country 

• Extends literature by suggesting that SIEs make decisions on remaining in or 
leaving host locations based on assessments of the value of their experiences and 
whether they are achieving their initial goals. These merits are measured against 
fulfilling other possible desires or the alternative of leaving 

The intended length of stay in the host location 
influenced the degree to which SIEs sought to 
establish themselves locally by making meaningful 
work and non-work networks and connections 

• Extends the literature on OAE on-the job and off-the job embeddedness by 
focusing on SIEs 

• Extends the existing literature to present distinct differences related to 
embeddedness based on those with a short-term view as opposed to those with a 
long-term view of living in the country 

Provides understanding of the motivations of 
Australian SIEs  

• Extends focus of extant research to Australian expatriates generally and to SIEs 
more specifically  
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Cross-cultural experiences of SIEs 

Due to the prevalence and significance of SIEs, researchers have called for more 

knowledge regarding the unique issues associated with their expatriation (Doherty, 

2013; Froese & Peltokorpi, 2013; Lauring et al., 2014; Nolan & Morley, 2014; Selmer 

& Cerdin, 2014; Tharenou, 2013; Vaiman et al., 2015). It has been suggested that of 

particular concern is the need to understand in more detail the cross-cultural context in 

which SIEs operate (Alshahrani & Morley, 2015; Bozionelos et al., 2014; Cao et al., 

2014; Cerdin & Selmer, 2014; Doherty, 2013; Doherty et al., 2013;). In the following 

section the cross-cultural experiences of SIEs are discussed more broadly relative to 

extant literature on SIEs and OAEs, focusing on socio-cultural adjustment, culture 

shock and expatriate failure. Analysis of the cross-cultural experiences of SIEs in the 

current study offers broad insight into the experiences of the SIEs and adds further 

knowledge to the growing body of research on SIEs. Furthermore, as discussed later in 

this chapter, the cultural experiences are relevant to whether SIEs perceived a need to 

undertake cross-cultural self-preparation. 

SIE socio-cultural adjustment 

In this section, the socio-cultural adjustment framework which refers to an individual’s 

social skills and intercultural competence within general, interactional and work-related 

dimensions (Black & Stephens, 1989) is utilised to describe the cross-cultural 

experiences of the SIEs relative to what is known in the extant literature. Although 

measuring the level of adjustment of SIEs was not a focus of this current study, analysis 

of the experiences of SIEs across the general, interactional and work-related dimensions 

offers valuable insight into the cross-cultural experiences of Australian SIEs and 

provides a platform for discussion of whether SIEs perceived a need to undertake cross-

cultural self-preparation. 

The findings of this current study confirm the numerous physical and psychological 

challenges and concerns related to self-initiated expatriation (Cao et al., 2014; Froese & 

Peltokorpi, 2013; Huff, 2013; Tharenou, 2013; Vaiman et al., 2015), including feelings 

of depression, anger, frustration, irritation, uncertainty, anxiety, helplessness, 

homesickness, and a consequent inability to perform their work tasks. In the current 

study SIEs’ experiences in the general context comprised broad aspects of the host 

country culture and living conditions which they perceived as challenging and different 
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to Australia. Challenges of integrating into the host country culture included: difficulties 

dealing with their foreigner status and the associated stigma of being a minority; 

homesickness; and, regional differences. Challenges relating to the living conditions 

included: accommodation; weather and environmental conditions; food; health and 

hygiene; shopping; cost of living; social class distinctions limiting opportunities; 

transportation; banking and public authorities; local laws/rules; accompanying partner 

and family difficulties; maintaining personal relationships while abroad; and the 

patriarchal treatment of women. Challenges associated with the work-related context 

generally comprised issues with managing business relationships and networks and 

understanding appropriate cultural behaviours in work situations. Observations about 

various aspects or tasks of work which were challenging included: finding suitable work 

and navigating ‘foreigner status’ issues in the workplace; inadequate pay; stress and 

pace of work, including technical variations to the performance of tasks and duties at 

work; and the ability to work with and socialise with the host country nationals in the 

organisation. Interactional context difficulties were largely associated with individuals’ 

intercultural competence and social skills in relation to their ability to effectively 

assimilate and interact with members of the host culture. The most prevalent 

interactional difficulties included: dealing with language or communication barriers 

when interacting with host country nationals, resulting from differences in home and 

host country language or nuances in accent, pronunciation, dialect and use of 

colloquialisms; the ability to form and maintain relationships with home, host and third-

country nationals; adjusting to large populations; differences in social conventions and 

behavioural protocols; and the regular/excessive alcohol consumption practices of host 

country locals.  

SIEs in this current study demonstrated a range of similarities as well as differences in 

their general, interactional and work-related experiences compared with those described 

in the extant research on SIEs. The findings of this study reveal that the most prevalent 

socio-cultural challenges for SIEs were related to the general context, followed by 

work-related and then interactional issues. This finding differs from the literature which 

has found that SIEs are effective in their general environment (Froese, 2010, 2012; 

Froese & Peltokorpi, 2011; Peltokorpi, 2008; Sargent, 2002; Selmer & Lauring, 2014a). 

Importantly, unlike prior research which has adopted a quantitative assessment of 

adjustment based upon revisions to Black and Stephen’s (1989) original model, this 

study did not attempt to measure the socio-cultural adjustment of SIEs, and thus 
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comparisons with this literature are difficult to make. However, in presenting a 

qualitative view of socio-cultural experiences of SIEs, the study brings broader insights 

into the work and lives of an increasingly important group which has thus far received 

scant attention in relation to their cross-cultural experiences. While there are some 

variations in the approach and findings of this study, what is consistent with extant 

knowledge is that SIEs experience considerable difficulty across all three socio-cultural 

domains when they live and work in a foreign country. This finding supports the notion 

that success in a new cultural context requires knowledge and understanding of the host 

country’s work environment and culture (Harzing & Christensen, 2004; Hutchings, 

2003; Littrell et al., 2006; Morris & Robie, 2001; Nolan & Morley, 2013; Selmer & 

Lauring, 2014a; Vance & Paik, 2002). The cross-cultural experiences of Australian 

SIEs across the general, interactional and work-related dimensions also have 

implications for whether they perceived a need to undertake cross-cultural self-

preparation, as detailed later in this chapter. 

SIE failure and culture shock  

A considerable body of research has revealed that both OAEs and SIEs experience 

significant challenges while working and living internationally (Cao et al., 2014; Froese 

& Peltokorpi, 2013; Graf & Mertesacker, 2009; Harzing & Christensen, 2004; Huff, 

2013; Littrell et al., 2006; Peltokorpi & Froese, 2009; Tharenou, 2013; Vaiman et al., 

2015; Vance & Paik, 2002) resulting from difficulties in adjusting to unfamiliar 

political, economic, cultural, working and living environments. Research devoted to 

understanding the ‘typical’ phases of adjustment for OAEs has proliferated in the OAE 

literature since Oberg (1960) first proposed the U-Curve of adjustment, which 

comprised four phases: honeymoon; crisis; recovery; and adjustment. While the 

applicability of the phases has been questioned in the literature (Black & Mendenhall, 

1991; Ward et al., 2001), insights into the phases are beneficial in providing an 

awareness of challenges expatriates experience. 

In this current study, the findings share distinct similarities to the ‘typical’ phases 

described in the OAE literature (Black & Mendenhall, 1991; Gullahorn & Gullahorn, 

1963; Oberg, 1960; Ward et al., 2001). A common view shared by SIEs in this research 

was that adaptation to life and work in the new host context involved a range of positive 

and negative cultural experiences which occurred through several phases, including: a 

period of excitement and sense of adventure; stressful and challenging experiences of 
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culture shock; and a period of becoming adjusted to the culture and the associated 

complexities of life abroad. Notably, as in the critiques of literature pertaining to the ‘U’ 

curve of culture shock, the phases did not always occur sequentially, and in some 

instances phases were found to be absent altogether. This finding may suggest that 

although adaption to life and work in a new host culture is multifaceted, and can vary 

greatly with respect to the way in which individuals psychologically cope with, and 

react to, certain parts of their time abroad, a number of key phases appear typical among 

both SIEs in this study and in the experiences of OAEs as noted in the literature. As 

discussed later in this chapter, knowledge of the existence of these phases is useful in 

introducing the need for SIEs to engage in self-preparation at different stages of their 

time abroad (i.e. pre-departure, on-arrival and in-situ) in order to develop positive 

coping strategies to challenges that may occur. 

The most significant challenges and difficulties identified for OAEs working and living 

abroad relates to culture shock (Avril & Magnini, 2007; Oberg, 1960). Prior research 

has suggested that the experience of culture shock for the expatriate (and in some cases 

their family) impacts on job satisfaction and performance, and consequently is linked to 

expatriate failure (Harzing & Christensen, 2004). Expatriate failure has been defined as 

the premature end to an international assignment (Mendenhall & Oddou, 1986; Tung, 

1981) and includes: an inability to complete the goals of the assignment; 

underperformance resulting in delayed productivity and start-up time; lost opportunities; 

damage to the multinational organisation image; and damage to relationships with 

foreign organisations (Andreason, 2003a; Bennett et al., 2000; Harzing & Christensen, 

2004; Mendenhall & Oddou, 1988; Treven, 2001; Tung, 1987).  

While a body of research spanning decades has provided conceptual clarity around 

expatriate failure among OAEs, little is known about how the concept affects 

individuals who self-initiate their expatriation. Current definitions of expatriate failure 

are heavily categorised around organisational perceptions of underperformance or 

inability to complete organisational assignments (Andreason, 2003a; Bennett et al., 

2000; Harzing & Christensen, 2004; Mendenhall & Oddou, 1986, 1988; Treven, 2001; 

Tung, 1981, 1987). Thus, the concept of expatriate failure in its current state may not be 

entirely applicable to understanding the lives and experiences of SIEs who pursue more 

flexible, independent and self-managed careers which commonly span national and 

organisational boundaries (Alshahrani & Morley, 2015; Cerdin & Selmer, 2014). Based 

on the findings of this study it is argued that expatriate failure, a term which has 



219 
 

traditionally been applied to OAEs, takes on a somewhat different characterisation for 

SIEs from both an organisational and individual perspective. From an organisational 

perspective, an inability to meet organisational goals may constitute expatriate failure in 

the case of OAEs. From an organisational perspective, an inability of SIEs to meet 

organisation goals may also generally be considered failure or underperformance, since 

SIEs have either accepted or acceded to organisational objectives as part of their 

employment. However, unlike OAEs who are assigned abroad to complete 

organisationally-related goals, SIEs independently relocate abroad, hence an inability to 

meet the personal goals which had initiated their expatriation might be a more 

applicable criterion to consider in assessing SIE failure at an individual level. Moreover, 

the criterion of prematurely ending an assignment might not be entirely relevant to SIEs 

who are not ‘assigned’ abroad, and who thus lack such organisationally-prescribed 

timelines. Whereas OAEs are assigned abroad within an organisationally-specified 

timeframe, SIEs independently relocate abroad based on their own self-designated 

timeframe. Further, while OAE expatriate failure is identified in instances of lost 

opportunities and damage to organisational image, for SIEs failure may be more 

personally-related than solely organisational. Therefore, in addition to these 

organisational classifications of expatriate failure, SIE failure may also encompass lost 

opportunities at an individual level and disruption to individual reputation or loss of 

prestige resulting from an inability to succeed while abroad. Moreover, when comparing 

SIE failure to OAE failure, another factor to consider is whether the costs of such failure 

are incurred at an individual or organisational level. 

In the OAE literature, the tangible organisational costs of expatriate failure include 

financial expenditure on compensation, training, development, orientation, relocation, 

and termination (Caligiuri, Hyland, Joshi, & Bross, 1998; Chai & Rogers, 2004; Harvey 

& Novicevic, 2000; Varner & Palmer, 2002). Intangible costs, while difficult to 

measure, can include: decrease in future earning potential as a result of underproductive 

assignments; failed business deals; mismanaged staff; tensions in government, supplier, 

producer, and consumer relationships; and a loss of current business (Caligiuri et al., 

1998). However, while such tangible and intangible organisational costs associated with 

expatriate failure are known for OAEs (Caligiuri et al., 1998; Chai & Rogers, 2004; 

Harvey & Novicevic, 2000; Varner & Palmer, 2002) attention has not been paid to how 

such financial costs may be associated with SIEs. The tangible costs of SIE failure are 

arguably less significant for organisations than are those associated with OAE failure. 
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This is because OAEs are typically provided with relocation and accommodation 

entitlements by their employer, whereas SIEs pay these expenses themselves. Moreover, 

it has been demonstrated that OAEs are often on higher overall compensation packages 

than SIEs (Suutari & Brewster, 2000); thus, at an organisational level, the tangible costs 

of OAE failure are likely to be more substantial than those arising from SIE failure. 

However, with regard to the intangible costs of expatriate failure, there is likely to be 

little variation, given that costs arising from failed business deals and damage to various 

stakeholders are likely to be similarly prevalent across OAEs and SIEs. 

While expatriate failure of OAEs can be costly for organisations, individuals also face 

significant costs. For OAEs expatriate failure has been demonstrated to include 

personal, financial and emotional costs alongside the additional stresses experienced, in 

some cases, by the accompanying spouse and family (Caligiuri et al., 1998; Chai & 

Rogers, 2004). Furthermore, if an OAE’s inability to adjust involves termination from 

their current position within the organisation, they may not be able to find other 

employment in the host location because of visa restrictions, and they may also 

experience difficulty finding work when they return home (Chai & Rogers, 2004). 

Accordingly, there may be a spill over into their personal lives, causing further 

emotional and financial stressors.  

Although the focus of this current research was not to attempt to measure the costs of 

SIE failure at an organisational or individual level, participants in the study noted 

financial and non-financial concerns about the prospect of prematurely ending their 

expatriation. These findings are significant, and suggest that more research is needed 

into the cross-cultural context in which SIEs operate (Alshahrani & Morley, 2015; 

Bozionelos et al., 2014; Cao et al., 2014; Doherty, 2013). SIEs in this study discussed 

the substantial direct costs of funding the relocation and subsequent settlement. Such 

direct costs included airfares, associated transportation costs, accommodation, day-to-

day expenses, and visa application fees. As outlined previously, for OAEs, such costs 

are normally incurred by the employer, whereas SIEs meet them themselves. While 

there are variations as to whom incurs the direct costs, there is some similarity between 

what is known about OAEs and the indirect costs mentioned by SIEs in this study. For 

instance, SIEs noted concerns about losses from the sale of assets in Australia prior to 

relocation, exhausted time, and career development opportunities which were put on 

hold in Australia due to the relocation; such costs could also be reasonably expected 

among OAEs. SIEs in this study also expressed concerns about finding employment 
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upon re-entry into their home country, as well as loss of self-esteem, self-confidence, 

and prestige among their peers (because of their perceived inability to make a success 

out of their attempt to live and work abroad). Stressors likely to be experienced by the 

accompanying partner and family were also mentioned as concerns about prematurely 

ending expatriation.  

Summary of the cross-cultural experiences of SIEs 

In this section, the cross-cultural experiences of SIEs have been presented in relation to 

the literature. A summary of how the key findings relate to the extant literature is 

presented in Table 5.2.  

The socio-cultural adjustment was used to present the general, interactional and work-

related experiences of the participants. Although the adjustment of SIEs was not a focus 

of this study and not explicitly measured, analysis of the cultural living and working 

experiences of participants showed that they impacted on the SIEs’ perceptions of the 

need for preparation and resonated closely with the typical phases of adjustment 

described in the OAE literature. SIEs in this study reported feelings of culture shock, 

which for some manifested as the desire to prematurely end their self-initiated 

expatriation. This finding raised the question of how applicable the concept of 

expatriate failure is to the experiences of individuals who self-initiate their expatriation. 

Since the term expatriate failure has traditionally been applied to OAEs, the need for a 

different understanding of expatriate failure for SIEs is suggested. Moreover, given the 

substantial costs of expatriate failure for the individual and his/her accompanying 

family (where applicable), it is important to understand what constitutes SIE expatriate 

failure, particularly for future studies which may explore and compare rates of failure 

among SIEs. 

In the following section, the primary area of focus for this study, namely self-

preparation, is presented in relation to the relevant literature. 
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Table 5.2  

Summary of key findings relating to cultural experiences  
 
Current research Comparisons with extant research  
Provides insight into the socio-cultural (general, 
interactional and work-related) experiences of 
Australian SIEs  

• Extends knowledge by specifically focusing on the cross-cultural experiences of 
Australian SIEs located in important and previously under explored host contexts  

• Extends knowledge on: cultural dis/similarities, and cultural issues found to be 
challenging/ enjoyable 

Presents SIEs’ positive/negative cultural 
experiences which occur through several phases 
of living and working in the host culture 

• Extends knowledge by providing insight into SIEs experiences of phases of living 
and working abroad.  

• Supports extant knowledge by sharing distinct similarities in the typical phases 
described in the OAE literature 

Highlights the occurrence and costs of expatriate 
failure and culture shock in SIEs 

• Extends the knowledge by applying culture shock and expatriate failure to SIEs and 
presents conceptual clarity regarding the applicability of these models for the lives 
and careers of SIEs 

• Provides insight into the individual level direct and indirect costs for SIEs of 
failure 
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Self-preparation 

The primary focus of this research was to explore what self-preparation Australian SIEs 

perceive is required for living and working in South Korea or the UK. While numerous 

web-based blogs and practitioner recommendations have attested to the value for 

expatriates generally of preparing for life and work abroad (e.g. Internations, 2015; 

Ytravel, 2014), there is little academic research which has systematically examined how 

SIEs develop intercultural competencies for living and working abroad. Given the very 

limited academic literature on the activities undertaken by SIEs to prepare for life and 

work abroad, this study compares findings to the literature on OAE cross-cultural 

training (CCT) and adds to the findings of one published academic article on SIE self-

preparation (Despotovic et al., 2015). In doing so, it is argued that there whereas 

considerable support may be offered and available to OAEs in the form of CCT, SIEs 

often lack organisational support because of their self-initiated status, and therefore may 

choose to seek out information independently and voluntarily. The importance of 

developing intercultural competencies through self-preparation is then examined in 

relation to the findings of the current research about the difficulties that SIEs encounter 

in adjusting to life and work in a foreign context. Several key contributions to the SIE 

literature are then presented. The findings highlight that SIEs make considerable efforts 

to prepare themselves logistically and culturally for life and work abroad, both pre-

departure and immediately upon arrival in South Korea or the UK. The method, type 

and duration of self-preparation activities are then discussed in relation to the extant 

literature. The findings of this study are then related to the seven research sub-questions 

posed in the literature review. In doing so, the perceived need for cross-cultural and 

logistical self-preparation is explored in more depth to reveal that there are distinct 

variations in the perceived value of preparation, influenced by a variety of personal 

attributes and external characteristics and by whether the SIEs were located in South 

Korea or in the UK.  

Distinctions between cross-cultural training & self-preparation 

Cross-cultural training (CCT) refers to affective, behavioural and cognitive education 

designed to enhance: language competency; skills with interpersonal communication, 

negotiation and conflict resolution; and an individual’s knowledge of differences in 

business and cultural etiquette/practices (Avril & Magnini, 2007). As discussed in 
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Chapter One: Introduction, and Chapter Two: Literature Review, a sizeable body of 

research spanning several decades has argued that organisationally provided pre-

departure and/or post-arrival CCT can assist in preparing OAEs for overseas 

assignments, and may contribute toward awareness of cultural differences, acculturation 

and intercultural effectiveness of OAEs (e.g. Cheema, 2012; Clegg & Greay, 2002; Fee 

et al., 2015; Fisher & Hutchings, 2013; Hutchings et al.,2013; Kassar et al., 2015; 

Magnini & Honeycutt, 2003; Santoso & Loosemore, 2013; Tung 1987; Vance & Paik, 

2002). Yet, while formalised CCT programs can contribute towards minimising 

expatriate failure and challenges associated with working and living internationally for 

OAEs, it has been argued that the construct of CCT has limited applicability in the lives 

and careers of SIEs, who generally do not have the opportunity to receive such support 

due to their self-initiated status (Despotovic et al., 2015). As noted, prior research has 

argued that it is not appropriate to rely on the research findings regarding OAEs when 

describing the life and work of SIEs; thus the call for more research to better understand 

the unique issues associated with SIEs’ expatriation (Alshahrani & Morley, 2015; 

Bozionelos et al., 2014; Cao et al., 2014; Doherty, 2013; Doherty et al., 2013; Selmer & 

Lauring, 2011; Suutari & Brewster, 2000; Vance, 2005). Given the value and 

importance of CCT for OAEs, and the comparative lack of understanding regarding 

how SIEs develop intercultural competencies for life and work abroad, knowledge of 

how SIEs cope with and acquire cross-cultural knowledge is needed.  

Despotovic et al. (2015) researched the cross-cultural experiences of Australian SIEs in 

South Korea only, and extended the academic literature on CCT to focus on cross-

cultural self-preparation, which they defined as activities independently and voluntarily 

undertaken to develop intercultural competencies for living and working abroad. As in 

Despotovic et al. (2015), this current research reveals that SIEs invested considerable 

time identifying their needs and seeking out relevant information. Yet, the findings of 

this study extends prior research by redefining the term cross-cultural self-preparation 

more broadly. It is argued that the term cross-cultural self-preparation does not 

encompass all the aspects of self-preparation of SIEs. Thus, to acknowledge both the 

cultural and the logistical self-preparation sought by SIEs, the term self-preparation is 

used in the current research which has a broader focus and considers a larger number of 

issues than the one-country study by Despotovic et al. (2015).  

Like Despotovic et al. (2015), this study suggests that the self-preparation of SIEs is 

distinct from the CCT which is provided to OAEs. Cross-cultural training (CCT) differs 
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from self-preparation in that CCT comprises organisational support offered to 

employees of an organisation with the aim of improving the overall adjustment of the 

assigned individual to the foreign context. While self-preparation is also geared towards 

shared goals which aim to develop intercultural competencies, self-preparation is 

undertaken independently and voluntarily by an individual and outside of the support of 

an employing organisation.  

Another important finding of this research relates to the accessibility of organisational 

support, such as CCT, for SIEs. While for OAEs, organisations have the capacity to 

provide CCT at two points, both pre-departure and post arrival, SIEs, given their self-

initiated status, have been thought to not have access to organisational support prior to 

their departure. Thus it has previously been argued that formalised CCT programs have 

limited applicability in the lives and careers of SIEs (Despotovic et al., 2015). This 

current study extends extant research in arguing that the opportunity for self-preparation 

and CCT co-exist; that is, an SIE may individually pursue self-preparation pre-departure 

and/or on-arrival, and may also receive organisationally-provided training pre-departure 

and/or on-arrival. Although the self-initiated criteria for SIE status has generally been 

assumed to preclude the involvement of organisational support in the individual’s home 

country, it has recently been argued that receipt of such support does not necessarily 

invalidate self-initiated status (Cerdin & Selmer, 2014; Doherty et al., 2013). The 

sample of SIEs in this current research comprised individuals who were recruited both 

in-situ and prior to departing Australia. This is consistent with other prior research, 

which has noted that SIEs are known to secure employment in the host location prior to 

departing their home country (Bozionelos, 2009; Inkson et al., 1997; Selmer & Cerdin 

2014; Suutari & Brewster, 2000). Thus, for the SIEs in this current study who had 

secured employment prior to their relocation, employers located in South Korea or the 

UK had the potential to partially support the individual while they were still residing in 

Australia. Cerdin and Selmer (2014) have argued that in instances where such support is 

received, SIE status remains, since the employment was arranged through the initiative 

of the individual, rather than through an organisation located in the home country, as in 

the case of OAEs. Thus, in this current study the capacity to receive pre-departure CCT 

depends on whether the SIE arranged employment prior to arriving in the host country.  

Generally SIEs find employment on or shortly after arrival (Bozionelos, 2009; Inkson et 

al., 1997; Selmer & Cerdin 2014; Suutari & Brewster, 2000); thus their capacity to 

receive organisational support applies only when they arrive in the host country and 
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their employment has commenced. Yet, while it may seem plausible that SIEs might 

receive CCT in-situ once employment had been secured, the findings of this current 

study found that this did not happen. In this current study, despite the opportunity for 

organisations to provide in-situ support to SIEs, CCT was not usually provided due to a 

lack of established organisational support, or lack of organisational perception of its 

necessity. SIEs who found employment within the UK and South Korea were often 

engaged on local contracts and thus were not considered by their employer as 

expatriates, so they did not have access to training programs which may have otherwise 

been accorded to expatriates. Those who had received some degree of training by their 

employer had indicated that the level of support was not specialised for foreign staff but 

rather introductory in nature, comprising orientations and ‘meet and greets’, such as 

would generally be accorded to any new locally-engaged staff. Moreover, SIEs in both 

South Korea and the UK tended to be employed by smaller local organisations rather 

than larger MNOs. The participants suggested that even if they had requested CCT, 

smaller organisations were presumed to be less able than their MNO counterparts to 

provide or have in place the required HRM practices/support.  

Given these findings, it appears that although CCT and self-preparation share 

similarities in that they both assist in developing intercultural competencies and are 

available at two key periods within the process of expatriation (pre-departure and post-

arrival), there are fundamental distinctions between them. Yet, as highlighted in more 

detail later in this chapter, another key finding of this current study is that although self-

preparation is valuable in contributing towards SIEs’ logistical readiness and 

intercultural effectiveness, SIEs also, albeit to a lesser extent, receive and perceive value 

in organisationally-provided support and CCT. 

In the following section, the importance of self-preparation is explored by contrasting 

the findings of this research with the SIE literature on intercultural competencies for life 

and work abroad. 

The need for self-preparation  

A vast body of research on expatriation has consistently highlighted that individuals 

who relocate abroad experience issues related to culture shock, expatriate failure and 

underperformance resulting from cross-cultural issues, and an inability to adjust to life 

and work in a foreign environment (Avril & Magnini, 2007; Graf & Mertesacker, 2009; 
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Harzing & Christensen, 2004). These significant challenges are said to manifest as 

feelings of frustration, confusion and alienation (Oberg, 1960), and are known to cause 

considerable financial and non-financial effects for the individual, the organisation 

which employs them, and where applicable, the expatriates’ accompanying families 

(Harzing & Christensen, 2004). Given that global competition for the attraction and 

retention of SIEs is strong (Alshahrani & Morley, 2015; Bozionelos et al., 2014; 

Doherty et al., 2013) and the experiences of SIEs represent an alternative model of new 

international careers and is an area of research that has received far less attention than 

has traditional expatriation (Alshahrani & Morley, 2015; Bozionelos et al., 2014; Cao et 

al., 2014; Doherty et al., 2011; Froese & Peltokorpi, 2013; Howe-Walsh & Schyns, 

2010; Selmer & Jacobsen, 2014), knowledge of whether SIEs perceive a need to prepare 

themselves for life and work abroad is pertinent. Because of their self-initiated status, 

SIEs typically do not have organisationally-provided CCT. The cross-cultural 

competencies they offer organisations, and the extent of preparation which 

organisations may need to provide to them, can be better understood through exploring 

how SIEs’ self-preparation differs from what is already known about expatriate CCT. 

While it has already been noted that CCT is important in reducing rates of culture 

shock, failure and underperformance, this research extends these findings by focusing 

on the value and merit of SIE self-preparation in particular. The key findings reveal that 

SIEs often invested considerable efforts to acquire cross-cultural and logistical 

knowledge by undertaking self-preparation. SIEs in both South Korea and the UK 

perceived that self-preparation had the capacity to contribute greatly to logistical 

readiness and intercultural effectiveness within the general, work-related and 

interactional contexts of the host country. SIEs perceived that self-preparation was 

necessary in order to avoid jeopardising opportunities and making cultural faux pas in 

the early stages of their integration by violating socially acceptable norms and customs. 

Similarly, SIEs presumed that by engaging in self-preparation they were giving the 

culture the respect it deserved and demonstrating to the locals and prospective 

employers that they were not ignorant or naïve, but were serious about their new life 

abroad. SIEs who had prepared revealed that it not only had important implications for 

them personally, but that organisations which engaged SIEs inevitably benefited from 

recruiting and selecting individuals who had undertaken self-preparation, because of the 

knowledge, skills and attributes they brought to the organisation. 
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Thinking back to the time leading up to their departure, almost half of the participants 

had perceived the need to undertake self-preparation. Yet there were marked variations 

between SIEs located in South Korea and those in the UK. While a large majority of 

SIEs in South Korea had originally perceived a need to prepare for life and work 

abroad, only one individual located in the UK indicated such a need. SIEs who had 

perceived a need to undertake self-preparation and followed through with it explained 

that self-preparation had improved their intercultural competence and ability to interact 

more effectively with locals of the host country. SIEs who had not perceived a need to 

undertake self-preparation prior to relocation reflected upon the inadequacy of their 

preparation, and described the value that such preparation would have provided. They 

felt that a reasonable degree of cultural understanding would have contributed to more 

immediate meaningful encounters across the general, work-related and interactional 

contexts. Moreover, individuals who had not initially undertaken pre-departure 

preparation sought to remedy their lack of social and cultural understanding by 

engaging in self-preparation upon arrival. Consequently, the vast majority of 

participants located in both South Korea and the UK had either originally perceived a 

need to prepare culturally prior to their relocation, or in hindsight, would have 

undertaken more pre-departure self-preparation had they been given the opportunity 

again.  

Self-preparation methods utilised  

A significant finding of this research is that SIEs often invested considerable efforts in 

acquiring cross-cultural and logistical knowledge by undertaking self-preparation prior 

to departure and upon-arrival. Thus, the period in which self-preparation appears to be 

beneficial is consistent with the OAE literature on CCT, which has suggested that 

training in the home country, upon arrival in the host country, and real-time (in-country) 

can help the expatriate develop the knowledge, skills and attributes required for their 

assignments (Magnini & Honeycutt, 2003). Within the OAE literature, CCT methods 

and support comprise a combination of: programs; workshops; briefings; counselling; 

consultation; logistics assistance from host country staff; and career development 

services (Andreason, 2003b; Clegg & Gray, 2002; Dowling, Festing & Engle, 2008; 

Graf & Mertesacker, 2009; Gupta & Govindarajan, 2002; Hutchings, 2003; Magnini & 

Honeycutt, 2003; Mendenhall et al., 1987; Morris & Robie, 2001; Rugman & Verbeke, 

1992; Tung, 1981; Vance & Paik, 2002). A significant finding of this research is that in 

the absence of such organisationally sponsored training and support, SIEs utilised a 
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variety of self-administered methods to inform their preparation. SIEs were able to 

identify their own self-preparation needs and therefore source what they perceived as 

beneficial information.  

Pre-departure cross-cultural training methods often include: field experiences; cultural 

assimilators; training; briefings; orientations (Tung, 1981) as well as role-plays and 

preliminary visits (Mendenhall et al., 1987). In contrast. common SIE preparation 

methods used to inform pre-departure self-preparation included: reading print material; 

researching the internet and participating in online blogs and social media discussion 

groups dedicated to expatriates living in the host country; and establishing and 

communicating with networks of work and non-work support people including other 

Australians, host country nationals and expatriates from other countries. Other 

beneficial preparation included: prior experiences of having lived or travelled in the host 

country or internationally; previous experience in working/studying with people from 

different cultures; prior academic studies; watching videos/listening to audio; and 

utilising application software (apps) on smart devices. The methods of pre-departure 

and post-arrival preparation utilised by the participants did not differ markedly. SIEs 

who had not undertaken any pre-departure preparation or who had but were diligent in 

wanting to develop their cross-cultural competencies, also prepared on arrival and in-

situ by attending social and professional events and language classes, and joining 

expatriate cultural or sporting groups. 

A key distinction is the marked variations between the modes of preparation undertaken 

by SIEs located in South Korea compared to those who relocated to the UK. In 

particular, those going to South Korea more commonly expressed the value of utilising 

the internet, print materials, language classes, audio/visual materials and preliminary 

visits for their preparation. Participants who had relocated as an SIE to both countries 

explained that there was considerably more cultural and logistical information available 

on the internet about relocating to the UK than there was about South Korea, 

presumably because of long-standing traditional and historical ties and greater numbers 

of Australians relocating to the UK. Despite the prevalence of preparation content 

available, SIEs in the UK utilised the abundance of such resources less frequently, 

which is likely reflective of the greater perceived need to prepare across a larger cultural 

distance when going to South Korea. As discussed in more detail later in this chapter, 

this finding provides valuable insight into the extent to which self-preparation might 

differ across cultures which are presumed to be dis/similar to the SIEs’ home country. 
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Self-preparation content sought 

As noted earlier, decades of research has highlighted that in order for OAEs to be 

effective on international assignments, they require culturally-specific knowledge and 

skills (e.g. Cheema, 2012; Fee et al., 2015; Fisher & Hutchings, 2013; Harzing & 

Christensen, 2004; Hutchings et al., 2013; Kassar et al., 2015; Littrell et al., 2006; 

Santoso & Loosemore, 2013; Tung, 1987). Likewise, the findings of this study on SIEs 

highlight that self-preparation must be comprehensive and relevant in order to develop 

openness to and awareness of diversity across cultures and markets. The pre-departure 

and on-arrival self-preparation undertaken by SIEs related primarily to gaining an 

enhanced understanding of cross-cultural and logistical content. Importantly, the 

perceived value of such preparation varied markedly, with SIEs in South Korea more 

commonly emphasising the value of undertaking cross-cultural self-preparation 

compared to SIEs in the UK, who perceived that logistical self-preparation was more 

relevant.  

The cross-cultural information regarded as being most useful to SIEs’ perceptions of 

preparedness included: learning the language; learning about culturally-specific social 

and business practices; and familiarity with the process of culture shock and 

homesickness. These findings share similarities to the seminal research on OAE CCT 

which has identified the importance of cultural assimilators, language and sensitivity 

training, and environmental briefing/cultural orientation and information on day-to-day 

matters (Mendenhall et al., 1987; Tung, 1988). Further, as in Magnini and Honeycutt’s 

(2003) model for a well-structured expatriate training program, SIEs in this current 

study noted the value of ‘basic knowledge’, that is, significant cultural practices (such 

as table etiquette, importance of socialising, and gift-giving) and the importance of 

enhancing the body’s reaction to stress-coping mechanisms through exercise and a 

healthy diet.  

Logistical preparation involved researching information primarily related to practical, 

lifestyle and environmental matters. As might be expected, some of the logistical self-

preparation was mandatory in nature, such as organising flights, travel and medical 

insurance, immunisations, and preparing visa applications. Other more focused forms of 

logistical self-preparation involved: joining and participating in clubs, groups and 

associations; work-related preparation; investigating the size, cost, location and 

availability of suitable accommodation; researching the costs of living; and saving and 
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budgeting. While the literature on OAE training and support normally identifies such 

logistical ‘day-to-day matters’ as the responsibility of organisations (Mendenhall et al., 

1987; Vance & Paik, 2002), SIEs must seek out and execute such functions 

independently. Similarly, SIEs cited the direct costs related to the financial expenses of 

relocation and subsequent settlement as airfares, associated transportation costs, 

accommodation, day-to-day expenses, and visa application fees. As outlined previously, 

for OAEs, such costs are normally incurred by the employer who assigned them abroad 

(Caligiuri et al., 1998; Chai & Rogers, 2004). Thus, the personal direct financial costs of 

SIE failure could arguably be higher than for OAEs who have received financial support 

from their employer. 

Self-preparation as a form of career capital  

Research has reported that SIEs possess strong cross-cultural skills for interacting with 

locals, and well developed social networks with locals (Froese & Peltokorpi, 2013; 

Peltokorpi, 2008; Peltokorpi & Froese, 2009; Richardson & McKenna, 2014; Tharenou, 

2013). It has been suggested that SIEs offer organisations greater flexibility for 

leveraging SIEs’ career capital, including attributes and competencies which they have 

developed across national boundaries and organisations in responding to the needs of 

the global labour market (Altman & Baruch, 2012; Cerdin & Le Pargneux, 2010; 

Vaiman et al., 2015). Thus SIEs are uniquely situated to facilitate cross-cultural 

understanding, international outlook and strategic value in their workplaces (Richardson 

& McKenna, 2014; Vaiman et al., 2015). However, while SIEs are said to be more 

inter-culturally competent than OAEs, as discussed previously in this chapter, little is 

known about how SIEs have developed or acquired such competencies. While there 

may be numerous individual variations based on demographic influences or 

characteristics, such as prior international experience, it is argued that part of the 

explanation may also be that SIEs engage in self-preparation.  

In this study, it is argued that self-preparation has a basis in career capital theory and 

human capital theory. Career capital theory proposes that individuals take up 

employment opportunities to develop three distinct yet complementary types of capital 

from their work experience, including: ‘knowing-how’ competence; ‘knowing-who’ 

competence; and ‘knowing-why’ competence (Arthur et al., 1995; De Fillippi & Arthur, 

1994; Inkson and Arthur, 2001; Parker et al., 2009). Similarly, Altman and Baruch’s 

(2012) expanded human capital theory model argued that expatriation assists in 
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developing five forms of human capital for the individual: scholastic capital; social 

capital; cultural capital; internal capital and external capital. While human capital theory 

has been previously applied to expatriates generally, the literature on career capital has 

only recently been applied to SIEs; with Tharenou (2013) having proposed that SIEs 

expatriate to develop career-relevant competencies, investments and resources. 

However, distinct from prior research on human capital and career capital theory, this 

study argues that SIEs’ acquisition of career capital takes place both prior to and 

following their employment. Self-preparation in itself, with or without employment 

attached, can be considered to develop both human capital and career capital.  

As discussed in the preceding sections, when SIEs undertake self-preparation, they 

invest considerable effort in preparing themselves independently and voluntarily for life 

and work abroad, with the intention of developing both personal and career-related 

competencies. Throughout their preparation pre-departure and in-situ, individuals 

develop a range of capital. First, they build work-related tacit and explicit knowledge 

and competencies about how they should perform their work – akin to the knowing-how 

competence (De Fillippi & Arthur, 1994) and scholastic capital (Altman & Baruch, 

2012). This may occur from prior career-relevant skills, expertise and knowledge, but 

also from self-preparation which may have arisen from activities such as exploring 

industry trends, researching prospective employers/organisations, or variances (if at all 

any) in the performance of tasks, duties and expectations. Second, they establish or 

draw upon networks of personal and professional contacts located in the home and host 

countries who act as interpersonal resources. Utilisation of such work-related and 

informal connections is reflective of the knowing-who competence (De Fillippi & 

Arthur, 1994) and social capital (Altman & Baruch, 2012). For SIEs in this study, home 

and host country support networks comprising current/former partners, friends, family, 

and colleagues were perceived to be valuable in terms of guidance and advice relating to 

various cultural and logistical information. Third, SIEs focus considerable efforts in 

engaging in pre-departure and on arrival cultural and logistical preparation. The 

knowledge basis of which can be likened to the development of both scholastic and 

cultural capital (Altman & Baruch, 2012). Fourth, throughout their expatriation SIEs 

perceived that they had developed what Altman and Baruch (2012) defined as external 

capital, that is, the development of market value. SIEs regarded their expatriation as a 

valuable stepping stone towards longer-term career goals which would be a tradable 

asset and potentially widen their career advancement opportunities and prospects. 
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Related to this, SIEs knowing-why competence (De Fillippi & Arthur, 1994) may apply 

to rationales for why the SIEs sought to prepare themselves and may arise from 

awareness of their identity, interests, values, motivations and beliefs. For SIEs in this 

study the desire to fulfil a particular motive or the ‘agenda’ for relocation abroad was 

influential in their perceived need to undertake cross-cultural self-preparation. While 

SIEs who had relocated abroad for cultural affinity or career-related incentives 

identified a more pronounced need to prepare themselves logistically and culturally, 

SIEs who had gone abroad out of a sense of adventure, challenge, or in pursuit of a 

different lifestyle were less likely to perceive the need for and subsequently engage in 

cultural self-preparation.   

Influential characteristics and attributes  

In this study, SIEs who had self-prepared were able to identify their needs and source 

useful information, yet, as with the often insufficient provision of CCT for OAEs (Avril 

& Magnini, 2007; BGRS, 2014; Howe-Walsh & Schyns, 2010), the majority explained 

that their pre-departure self-preparation was not comprehensive enough. Many SIEs 

acknowledged that their self-preparation was lacking, and most also agreed that the 

extent to which self-preparation was deemed valuable and necessary was influenced by 

a variety of personal attributes and external characteristics. To date one article has 

specifically explored SIEs’ self-preparation (Despotovic et al., 2015) however the study 

was limited in examining SIEs experience in South Korea only and also in not analysing 

other characteristics or attributes which might be influential in the perceived need or 

value for SIEs to undertake self-preparation. While it has been suggested that the 

perceived value of self-preparation is affected by regional differences and prior 

work/non-work experiences (Despotovic et al., 2015), this current study identifies other 

characteristics and attributes which might be important to SIEs located in cultures 

which are both dis/similar to Australia based on knowledge of the factors which 

influence the cross-cultural effectiveness of expatriates generally. Several factors known 

to influence a more successful cross-cultural experience in expatriates were used to 

assess whether the existence or absence of these impacted upon SIEs’ perceived need 

for self-preparation. Thus, while this study did not attempt to measure the adjustment of 

SIEs, it explored whether factors known to contribute to intercultural effectiveness 

impacted on the perceived need for preparation. The findings for each of the sub-

questions posed in the literature review are summarised in the following subsections. 

They reveal that in addition to prior international work and non-work experiences (as 
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noted in Despotovic et al., 2015), a variety of other characteristics and attributes are 

influential in the perceived need for, and value of, undertaking cultural and logistical 

self-preparation. These include: perceived ease of adjusting to the cultural environment, 

which is largely governed by prior cultural knowledge/familiarity and perceived cultural 

distance/(dis)similarity; personality, attitudes and behaviours; availability of networks 

with locals or other expatriates; organisationally-provided CCT and support; 

motivations for relocating abroad; pivotal interactions in Australia with people from 

different cultures generally; and prior exposure to the host culture obtained through 

media and academic studies. Moreover, in examining the factors which had limited the 

extent of self-preparation undertaken, the findings show that regional differences (as 

noted in Despotovic et al., 2015), a lack of time and lack of resources often inhibited the 

ability of SIEs to undertake self-preparation.  

As illustrated in Figure 5.1, the characteristics and attributes identified in this research 

are categorised across four dimensions: individual; experiential; interpersonal; and 

contextual/situational. From a comprehensive thematic analysis of the interview data, 

the four complementary yet distinct dimensions overarch a variety of characteristics and 

attributes which influenced the extent to which self-preparation was perceived to be 

required for life and work abroad. These dimensions provide insight into the 

characteristics or attributes which influence the perceived need or value for SIEs to 

undertake self-preparation and are significant in extending Despotovic et al’s. (2015) 

limited examination of such. Each of the four dimensions is discussed in more detail in 

the following subsections. 
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Influential dimensions in 
perceived need to 

undertake self-preparation 
• Availability of 

networks with 
locals or other 
expatriates 

• Pivotal interactions 
in Australia with 
people from 
different cultures  

 

• Prior work/non-
work experiences 
in host/or other 
countries 

• Organisationally 
provided CCT and 
support 

• Prior exposure to 
culture obtained 
through media & 
academic studies  

 

• Availability of time 
• Availability of suitable 

self-preparation 
resources for location 

• Degree of cultural 
familiarity and host 
country language 
proficiency 

• Personality, 
attitude & 
behaviour 

• Motivation for 
relocating abroad 

• Intended length of 
stay 

Figure 5.1. Characteristics/attributes influential in the extent to which self-preparation is deemed valuable  
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Individual dimensions 

Attributes and characteristics on the individual dimension were categorised as personal 

or intrinsic in nature. Individual dimensions which were influential in the perceived 

need or value for SIEs to undertake self-preparation included: the degree of cultural 

familiarity and host language proficiency; personality, attitudes and behaviours; and 

motivations for relocating abroad and intended length of stay.  

Cultural familiarity and host language proficiency  

Sub-question five examined: 

How does cultural familiarity and host country language ability impact on Australian 

SIEs’ perceptions of the need for self-preparation for living and working in South Korea 

or the UK? 

The findings suggest that SIEs’ perceptions of the need to undertake self-preparation are 

largely governed by prior cultural knowledge/familiarity, language proficiency, and, 

perceived cultural distance/(dis)similarity. As in the studies of House et al. (2004) and 

Shenkar (2001), this current research found the concept of cultural distance was used by 

participants to refer to the degree to which the home and host cultures differ with regard 

to the collective values, beliefs, customs, rituals, legal, political, and economic systems. 

For SIEs faced with relocating to South Korea, where the degree of cultural distance is 

perceived to be large, self-preparation takes effect commonly both pre-departure and in-

situ. For SIEs relocating to the UK, where the cultural distance is perceived to be small, 

pre-departure preparation appears to have less importance initially, but preparation in-

situ takes place when cultural or logistical differences are recognised. Thus, this study 

supports prior research which has proposed a heightened need for the development of 

expatriates’ cross-cultural competencies when the cultural differences are great 

(Bhaskar-Shrinivas et al., 2005; Black et al., 1992; Doherty et al., 2011; Tung, 1998), as 

well as when they are small (Evans et al., 1992; Selmer, 2002; Selmer & Lauring, 

2009).  

The literature on the effect of cultural distance upon OAE adjustment has been divided, 

especially about whether cultural distance influences the ability to adjust to some 

cultures and not to others. Some research has proposed that expatriates who have been 

assigned to a country where there is a large cultural distance will encounter more 
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problems and stress in making the required transitions and changes in thoughts and 

behavioural patterns than in a country with a similar culture (Black, Gregersen & 

Mendenhall, 1992; Bhaskar-Shrinivas et al., 2005; Doherty et al., 2011; Tung, 1998). 

When SIEs in this study were more conscious of pronounced cultural and language 

differences, they were likely to try to overcome these differences by engaging in self-

preparation both pre-departure and in-situ. Predominantly, SIEs located in South Korea 

explained that having limited exposure to language and cultural customs and practices 

meant that they had very little knowledge about South Korean culture to draw upon. 

Thus, the majority of SIEs in South Korea made efforts to prepare themselves. Those 

who had self-prepared felt more comfortable with their living and working in South 

Korea than those that had not prepared. In contrast, those who had not engaged in self-

preparation found that a number of cultural dissimilarities and language barriers arose 

which caused them to experience difficulties and low points in their work and life.  

Another body of research has argued that cross-cultural difficulties are often heightened 

where the home and host cultures are similar (Evans et al., 1992; Selmer, 2002; Selmer 

& Lauring, 2009). Such studies have noted that expatriates who have been assigned to a 

country where there is a smaller cultural distance typically receive less support and 

training to deal with any unexpected and unforeseen barriers (Evans et al., 1992; Selmer 

& Lauring, 2009). In the current study, when SIEs presumed the absence of cultural 

dissimilarity, or the presence of cultural similarities between their home and host 

country, they inadvertently disadvantaged themselves by not preparing adequately. 

Almost all the SIEs relocating to the UK had not perceived a need to undertake cultural 

self-preparation prior to departing from Australia. Their perceived cultural familiarity 

was based on their exposure to Australian-British cultural commonalities such as shared 

modern history and language, and having a family cultural background from the UK, 

given ties with Australia through colonisation and migration. However, Australia is very 

multicultural and not all SIEs perceived the existence of such cultural ties with the UK. 

But other factors which contributed towards perceptions of cultural familiarity included 

having watched/listened to British media or having previously interacted with 

individuals from, or who had been to, the UK. Those who had acknowledged the 

existence of cultural dissimilarities between Australia and the UK prior to arrival, such 

as social class distinctions and a sense of the politeness and reserve of British nationals, 

explained that they had considered that such dissimilarities would not be 
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insurmountable and that appropriate adjustments to their behaviour and conduct could 

easily be made upon arrival.  

Most SIEs in this study who expatriated to the UK did not engage in self-preparation 

which could have helped them to deal with any unexpected and unforseen barriers; 

greater attention was paid to logistical self-preparation. However, when they arrived in 

the UK, many encountered challenges in adjusting to the work and the general 

environment. Once cultural and logistical dissimilarities were realised, they became 

aware of the need to engage in in-situ self-preparation. This finding supports prior 

research on OAEs, which has found that cross-cultural difficulties may also be 

heightened where the home and host cultures are similar (Evans et al., 1992; Selmer, 

2002; Selmer & Lauring, 2009).  

The findings of this current study contribute to our knowledge of an under-researched 

cohort, SIEs broadly, and Australian SIEs in particular. Although cultural distance has 

received considerable attention in the literature on OAEs, less is known about how this 

concept relates to SIEs. Cao et al. (2012) argued that much like OAEs, SIEs’ career 

development and adjustment differ according to the cultural distance between the host 

and home country culture. Yet most studies are based upon samples of SIEs who have 

moved between countries that are in some respects culturally similar, such as 

Australians in other English-speaking countries (Tharenou & Caulfield, 2010) or SIEs 

located in one geographical location (Al Ariss & Ӧzbilgin, 2010; Crowley-Henry, 

2012). While there is some literature which has explored SIEs who move from and to 

culturally distant regions such as Japan and Northern Europe, relatively little is known 

about the experiences of Australian SIEs. This current study thus addresses calls from 

Tharenou and Caulfield (2010) and Doherty et al., (2013) for more research which 

examines the experiences of SIEs from one location relocating across different cultural 

contexts. Given the increasing global mobility of talent, this research addresses the need 

to understand the impact of cultural familiarity and language proficiency on SIEs’ cross-

cultural effectiveness, and the need to prepare for working and living in both culturally 

similar and culturally dissimilar countries. 
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Personality, attitudes and behaviours  

Sub-question three examined: 

How does personality and attitude impact on Australian SIEs’ perceptions of the need 

for self-preparation for living and working in South Korea or the UK?  

The study finds that SIEs perceived that their personality and attitude were influential in 

the extent to which self-preparation was deemed valuable and necessary. SIEs described 

feelings that their personality or attitude was conducive to undertaking self-preparation 

and noted that such desires had emerged from a sense of dutifulness and a sense of 

vulnerability. Compared against Ward and Chang’s (1997) research, there is similarity 

with the personality dimensions of conscientiousness and emotional stability. Referring 

to the Big Five personality dimensions, Ward and Chang (1997) proposed that 

personality traits which influence adjustment include: extraversion; agreeableness (trust, 

straightforwardness, altruism, compliance, modesty, and tender-mindedness); 

conscientiousness (competence, order, dutifulness, achievement-striving, self-discipline, 

and deliberation); openness (willingness to experience different activities and examine 

different ideas and value); and, (greater) emotional stability (low levels of anxiety, 

hostility, self-consciousness, impulsiveness and vulnerability). Though adjustment was 

not considerd in this study the findings do have relevance for the Big Five factors. 

Regarding conscientiousness, some SIEs in this study described a sense of duty about 

engaging in self-preparation, in the belief that this would demonstrate to locals they 

were giving the culture the respect it deserved. Some SIEs perceived self-preparation as 

necessary to avoid jeopardising opportunities and making cultural faux pas in the early 

stages of their integration, by inadvertently violating socially acceptable norms and 

customs. Thus, SIEs who exhibited conscientious tendencies recognised the value of 

self-preparation and engaged in it. Regarding the dimension of emotional stability, SIEs 

described a desire to undertake self-preparation in order to reduce cultural and 

emotional stress and minimise failure. These desires resonate well with efforts to reduce 

levels of anxiety and vulnerability. SIEs who spoke about desiring to counteract such 

fears explained that by not preparing they would later regret not having done enough, if 

they left the host country prematurely because of challenges associated with their lack 

of cultural integration. They perceived a need to develop the required cultural and 

logistical knowledge to become more open-minded and familiar with the differences in 

the foreign country.  
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The experiences of SIEs in this study resonate with earlier research on SIEs which has 

noted that they seek to be adaptable to local environments and are willing and curious to 

learn about the host location culture (Briscoe et al., 2006; Cerdin & Le Pargneux, 2010; 

Seibert et al., 1999). It has been demonstrated that SIEs are open minded and motivated 

in their career management and possess a proactive personality (Briscoe et al., 2006). 

Proactive and open minded SIEs are positively associated with objective and subjective 

career success (Seibert et al., 1999), are adaptable to their environments (Seibert et al., 

1999), and actualise their behaviour and thought patterns proactively with new norms 

and standards (Cerdin & Le Pargneux, 2010). They are also curious to learn about host 

country cultures, willing to adapt to the new job environment, and show a high degree 

of personal agency in their expatriation (Cerdin & Le Pargneux, 2010; Doherty et al., 

2011; Inkson et al., 1997). Several studies have highlighted that an individual’s 

personality traits, attitude, and ability to adapt to different norms, customs and modes of 

behaviour influence their ability to adjust to life in a new culture (Osland, 1995; Phatak, 

1995; Tye & Chen, 2005) and their career success (Briscoe et al., 2006; Froese & 

Peltokorpi, 2011; Seibert et al., 1999; Van Oudenhoven et al., 2003). Personality and 

attitudinal factors known to be key to successful adjustment abroad include: personal 

initiative; knowing oneself; knowing what one wants from life; taking responsibility, 

perseverance and patience (Adler, 1991); cultural empathy; adaptability; diplomacy; a 

positive attitude; emotional stability; maturity (Phatak, 1995); social initiative; and 

tolerance for ambiguity (Tye & Chen, 2005).  

While some SIEs perceived that their personality or attitude was conducive to 

undertaking self-preparation, others felt the contrary. Several SIEs expressed a cavalier 

attitude towards the need to prepare, identifying themselves as “laid back and careless”, 

“impulsive in my early days”, “an adventurous person” and “jump in the deep-end kind 

of guy”. With a willingness to approach their expatriation open-mindedly, descriptors 

such as these present elements of tolerance for ambiguity and openness. For SIEs in the 

UK, the cultural commonalities and preconceived familiarity enabled Australian SIEs to 

more readily integrate into what was viewed as a familiar society, with less perceived 

need to undertake considerable preparation in advance of arrival. Yet SIEs also 

generally acknowledged that there would have been merit in undertaking preparation 

prior to arrival, given the extent of cultural and logistical difficulties which were 

encountered. Thus, another key finding of this study is that many SIEs perceived it 

would be more advantageous to learn about the host culture upon arrival in the host 
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location rather than prior to departure. They had chosen either to skip undertaking self-

preparation prior to their departure or limited the extent and rigour to which they had 

prepared, postponing self-preparation until after their arrival in the host location. 

Despite initial perceptions that pre-departure preparation was not necessary, a 

considerable proportion of SIEs experienced an array of cultural and logistical 

challenges upon arrival, and reported feeling (in retrospect) that their pre-departure 

preparation was inadequate and that more was required to prepare themselves for life 

and work abroad. 

Although not directly related to the manner in which personality and attitude influenced 

the perceived need to undertake self-preparation, a number of participants explained the 

importance of adjustments in attitudes for cultural preparedness. Expatriates who were 

conscious of the need to adjust their attitudes both during their preparation and upon 

arrival expressed that they had become more culturally tolerant and were able to adapt 

more easily to working and living in South Korea.  

As stated above, while there is considerable research on the personality and behavioural 

factors which influence the cross-cultural experiences of expatriates, and some which 

examines the impacts on SIEs specifically, there has been no research detailing the 

applicability of these factors to Australian SIEs. Given that expatriates’ experiences are 

biased profoundly by their countries of origin (Selmer, 2001), it was considered 

important to investigate whether extant findings are relevant to an Australian SIE 

context. Thus, the findings of sub-question three broaden current understanding of the 

impact of personality and attitudes on SIEs’ perceptions of the need to undertake self-

preparation. 

Motivations for relocating abroad 

Sub-questions six and seven both related to providing understanding of how the 

motivation for relocating abroad may influence the extent to which Australian SIEs’ 

perceive the need to undertake cross-cultural self-preparation, and are therefore 

discussed together in this section. Sub-question six examined: 

How does the motivation to expatriate impact on Australian SIEs’ perceptions of the 

need for self-preparation for living and working in South Korea or the UK? 

Sub-question seven examined more specifically: 
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How does the motivation to expatriate to a specific country impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in South Korea or 

the UK?  

As presented earlier in this chapter, extant research has argued that SIEs’ motivations to 

relocate abroad are invariably complex and multifaceted and comprise a range of factors 

including: personal/lifestyle goals; adventure/travel; and family, financial and career-

related considerations (Doherty et al., 2011; Lauring et al., 2014; Muir et al. 2014; 

Richardson & McKenna, 2006; Selmer & Lauring, 2011; Suutari & Brewster, 2000). 

One of the key findings in this study is that SIEs proactively fulfiled their needs for 

personal learning, development and growth in both a career-related and 

personal/lifestyle sense. This finding not only provides valuable insight into the factors 

motivating Australian SIEs to pursue employment abroad, but also extends extant 

knowledge by noting that motivation is also influential in perceptions of the extent to 

which self-preparation is deemed valuable or necessary.  

This current study finds that those who had gone abroad out of a sense of adventure, 

challenge, or in pursuit of a different lifestyle were less likely to perceive need and 

subsequently engage in cultural self-preparation. Instead, such individuals made efforts 

upon arrival to integrate with the culture by engaging with and developing friendships 

and networks with host country nationals. Again, however, this was largely for personal 

goals of meeting new people and forming friendships rather than career-focused goals 

of developing professional networks.  

SIEs who had relocated abroad seeking cultural affinity or career-related incentives 

identified a more pronounced need to prepare themselves logistically and culturally in 

order to better integrate and gain employment immediately upon arrival in the new 

country. Individuals who desired to establish a meaningful career prepared both pre-

departure and on arrival. They did this by conducting culturally-related web research 

and engaging with home country nationals and expatriates from other countries via a 

combination of previously established networks, clubs, groups, and associations. 

Individuals motivated by career progression and cultural affinity engaged in self-

preparation as a method of gaining understanding of the cultural and logistical context 

of their host country, in order to contribute towards the success of their expatriation. 

The intended length of stay also influenced the perceived need to prepare. SIEs who did 

not view their expatriation as a long term plan indicated that it had influenced their 
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perceptions of the necessity for preparation, and consequently their experience after 

arriving in the host location. This finding reflects Tung’s (1981) research, which found 

that provision of CCT for OAEs was mediated by the intended length of the assignment. 

Importantly, these findings support the argument that SIEs are not simply youthful 

adventurists motivated by desires to travel and explore the world, as described in the 

early literature (Inkson et al., 1997); more often they are deliberate careerists who 

pursue expatriation as a method of skills acquisition and career advancement (Brewster 

& Suutari, 2008; Carr et al., 2005; Jokinen et al., 2008; Myers and Pringle, 2005; Nolan 

& Morley, 2013; Richardson & McKenna, 2014).  

While there is a substantial body of research into the motivations of SIEs, the influence 

of motivational issues on their mobility needs further attention. The findings described 

here address sub-questions six and seven and indicate that SIEs who expatriate to 

pursue career development or for cultural affinity more often perceive the merit of more 

extensive levels of self-preparation than those motivated by desires for travel, challenge, 

and adventure, who are less likely to perceive the need for and engage in cultural self-

preparation. These findings extend knowledge regarding the motives of Australian SIEs 

who pursue employment abroad and provide valuable insight regarding the manner in 

which motivation influences perceptions of the need to undertake self-preparation.  

Experiential dimensions  

Attributes and characteristics classified within the experiential dimension and found to 

be influential in the perceived need for and value of undertaking self-preparation 

include: prior work/non-work experiences in host or other countries; prior exposure to 

the host culture obtained through media and academic studies; and, organisationally-

provided CCT and support.  

Prior work/non-work experiences in host/or other countries 

Sub-question two examined: 

How does prior international work and non-work experience (in childhood and 

adulthood) impact on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK? 
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The majority of Australian SIEs located in South Korea and the UK agreed that their 

perceptions of the need to undertake self-preparation for life and work in their 

respective host country locations were influenced by their prior international work and 

non-work experiences in the host or other countries.  

Although research into the value of prior international experiences has traditionally 

focused on an individual’s previous work-related mobility, it has been suggested that 

non-work-related exposure such as leisure travel, studying abroad, and being an 

accompanying child of expatriate parents, are also positively related to an expatriate’s 

ability to function and manage effectively in a culturally diverse setting (Despotovic et 

al., 2015; Froese & Peltokorpi, 2011; Selmer, 2002; Selmer & Lauring, 2014b; Tarique  

& Takeuchi, 2008; Tharenou, 2003; Vance, 2005; Zakaria, 2000). The findings of this 

study are consistent with this prior research, confirming that prior international 

exposure through living, travelling, studying or working abroad enables individuals to 

be conscious of cultural differences and be better positioned to generate strategies to 

adapt to new cultural situations. SIEs in this study explained that their prior 

international exposure to other countries had equipped them with valuable personal, 

professional and cultural skills that were relevant to new experiences of living and 

working abroad.  

This study highlights the influence of prior international experiences on the 

development of knowledge, skills and attributes such as: adaptability; flexibility; global 

perspective; independence; resilience; dealing with isolation; managing expectations; 

budgeting; dealing with homesickness; awareness of the importance of social 

connections; and communities of support. The findings agree with some extant 

literature which has noted that prior international experience broadly contributes to 

future expatriation by: enabling individuals to generate strategies for adaptation in new 

situations; familiarising them with typical stressors of relocation; broadening cultural 

knowledge; raising awareness and appreciation of cultural differences; and developing 

confidence and independence (Despotovic et al., 2015; Froese & Peltokorpi, 2011, 

2013; Howe-Walsh & Schyns 2010; Tharenou, 2013). The findings also extend existing 

knowledge by revealing the influence of prior international exposure on perceptions of 

the need for self-preparation. Overall, SIEs who had little or no prior international 

experience perceived they would require more self-preparation than those who had 

already lived or worked in a foreign country. Those who had prior international 
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exposure believed that such experiences greatly assisted them to prepare for working 

and living in South Korea and the UK. 

While it has previously been noted that prior international experience influences 

perceptions of the need to undertake self-preparation (Despotovic et al., 2015), the 

earlier study was limited in its focus on SIEs relocating to South Korea only. This 

current study extends existing knowledge by exploring the extent to which prior 

international work and non-work experiences influence the self-preparation perceived to 

be required for SIEs relocating across culturally dis/similar cultural contexts. Some 

SIEs argued that the experience of living in other cultures, whether similar or dissimilar, 

was valuable for learning about and adjusting to foreign cultures in general. Others 

explained that the value of such prior international experiences depended on the 

applicability of their past experiences to current experiences. Within the literature, prior 

international exposure is known to benefit future expatriation (Froese & Peltokorpi, 

2013; Tharenou, 2013) and it has been suggested that individuals who have prior 

experience with a foreign culture will feel less distant from that particular culture, no 

matter what their country of origin (Waxin & Panaccio, 2005). Other research has 

suggested that experiences are particularly valuable if individuals have previously been 

to the host country, or at least one which shares cultural similarities (Froese, 2012).  

The findings of this study resonate with Froese (2012), who found that SIEs who had 

prior international experience in the host location felt more confident with the language 

and reported being more satisfied with their level of social interactions with host 

country nationals (given the availability of pre-established networks) than those SIEs 

who had not been to the host location previously. The current research also suggests that 

although prior international work-related experiences generally were beneficial, the 

experiences were perceived to be more valuable if they were in the host country, or at 

the least one which shared cultural similarities. SIEs who had relocated to South Korea 

and who had previously spent time in South Korea or other culturally-similar Confucian 

cultures, such as Japan or China, explained that their prior exposures had eased their 

subsequent cultural adjustment to South Korea. Likewise, SIEs who had relocated to the 

UK and who had previously been there also regarded their prior experience as 

influential upon their perceived need to prepare, given that they were familiar with the 

cultural practices and logistical requirements of day-to-day life. As discussed earlier in 

this chapter, those who had perceived a pre-existing cultural familiarity based on 

Australian and British cultural commonalities suggested that while this did influence 
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them, having also previously spent time in the UK further influenced the decision that 

cultural self-preparation was not necessary. However, unlike SIEs which had noted a 

sense of familiarity when they went to South Korea following prior experiences in 

China or Japan, SIEs in the UK with prior experience in countries such as New Zealand 

or the United States argued that these experiences were not particularly beneficial. This 

finding is likely to reflect perceptions of cultural dis/similarity. For SIEs relocating to 

the UK who already are familiar with British culture through Australian cultural 

commonalities and exposure, expatriation to New Zealand or the United States may not 

contribute towards cultural learning. On the other hand, SIEs who relocated to South 

Korea where a greater cultural transition was initially required may have found that 

former experiences in China or Japan helped them with their learning and awareness of 

the South Korean culture. These findings extend earlier research by suggesting that the 

scope and value of prior international experiences in another culturally-similar context 

are only applicable to a future experience if great cultural adaptation from the home to 

the host culture is required. 

Another significant finding was that SIEs who had previously travelled or lived abroad 

in regions culturally dissimilar to Australia such as South Africa or India felt that their 

prior experiences had equipped them with skills and coping mechanisms which were 

useful for life abroad. Having previously dealt with adjusting to different cultural 

environment, and enduring culture shock and homesickness, SIEs described that they 

had felt less need to prepare for subsequent expatriation. Another key finding was that 

individuals who had encountered cultural and interactional difficulties during former 

experiences of living abroad noted that these experiences had heightened their 

perception of the need to engage in self-preparation. These contradictory findings 

suggest that while some SIEs perceive themselves to be well prepared for future 

expatriation because of former challenging experiences, others felt that such 

experiences increased their need to engage in self-preparation so as to avoid such 

difficulties in future expatriation.  

While the research to date has explored the effect of prior international experience on 

expatriates generally, and some on SIEs specifically, little attention has been given to an 

Australian SIE context. Despotovic et al. (2015) specifically examined Australian SIEs 

and Altman and Baruch’s (2012) and Froese’s (2010) studies included a small sample of 

Australian SIEs. Given that expatriates’ experiences are known to be influenced by their 

countries-of-origin (Selmer, 2001) examination of the influence of prior international 
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experience of SIEs from Australian backgrounds was warranted. The findings are 

significant, first in supporting earlier literature which has suggested that prior 

international exposure is beneficial for future expatriation, and second in revealing the 

influence of prior work and non-work international experience for SIEs’ perceptions of 

the need for, and value of, self-preparation required for relocating across culturally 

dis/similar cultural contexts. These findings are also important in that they provide 

knowledge of an important country of origin context, and address calls for research to 

be conducted in new contexts (Biemann & Andresen, 2009; Muir et al., 2014; Scullion 

& Brewster, 2002) and more specifically, Australia (McDonnell et al., 2011; Tharenou 

& Caulfield, 2010), in order to develop a broader understanding of expatriation. 

Prior exposure to culture obtained through media & academic studies  

The findings of this study extend beyond the issues intended to be addressed in the sub-

questions in revealing the influence of prior exposure to the host context culture, via 

media or academic studies of the culture, language or history, on perceptions of the need 

to undertake self-preparation. While it has previously been noted in this chapter that 

cultural familiarity generally is known to be advantageous, those with specific exposure 

to the culture through secondary/tertiary education or via media (TV, radio, literature 

and music) felt instinctively prepared for life and work in the host context through their 

cultural knowledge and awareness. Such prior exposure was also said to be valuable in 

determining expectations surrounding mannerisms, customs and use of colloquial 

expressions. 

Importantly, such exposure within the home country also influenced perceptions of the 

value and necessity of self-preparation. This finding is of particular significance given 

that those who had previously been exposed to the host culture via prior academic 

studies or media asserted that less self-preparation was required than for those who 

lacked such prior exposure. For instance, many SIEs who had relocated to the UK noted 

that they had had access to British media content and coverage of British history and 

monarchy in Australia and thus felt they instinctively knew what to expect in the UK. In 

contrast, SIEs in South Korea who had access to only limited coverage of that country 

in their local media and a lack of exposure to South Korean history, culture and 

language within the Australian education system perceived a greater need for self-

preparation.  
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While prior education abroad is known to influence more conscious desires to pursue a 

pathway into employment abroad (Iredale, 2001; Vance, 2005), the influence of cultural 

knowledge obtained through media or secondary/tertiary education in the home country 

has not been specifically explored in the context of cultural preparedness. The little 

known about the value of prior academic studies has been largely explored through the 

context of human capital. For instance, Altman and Baruch (2012) noted that one of the 

three components of human capital, ‘generic-general capital’ is usually acquired 

through formal education and work experience. The findings of this current study 

suggest that the process of acquiring career capital for SIEs commences prior to their 

employment, and more specifically, with exposure to media and cultural knowledge 

absorbed from prior academic studies. Such formal and informal exposure, with or 

without future intentions to expatriate, can be described as a lifelong process of 

developing career capital, which has the potential to contribute towards cross-cultural 

understanding, a cultural knowledge base, and skills acquisition which may be useful in 

future expatriation experiences.  

Organisationally-provided CCT and support 

Sub-question one examined: 

How does a lack of organisationally-provided support impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in the UK or South 

Korea? 

For several decades, CCT has been identified as a key strategy in building the cross-

cultural effectiveness of OAEs. Yet the provision of CCT and other forms of 

organisational support specifically for SIEs has received limited attention in the 

literature, arguably because the experience of preparing for the challenges of living and 

working abroad differs for SIEs, who normally self-initiate their international adventure 

without the backing of an organisation. Thus, while CCT is known to be useful for 

OAEs, there is little research on the applicability of CCT for the lives and careers of 

SIEs, with the exception of Despotovic et al. (2015) who noted that in lieu of receiving 

organisationally-provided CCT and support, SIEs instead engage in self-preparation. 

There has not been substantive study of SIEs’ cross-cultural preparedness generally, nor 

specifically regarding whether they receive CCT. While knowledge about self-
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preparation is important, so too is the need to understand the extent to which SIEs 

receive or perceive value in CCT or other forms of organisational support.  

The findings of this current investigation highlight that although self-preparation is 

valuable in contributing towards SIEs’ logistical readiness and intercultural 

effectiveness, SIEs also, albeit to a lesser extent, receive and perceive value in 

organisationally-provided support and CCT. Yet, as outlined previously, although the 

sample of SIEs in this current research comprised individuals who were recruited both 

in the host location as well as prior to leaving Australia, very few organisations were 

actually found to provide pre-departure support due to a lack of established support or 

lack of organisational perception of its necessity. Moreover, while SIEs could receive 

CCT in-situ once employment has been secured, the findings of this current study are 

comparable to the literature on CCT for OAEs, which has revealed that this is not the 

case (Avril & Magnini, 2007; BGRS, 2014; Black & Gregersen, 1991; De Cieri et al., 

1991; Howe-Walsh & Schyns, 2010; Littrell et al., 2006; Magnini & Honeycutt, 2003). 

Overall, the organisations in which the SIEs were employed were said not to have 

provided comprehensive CCT. The views of SIEs in this study indicate support for the 

provision of CCT to address the demands of working and living internationally. There is 

an opportunity for organisations to more effectively support the experiences of SIEs, 

both through pre-departure training for those who are recruited prior to departing their 

home country, and in-country for those who are employed upon arrival. Though there is 

a depth of knowledge on OAE CCT (Graf & Mertesacker, 2009; Littrell et al., 2006; 

Magnini & Honeycutt, 2003; Mendenhall et al., 1987; Tung, 1981) the current research 

contributes to research into expatriate success by highlighting the need for 

organisational support for SIEs.  

The findings addressing sub-question one highlight that SIEs’ perceptions of the need 

for self-preparation for living and working abroad are influenced by the extent to which 

they received organisationally-provided support and CCT. SIEs who were satisfied with 

the level of organisational CCT and support received did not perceive as great a need to 

undertake logistical and cultural self-preparation as those who had not received 

organisational support. This study found that while SIEs were prepared to 

independently and voluntarily engage in self-preparation in order to develop 

intercultural competencies and logistical readiness, they also felt that cultural 

preparation was a collective responsibility of the individuals concerned and their 

respective employers. SIEs could identify self-preparation needs and source useful 
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information, but also desired that organisations provide support to help them develop 

the required knowledge, attributes and skills. 

Interpersonal dimensions 

Attributes and characteristics identified within the interpersonal dimension comprised: 

variations in the perceived need and value of self-preparation based upon the SIEs’ 

availability of support networks with local nationals or other expatriates; and pivotal 

experiences of having worked, studied or interacted with people from different cultures 

generally while in Australia.  

Availability of networks with locals or other expatriates 

Sub-question four examined: 

How do relationships/networks with host country nationals or other expatriates impact 

on Australian SIEs’ perceptions of the need for self-preparation for living and working 

in South Korea or the UK? 

Overall, most SIEs utilised networks of support people to assist their preparation both 

pre-departure and post-arrival. Such networks comprised current/former partners, 

friends, family, colleagues, and university lecturers who had previously resided or were 

currently residing in the respective host locations. The SIEs viewed informal support 

offered by organisational mentors in the home country, as well as local and other 

expatriate peer mentors in the host country, as useful. In addition to satisfying desires 

for social interaction, such networks were also said to be valuable in providing relevant 

information about expected experiences, as well as practical/lifestyle related logistical 

information and local cultural knowledge. Those who had networks with home and host 

country nationals described a sense of comfort and security in knowing that they had 

available to them a community of individuals that would be able to assist them during 

the preparation and planning phases of relocation and while in-situ. 

Within the expatriation literature, support networks in the host country with local 

nationals and other expatriates are known to be important in facilitating cross-cultural 

adjustment (Kraimer et al., 2001). Relating to SIEs specifically, it has been argued that 

host and home country nationals provide SIEs with crucial resources for learning and 

social support (Cao et al., 2012; Doherty et al., 2013; Howe-Walsh & Schyns, 2010; 
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Richardson & McKenna, 2014). SIEs are known to possess greater local networks than 

OAEs, because they have either worked abroad for longer or have acquired such 

relationships during prior visits to the host country (Cerdin & Le Pargneux, 2010; 

Doherty et al., 2011; Froese & Peltokorpi, 2013; Jokinen et al., 2008; Peltokorpi, 2008; 

Peltokorpi & Froese, 2009). Moreover, it has been reported that SIEs who possess well 

developed social networks with locals also have strong cross-cultural skills and are 

better adjusted than those who lack such networks (Froese & Peltokorpi, 2013; 

Peltokorpi, 2008; Peltokorpi & Froese, 2009; Richardson & McKenna, 2014; Sargent, 

2002; Tharenou, 2013). Although the current study did not attempt to compare the 

experiences of SIEs against OAEs, the findings do reveal that SIEs in this research tend 

to be well connected with both local nationals and other expatriates.  

While networks with locals or other expatriates are known to assist expatriates in life 

and work abroad, the findings of this study illustrate that these networks influenced 

SIEs’ perceptions of the value and necessity of cross-cultural and logistical self-

preparation for living and working in South Korea or the UK. Those who did not have 

existing support networks of locals or other expatriates invested considerable effort in 

developing personal and career-related networks. SIEs who lacked support spoke in 

detail about the value of pre-departure self-preparation through seeking out sporting or 

professional clubs, groups and associations, via social media groups, blogs and websites 

dedicated to expatriates in the respective host country locations. There was little 

variation in the extent to which such preparation was perceived to be beneficial in 

establishing and maintaining relationships, with a somewhat greater number of SIEs in 

South Korea attesting to its value compared to those in the UK. Moreover, those who 

lacked access to support networks also engaged in self-preparation upon arrival in the 

respective host locations. They supplemented their online interaction within these 

communities by seeking out social, sporting and professional events held across various 

localities, and targeted at individuals with common interests or hobbies. Those who had 

already possessed such networks had utilised these as a support mechanism both prior 

and after arrival. The availability of such networks was seen as enhancing the overall 

attractiveness of expatriating to specific locations, but also influenced the extent to 

which self-preparation was perceived to be necessary.  

Importantly, the findings also reveal marked host location variations regarding the 

extent to which networks of support people influenced perceptions of the need to self-

prepare. For instance, participants who had relocated to the UK more frequently noted 
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the availability of home country nationals for support and knowledge. Presumably this 

was because of greater numbers of Australians residing there. SIEs based in the UK 

commented that Australians were well represented in the UK; thus not only were there 

large numbers of Australians to whom they could relate, but local nationals were 

accustomed to dealing with Australians. Furthermore, businesses such as grocery stores, 

restaurants, and especially pubs supplied familiar Australian products to Australian 

expatriates. On the other hand, SIEs in South Korea often lacked Australian networks 

for support and knowledge. Thus, rather than relying on other expatriates for assistance, 

they tended to develop local networks more than those in the UK did, despite 

experiencing considerable language and communication barriers and unfamiliar social 

conventions and protocols. This finding is relevant to the identified need for expatriates 

to develop networks with host country nationals rather than staying siloed within 

expatriate enclaves (Black & Gregersen, 1999). As in Selmer’s study (2002), the 

findings of this research also suggest that SIEs expatriating to culturally-dissimilar 

locations receive greater support from locals, whereas the locals from culturally-similar 

countries may assume that those from backgrounds that are culturally similar to their 

own are able to ‘get by’ of their own accord, and hence less support is offered to them.  

Pivotal interactions in Australia with people from other cultures 

 Another key finding which extends the information intended to be gained from the sub-

questions pertains to the influence of prior pivotal interactions in Australia (with people 

from different cultures) on the perceived need to undertake self-preparation. The 

findings reveal that SIEs who had interacted with people from different cultures 

generally perceived that such experiences had influenced the extent to which they 

perceived self-preparation was necessary. Moreover, experiences of having been 

exposed to South Korean or British nationals in Australia meant that SIEs had some 

cultural familiarity with the host location. This prior exposure was said to influence 

their level of knowledge and lessen their perceived need to prepare. SIEs without such 

experiences described how a lack of exposure to the culture made them feel there was 

significant preparation needed to overcome the lack of cultural familiarity and 

knowledge. Although the influence of prior interactions with individuals has not been 

previously considered in relation to self-preparation, Howe-Walsh and Schyns (2010) 

have found that SIEs who have cooperated with colleagues from different countries 

and/or have prior international experience will more easily adapt to their host countries 
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than their counterparts who have not. Thus, this type of cooperation facilitates 

interpersonal and cross-cultural skills (Howe-Walsh & Schyns, 2010). The findings of 

this study support this earlier finding in suggesting that experiences of having worked 

with colleagues from different cultures generally is beneficial in contributing towards 

awareness of cultural differences. The findings also extend this extant knowledge, 

however by identifying the influence which such prior pivotal interactions have on the 

extent to which self-preparation is perceived as necessary by Australian SIEs. 

Contextual/situational dimensions 

Other responses which extend the information intended to be gained from the sub-

questions relate to the various contextual/situational constraints which often inhibit the 

extent to which self-preparation is undertaken by SIEs. These include: a lack of 

available time in which to conduct preparation; and lack of availability of suitable self-

preparation resources for the host location context. 

Like Tung’s (1981) research which looked at provision of CCT for OAEs on the basis 

of intended length of assignment, in this investigation a sizeable number of SIEs 

explained that a lack of time affected their ability to undertake self-preparation. 

Importantly, the availability of time is fundamentally different for SIEs than for OAEs, 

given that SIEs self-initiate their expatriation within their own timeframes rather than to 

organisationally-specified timelines. Nevertheless, the influence of time on the ability of 

SIEs in this study to undertake self-preparation has commonalities with prior research 

into OAE CCT. SIEs assessed the length of time available prior to their relocation 

against the perceived merit of engaging in cultural and logistical self-preparation. For 

some SIEs the ability to engage in self-preparation was constrained by time and was 

thought of as a luxury and not a priority, particularly in cases where the decision to 

relocate abroad was a last minute one, and other responsibilities and tasks such as work, 

domestic and logistical arrangements assumed priority over cultural self-preparation. 

While some SIEs lacked preparation time, other SIEs who had forward planned their 

expatriation had more time to prepare prior to their departure. Yet, while those located 

in South Korea who had a longer time frame prior to departure engaged in self-

preparation, those in the UK who also had available time to prepare did not do 

substantive preparation. This finding suggests that the availability of time on its own is 

not a sufficient determinant of perceptions of the need to prepare; other experiential, 
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interpersonal and individual factors, as discussed previously, are likely to influence such 

intentions.  

Another factor which influenced the extent to which self-preparation occurred was the 

availability and applicability of specific resources in the host country which SIEs were 

able to use for their preparation. A key distinction was that there was less preparation 

material available and applicable for SIEs who went to South Korea than there was for 

those who relocated to the UK. In particular, the SIEs in the UK noted the plethora of 

cultural and logistical information on the internet. Yet despite this abundance, SIEs in 

the UK did not use these resources much. As discussed earlier in this chapter, this 

finding reflects the greater perceived need to prepare when there was a large cultural 

distance, as in South Korea. However, while those who had relocated to South Korea 

more commonly expressed the value of using the internet, print materials, language 

classes, audio/visual materials and preliminary visits for their preparation, they noted 

that much of the content was written from the perspective of a traveller or tourist, and 

consequently not necessarily relevant for working in the country. Moreover, SIEs in 

both South Korea and the UK questioned the value of online blogs and forums, 

considering that the experience of living and working abroad is unique to the individual, 

and that one person’s experience might not be a reliable indicator of their own 

experience, and could be less than constructive. Moreover, SIEs cautioned against 

looking at certain materials because it could form negative stereotypes about the host 

country which were not necessarily true.  

Regarding contextual dissimilarities, the findings of this study support research by 

Despotovic et al. (2015) that self-preparation needs differ for those located in urban and 

rural areas, and this study extends these findings to host locations which are dis/similar 

to Australia. This study finds that for SIEs based in regional or rural areas in the UK, 

and to a greater extent for those in South Korea, a lack of suitable resources for regional 

experiences often hindered their ability to undertake self-preparation. The majority of 

expatriate resources and preparatory material was considered to be heavily skewed 

towards the experiences of individuals residing in urban and metropolitan areas, and 

thus not necessarily applicable to rural or regional areas. SIEs who had worked in a 

rural district explained that the available preparatory content (such as travel guides and 

resources available online) were not particularly relevant or useful to them on arrival 

because they did not cover the language and cultural nuances specific to certain 

provinces and regions. Furthermore, logistical information (such as the transportation 
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system and shopping) was irrelevant because it was not specific to a rural context. 

Moreover, the expatriate communities/networks within cities and content from web-

based blogs, forums and travel books benefited the urban expatriates but were of no use 

for expatriates located in rural settings. Consequently, expatriates who were based in 

rural contexts had different cross-cultural perceptions to those in urban contexts. 

Although the literature on OAEs has long argued the value of CCT in reducing rates of 

expatriate failure and contributing to intercultural competency, provision of support for 

expatriates remains an all-too-often neglected aspect of the expatriation process (Avril 

& Magnini, 2007; BGRS, 2014; Black & Gregersen, 1991; De Cieri et al., 1991; Howe-

Walsh & Schyns, 2010; Littrell et al., 2006; Magnini & Honeycutt, 2003). In part, scant 

time and resources are frequently cited as reasons why organisations fail to provide 

CCT (Hutchings, 2003; Howe-Walsh & Schyns, 2010; Littrell et al., 2006). This current 

study has similar findings, but also uniquely highlights that SIEs often perceived that 

their self-preparation was deficient due to a lack of suitable resources for the host 

context or because of short lead times prior to their arrival. Although numerous 

characteristics and attributes within the individual, experiential and interpersonal 

dimensions inhibited the degree of self-preparation, the findings also identified other 

contextual/situational constraints as important, including: a lack of available time for 

preparation; and limited availability of suitable self-preparation resources in the host 

context. 

Summary of self-preparation 

The way in which the key findings about the perceived need for self-preparation relate 

to the extant literature is illustrated in Table 5.3. The key findings reveal that 

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

beneficial information, yet the vast majority of participants also explained that although 

their self-preparation was useful, it was not comprehensive enough.  

The study finds that, while self-preparation had the capacity to contribute greatly to 

perceptions of logistical readiness and intercultural effectiveness, efforts to 

independently and voluntarily prepare logistically and culturally for life and work 

abroad are influenced by numerous internal and external characteristics and attributes in 

the experiential, interpersonal and contextual/situational dimensions.  
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Table 5.3  
Summary of key findings relating to self-preparation  
Current research Comparisons with extant research  
Illustrates that cross-cultural self-preparation of SIEs is 
distinct from CCT provided to OAEs 

 

• Provides clarity as to how SIEs’ cross-cultural self-preparation is distinct from OAE 
CCT broadly and extends this to a focus on the self-preparation perceived to be required 
for living and working across culturally dis/similar contexts 

• Supports scant literature by noting that SIEs often lack the provision of CCT as an 
important mechanism of support but also extends current literature by revealing that in 
some cases, SIEs can and do receive CCT, albeit to a small extent 

• Supports extant literature by suggesting that in-lieu of receiving adequate organisational 
support and CCT, SIEs instead engage in self-preparation 

SIEs make considerable efforts to prepare themselves 
logistically and culturally for life and work abroad, both 
pre-departure and immediately upon arrival in South 
Korea or the UK  
 
 

• Extends current literature on SIE self-preparation generally, and on Australian 
expatriates more specifically 

• Supports the notion that successful adjustment to a new cultural context requires 
knowledge and understanding of the host context work environment and culture 

• Extends extant literature regarding the perceived need and value for undertaking cultural 
and logistical self-preparation for living and working across culturally dis/similar 
contexts of South Korea and the UK 

• Supports and extends scant literature regarding content, methods and period of self-
preparation undertaken by SIEs. As in CCT, self-preparation is most beneficial when 
spaced over periods of pre-departure and post-arrival and when a variety of content is 
sought and methods utilised 

Illustrates the process of acquiring human capital and 
career capital for SIEs commences both prior to their 
employment and on-going in-situ experiences once 
employment has been obtained 

• Extends the application of human capital and career capital theory to SIEs broadly, and 
argues that SIE self-preparation, with or without employment attached, can be a 
mechanism for developing a range of capital  

 
Reveals distinct variations in the perceived value of 
preparation based upon a variety of personal attributes 
and external characteristics and between those located in 
South Korea and in the UK 
 

• Utilises various characteristics known to influence adjustment in expatriates and applies 
it to the context of self-preparation  

• Supports scant literature of SIE self-preparation but also extends to include other 
characteristics within the individual, interpersonal, experiential, contextual/situational 
dimensions 
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Conclusion 

In this chapter the results of this research were discussed in relation to the relevant 

literature. Although SIEs represent a growing and significant component of the global 

talent pool, little research has specifically discussed the manner in which SIEs develop 

cross-cultural competencies for life and work abroad. Although it is well documented in 

the literature on OAEs that CCT is of importance in reducing expatriate failure and 

underperformance, little is known about the preparation of SIEs, who generally do not 

receive such support because of their self-initiated status. The current literature on SIEs 

specifically, and expatriates more broadly, was examined and extended by revealing the 

contributions that cultural and logistical self-preparation can make to living and 

working effectively abroad. Human capital theory and career capital theory was 

extended to SIEs, suggesting that SIE self-preparation is a process of acquiring a variety 

of capital both prior to their employment and while working overseas. The very limited 

extant literature on SIEs’ self-preparation was extended by addressing variations in the 

perceived need for cross-cultural and logistical self-preparation. The one published 

academic article that specifically explored the issue of self-preparation (Despotovic et 

al., 2015) was limited in its analysis of characteristics or attributes which might be 

influential in the perceived need or value for SIEs to undertake self-preparation, and it 

focused on one country. This current study provides knowledge of various 

characteristics and attributes which are influential in Australian SIEs’ perceptions of the 

need for cross-cultural and logistical self-preparation for living and working in the UK 

and South Korea. 

This study offers important findings regarding the cultural experiences of SIEs 

compared to what is known in the literature on OAEs, in respect to culture shock, 

expatriate failure and socio-cultural aspects of living and working internationally. 

Analysis of the findings questions whether the construct of expatriate failure typically 

used in the literature to define the underperformance of expatriates on OAE assignments 

is applicable to SIEs. Given the self-initiated nature of SIEs, it was highlighted that 

current definitions of expatriate failure might not be entirely applicable to understanding 

underperformance and failure in the careers and lives of SIEs. This study extends the 

current literature by clarifying and re-conceptualising expatriate failure for SIEs. While 

the focus of this study was not on exploring the adjustment of SIEs, the cross-cultural 

experiences of SIEs were captured in order to identify perceptions of the need for self-
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preparation. From this analysis come important findings about the socio-cultural 

experiences of SIEs in terms of their work and general and interactional experiences.  

In the following final chapter, the conclusions of the research are presented.  
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Chapter Six: Conclusion 

 

In this final chapter the conclusions of this study are presented. The purpose, aims and 

research questions are highlighted and this is followed by a summary of the key 

findings. The theoretical contributions of the research to current knowledge in this field 

are summarised. Following this, the practical implications for organisations and self-

initiated expatriates (SIEs) are detailed. Finally, the research limitations are identified 

and the directions for future research are presented.  

Purpose and aims of the research 

Academic research in recent decades which has examined the challenges faced by 

expatriates has consistently highlighted that individuals who live and work in unfamiliar 

cross-cultural environments tend to experience expatriate failure and underperform; this 

often has detrimental financial and non-financial effects for both the expatriates and 

organisations (Andreason, 2003a; Cao et al., 2014; Froese & Peltokorpi, 2013; Graf & 

Mertesacker, 2009; Harvey & Moeller, 2009; Harzing & Christensen, 2004; Mendenhall 

& Oddou, 1986, 1988; Tharenou & Caulfield, 2010; Treven, 2001; Tung, 1981, 1987). 

It has been identified that cross-cultural training (CCT) and support provided by 

organisations can assist organisationally-assigned expatriates (OAEs) to live and work 

internationally (e.g. Cheema, 2012; Clegg & Gray, 2002; Fee et al., 2015; Fisher & 

Hutchings, 2013; Hutchings, 2003; Hutchings et al., 2013; Kassar et al., 2015; Santoso 

& Loosemore, 2013; Tung, 1987; Vance & Paik, 2002). Limited research has suggested 

how CCT assists or is applicable to the lives and careers of SIEs (Despotovic et al., 

2015). Although SIEs have attracted academic research in respect to for instance: their 

adjustment (Froese, 2012; Froese & Peltokorpi, 2013; Peltokorpi, 2008); motivations to 

expatriate (Froese, 2012; Doherty et al., 2011 Suutari & Brewster, 2000;); and their 

mobility preferences (Alshahrani & Morley, 2014; Collings et al., 2007; Doherty et al., 

2011; McKenna & Richardson, 2007; Selmer & Lauring, 2014a; Suutari & Brewster, 

2000; Thorn, 2009), little is known about how SIEs prepare for living and working 

abroad. This knowledge is especially important because, unlike OAEs who are assigned 

abroad with the support of an organisation, SIEs independently and voluntarily relocate 

abroad to live and work (Cerdin & Selmer, 2014; Inkson, Myers & Pringle, 1997; 
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Tharenou, 2013) and therefore usually do not receive organisationally-provided CCT 

and assistance. Given the acknowledged value of CCT for OAEs, it is important to 

understand how SIEs prepare for life and work abroad.  

This study addresses calls for more knowledge about SIEs generally (Alshahrani & 

Morley, 2015; Bozionelos et al., 2014; Cao et al., 2014; Doherty, 2013; Doherty et al., 

2013; Richardson & McKenna, 2014; Tharenou & Caulfield, 2010) and extends the 

existing research by providing insight into the experiences of Australian SIEs 

specifically. Moreover, as the experiences of North American and European expatriates 

in Japan and, more recently, in China, have dominated the attention of academic 

research (Johnston & Menguc, 2007; McDonnell et al., 2011), this study contributes to 

an under-explored area of the expatriation literature by providing insight into the 

perceptions of preparedness of Australians who have worked in important markets 

which have thus far received scant attention. Although some research has been 

conducted on Australian OAEs (De Cieri et al., 2009; Fee et al., 2015; Fish & Wood, 

1994; Hutchings 2002, 2003, 2005; Schuler et al., 1993; Santoso & Loosemore, 2013, 

Tharenou & Harvey 2006; Woods, 2003), comparatively little is known about SIEs 

from Australia. Thus, the experiences of Australian expatriates and especially SIEs 

located in the UK and South Korea warrant exploration, not only because the countries 

offer differing cultural experiences for expatriation, but also because of the growing 

economic importance of these two economies both globally and for Australia. 

The focus of this research was to investigate the following research question:  

What self-preparation do Australian SIEs perceive is required for living and 

working in South Korea or the United Kingdom? 

The overarching research question was explored in depth through a series of research 

sub-questions which aimed to identify how certain characteristics and attributes might 

influence Australian SIEs’ perceptions of the need for self-preparation for living and 

working in the UK or South Korea. To date, only one published academic article has 

specifically explored the cross-cultural self-preparation of SIEs (Despotovic et al., 

2015). While Despotovic et al’s (2015) study was useful in revealing the importance of 

self-preparation in developing SIEs’ cultural understanding for life and work in South 

Korea, it was limited in its analysis of factors which might influence the perceived need 

or value for SIEs to undertake self-preparation and it only examined experiences in one 
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country. Although Despotovic et al. (2015) suggested that the perceived value of self-

preparation is affected by regional differences and prior work/non-work experiences, 

this current study aimed to extend this limited understanding by offering insight into 

various other characteristics and attributes which influence perceptions of the need for 

self-preparation, particularly across cultures which are dis/similar to the SIEs’ home 

country. In doing so, this study drew on factors which have been noted (in previous 

research) to influence the adjustment of expatriates. Importantly, the current study did 

not intend to measure the adjustment of SIEs; rather, the antecedents of cross-cultural 

adjustment were examined as factors which may influence expatriates’ perceived need 

for preparation. Several factors known to enhance cross-cultural experiences were also 

examined in respect to their influence upon the perceived need for self-preparation 

among SIEs. Thus, the overarching research question was explored in depth through a 

series of research sub-questions which aimed to identify SIEs’ perceptions of the need 

to engage in self-preparation. The research sub-questions included: 

SQ1: How does a lack of organisationally-provided support impact on Australian SIEs’ 

perceptions of the need for self-preparation for living and working in the UK or South 

Korea? 

SQ2: How does prior international work and non-work experience (in childhood and 

adulthood) impact on Australian SIEs’ perceptions of the need for self-preparation for 

living and working in South Korea or the UK? 

SQ3: How does personality and attitude impact on Australian SIEs’ perceptions of the 

need for self-preparation for living and working in South Korea or the UK?  

SQ4: How do relationships/networks with host country nationals or other expatriates 

impact on Australian SIEs’ perceptions of the need for self-preparation for living and 

working in South Korea or the UK? 

SQ5: How does cultural familiarity and host country language ability impact on 

Australian SIEs’ perceptions of the need for self-preparation for living and working in 

South Korea or the UK? 

SQ6: How does the motivation to expatriate impact on Australian SIEs’ perceptions of 

the need for self-preparation for living and working in South Korea or the UK? 
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SQ7: How does the motivation to expatriate to a specific country impact on Australian 

SIEs’ perceptions of the need for self-preparation for living and working in South Korea 

or the UK? 

Providing knowledge of SIE preparation is important for a number of reasons. First, 

expatriates broadly are known to experience issues related to culture shock, non-

adjustment and lack of cultural competency, expatriate failure, and underperformance. 

Therefore, understanding the type, method, duration and value of activities undertaken 

independently and voluntarily by SIEs’ to improve their ability to live and work 

internationally is important. Second, given that SIEs generally lack organisationally-

provided training and support which may be received by OAEs, understanding how 

SIEs’ self-preparation might differ from what is already known about OAE CCT is 

necessary. Third, SIEs are an alternative form of expatriation within international 

careers and mobility literature and need to be better understood, as they have received 

less research attention than traditional expatriation (Biemann & Andersen, 2010; 

Doherty, Dickmann, Mills, 2011). Given the importance of SIEs in the global 

workforce, and the prevalence of individuals who seek to work outside their home 

country (Alshahrani & Morley, 2015; Cao et al., 2014; Despotovic et al., 2015; Doherty, 

2013; Doherty et al., 2013; Doherty et al., 2011; Froese & Peltokorpi, 2013; Howe-

Walsh & Schyns, 2010; Suutari & Brewster, 2000; Vance, 2005), it is timely to expand 

the existing body of knowledge of SIEs generally, and of SIEs’ preparation specifically. 

Fourth, although global competition for the attraction and retention of SIEs is strong 

(Alshahrani & Morley, 2015; Bozionelos et al., 2014; Doherty et al., 2013), the cross-

cultural competencies they may offer organisations, and the extent of 

preparation/training which organisations may need to provide to them are not yet well 

understood. This research advances understanding about SIEs’ self-preparation. Thus, 

as discussed in detail later in this chapter, understanding SIE self-preparation provides 

important theoretical contributions to knowledge in this field, and has practical 

implications for individuals and employing organisations.  

Summary of key findings 

The analysis of the interview data identified recurring issues, which were contextualised 

and grouped into three key themes: SIEs’ motivations for relocating abroad; SIEs’ 
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cross-cultural experiences; and SIEs’ perceived need for self-preparation. A summary of 

key findings within each of these themes is outlined below.  

SIEs’ motivations  

The findings of this study provide insight into the invariably complex and multifaceted 

factors which motivate Australian SIEs to relocate abroad. While some SIEs sought to 

expatriate out of a general yearning for an international experience, others were 

motivated to expatriate to a specific country because of the appeal or merits of various 

host country characteristics. While SIEs were most commonly motivated by career-

related goals, fulfilment of such desires did not exclude personal and lifestyle 

aspirations (such as self-fulfilment, travel and family reasons). SIEs motivated primarily 

by career-related desires exhibited strong career orientation marked by personal 

investment in their work and desires for upward mobility within their occupations. Yet, 

when they perceived themselves to be underutilised or under supported, they tended to 

exhibit transient behaviours and willingness to proactively shape their careers across 

multiple organisations, occupations, industries and national boundaries. The findings 

also show variations across SIEs in that some deliberately pursued boundaryless 

mobility whereas others somewhat unintentionally found themselves in circumstances 

of accepting boundaryless careers in order to sustain their interest in continued 

expatriation. The findings also identified that although an SIE may arrive in a location 

motivated by an initial set of factors, upon arrival, or shortly after, a separate set of 

factors may be responsible for explaining their prolonged desire to stay within, or 

premature desire to leave, the host country. This suggests that SIEs’ motivations evolve, 

and that SIEs make decisions about remaining in or leaving host locations based on 

weighing these factors against other possible desires or the alternative of leaving. While 

the motivation of SIEs was not the primary focus of this research, the discussion does 

extend knowledge regarding the factors which motivate Australian SIEs to pursue life 

and work abroad. Moreover, as summarised later in this chapter, it also provides 

valuable insights into the extent to which motivation impacts upon perceptions of the 

need to undertake self-preparation. 

SIEs’ cultural experiences 

This study examined the cross-cultural experiences of Australian SIEs in the culturally 

dis/similar contexts of South Korea and the UK. It demonstrated that SIEs encounter 
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numerous physical and psychological challenges and concerns related to their relocation 

abroad. Further, SIEs noted a range of positive/negative cultural experiences which 

occurred through several phases of living and working in the host countries. 

The challenges and rewards of the SIEs were explored in terms of their socio-cultural 

(general, interactional and work-related) experiences of living and working in South 

Korea and the UK. Reflecting the different cultural distances between Australian SIEs 

and the respective host country locations, cultural dissimilarities and challenges of the 

host country culture and living conditions were noted in respect to various general 

context issues including: dealing with foreigner status and the associated stigma of 

being a minority; feelings of homesickness; regional differences; accommodation, 

weather and environmental conditions; food; health and hygiene; shopping; cost of 

living; limited opportunities because of social class distinctions; transportation; banking 

and public authorities; and, local laws/rules. In the interactional context, SIEs identified 

numerous difficulties in effectively assimilating and interacting with locals. These 

included: dealing with language or communication differences in home and host 

country languages or nuances in accent, pronunciation, dialect and use of 

colloquialisms; the ability to form and maintain relationships with home, host and other 

expatriates; adjusting to large populations; and differences in social conventions and 

behavioural protocols. Given the extent of language dis/similarities between Australia 

and host locations, the degree to which language and communication difficulties were 

experienced varied significantly. Further, the most prevalent work-related difficulties 

comprised: finding suitable work; navigating ‘foreigner status’ issues in the workplace; 

dealing with culturally-specific social and business practices in the workplace; 

inadequate pay; stress and pace of work, including technical variations to the 

performance of tasks and duties at work.  

In contrast to the prevalence of cultural dissimilarities identified by SIEs in South 

Korea, participants in the UK noted that life in the UK was often straightforward, given 

cultural similarities, shared language, and their prior exposure to the British culture. Yet 

divergent views were also held regarding the extent to which British culture was similar 

to Australian culture; cultural idiosyncrasies were said to be amplified because of 

mismatched presumptions and expectations that aspects of their life and work would be 

similar.  
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SIEs’ self-preparation 

The findings of this study offer significant insights into the content, methods and value 

of cross-cultural and logistical self-preparation. They also identify the various attributes 

and characteristics which influence the extent to which SIEs perceive that self-

preparation is required.  

SIEs were found to make considerable efforts to prepare themselves culturally and 

logistically for life and work abroad, both pre-departure and immediately upon arrival in 

South Korea or the UK. Although there were distinct variations between SIEs located in 

South Korea and those in the UK in the perceived value of preparation, overall the 

cross-cultural self-preparation that was found to be beneficial was in relation to: 

language; culturally-specific social and business practices; cultural heritage, history and 

geography; and culture shock and homesickness. Logistical preparation involved 

researching information primarily related to practical, lifestyle and environmental 

matters such as: joining and participating in clubs, groups and associations; work-

related preparation; investigating the size, cost, location and availability of suitable 

accommodation; researching the costs of living; and saving and budgeting. Necessary 

tasks such as organising flights, travel and medical insurance, mandatory 

immunisations, and preparing visa applications (including criminal checks with the 

Australian police prior to departure) were undertaken as part of the relocation process. 

Various methods were used by SIEs during self-preparation, including: interacting with 

networks of support people who had lived/were living in the host country; researching 

on the internet; reading print materials; attending language classes; using audio/visual 

materials; and preliminary visits to the host country. While these were the most frequent 

modes of pre-departure preparation overall, distinct variations existed between SIEs 

located in South Korea and those in the UK. This was largely due to the extent of 

preparation content available about relocating to the UK compared to that for moving to 

South Korea; this is presumably because of long-standing traditional and historical ties 

with the UK, and the greater numbers of Australians relocating there. 

The findings demonstrate that self-preparation could contribute greatly to perceptions of 

logistical readiness and intercultural effectiveness for the SIEs working and living in 

South Korea and the UK. SIEs who had engaged in self-preparation felt they had 

acquired greater cross-cultural competencies and were better positioned for interacting 

more effectively with members of another culture than those who had not prepared. 
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These findings reinforce the notion that intercultural work effectiveness requires not 

only technical competence but knowledge and understanding of the work environment 

and culture in the host country. 

Finally, the findings identified distinct variations in the perceived value of preparation 

relating to a variety of personal attributes and external characteristics as well as between 

SIEs located in South Korea and in the UK. The findings highlight that the extent to 

which SIEs prepare cross-culturally and logistically depends on varying factors. These 

include: prior international work and non-work experiences; perceived ease of adjusting 

to the cultural environment, governed by prior cultural knowledge/familiarity, language 

proficiency, and perceived cultural distance/(dis)similarity; personality, attitudes and 

behaviours; availability of networks with locals or other expatriates; organisationally-

provided CCT and support; motivations for relocating abroad; pivotal interactions in 

Australia with people from different cultures generally; and prior exposure to the host 

culture through media and academic studies.  

Moreover, in examining the factors which had limited the extent of self-preparation 

undertaken, the findings showed that a lack of time, lack of availability of resources and 

regional differences often inhibited the ability of SIEs to undertake preparation.  

Theoretical contributions  

This research makes a significant theoretical contribution to expatriation literature 

generally, and to self-initiated expatriation literature more specifically, in several key 

areas. First, the study examines in-depth the perceptions of the need for cross-cultural 

and logistical self-preparation of SIEs. Second, its significance lies not only in 

exploring SIEs, a growing and important cohort of expatriates in the global talent pool, 

but Australian SIEs in particular. Third it contributes to the literature in providing a 

study of Australian expatriates located across the culturally dis/similar host contexts of 

South Korea and the UK. Fourth, the research contributes valuable knowledge to the 

existing literature about the cross-cultural experiences of SIEs and offers further 

insights into the motivating factors which drive self-initiated expatriation.  

Perceptions of self-preparation 

Research on OAEs has illustrated that organisationally-provided CCT and support can 

assist in minimising expatriate failure and its individual and organisational effects (e.g. 
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Cheema, 2012; Fee et al., 2015; Fisher & Hutchings, 2013; Hutchings et al.,2013; 

Kassar et al., 2015; Santoso & Loosemore, 2013). However, little is known about the 

manner in which SIEs prepare or develop intercultural competencies for life and work 

abroad (Despotovic et al., 2015). SIEs comprise a large and significant cohort of 

expatriates but, unlike OAEs, they independently and voluntarily relocate abroad to live 

and work (Cerdin & Selmer, 2014; Inkson, Myers & Pringle, 1997; Tharenou, 2013) 

and thus often do not receive organisational support for their relocation. There are 

numerous web-based blogs and practitioner recommendations attesting to the value for 

expatriates, generally, to prepare for life and work abroad (e.g. Internations, 2015; 

Ytravel, 2014). There is also substantive research into various aspects of self-initiated 

expatriation (Collings et al., 2007; Doherty et al., 2011; Froese & Peltokorpi, 2013; 

Inkson et al., 1997; McKenna & Richardson, 2007; Peltokorpi, 2008; Suutari & 

Brewster, 2000). However, there is little academic research which has systematically 

examined the preparation of SIEs. The current research extends prior studies of SIEs 

generally, and SIE preparation specifically, by examining the logistical and cross-

cultural self-preparation of SIEs, and the type, method, duration and value of activities 

undertaken independently and voluntarily to assist them in living and working 

internationally. While examining the experiences of SIEs located in South Korea only, 

Despotovic et al. (2015) referred to cross-cultural self-preparation but the findings of 

the current research suggest the need to refer to ‘self-preparation’ more broadly. The 

term cross-cultural self-preparation insufficiently encompasses the entirety of self-

preparation undertaken by SIEs. Thus, in recognition of both the cultural and logistical 

self-preparation done by SIEs, the term self-preparation has been used in this current 

research. The findings of this research also extend the application of career capital 

theory (Arthur, Claman, De Fillipi, 1995; De Fillippi & Arthur, 1994; Inkson and 

Arthur, 2001; Parker et al., 2009) and Altman and Baruch’s (2012) expanded human 

capital theory model to SIEs, highlighting that SIE self-preparation is a process of 

acquiring a range of capital both prior to employment and while in the host country. 

This study extends Despotovic et al’s. (2015) limited analysis of characteristics or 

attributes which influence the perceived need or value for SIEs to undertake self-

preparation by addressing variations including individual, experiential, interpersonal 

and contextual/situational dimensions which include varying characteristics and 

personal attributes. The findings provide clarity as to how the self-preparation of SIEs is 

distinct from the CCT provided to OAEs. Although CCT and self-preparation share 
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similarities in that they may both assist in developing intercultural competencies and 

occur at two key periods within the process of expatriation, pre-departure and post-

arrival, there are fundamental distinctions between them. While self-preparation is 

undertaken independently and voluntarily by an individual, and outside of an employing 

organisation, CCT is organisational support offered to employees of an organisation. 

Pre-departure CCT has limited applicability in the lives and careers of SIEs given that 

they are not normally employed until after they have arrived into the host country. This 

study extends existing knowledge by demonstrating that SIEs who are employed prior 

to arriving into the host location can, and sometimes do, receive pre-departure CCT, 

albeit to a small extent. Yet, for SIEs who obtain work upon arrival and have the 

potential to receive in-situ organisational training and support, the findings reveal that 

this does not normally occur. SIEs perceived that CCT was not provided because of a 

lack of established support, or lack of organisational perception of its necessity. 

Australian SIEs  

This research contributes to an under-explored area of the expatriation literature in 

examining Australian expatriates, specifically Australian SIEs. 

Despite the significant numbers of Australians relocating abroad to live and work (ABS, 

2007; DFAT, 2015), the literature suggests that expatriates from small, late 

internationalising countries have received much less attention compared to expatriates 

coming from larger and/or mature economies such as Japan, China, Europe and the 

United States (Johnston & Menguc, 2007; McDonnell et al., 2011). In order to develop 

a broader understanding of expatriation it has been suggested that future SIE research 

should give attention to new contexts (Biemann & Andresen, 2009; Muir et al., 2014; 

Scullion & Brewster, 2002), while McDonnell et al. (2011) among others (e.g. 

Tharenou & Caulfield, 2010), advocate Australia as one such source country. While 

several researchers have specifically explored the experiences of Australian expatriates 

(De Cieri et al., 2009; Fee et al., 2015; Fish & Wood, 1994; Hutchings, 2002, 2003, 

2005; Santoso & Loosemore, 2013; Schuler et a;., 1993; Tharenou & Harvey 2006; 

Woods, 2003), there has been limited research on Australian expatriates overall, and 

researchers have called for better understanding of the unique issues associated with 

Australians and their expatriation (McDonnell et al., 2011; Scullion & Brewster, 2002). 

Therefore, this research is important in that it explores not only SIEs, a growing and 
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important section of the global talent pool, but also Australian expatriates and 

Australian SIEs in particular. Considering the growing importance of the global 

economy to Australia (Austrade, 2016; DFAT, 2015; Johnston & Menguc, 2007; 

UNCTAD, 2011), this study responds to the need for more research about the 

experiences and issues faced by Australian expatriates while working abroad. 

Australian SIEs in South Korea and the United Kingdom 

This study also contributes knowledge of the experiences of Australian expatriates 

located in important markets which have thus far received scant attention in the 

literature. Research on Australian OAEs has explored their experiences in contexts such 

as China (Hutchings, 2003, 2005; Hutchings & Murray, 2002), Singapore (Woods, 

2003), Thailand (Clegg & Gray, 2002), East-Asia (Anderson, 1999), and the UAE 

(Hutchings et al.,2013), yet little is known about Australian expatriates in South Korea 

or the UK. This research analyses Australian SIEs’ experiences in the UK and South 

Korea not only because the two countries offer differing cultural experiences for 

expatriates, but also because of their economic importance globally and for Australia 

especially. In light of the recent free trade negotiations, South Korea has well-

established and complementary bilateral relationships with Australia (DFAT, 2015a, 

2015b), while the UK has long-standing traditional links with Australia and a large 

population of Australian expatriates (DFAT, 2015c, 2015D). 

SIE socio-cultural experiences 

While the socio-cultural (general, interactional and work-related) adjustment of SIEs 

has been discussed in prior literature (e.g. Froese & Peltokorpi, 2011; Peltokorpi, 2008; 

Sargent, 2002), this study extends this knowledge by specifically focusing on the socio-

cultural experiences, dis/similarities, and aspects found to be challenging and enjoyable 

by Australian SIEs located across the culturally dis/similar contexts of South Korea and 

the UK. While there are some variances from other research in the approach and 

findings of this study, what is consistent with extant knowledge about SIEs (Froese & 

Peltokorpi, 2011; Peltokorpi, 2008; Sargent, 2002; Selmer & Lauring, 2014a) is that 

SIEs experience considerable difficulty in living and working in a foreign country 

across the general, interactional and work-related domains. The findings highlight the 

occurrence of culture shock similar to the typical phases described in the seminal OAE 

literature (Black & Mendenhall, 1991; Gullahorn & Gullahorn, 1963; Oberg, 1960; 
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Ward et al., 2001). This suggests that although varied, there are common phases in the 

cross-cultural experiences of both SIEs and OAEs. The findings support the notion that 

living and working in a foreign context requires knowledge and understanding of the 

host work environment and culture (Harzing & Christensen, 2004; Hutchings, 2003; 

Littrell et al., 2006; Morris & Robie, 2001; Vance & Paik, 2002).  

The findings also extend the extant knowledge in providing conceptual clarity regarding 

the applicability of expatriate failure to the lives and careers of SIEs. While expatriate 

failure among OAEs has been extensively discussed (Andreason, 2003a; Bennett et al., 

2000; Cole & Nesbeth, 2014; Gupta et al., 2012; Harzing & Christensen, 2004; 

Mendenhall & Oddou, 1986, 1988; McNulty, 2012; Treven, 2001; Tung, 1981, 1987), 

there has been little research into how the phenomenon affects SIEs. Given that existing 

definitions of expatriate failure are heavily focused around organisational perceptions of 

underperformance/or inability to complete organisational assignments it is argued that 

the concept of expatriate failure in its current state is not entirely applicable to an 

understanding of the lives and experiences of SIEs, who pursue more flexible, 

independent and self-managed careers which commonly span more national and 

organisational boundaries than those of OAEs. 

SIEs’ motivations 

In addition to providing valuable insights about the extent to which motivation 

influences perceptions of the need to undertake self-preparation, the findings respond to 

calls for more knowledge regarding the motives of SIEs who pursue employment 

abroad (Dickmann, Doherty & Mills, 2008; Doherty, 2013; Lauring et al., 2014). The 

findings add further knowledge to the growing body of research on SIEs’ motivations 

broadly, and on Australian SIEs’ motivations specifically. The findings support earlier 

research (Richardson & McKenna, 2006; Selmer & Lauring, 2011; Suutari & Brewster, 

2000) which has suggested that SIEs are motivated by diverse motivations that go 

beyond desires for travel and adventure, as originally identified by Inkson et al. (1997). 

Yet while the importance of career considerations for SIEs has since been 

acknowledged in the literature (e.g. Richardson & McKenna, 2014; Nolan & Morley, 

2014), the discussion has generally considered that the primary motive of SIEs is to 

fulfil personal and lifestyle goals (Doherty et al., 2011). Though the literature has long 

argued that career goals are not primary for SIEs (Inkson et al, 1997; Doherty et al., 

2011), the majority of SIEs in this study viewed self-initiated expatriation primarily as a 
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career enhancing experience that contributed towards their development of work-related 

and personal skills, as well as the accumulation of portable and tradeable career capital. 

These findings therefore extend the literature by suggesting that although SIEs are 

motivated by a yearning for adventure and novel experiences, fulfilment of such desires 

does not occur at the expense of career-related factors. Rather than leading it though, 

personal and lifestyle aspirations fit alongside career-related considerations. While the 

discussion extends knowledge regarding the factors which motivate Australian SIEs to 

pursue life and work abroad it also provides valuable insights into the extent to which 

motivation impacts upon perceptions of the need to undertake self-preparation. 

Practical implications 

The findings of this study have implications for individual SIEs and also offer valuable 

practical insights for organisations which employ SIEs. In this section, the practical 

implications of self-preparation for SIEs are discussed. Then suggestions for 

organisations regarding attraction, selection, retention and development of SIEs, who 

have different mobility patterns than OAEs, are provided. 

Implications for SIEs 

The need for self-preparation 

This research affirms that SIEs perceive a need to engage in comprehensive pre-

departure and post-arrival self-preparation in order to assist their living and working in 

host country contexts. At an individual level, the findings highlight the need for SIEs to 

pursue self-preparation. 

The findings of this study support earlier research in suggesting that SIEs experience 

considerable challenges in adjusting to life and work abroad (Cao et al., 2014; Froese & 

Peltokorpi, 2013; Huff, 2013; Tharenou, 2013; Vaiman et al., 2015). As in prior 

research (Froese, 2010, 2012; Froese & Peltokorpi, 2011; Harzing & Christensen, 2004; 

Littrell et al., 2006; Morris & Robie, 2001; Peltokorpi, 2008; Sargent, 2002; Tharenou, 

2013; Vance & Paik, 2002) it is argued that in order for an expatriate to be successful, 

s/he must not only be technically competent but must also possess the ability to adapt to 

foreign environments. The findings of this study highlight that SIEs who engaged in 

self-preparation believed they had acquired greater cross-cultural competencies and 

were better positioned to interact effectively with members of another culture than those 
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who had not prepared. Thus, for future SIEs, this research identifies that self-

preparation may prove valuable in improving intercultural effectiveness and logistical 

readiness, and may help to reduce the risk of failure and underperformance caused by an 

inability to adapt to the challenges of life and work abroad. Further, self-preparation 

may be valuable for SIEs in improving their overall attractiveness to employers during 

job searching. That is, in acquiring and developing intercultural competencies and 

understanding of the local environment through self-preparation, SIEs may develop and 

enhance their employability.  

Beneficial methods and content of self-preparation 

For SIEs, the findings outline beneficial methods and content which may be used to 

inform self-preparation. The findings also provide insight into several attributes and 

characteristics which may influence perceptions of the need for undertaking self-

preparation. With such insight, future SIEs are better positioned to assess their current 

knowledge, skills and competencies, and make decisions about the type and method of 

self-preparation they will undertake to prepare themselves for life and work abroad. In 

scenarios where SIEs lack cultural or logistical understanding, they may seek to redress 

knowledge shortages by engaging in self-preparation during pre-departure, post-arrival 

and in-situ. This may involve sufficient language and cross-cultural awareness, as well 

as information on local social support services and resources. Future SIEs may also seek 

to establish relationships with locals and other expatriates. Such direction and key 

assistance may be especially helpful for SIEs in providing effective emotional support 

and ongoing development and adjustment support. 

Implications for organisations 

SIE career-planning 

While some organisations may already recognise the potential value of SIEs, there is a 

greater need to effectively and operationally manage them. At an organisational level, 

the findings highlight that rather than adopting a ‘one-size fits all’ approach to 

managing expatriates and local staff, there is considerable scope to engage in 

customised HRM strategies, policies and practices specifically tailored toward the 

management of SIEs.  
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Some doubt has been raised in the literature as to the utility and value of SIEs, who are 

typically regarded as lacking organisational commitment and who are readily mobile 

(Biemann & Andresen, 2010). For organisations, such mobility is likely to present 

difficulties for HR planning, retention and talent management, and accordingly, they 

may be reluctant to invest in SIEs or to consider them as part of the core employee 

grouping. This current study cautions prospective employing organisations and 

recruitment practitioners against presumptions that SIEs are homogenously driven by 

personal/lifestyle desires which are more salient than the fulfilment of career motives. 

The findings have identified that for many SIEs, their motivations to relocate abroad are 

centred on fulfilment of career-related desires, and in some cases, the simultaneous 

pursuit of both career-fulfilment and personal/lifestyle factors. Given the variations in 

motivating factors for SIEs, organisations should consider more personalised career 

planning to account for different types of engagement, for example, for those motivated 

by career-related desires compared to those with a focus on travel/lifestyle. They may 

also consider addressing factors relating to priorities which may change during the 

course of SIEs’ expatriation.  

The findings highlight that at different periods during an individual’s life, different 

priorities come to the forefront, which may require different career development 

options. SIEs measure and guide their success by whether personal values (such as 

career advancement, desires for skills and competency development) are being met. The 

findings suggest the need for organisations to give more consideration to SIEs’ 

motivations during selection and staffing decisions. Thus, to enable SIEs to contribute 

more fully to organisations and to retain and achieve long-term commitment, 

organisations need to understand and satisfy SIEs’ personal needs. Organisations are 

cautioned that they risk losing SIEs if their career opportunities, compensation 

packages, benefits and support provided do not match the plans and expectations of the 

individuals concerned. This is significant in a context of global competition where the 

attraction and retention of SIEs by international organisations is likely to continue, 

given that SIEs often cost less than OAEs and may also have the additional benefits of 

cultural knowledge and affinity and motivation to live in particular contexts.  

In managing SIEs who are motivated by career-related desires, organisations should 

systematically ensure that jobs assigned to their SIEs are appropriately challenging, 

meaningful and fulfilling. Employing organisations must ensure that there is no real (or 

perceived) SIE underemployment and should attempt to match SIEs' key knowledge, 
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skills, and abilities with the needs of the organisation. Moreover, the potential for 

underemployment may be addressed by appropriate selection procedures which 

explicitly address job suitability, such as matching employment to desires and 

competencies. Jobs that are too narrowly focused or that are lacking in variety or 

deemed to be unsuitable to their skills or abilities can mean that SIEs are unable to 

advance within a desired career path and to develop their career capital; this may easily 

lead to perceived underemployment, frustration, and ultimately to turnover. By 

engaging SIEs in jobs which are suitable to their skill sets, organisations can leverage 

better performance and improve levels of career satisfaction. Moreover, conditions and 

rewards that are aligned with SIE motivations could help align the goals of the 

organisation and the SIEs, thus reinforcing their motivation and retaining them in the 

workforce. This is particularly important for SIEs who, unlike their OAE counterparts, 

were not assigned abroad by an organisation and who may therefore lack strong 

connections to their employer. To build upon personal identification and alignment with 

the organisation efforts should be made to identify potential future growth 

opportunities, including training, development and advancement. 

As for SIEs who regard their expatriation as a way of pursuing personal/lifestyle 

factors, organisations could consider work structures or incentive systems which allow 

fulfilment of such aims. For instance, SIEs who are motivated by personal/lifestyle 

desires might be granted greater flexibility in working hours, or flexibility in leave 

entitlements in order to fulfil desires to travel and engage with their local surroundings. 

In addition, the organisation may incorporate opportunities to travel for work (such as to 

attend meetings or site visits with various stakeholders). These opportunities can serve 

to provide valuable professional interactions and informal networking with company 

colleagues as well as promoting organisational learning and knowledge transfer. 

Assessment of self-preparation during selection  

SIEs indicated that organisations benefited from recruiting and selecting individuals 

who had undertaken self-preparation through their perceived intercultural effectiveness 

and logistical readiness. These findings suggest that selection and staffing decisions 

should specifically assess the extent to which SIEs possess desirable cross-cultural 

competencies or have engaged in self-preparation, thus reducing the potential for 

selecting SIEs who may underperform because of their inability to work effectively in 

local environments.  
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Self-preparation and organisationally-provided training and support 

While the positive effects of organisational support for OAE and spouses are known, 

this current research extends the focus beyond OAEs by affirming that organisations 

also need to provide SIEs and their families with comprehensive training and support. 

Employers may seek to assist newly-hired SIEs by assessing the extent of self-

preparation which the individual has undertaken, and then address areas of 

knowledge/skills shortages by offering organisationally-provided training and support, 

or at least advice on how to engage in self-preparation. Organisations may apply 

recommendations from Tung’s (1981) research to inform the design of CCT 

components, such as field experiences, cultural assimilators, language training, 

sensitivity training, and environmental briefing. The training should be based on the 

rigour of CCT required, including: organisational purpose of the role; duration; type of 

job; country of assignment (expatriation); time availability; degree of similarity between 

the culture of origin and the host culture (synonymous to cultural distance); and degree 

of interaction required with home country nationals. Tung’s (1981) model does not 

specifically determine which training methods to use or what constitutes low, moderate 

and high levels of rigour. It can be assumed that if the degree of cultural dissimilarity 

between SIEs and host country nationals is low (as might be the case for SIEs in the 

UK) then the focus of the training should be on task and job-related issues rather than 

cultural issues, and the level of rigour should be low. Conversely, if there is a high 

degree of interaction required and a large cultural dissimilarity with host country 

nationals (as in the case of SIEs in South Korea), then the focus of the training should 

be on cross-cultural skills development, and the level of rigour should be moderate to 

high. 

Organisations could apply Mendenhall et al’s. (1987) model to determining the training 

methods, level of rigour, and duration for an appropriate cross-cultural training program 

for SIEs. For instance, the model may suit the scenario of providing CCT for SIEs in the 

South Korean context. If the expected interaction between SIEs and local nationals is 

high and the cultural dissimilarity is high, then the primary focus on the training should 

be on cross-cultural skills development, the level of rigour should be moderate to high 

and the duration should be one to four weeks. The training methods could incorporate a 

combination of the information-giving approach (such as cultural briefings, basic 

language training, and the use of films, books and videos) and the affective approach 

(such as role-playing, moderate language training and cultural assimilator training). By 
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applying these models to analyse and implement the available CCT approaches, 

organisations would be better positioned to respond to the needs of SIEs.  

Limitations of the research and issues for future research 

Although this research provides valuable insight into the content, methods and value of 

SIEs’ self-preparation and extends existing literature in providing insight into factors 

which may influence perceptions of the need for self-preparation across culturally 

dis/similar contexts, it has some limitations. In the following section the limitations are 

acknowledged and issues for future research are outlined.  

Cross-sectional design 

The data collected was cross-sectional in nature, in that the	SIEs’ experiences have been 

captured at one point in time. This means that it was not possible to examine 

perceptions of long-term effects such as the effect of self-preparation on subsequent 

expatriation outcomes, or upon later career advancement. Future studies may consider 

adopting a longitudinal approach across different stages of working life in order to 

better understand the time-related causal process between preparation and SIE 

outcomes. Biemann and Andresen (2010) and Doherty (2013) have argued that while 

tracking the SIE experience over time is challenging, longitudinal research would allow 

better understanding of the dynamic nature of mobility intentions, actions, transitions 

and outcomes over time to explore transitional states from intention to action among 

SIEs. Such an approach would be valuable because some factors may be more important 

at the onset of an initial relocation than later. 

Although the cross-sectional data collection approach was adopted primarily because of 

time constraints, the benefit of doing so was that this study was able to provide insights 

about what was and was not done in self-preparation but was then deemed important 

post-arrival. However, because the interviews were based on retrospective accounts of 

self-preparation, there was potential for memory bias (Smith 1984) or clouding and 

reconstruction of memories which had shifted over the time spent within South Korea or 

the UK. As explained in Chapter Three: Methods, the original study design attempted to 

minimise such bias by adopting a sample selection which explicitly sought SIEs who 

were within their first twelve months of expatriation. However, due to low response 

rates, participation was opened to those who had expatriated within the last five years. 
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Given this extension of time, participants may have clouded accounts of their 

preparation, and the value of self-preparation may have become less apparent as their 

experience extended. Moreover, it may be plausible that during the period of 

employment at the host location, participants’ original perceptions of the need to 

prepare may have been affected by later unexpected circumstances which altered their 

perceptions of their initial motivation to self-prepare. Thus, future research might 

examine only SIEs who have recently arrived, or alternatively, interview SIEs both 

prior to departure and post-arrival. 

Sample size, self-selection and self-reported biases 

The lengthy interviews conducted provided rich data from which to draw detailed 

experiences of Australian SIEs, but despite the richness of data from lengthy interviews 

the findings are based on the experiences of 58 SIEs, and thus the results may have 

limited generalisability. While the current sample size exceeds the recommendation of 

30 participants for sound and robust results from interview studies (Dworkin, 2012; 

Tharenou, 2015), future research may consider investigating a larger sample of SIEs. 

The sample of participants was limited to those who had access to the internet and had 

self-selected through responding to a request for an interview. There is no way to 

establish whether participants who did not have internet access or did not volunteer to 

be interviewed differed in their views and thus, the sampling process could have caused 

bias in the data collection. 

The focus of this study was on the SIEs’ individual perceptions and experiences and 

was thus self-reported and single source in nature. Future research may benefit from 

including a secondary or tertiary source of data to triangulate the views of SIEs, such as 

from accompanying spouses, host country managers, or colleagues. Further, in an effort 

to include conceptually different groups of expatriates, a future, larger project might 

compare SIEs’ experiences with the extent to which OAEs or other types of expatriates 

engage in self-preparation. Such comparison of potential differences in the value of self-

preparation would be informative given that OAEs often lack adequate organisationally-

provided support and CCT, and self-preparation may also be important to their 

expatriation.  

Another restriction on the generalisability of this study is the uneven distribution of 

individuals working across various industry types. In order to minimise sampling bias 
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the SIE sample was deliberately drawn from diverse industries including education, 

government, marketing, law, hospitality, publishing, health, economics/finance, 

publishing, consulting, retail services and government. Although participants were 

employed across diverse industries, overall the distribution of participants comprised a 

larger percentage of individuals working within education than any other individual 

industry, and reflects that these were the individuals that agreed to participate in the 

research. Yet, it is worth noting that there was diversity within this cohort with 

variations between those employed in primary, secondary, tertiary levels in both the 

public and private sectors, and of employee type, from teachers to tenured academic 

staff to business owners. Future research may benefit from including a sample from a 

wider range of industries or also include SIEs in not-for-profit organisations.  

Quantitative studies 

Although interviews were considered to be the most appropriate method for conducting 

this research, further research could broaden this initial study by adopting a quantitative 

methodology. One of the issues was that participants indicated that they had undertaken 

various types and methods of self-preparation, but the degree of learning was not 

examined (that is, the length or level of rigour was not measured). Future research could 

include a quantitative-based checklist of various types of preparation and scales of 

varying rigour levels. The findings could then be analysed using multivariate 

approaches to reduce bias by controlling for explanatory variables. Further, though the 

demographic details of participants were captured and discussion was provided about 

any significant demographic differences (such as age, gender, marital status, and 

position within the company) which were deemed to influence the perceptions of 

preparedness for living and working in South Korea, future quantitative analysis may 

consider in greater depth the potential demographic influences on perceptions of 

preparedness. 

Examination of other host and home contexts 

This study focused specifically on extending the literature by providing insight into the 

experiences of Australian SIEs located across the culturally dis/similar contexts of 

South Korea and the UK. Thus, this sample is to a certain extent context bound, and the 

findings may not be applicable to SIEs from other home and host locations. While it is 

expected that some of the findings would be found for Australian SIEs relocating to 
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host countries with cultural similarities, such as China (for South Korea) or the U.S. or 

Canada (for the UK), the findings may not be generalisable to other locations. Given 

that expatriates’ experiences are known to be affected by country context, future 

research may also consider examining the perceived need for self-preparation for 

individuals relocating from and to even more diverse home and host contexts. Future 

studies might also explore the manner in which the cultural distance may influence 

perceptions of the need for nationals from the UK or South Korea to undertake self-

preparation for life and work in Australia.  

Characteristics and attributes which influence self-preparation 

This study extends the literature by enhancing understanding of the various attributes 

and characteristics which influence the extent to which self-preparation is deemed 

necessary. The study also suggests that further research is needed to identify other 

factors that may also be important to SIEs’ perceived need to undertake self-

preparation. Though providing a conceptual underpinning for explaining variations to 

SIEs’ perceived need to undertake self-preparation, the list of relevant factors may not 

be exhaustive. For instance, the influence of ethnic background could be 

comprehensively explored in order to better understand the extent to which cultural 

upbringing may influence the perceived need to prepare for life and work abroad. 

Importantly, while Australia is a very multi-cultural country, this research did not intend 

to examine how an individual’s ethnic background may influence their perceptions of 

the need for self-preparation, and hence this may be a consideration for future studies. 

Future studies might also explore the influence of perceptions of the need to prepare for 

SIEs who relocate to countries where fellow Australians do not usually expatriate. Such 

research could inform understanding of how Australian expatriates cope with working 

and living abroad when there are scant numbers of home country locals from whom 

they can receive support, or where the host country nationals are not accustomed to 

working with expatriates from other countries.  

Conclusion 

Drawing on 58 semi-structured interviews, this study is the first to examine the self-

preparation that Australian SIEs perceive is required for living and working in South 

Korea and the UK. The study makes a significant theoretical contribution to expatriation 

literature generally, and to the literature on self-initiated expatriation more specifically 
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in several key areas. The findings highlight that SIEs undertake considerable logistical 

and cultural self-preparation for life and work abroad. Self-preparation can contribute 

greatly to perceptions of logistical readiness and intercultural effectiveness, yet the 

extent to which SIEs prepare depends on varying characteristics and personal attributes. 

The findings of this study extend the extant research on the CCT of OAEs to the self-

preparation of SIEs by describing the value of activities undertaken independently and 

voluntarily to assist in living and working in another culture. As self-preparation of 

SIEs has not been systematically explored, this research provides knowledge of the 

type, method, duration and value of activities undertaken independently and voluntarily 

to assist an expatriate’s experiences in living and working internationally. The findings 

also provide insight into the extent to which individual, interpersonal, experiential, and 

contextual/situational dimensions influence the perceived need and value of self-

preparation. This research is significant not only because it explores SIEs, a growing 

and important cohort of the global talent pool, but also Australian expatriates in 

particular which have thus far received limited attention compared to expatriates from 

some other developed economies. This study also offers knowledge about the 

experiences of Australian expatriates, and of SIEs in particular, located in South Korea 

and the UK. Not only are these contexts important economically, both globally and to 

Australia in particular, but they also they provide differing cultural experiences for the 

SIEs examined.  

In addition to the theoretical contributions this research makes to expatriation literature, 

knowledge of SIE self-preparation has practical implications for individuals and for 

organisations which employ them, which is important given the prevalence of SIEs in 

the global workforce. Most particularly, the findings highlight the need for SIEs to self-

prepare in order to acquire desirable cultural and logistical competencies, and to reduce 

possible failure and underperformance resulting from unpreparedness. For individuals, 

the findings identify strategies, including beneficial methods and content, which SIEs 

may utilise to inform their self-preparation. At an organisational level, the findings 

highlight that rather than adopting a ‘one-size fits all’ management approach, there is 

considerable scope to engage in specialised HRM strategies, policies and practices 

specifically tailored for the management of SIEs.  
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Appendix A: Interview protocol questions  

Interview Format 
Date of Interview: 
Place of Interview: 
Format (Face-to-face, Skype, Telephone): 
 

Introduction 
Thank participant in advance 
Confirm that information statement has been read. Restate confidentiality and 
reconfirm consent for recording. 
State research purpose and question 
Describe structure of the interview  
 

Interview Data 
Age: 
Marital status: 
(If yes, did the spouse accompany) 
Children: If yes how many, ages, and whether they had accompanied 
Highest qualification prior to arrival into host country 
Had there been subsequent education in the host country 
Organisational position: 
 

General Questions 
What motivated you to expatriate? 

• What motivated you to expatriate specifically to South Korea or the United 
Kingdom? 

How long have you been living and working abroad? 
How long was the time frame between investigating/deciding to go abroad to the actual 
relocation? 
How long do you intend to remain in the UK/South Korea? 

• What factors impacted on this decision to stay/leave? 
What factors lead you to relocate to UK/South Korea? 
How did you go about finding work in UK/South Korea? 

• Did you find work prior to leaving Australia or upon arrival? 
 

Organisation Information 
Name of organisation: 

• Have you worked in other organisations or multiple jobs? If so, repeat the below 
Headquarters Location: 
Industry: 
Number of employees worldwide: 
Number of employees at headquarters (where relevant): 
Number of employees in UK/South Korea: 
 

Culture 
What kinds of exposure did you have to the host location culture prior to your arrival? 

• Have any personal life experiences growing up in Australia assisted you in 
living in UK/South Korea? If so, in what ways? 
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How did you perceive or stereotype the host location culture prior to arrival? 
• Was your expectation met or was it different? in what ways? 
• Did you have any stereotypes about personality/culture? 

How well do you believe you understood the host location 
expressions/colloquialisms/mannerisms/customs/cultural practices before you arrived? 
[If in South Korea] To what extent could you speak, read or write Korean prior to your 
arrival? 
Now that you have lived in (host location) do you think that it is culturally similar or 
dissimilar to Australia? 
What cultural dis-similarities have you observed while living in the UK/South Korea? 

• Probe each of: general, work-related, interactional. If necessary, provide 
definitions to distinguish between each content area 

What cultural similarities have you observed while living in the UK/South Korea? 
• Probe each of: general, work-related, interactional. If necessary, provide 

definitions to distinguish between each content area 
Some expatriate experience ‘culture shock’ [provide definition if necessary]; do you 
feel like you went through this experience? 

• Why/Why not? 
How would you describe your current level of knowledge regarding the national and or/ 
business culture of South Korea or the United Kingdom? 
What aspects of South Korean/British culture do you enjoy? 

•  What have some of the highs been in living/working in [host location]? 
What aspects of South Korean/British culture did you find challenging?  

• What have some of the lows been in living/working in [host location]? 
 

Prior Experiences 
Were there any factors about employment history/experience which led you to relocate? 
Have you had any other prior international experience? If yes, where and when? 

• Did those experiences help you with your current time abroad? 
Have you had other experiences working with people from different cultures generally? 

• Did those experiences help you with your current time abroad? 
Have you travelled to the host country location previously to travel or work? 

• Did those experiences help you with your current time abroad? 
 

Personality & Attitudes 
Do you believe that you have any personality traits/attitudes that made you suited to 
relocating and living in [host location]? 

• If yes, then which and in what ways was that useful? 
Which other personality traits/attitudes do you think might be important for someone 
who is intending to relocate abroad? 
 

Role of Community 
I am interested in the role that community plays in supporting the experience of an 
expatriate in an unfamiliar place.  

• How did you go about making friends? 
Did you have any relationships/networks with host country nationals? 

• Were those relationships/networks valuable? If so, in what ways 
Did you have any relationships/networks with home country nationals? 

• Were those relationships/networks valuable? If so, in what ways 
Did you have any relationships/networks with expatriates from other countries? 
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• Were those relationships/networks valuable? If so, in what ways 
Are you a member of any expatriate groups/forums/organisations? 

• Why/why not? 
 

Self-preparation 
Explain what traditional expatriates do to prepare when they go to culturally diverse 
countries and how SIEs are different in that they are not provided with the same degree 
of organisationally provided support. If necessary, provide definition of cultural versus 
logistical self-preparation 
Did you feel like you perceived a need to prepare yourself for life and work in [host 
location]?  
What did you do to prepare yourself for working and living in [host location] pre-
departure? 
What did you do to prepare yourself for working and living in [host location] on-arrival 
and in-situ? 
How long did you spend preparing? 
Did your family take part in the preparation? 
Which specific components of your self-preparation do you believe were beneficial in 
terms of best preparing you for working and living in [host location]? 
What kind of characteristics do you think might have influenced your perceptions of the 
need for cross-cultural self-preparation for living and working in [host location]?  
Do you see any issues or challenges that someone who has not prepared themselves 
culturally might experience? 
In hindsight, would you have prepared differently?  
Now that you are living in [host location] what has helped you to adjust or what coping 
mechanisms have you put in place to help you feel more comfortable with life abroad? 
What advice would you give to an Australian intending to work and live in [host 
location] 
 

Organisationally-provided CCT: 
Did you receive any cross-cultural pre-departure or on-arrival training or support to 
help prepare you for working and living in [host location]? 
When was the cross-cultural training/support done? (pre-departure, or on-arrival) 
What was the duration of the cross-cultural training/support?  
What did the cross-cultural raining/support involve? 
Who conducted the cross-cultural training/support? 
Was the cross-cultural training/support offered just to you or you and your family? 
What specific components of the cross-cultural training/support do you believe were 
(beneficial in terms of preparing you for working and living in [host location]? 
How would you describe your overall perceptions of the organisationally provided 
cross-cultural training/support in terms of preparing you for working and living in 
[host location]? 
 
 

Other Organisational Support: 
Did you receive any other form of organisational support pre-departure or on-arrival to 
prepare you for working and living in [host location]? 
When was the support provided? (pre-departure/on-arrival) 
What did the organisational support involve? 
Was the support offered just to you or you and your family? 
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What components of the support do you perceive were beneficial in terms of preparing 
you for working and living in South Korea/UK? 
How would you describe your overall perceptions of the organisational support terms 
of preparing you for working and living in [host location]?  
Do you think that organisations have a role in providing support to expats that relocate 
there to live and work?  
 

Summary Question 
Is there anything else that you would like to tell me about your personal/professional 
experiences in relation to living and working in South Korea/UK? 

• Thank participant 
• Provide timeline of project completion and offer to share published findings 
• Snowball for additional participants 

 

  



285 
 

Appendix B: Recruitment material (email & social media) 

 

 

‘University researcher seeks Aussie expats to talk on 
experiences living in the UK or South Korea’ 

William Vuk Despotovic, a Business School researcher from Griffith University in Gold Coast 
Queensland, is embarking on a study that aims to provide an insight into the experiences of 
Australians who have independently chosen to relocate abroad to live and work  

Type of volunteers needed 
This research specifically intends on exploring the experiences of Australians who have 
independently (not transferred by their employer) relocated to the United Kingdom or South 
Korea to work.  

What would I be asked to do? How much time would it take? 
Participation in this research involves a phone or Skype interview of approximately sixty 
minutes in length. There is no need 
to prepare in advance. 

What’s in it for me? 

This research aims to contribute to 
the experience of future Australian 
expatriates by providing a practical 
insight into the experiences of 
Australian self-
initiated expatriates. Each 
participant is also entered into a 
prize draw to win an iPad valued at $369.00. 

How can I volunteer or find out more? 
To receive more information about this research or to arrange a time for a phone or Skype 
interview please contact William on +61 424 567671 or 
email v.despotovic@griffith.edu.au. William is available days/nights/weekends. All 
communication remains private and confidential and no identifiable personal material will be 
used in written work or verbal presentations. 
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Appendix C: Participant information sheet 

Participant Information Sheet 
 

‘‘Australian self-initiated expatriates: The perceptions of self-preparation required for living 
and working in South Korea or the United Kingdom’ 

 
 

Dear Participant,  
 
You are invited to participate in a project that aims to provide an understanding of the 
perceptions of Australian expatriates of self-preparation required for living and working in 
South Korea or the United Kingdom. The study is being conducted by William Despotovic who 
is currently undertaking his PhD studies within the Griffith Business School.  
 
Your participation will involve taking part in an interview where you will be asked questions 
about your perceptions of self-preparation required for living and working in South Korea or the 
United Kingdom. The interview will take approximately sixty minutes.  
 
Participation in this research is voluntary and you are free to withdraw at any time. You do not 
have to answer any questions with which you are uncomfortable. A copy of de-identified, 
collated results will be made available to each participant upon email request to 
v.despotovic@griffith.edu.au  
 
The conduct of this research involves the collection, access to, and/or use of your identified 
personal information. The information collected is confidential and will not be disclosed to third 
parties without your consent, except to meet government, legal or other regulatory authority 
requirements. A de-identified copy of this data may be used for other research purposes. 
However, your anonymity will at all times be safeguarded. For further information consult the 
University’s Privacy Plan at http://www.griffith.edu.au/about-griffith/plans-
publications/griffith-university-privacy-plan or telephone (07) 3735 5585. 
 
You should retain a copy of this information sheet as it also provides information about how to 
contact the researcher and/or a representative of the Griffith University Ethics Committee. 
Griffith University conducts research in accordance with the National Statement on Ethical 
Conduct in Human Research. If potential participants have any concerns or complaints about 
the ethical conduct of the	 research project they should contact the Senior Manager, Research 
Ethics and Integrity on 07 3735 5585 or research-ethics@griffith.edu.au. If you wish to 
participate in this study please complete the participant consent form before you participate in 
an interview.  
 
Sincerely,  
 
William Vuk Despotovic  
PhD Student 
Griffith Business School, Gold Coast Campus  
Griffith University, Southport Qld 4215,  
Phone: +61 424 567 671 
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Appendix D: Participant consent form 

 

Participant Consent Form 
 

‘‘Australian self-initiated expatriates: The perceptions of self-preparation required for living 
and working in South Korea or the United Kingdom’ 

 
I have been given information about the research project ‘Australian self-initiated expatriates: 
The perceptions of self-preparation required for living and working in South Korea or the 
United Kingdom’, and I have had information regarding the research project provided to me. 
 
I understand that any information which could identify me or my employer will be kept 
confidential to the researcher and that no identifying information will be used in any 
publications arising from the research. I have had an opportunity to ask any questions I may 
have about the research and my participation.  
 
I understand that my participation in this research is voluntary; I am free to refuse to participate 
and I am free to withdraw from the research at any time. My refusal to participate or withdrawal 
of consent will not result in any benefit or detriment to me or my employer, nor will it affect my 
relationship or my employer’s relationship with Griffith University. 
 
I understand that the interviews will be conducted either face-to-face or by telephone or 
electronically via webcam. I understand that only the research team will have access to any 
collected information/data. I understand that the data will be securely stored in accordance with 
the University’s ethical requirements. I understand that a copy of the de-identified, collated 
results can be made available to me upon email request to v.despotovic@griffith.edu.au 
 
If I have any enquiries about the research, I can contact William Despotovic on 0424 567 
671(within Australia) +61 424 567 671(overseas) or by emailing v.despotovic@griffith.edu.au. 
If I have any concerns or complaints regarding the way the research is or has been conducted, I 
can contact the Manager, Research Ethics, Griffith University Human Research Ethics 
Committee on 07 3735 5585 or research-ethics@griffith.edu.au. 
  
 

Please turn over 
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Privacy Statement 

 
The conduct of this research involves the collection, access to and/or use of your identified 
personal information. The information collected is confidential and will not be disclosed to third 
parties without your consent, except to meet government, legal or other regulatory authority 
requirements. A de-identified copy of this data may be used for other research purposes. 
However, your anonymity will at all times be safeguarded. For further information consult the 
University’s Privacy Plan on http://www.griffith.edu.au/about-griffith/plans-
publications/griffith-university-privacy-plan at or telephone 07 3735 5585. 
     
I understand that the data collected from my participation will be used for academic conference 
and journal publications without any identifying details. I consent for it to be used in that 
manner. 
 
By signing below (or responding with consent via email) I am indicating my consent to 
participate in this interview  
 
 
Please tick the box below that is applicable. 
 

• I give consent to participate in this interview                          ̈
 

• I do not give consent to participate in this interview                ̈
 

Signed ……………………………………………………….  Date  ......./....../...... 
 
Name (please print) 
 
.......................................................................  
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Appendix E: Enjoyable aspects of South Korea  

 

General 
• Efficiency and affordability of public transportation 
• Richness and sense of pride of cultural heritage and history 
• Modern metropolitan areas 
• Sense of safety and security 
• Personal fulfilment and sense of accomplishment in establishing 

a life abroad 
• South Korean traditional food and practice of communal eating 
• Close family relationships and strong sense of community 
• Convenience of late opening hours for restaurants and shops 
• Availability of English signage in metropolitan areas  
• Availability of free call centre-based translation service 
• Novel experience of using the jimjilbang [traditional Korean 

bathhouse] 
• Beauty of the landscape and the wilderness. Ability to hike and 

ski 
• General cost of living is low and improved financial position 
• Concept of ‘service’: gratuitous gifts from shops and restaurants 

for patronage 
• Ability to travel to countries in neighbouring proximity 
• Being in a distinct and unfamiliar cultural environment and 

challenge of adapting  
• Personal growth and maturity 
• Media and entertainment, including drama, anime, comedy and 

K-POP [Korean popular music] 
• Ability to re-conceptualise oneself and ‘start afresh’ 

Interactional 
• Friendliness, politeness or kind hearted nature of locals 
• Honour and respect granted towards seniority 
• Prestige, hospitability and generosity of locals towards 

international guests 
• Trustworthiness and honesty 
• Socialising with locals and other expatriates  
• Enduring loyalty and strong relationships formed with locals 
• Tolerance of cultural mistakes 
• Challenge of learning the language 
• Celebrity aspects of possessing a foreigner status 
• Curious nature about foreigners and desire to practice their 

English 

Work-

related 

• Strong work ethic of local staff 
• Availability and ease of finding English teaching work 
• Professional career development 
• Improved future employability 
• Authority isn’t being challenged so work is done quickly 
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Appendix F: Enjoyable aspects of the United Kingdom 

 

General 
• Proximity to the rest of Europe and the associated travel 

opportunities 
• Richness and sense of pride of cultural heritage and history 
• Ease of adjusting to the international and cosmopolitan cities 
• Thriving cultural and arts scene (exhibitions, festivals, fashion, 

concerts, performances, musicals, theatre, comedy, museums 
and galleries)  

• Thriving nightlife and restaurant scene 
• Abundance of familiar foods and ease of grocery shopping 
• Sense of familiarity given monarchic ties to Australia, exposure 

through film and TV, shared language and widely known history 
• Convenience of late opening hours for restaurants and shops 
• Personal fulfilment and sense of accomplishment in establishing 

a life abroad 
• Accessibility and convenience offered by public transportation 
• Patriotism towards monarchy  
• Distinct seasonal variations in the weather and impact upon the 

natural environment 
• Acceptance of multiculturalism, diversity and individualism 
• Picturesque landscape 
• Proximity and access to iconic historical and cultural sites  
• Appeal of pub culture 
• Personal growth and maturity 
• Ability to re-conceptualise oneself and ‘start afresh’ 

Interactional 
• Local humour 
• Socialising with locals and other expatriates 
• Sense of decorum, propriety and respect  
• Availability of clubs, groups and associations 

Work-

related 

• Professional career development within a globally recognised 
platform 

• Improved future employability 
• Advantageous stereotype that Australians are hard-working 
• Vigorous competitiveness drives innovation and ingenuity  
• Ability to work in areas of specialised interest not typically 

available in Australia 
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Appendix G: Australia and host country cultural similarities 

  

 South Korea United Kingdom 

General - Shared enthusiasm for 
outdoors, recreation and sports 
– albeit a focus on different 
types of sport (baseball, 
basketball) 

- Shared enthusiasm for the outdoors, 
recreation and sports (cricket, rugby, 
soccer) 
- Shared monarchy and 
Commonwealth heritage 
- Similarities in institutional structures 
and operations such as government, 
politics, banking, common law and 
legislation 
- Longstanding historical and 
traditional ties 
- Similarity in foods and grocery items 
- Multiculturalism and acceptance of 
diversity 
- Similarity in cultural references to 
film, news and television 
- Similarity in schooling and 
upbringing 
- Shared religious and public holidays 
(e.g. Easter, Christmas, Queen’s 
birthday) 

Interactional - Similar socialising takes 
place outside of work around 
alcohol 
- Local nationals are 
hospitable and friendly 

- Similar socialising takes place 
outside of work around alcohol 
- Large number/population of home 
country nationals 
- Propensity towards interpersonal 
rivalry and bantering, particularly 
related to sporting competitions 

Work-

related 

- Nil described - Similar organisational hierarchies 
- Similar 9a.m. to 5p.m. working hours 

 

  



292 
 

Reference List 

 

ABS. (2007). Australian expatriates in OECD countries. Canberra Australia:  Retrieved 
from http://www.abs.gov.au. 

Adler, N. J. (1991). International dimensions of organizational behavior. Boston: PWS. 

Ailon, G. (2008). Mirror, Mirror on the Wall: "Culture's Consequences" in a Value Test 
of Its Own Design. The Academy of Management Review, 33(4), 885-904.  

Al Ariss, A., & Özbilgin, M. (2010). Understanding self-initiated expatriates: Career 
experiences of Lebanese self-initiated expatriates in France. Thunderbird 
International Business Review, 52(4), 275-285.  

Alshahrani, S. T., & Morley, M. J. (2015). Accounting for variations in the patterns of 
mobility among conventional and self-initiated expatriates. The International 
Journal of Human Resource Management, 26(15), 1936-1954.  

Altman, Y., & Baruch, Y. (2012). Global self-initiated corporate expatriate careers: a 
new era in international assignments? Personnel Review, 41(2), 7-7.  

Anderson, B. A. (1999). The preparation of Australian expatriates for relocation to 
South East Asia. Asia Pacific Journal of Human Resources, 36(3), 50-65.  

Anderson, B. A. (2001). Expatriate management: An Australian tri-sector comparative 
study. Thunderbird International Business Review, 43(1), 33-52.  

Andreason, A. W. (2003a). Expatriate adjustment to foreign assignments. International 
Journal of Commerce and Management, 13(1), 42-60.  

Andreason, A. W. (2003b). Direct and indirect forms of in-country support for 
expatriates and their families as a means of reducing premature returns and 
improving job performance. International Journal of Management, 20(4), 548.  

Andresen, M., Biemann, T., & Pattie, M. W. (2012). What makes them move abroad? 
Reviewing and exploring differences between self-initiated and assigned 
expatriation. The International Journal of Human Resource Management, 26(7), 
932–947.  

Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. 
A. (2007). Cultural intelligence: its measurement and effects on cultural 
judgment and decision making, cultural adaptation and task performance. 
Management and Organization Review, 3(3), 335-371.  

Arthur, M. B., & Rousseau, D. M. (1996). The boundaryless career: Oxford University 
Press. 



293 
 

Arthur, M. B., Claman, P. H., & De Fillippi, R. J. (1995). Intelligent enterprise, 
intelligent careers. Academy of Management Executive, 9(4), 7-20.  

Arthur, W., & Bennett, W. (1995). The international assignee: The relative importance 
of factors perceived to contribute to success. Personnel Psychology, 48(1), 99-
114.  

Austrade. (2015). Republic of Korea Market Profile.  Canberra, Australia: Australian 
Trade Commission Retrieved from 
http://www.austrade.gov.au/Australian/Export/Export-
markets/Countries/Republic-of-Korea/Market-profile#.VdQcGfmqqko. 

Austrade. (2016). Why Australia: Benchmark Report 2016.  Canberra, Australia. 

Avril, A. B., & Magnini, V. P. (2007). A holistic approach to expatriate success. 
International Journal of Contemporary Hospitality Management, 19(1), 53-64.  

Banai, M., & Harry, W. (2004). Boundaryless global careers: The international 
itinerants. International Studies of Management and Organization, 34(3), 96-
120.  

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of 
Management, 17(1), 99-120.  

Bennett, R., Aston, A., & Colquhoun, T. (2000). Cross-cultural training: A critical step 
in ensuring the success of international assignments. Human Resource 
Management Journal, 39, 239-250.  

BGRS. (2011). Global Relocation Trends: 2011 Survey Report. Chicago, IL: Brookfield 
Global Relocation Services. 

BGRS. (2012). Global Relocation Trends: 2012 Survey Report. Chicago, IL: Brookfield 
Global Relocation Services. 

BGRS. (2014). Global Relocation Trends: 2014 Survey Report. Chicago, IL: Brookfield 
Global Relocation Services. 

BGRS. (2015). Global Relocation Trends: 2015 Survey Report. Chicago, IL: Brookfield 
Global Relocation Services. 

Bhaskar-Shrinivas, P., Harrison, D. A., Shaffer, M. A., & Luk, D. M. (2005). Input-
Based and Time-Based Models of International Adjustment: Meta-Analytic 
Evidence and Theoretical Extensions. Academy of Management Journal, 48(2), 
257-281.  

Biemann, T., & Andresen, M. (2010). Self-initiated foreign expatriates versus assigned 
expatriates: Two distinct types of international careers? Journal of Managerial 
Psychology, 25(4), 430-448. 



294 

Biernacki, P., & Waldorf, D. (1981). Snowball sampling: Problems and techniques of 
chain referral sampling. Sociological Methods & Research, 10(2), 141-163. 

Bird, A., & Roehl, T. (2004). Does It Really Matter If Japanese MNCs Think Globally? 
Japanese Firms in Transition: Responding to the Globalization Challenge. 
Greenwich: JAI Press. 

Black, J. S. (1990). The relationship of personal characteristics with the adjustment of 
Japanese expatriate managers. MIR: Management International Review, 119-
134.  

Black, J. S., & Gregersen, H. B. (1999). The right way to manage expats. Harvard 
Business Review (52-61). 

Black, J. S., & Mendenhall, M. E. (1991). The U-curve adjustment hypothesis revisited: 
A review and theoretical framework. Journal of International Business Studies, 
22(2), 225-247.  

Black, J. S., & Stephens, G. K. (1989). The influence of the spouse on American 
expatriate adjustment and intent to stay in Pacific Rim overseas assignments. 
Journal of Management, 15(4), 529-544.  

Black, J. S., Gregersen, H. B., & Mendenhall, M. E. (1992). Global assignments: 
Successfully expatriating and repatriating international managers: Jossey-Bass. 

Black, J. S., Gregersen, H. B., Mendenhall, M. E., & Stroh, L. K. (1999). Globalizing 
People through International Assignments. New York, NY: Addison-Wesley. 

Black, J. S., Mendenhall, M. E., & Oddou, G. (1991). Toward a comprehensive model 
of international adjustment: An integration of multiple theoretical perspectives. 
Academy of Management Review, 291-317.  

Blaikie, N. (2009). Designing social research. Cambridge, UK: Polity. 

Boyatzis, R. E. (1998). Transforming qualitative information: thematic analysis and 
code development. Thousand Oaks, CA: Sage Publications. 

Bozionelos, N. (2009). Expatriation outside the boundaries of the multinational 
corporation: a study with expatriate nurses in Saudi Arabia. Human Resource 
Management, 48(1), 111-134.  

Bozionelos, N., Al Ariss, A., & Porschitz, E. (2014). International mobility of workers: 
New forms, processes, and outcomes. Personnel Review. 

Brewster, C., & Scullion, H. (1997). A review and agenda for expatriate HRM. Human 
Resource Management Journal, 7(3), 32-41. 

Briscoe, J. P., Hall, D. T., & Frautschy DeMuth, R. L. (2006). Protean and boundaryless 
careers: An empirical exploration. Journal of Vocational Behavior, 69(1), 30-47. 



295 
 

Buchanan, D. A., & Bryman, A. (2007). Contextualizing methods choice in 
organizational research. Organizational Research Methods, 10(3), 483-501.  

Burrell, G., & Morgan, G. (1979). Sociological Paradigms and Organisational 
Analysis: Elements of the Sociology of Corporate Life. London: Heinemann. 

Caligiuri, P. M., Hyland, M. M., Joshi, A., & Bross, A. S. (1998). Testing a theoretical 
model for examining the relationship between family adjustment and expatriates' 
work adjustment. Journal of Applied Psychology, 83(4), 598.  

Cao, L., Hirschi, A., & Deller, J. (2012). Self-initiated expatriates and their career 
success. Journal of Management Development, 31(2), 159-172.  

Cao, L., Hirschi, A., & Deller, J. (2014). Perceived organizational support and intention 
to stay in host countries among self-initiated expatriates: the role of career 
satisfaction and networks. The International Journal of Human Resource 
Management, 25(14), 2013-2032.  

Carr, S. C., Inkson, K., & Thorn, K. (2005). From global careers to talent flow: 
Reinterpreting ‘brain drain’. Journal of World Business, 40(4), 386-398.  

Cassell, C., Buehring, A., Symon, G., & Johnson, P. (2006). Qualitative methods in 
management research: an introduction to the themed issue. Management 
Decision, 44, 161-166.  

Cerdin, J. L., & Le Pargneux, M. (2010). Career anchors: A comparison between 
organization-assigned and self-initiated expatriates. Thunderbird International 
Business Review, 52(4), 287-299.  

Cerdin, J.-L., & Selmer, J. (2014). Who is a self-initiated expatriate? Towards 
conceptual clarity of a common notion. The International Journal of Human 
Resource Management, 25(9), 1281-1301.  

Chai, R., & Rogers, E. (2004). Cross-cultural adaptation of US expatriates in Singapore. 
Media Asia Singapore, 31(2), 108.  

Cheema, H. (2012). Best Cross-Cultural Training Practices for North American and 
European Expatriates in China: A Delphi Study. Journal of Psychological Issues 
in Organizational Culture, 3(3), 20-47.  

Chew, J. (2004). Managing MNC Expatriates through Crises: A Challenge for 
International Human Resource Management. Research and Practice in Human 
Resource Management, 12(2), 1-30.  

Chung, J. E., & Jin, B. (2011). In-group preference as opportunism governance in a 
collectivist culture: evidence from Korean retail buyer-supplier relationships. 
Journal of Business & Industrial Marketing, 26(4), 237-249.  



296 
 

CIA. (2015). South Korea Country Brief.  Retrieved from 
https://www.cia.gov/library/publications/the-world-factbook/geos/ks.html. 

Clegg, B., & Gray, S. J. (2002). Australian expatriates in Thailand: some insights for 
expatriate management policies. The International Journal of Human Resource 
Management, 13(4), 598-623.  

Cole, N., & Nesbeth, K. (2014). Why Do International Assignments Fail?: Expatriate 
Families Speak. International Studies of Management & Organization, 44(3), 
66-79.  

Collings, D. G., Scullion, H., & Morley, M. J. (2007). Changing patterns of global 
staffing in the multinational enterprise: Challenges to the conventional expatriate 
assignment and emerging alternatives. Journal of World Business, 42(2), 198-
213.  

Communicad. (2011). Doing Business in South Korea:  Business Culture Retrieved 28 
March 2011, from http://www.communicaid.com/cross-cultural-training/culture-
for-business-and-management/doing-business-in/South-korean-business-and-
social-culture.php 

Creswell, J. W. (1994). Research Design: Qualitative & Quantitative Approaches. 
Thousand Oaks: Sage Publications. 

Creswell, J. W. (2003). Research design: Qualitative, Quantitative, and Mixed Method. 
London: Sage Publications. 

Creswell, J. W. (2013). Qualitative inquiry and research design: choosing among five 
approaches. London: Sage Publications. 

Creswell, J. W., Hanson, W. E., Plano, V. L. C., & Morales, A. (2007). Qualitative 
Research Designs Selection and Implementation. The Counselling Psychologist, 
35(2), 236-264. 

Crowley-Henry, M. (2007). The protean career. Exemplified by first world foreign 
residents in Western Europe? International Studies of Management & 
Organisations, 37(3), 44-64.  

Crowley-Henry, M., & Weir, D. (2007). The international protean career: four women’s 
narratives. Journal of Organizational Change Management, 20(2), 245-258.  

Davidson, P., & Kinzel, E. (1996). Supporting the expatriate: A survey of Australian 
management practice. Asia Pacific Journal of Human Resources, 33(3), 105-
116.  

De Cieri, H., Dowling, P. J., & Taylor, K. (1991). The psychological impact of 
expatriate relocation on partners. International Journal of Human Resource 
Management, 2(3), 377-414.  



297 
 

De Cieri, H., Sheehan, C., Costa, C., Fenwick, M., & Cooper, B. K. (2009). 
International talent flow and intention to repatriate: An identity explanation. 
Human Resource Development International, 12(3), 243-261.  

De Fillippi, R. J., & Arthur, M. B. (1994). The boundaryless career: a competency-
based perspective. Journal of Organizational Behavior, 15(4), 307-324.  

Denscombe, M. (2007). The Good Research Guide. Berkshire: Open University Press. 

Denzin, N. K., & Lincoln, Y. S. (2005). The Sage Handbook of Qualitative Research (3 
ed.). Thousand Oaks: Sage Publications. 

Despotovic, W. V., Hutchings, K., & McPhail, R. (2015). Cross-cultural self-
preparation of Australian self-initiated expatriates for working and living in 
South Korea: ‘Stumped like a bonsai: A show of what could have been’. Asia 
Pacific Journal of Human Resources, 53(2), 241-259. 

DFAT. (2015a). Republic of Korea: Country Profile.  Canberra, Australia:  Retrieved 
from http://dfat.gov.au/trade/resources/Documents/rkor.pdf. 

DFAT. (2015b). Korea-Australia FTA. Retrieved from 
http://dfat.gov.au/trade/agreements/kafta/pages/korea-australia-fta.aspx. 

DFAT. (2015c). United Kingdom: Country Profile.  Canberra, Australia:  Retrieved 
from http://dfat.gov.au/trade/resources/Documents/uk.pdf. 

DFAT. (2015d). United Kingdom: Country Brief Canberra, Australia Retrieved from 
http://dfat.gov.au/geo/united-kingdom/pages/united-kingdom-country-
brief.aspx. 

DFAT. (2016). Living and working overseas.  Canberra, Australia:  Retrieved from 
https://smartraveller.gov.au/guide/all-travellers/living-and-working-
overseas.html. 

DiCicco-Bloom, B., & Crabtree, B. (2006). The qualitative research interview. Medical 
Education, 40, 314-321.  

Dick, B. (1999). Rigour without numbers: The potential of dialectical processes as 
qualitative tools (3rd ed.). Chapel Hill, QLD: Interchange. 

Dickmann, M. (2012). Exploring the motives of company-backed and self-initiated 
expatriates Retrieved 1 August, 2015, from 
https://www.youtube.com/watch?v=_0rvZexhViU 

Dickmann, M., & Doherty, N. (2008). Exploring the Career Capital Impact of 
International Assignments Within Distinct Organizational Contexts. The British 
Journal of Management, 19(2), 145–161.  



298 
 

 Dickmann, M., & Harris, H. (2005). Developing career capital for global careers: The 
role of international assignments. Journal of World Business, 40(4), 399-408.  

Doherty, N., & Dickmann, M. (2012). Self-Initiated Expatriation: Drivers, Employment 
Experience, and Career Outcomes. Self-Initiated Expatriation: Mastering the 
Dynamics, London: Routledge, 122-142.  

Doherty, N., Dickmann, M., & Mills, T. (2008). Career perspective. In A. I. Glendon, 
B. M. Thompson & B. M. Myors (Eds.), Advances in organisational 
psychology: (pp. 301-321). Brisbane: Australian Academic Press. 

Doherty, N., Dickmann, M., & Mills, T. (2010). Mobility attitudes and behaviours 
among young Europeans. Career Development International, 15(4), 378-400.  

Doherty, N., Dickmann, M., & Mills, T. (2011). Exploring the motives of company-
backed and self-initiated expatriates. The International Journal of Human 
Resource Management, 22(3), 595-611.  

Doherty, N., Richardson, J., & Thorn, K. (2013). Self-initiated expatriation: Career 
experiences, processes and outcomes. Career Development International, 18(1), 
6-11.  

Dowling, P., Festing, M., & Engle Sr, A. D. (2008). International human resource 
management: Managing people in a multinational context: Nelson Australia. 

Dowling, P., Schuler, R., & Welch, D. E. (1994). International dimensions of human 
resource management (2 ed.). Belmont: Wadsworth. 

Edstrӧm, A., & Galbraith, J. R. (1977). Transfer of managers as a coordination and 
control strategy in multinational organizations. Administrative Science 
Quarterly, 22, 248-263.  

Evans, W., Lane, H. W., & O'Grady, S. (1992). Border crossings: Doing business in the 
United States: Scarborough, Ont.: Prentice-Hall Canada. 

Fee, A., Heizmann, H., & Gray, S. J. (2015). Towards a theory of effective cross-
cultural capacity development: the experiences of Australian international NGO 
expatriates in Vietnam. The International Journal of Human Resource 
Management(Journal Article), 1-26.  

Finch, J. F., Okun, M. A., Pool, G. J., & Ruehlman, L. S. (1999). A comparison of the 
influence of conflictual and supportive social interactions on psychological 
distress. Journal of personality, 67(4), 581-621.  

Fish, A. (2005). Assisting cross-border manager adjustment - Psycho-cultural and socio-
cultural interventions. Personnel Review, 34(2), 225-245.  



299 
 

Fish, A., & Wood, J. (1994). Integrating expatriate careers with international business 
activity: strategies and procedures. International Journal of Career 
Management, 6(1), 3-13.  

Fish, A., & Wood, J. (1996). A review of expatriate staffing practices in Australian 
business enterprises. International Journal of Human Resource Management, 7, 
846-865.  

Fish, A., & Wood, J. (1997a). What motivates Australian business managers to 
undertake expatriate appointments in East Asia? Career Development 
International, 2(1), 36-45.  

Fish, A., & Wood, J. (1997b). Managing spouse/partner preparation and adjustment: 
Developing a meaningful portable life. Personnel Review, 26(6), 445-466.  

Fish, A., & Wood, J. (1997c). Cross-cultural Management Competence in Australian 
Business Enterprises. Asia Pacific Journal of Human Resources, 35(1), 37-52.  

Fisher, K., & Hutchings, K. (2013). Making sense of cultural distance for military 
expatriates operating in an extreme context. Journal of Organizational Behavior, 
34(6), 791-812.  

Francesco, A. M., & Gold, B. A. (1998). International Organisational Behaviour: 
Prentice Hall. 

Froese, F. J. (2010). Acculturation experiences in Korea and Japan. Culture & 
Psychology, 16(3), 333-348.  

Froese, F. J. (2012). Motivation and adjustment of self-initiated expatriates: the case of 
expatriate academics in South Korea. The International Journal of Human 
Resource Management, 23(6), 1095-1112.  

Froese, F. J., & Peltokorpi, V. (2011). Cultural distance and expatriate job satisfaction. 
International Journal of Intercultural Relations, 35(1), 49-60.  

Froese, F. J., & Peltokorpi, V. (2013). Organizational expatriates and self-initiated 
expatriates: Differences in cross-cultural adjustment and job satisfaction. The 
International Journal of Human Resource Management, 24(10), 1953-1967.  

Gephart, R. (2004). What is qualitative research and why is it important? Academy of 
Management Journal, 7, 454-462. 

Gerhart, B. (2009). Does national culture constrain organization culture and human 
resource strategy? The role of individual level mechanisms and implications for 
employee selection (Vol. 28, pp. 1-48): Emerald Group Publishing Limited. 

Gold, J., Holden, R., Iles, P., Stewart, J., & Beardwell, J. (2010). Human Resource 
Development: Theory and Practice. New York: Palgrave MacMillam. 



300 
 

Graf, A., & Mertesacker, M. (2009). Intercultural training: six measures assessing 
training needs. Journal of European Industrial Training, 33(6), 539-558.  

Gregersen, H. B., & Black, J. S. (1996). Multiple commitments upon repatriation: The 
Japanese experience. Journal of Management, 22(2), 209-229.  

Gullahorn, J. T., & Gullahorn, J. E. (1963). An Extension of the U-Curve Hypothesis. 
Journal of Social Issues, 19(3), 33-47.  

Gupta, A. K., & Govindarajan, V. (2002). Cultivating a global mindset. Academy of 
Management Executive, 16(1), 116–126.  

Gupta, R., Banerjee, P., & Gaur, J. (2012). Exploring the role of the spouse in expatriate 
failure: a grounded theory-based investigation of expatriate' spouse adjustment 
issues from India. The International Journal of Human Resource Management 
23(17).  

Hall, D. T. (1996). Protean careers of the 21st century. The Academy of Management 
Executive, 10(4), 8-16.  

Hall, D. T., & Moss, J. E. (1998). The new protean career contract: Helping 
organizations and employees adapt. Organizational Dynamics, 26(3), 22-37.  

Hargittay, P., & Kleiner, B. H. (2005). Effectively Managing Korean-American 
Businesses. Management Research News, 28(6), 55-65.  

Harris, H., Brewster, C., & Sparrow, P. (2003). International human resource 
management: CIPD Publishing. 

Harvey, M. (1993). Empirical evidence of recurring international compensation 
problems. Journal of International Business Studies, 785-799.  

Harvey, M., & Moeller, M. (2009). Expatriate mangers: A historical review. 
International Journal of Management Reviews, 11(3), 275-296.  

Harvey, M., & Novicevic, M. (2000). The influence of inpatriation practices on the 
strategic orientation of a global organization. International Journal of 
Management Reviews, 13(3).  

Harzing, A. (1995). The persistent myth of high expatriate failure rates. The 
International Journal of Human Resource Management, 6(2), 457-474.  

Harzing, A. (2001). Who's in Charge? An Empirical Study of Executive Staffing 
Practices in Foreign Subsidiaries. Human Resource Management Journal, 40(2), 
129-158.  

Harzing, A., & Christensen, C. (2004). Expatriate failure: time to abandon the concept? 
Career Development International, 9(7), 616 - 626.  



301 
 

Hechanova, R., Beehr, T. A., & Christiansen, N. D. (2003). Antecedents and 
Consequences of Employees' Adjustment to Overseas Assignment: A Meta-
analytic Review. Applied Psychology, 52(2), 213-236.  

Heenan, D. A., & Perlmutter, H. V. (1979). Multinational Organizational Development. 
Reading, MA: Addison-Wesley. 

Heslin, P. A. (2005). Conceptualizing and evaluating career success. Journal of 
Organizational Behavior, 26(2), 113-136.  

Hofstede, G. (1978). The Poverty of Management Control Philosophy. The Academy of 
Management Review, 3(3), 450–461.  

Hofstede, G. (1980). Culture Consequences: International differences in work related 
values. Newburry Park, CA: Sage. 

Hofstede, G. (2001). Culture’s Consequences (Vol. 2). Thousand Oaks, CA: Sage 
Publications. 

Hofstede, G. (2012). Cultural Dimensions  Retrieved 25 September 2012, 2012, from 
http://www.geert-hofstede.com/hofstede_dimensions.php 

House, R. J., Hanges, P. W., Javidan, M., Dorfman, P., & Gupta, V. (2004). Culture, 
Leadership, and Organizations: The GLOBE Study of 62 Societies. Thousand 
Oaks, CA: Sage. 

Howe-Walsh, L., & Schyns, B. (2010). Self-initiated expatriation: implications for 
HRM. The International Journal of Human Resource Management, 21(2), 260-
273.  

Hu, M., & Xia, J.-m. (2010). A preliminary research on self-initiated expatriation as 
compared to assigned expatriation. Canadian Social Science, 6(5), 169.  

Huff, K. C. (2013). Language, cultural intelligence and expatriate success. Management 
Research Review, 36(6), 596-612.  

Hugo, G. J., Rudd, D. M., & Harris, K. (2003). Australia's Diaspora: Its Size Nature 
and Policy Implications: Committee for Economic Development of Australia. 

Hurn, B. J. (2006). The Selection of International Business Managers: Part 1. Industrial 
and Commercial Training, 38(6), 279-286.  

Husserl, E. (1970). The Crisis of European Sciences and Transcendental 
Phenomenology. Evanston: Northwestern University Press. 

Hutchings, K. (2003). Cross-cultural preparation of Australian expatriates in 
organisations in China: The need for greater attention to training. Asia Pacific 
Journal of Management, 20(3), 375-396.  



302 
 

Hutchings, K. (2005). Koalas in the land of the pandas: Reviewing Australian 
expatriates’ China preparation. The International Journal of Human Resource 
Management, 16(4), 553-566.  

Hutchings, K., & Murray, G. (2002). Australian Expatriates' Experiences in Working 
Behind the Bamboo Curtain: An Examination of Post-communist China. Asian 
Business & Management, 1(3), 373-393.  

Hutchings, K., Michailova, S., & Harrison, E. C. (2013). Neither Ghettoed Nor 
Cosmopolitan: A Study of Western Women’s Perceptions of Gender and 
Cultural Stereotyping in the UAE. Management International Review, 53(2), 
291-318.  

IMF. (2014). Regional economic outlook. Asia and Pacific. Washington, D.C: 
International Monetary Fund. 

Inkson, K., & Arthur, M. B. (2001). How to be a successful career capitalist. 
Organizational Dynamics, 30(1), 48-61.  

Inkson, K., & Myers, B. A. (2003). “The big OE”: self-directed travel and career 
development. Career Development International, 8(4), 170-181.  

Inkson, K., Arthur, M. B., Pringle, J., & Barry, S. (1997). Expatriate assignment versus 
overseas experience: Contrasting models of international human resource 
development. Journal of World Business, 32(4), 351-368.  

Inkson, K., Ganesh, S., Roper, J., & Gunz, H. P. (2010). The boundaryless career: a 
productive concept that may have outlived its usefulness. Paper presented at the 
Academy of Management Conference, Montreal.  

Internations. (2015). Working Abroad. Retrieved 1 December, 2015, from 
http://www.internations.org/magazine/9-working-abroad 

Iredale, R. (2001). The Migration of Professionals: Theories and Typologies. 
International Migration, 39, 7–26  

Jackson, D. J. R., Carr, S. C., Edwards, M., Thorn, K., Allfree, N., Hooks, J., & Inkson, 
K. (2005). Exploring the Dynamics of New Zealand’s Talent Flow. ew Zealand 
Journal of Psychology, 34(2), 110–116.  

Johanson, J., & Vahlne, J. (1977). The Internationalization Process of the Firm – A 
Model of Knowledge Development and Increasing Foreign Market 
Commitment. International Business Studies, 8, 23–32.  

Johnston, S., & Menguc, B. (2007). Subsidiary size and the level of subsidiary 
autonomy in multinational corporations: A quadric model of investigation of 
Australian subsidiaries. Journal of International Business Studies, 38(5), 787-
801. 



303 
 

Jokinen, T., Brewster, C., & Suutari, V. (2008). Career Capital During International 
Work Experiences: Contrasting Self-initiated Expatriate Experiences and 
Assignees Expatriation. The International Journal of Human Resource 
Management, 19(6), 979–998.  

Judge, T. A., Higgins, C. A., Thoresen, C. J., & Barrick, M. R. (1999). The big five 
personality traits, general mental ability, and career success across the life span. 
Personnel Psychology, 52(3), 621-652.  

Kassar, A. N., Rouhana, A., & Lythreatis, S. (2015). Cross-cultural training: its effects 
on the satisfaction and turnover of expatriate employees. SAM Advanced 
Management Journal, 80(4).  

Kim, A. E., & Park, G.-S. (2003). Nationalism, Confucianism, work ethic and 
industrialization in South Korea. Journal of Contemporary Asia, 33, 37-49. 

Kirkman, B. L., Lowe, K. B., & Gibson, C. B. (2006). A quarter century of culture's 
consequences: A review of empirical research incorporating Hofstede's cultural 
values framework. Journal of international business studies, 37(3), 285-320. 

Kobrin, S. J. (1994). Is there a relationship between a geocentric mind-set and 
multinational strategy? Journal of International Business Studies, 25(3), 493–
511.  

Kraimer, M. L., Wayne, S. J., & Jaworski, R. A. (2001). Source of support and 
expatriates’ performance: The mediating role of expatriate adjustment. 
Personnel Psychology, 54, 71-99.  

Kwon, O. Y. (2010). The Korean Economy in Transition: An institutional perspective. 
Northhampton: Edward Elgar. 

Lauring, J., & Selmer, J. (2013). Self-Initiated Expatriates in the Private vs. the Public 
Sector: Creativity and Work Outcomes. International Journal of Public 
Administration, 36(9), 649-658.  

Lauring, J., Selmer, J., & Jacobsen, J. K. S. (2014). Business or pleasure? Blurring 
relocation categories and motivation patterns among expatriates. Scandinavian 
Journal of Hospitality and Tourism, 14(2), 170-186.  

Lee, C. H. (2005). A study of underemployment among self-initiated expatriates. 
Journal of World Business, 40(2), 172-187.  

Lee, C.-Y. (2006). Cross-Cultural Practice in International Corporate Governance. 
Journal of Business Systems, 1(2), 67-77.  

Leea, H. H., Huh, H. S., & Harrisc, D. (2003). The relative impact of the US and 
Japanese business cycles on the Australian economy Japan and the World 
Economy, 15(1), 111–129.  



304 
 

Littlejohn, S., & Foss, K. (2009). Encyclopaedia of Communication Theory (Vol. 1-2). 
Thousand Oaks, CA: Sage Publications. 

Littrell, L., Salas, E., Hess, K., Paley, M., & Riedel, S. (2006). Expatriate preparation: a 
critical analysis of 25 years of cross-cultural training research. Human Resource 
Management Journal, 5(3), 355-388.  

Lofland, J., Snow, D., Anderson, L., & Lofland, L. (2006). Analyzing Social Settings: A 
Guide to Qualitative Observation and Analysis (4th ed.). Belmont, CA: 
Wadsworth Thomson. 

Magnini, V., & Honeycutt, E. (2003). Learning orientation and the hotel expatriate 
manager experience. International Journal of Hospitality Management, 22, 267-
280.  

Mäkelä, L., & Suutari, V. (2013). Work–life interface of self-initiated expatriates: 
Conflicts and enrichment. In V. Vaiman & A. Haslberger (Eds.), Managing 
talent of self- initiated expatriates: A neglected source of the global talent flow. 
London: Palgrave McMillan. 

Mäkelä, L., Känsälä, M., & Suutari, V. (2011). The roles of expatriates' spouses among 
dual career couples. Cross Cultural Management: An International Journal, 
18(2), 185-197.  

McCall, G. J., & Simmons, J. L. (1969). The nature of participant observation. Issues in 
Participant Observation: A Text and Reader. Menlo Park: Addison-Wesley 
Publishing Company. 

McDonnell, A., Stanton, P., & Burgess, J. (2011). Multinational enterprises in 
Australia: Two decades of international human resource management research 
reviewed. Journal of Human Resources, 49(1), 9-35.  

McKenna, S., & Richardson, J. (2007). The increasing complexity of the internationally 
mobile professional: issues for research and practice. Cross Cultural 
Management: An International Journal, 14(4), 307-320.  

McNulty, Y. (2012). ‘Being dumped in to sink or swim’: an empirical study of 
organizational support for the trailing spouse. Human Resource Development 
International, 15(4), 417-434.  

McSweeney, B. (2002). Hofstede’s Model of National Cultural Differences and their 
Consequences: A Triumph of Faith - a Failure of Analysis. Human Relations, 
55(1), 89–118.  

 Mendenhall, M. E., & Oddou, G. (1986). Acculturation Profiles of Expatriate 
Managers: Implications for Cross-Cultural Training Programs. Columbia 
Journal of World Business, 73-79.  



305 
 

Mendenhall, M. E., & Oddou, G. (1988). The overseas assignment: A practical look. 
Business Horizons, 31(5), 78-84.  

Mendenhall, M., Dunbar, E., & Oddou, G. (1987). Expatriate selection, training and 
career pathing: A review critique. Human Resource Management Journal, 26(3), 
331-345.  

Miles, M. B., & Huberman, A. M. (Eds.). (1994). Qualitative data analysis (2nd ed.). 
Thousand Oaks, CA: Sage. 

Miller, E. L., & Cheng, J. L. (1978). A closer look at the decision to accept an overseas 
position. Management International Review, 25-33.  

Monteith, M. J., & Walters, G. L. (1998). Egalitarianism, moral obligation, and 
prejudice-related personal standards. Personality and Social Psychology 
Bulletin, 24(2), 186-199.  

Mor, S., Morris, M., & Joh, J. (2013). Identifying and Training Adaptive Cross-Cultural 
Management Skills: The Crucial Role of Cultural Metacognition. Academy Of 
Management Learning & Education, 12(3), 453-475.  

Morris, M. A., & Robie, C. (2001). A meta-analysis of the effects of cross-cultural 
training on expatriate performance and adjustment. International Journal of 
Training and Development, 5, 112-125.  

Muir, M., Wallace, M., & McMurray, D. (2014). Women on the move: the self-initiated 
expatriate in China. Journal of Global Mobility, 2(2), 234-254.  

Myers, B., & Pringle, J. (2005). Self-initiated foreign experiences as accelerated 
development: Influences of gender. Journal of World Business, 40(40), 421-431.  

Napier, N. K., & Taylor, S. (2002). Experiences of women professionals abroad: 
Comparisons across Japan, China and Turkey. International Journal of Human 
Resource Management, 13(5), 837-851.  

Neuman, W. L. (2010). Social Research Methods: Qualitative and Quantitative 
Approaches (7th ed.). Boston: Allyn and Bacon  

Newman, J. C., Des Jarlais, D. C., Turner, C. F., Gribble, J., Cooley, P., & Paone, D. 
(2002). The Differential Effects of Face-to-Face and Computer Interview 
Modes. American Journal of Public Health, 92(2), 294–297.  

Newton, S., Hutchings, K., & Kabanoff, B. (2007). Repatriation in Australian 
organisations: Effects of function and value of international assignment on 
program scope. Asia Pacific Journal of Human Resources, 45(3), 295-313.  



306 
 

Nolan, E. M., & Morley, M. J. (2014). A test of the relationship between person–
environment fit and cross-cultural adjustment among self-initiated expatriates. 
The International Journal of Human Resource Management, 25(11), 1631-1649.  

Oberg, K. (1960). Culture shock: Adjustment to new cultural environment: Practical 
Anthropology. 

OECD. (2008). Global competition for talent. Paris: OECD. 

Okamoto, K., & Teo, S. T. (2011). Convergence and divergence of role stress 
experience of locally hired Japanese and non-Japanese host country staff: a 
qualitative study. The International Journal of Human Resource Management, 
22(01), 218-231.  

Ones, D. S., & Viswesvaran, C. (1997). Personality determinants in the prediction of 
aspects of expatriate job success New approaches to employee management, 
Vol. 4: Expatriate management: Theory and research (pp. 63-92). US: Elsevier 
Science/JAI Press. 

Onwuegbuzie, A. J., & Leech, N. L. (2005). On becoming a pragmatic researcher: The 
importance of combining quantitative and qualitative research methodologies. 
International Journal of Social Research Methodology, 8(5), 375-387.  

Osland, J. S. (1995). The adventure of working abroad: Hero tales from the global 
frontier. San Francisco: Jossey-Bass. 

Park, J., Pringle, J. K., & Tangri, S. (1995). New Zealand Women's Life Paths Study.  
University of Auckland  

Parker, P., Khapova, S. N., & Arthur, M. B. (2009). The intelligent career framework as 
a basis for interdisciplinary inquiry. Journal of Vocational Behavior, 75(3), 291-
302.  

Patton, M. Q. (1990). Qualitative evaluation and research methods (2nd ed.). Newbury 
Park, CA: Sage Publications. 

Pedersen, P. J., Pytlikova, M., & Smith, N. (2008). Selection and network effects--
Migration flows into OECD countries 1990-200. European Economic Review, 
52(7), 1160-1186.  

Peeters, B. (2004). Tall poppies and egalitarianism in Australian discourse: From key 
word to cultural value. English world-wide, 25(1), 1-25.  

Peltokorpi, V. (2008). Cross-cultural adjustment of expatriates in Japan. The 
International Journal of Human Resource Management, 19(9), 1588-1606.  

Peltokorpi, V., & Froese, F. J. (2009). Organizational expatriates and self-initiated 
expatriates: Who adjusts better to work and life in Japan? The International 
Journal of Human Resource Management, 20(5), 1096-1112.  



307 
 

Peltokorpi, V., & Froese, F. (2014). Expatriate personality and cultural fit: The 
moderating role of host country context on job satisfaction. International 
Business Review, 23(1), 293-302.  

Perlmutter, H. (1969). The tortuous evolution of the multinational corporation. 
Columbia Journal of World Business 4(1), 9-18.  

Phatak, A. V. (1995). Criteria for selecting managers for foreign assignments. 
International Dimensions of Management (4 ed.). Boston: PWS KENT 
Publishing Company. 

Pires, G., Stanton, J., & Ostenfield, S. (2006). Improving expatriate adjustment and 
effectiveness in ethnically diverse countries: Marketing insights. Cross Cultural 
Management, 13(2), 156-170.  

Pratt, M. (2009). For the lack of a boilerplate: Writing and reviewing qualitative 
research. Academy of Management Journal 52(5), 856-862.  

Reiche, S., & Harzing, A. W. K. (2011). International Assignments. London: Sage. 

Richardson, J., & Mallon, M. (2005). Career interrupted? The case of the self-directed 
expatriate. Journal of World Business, 40(4), 409-420.  

Richardson, J., & McKenna, S. (2006). Exploring relationships with home and host 
countries: A study of self-directed expatriates. Cross Cultural Management: An 
International Journal, 13(1), 6-22.  

Richardson, J., & McKenna, S. (2014). Towards an understanding of social networks 
among organizational self-initiated expatriates: a qualitative case study of a 
professional services firm. The International Journal of Human Resource 
Management, 25(19), 2627–2643.  

Richardson, J., & Zikic, J. (2007). The darker side of an international academic career. 
Career Development International, 12(2), 164-186.  

Riusala, K., & Suutari, V. (2000). Expatriation and careers: perspectives of expatriates 
and spouses. Career Development International, 5(2), 81-90.  

Rugman, A. M., & Verbeke, A. (1992). Research in Global Strategic Management: 
Corporate Response to Change. Greenwich: JAI Press. 

Salas, E., & Cannon-Bower, J. A. (2001). The science of training: a decade of progress. 
Annual Review of Psychology, 52, 471-499.  

Santoso, J., & Loosemore, M. (2013). Expatriate management in Australian 
multinational enterprises. Construction Management and Economics, 31(11), 
1098.  



308 

Sargent, T. (2002). Boundaryless careers in the age of globalization: cross cultural 
adjustment in Japan in terms of motivation to initiate sojourn. Dissertation 
Abstracts International, 63(6), 3071–3301.  

Schuler, R. S., Dowling, P. J., & De Cieri, H. (1993). An integrative framework of 
strategic international human resource management. Journal of Management, 
19(2), 419-459.  

Scullion, H., & Brewster, C. (2002). The management of expatriates: messages from 
Europe? Journal of World Business, 36(4), 346-365. 

Searle, W., & Ward, C. (1990). The prediction of psychological and sociocultural 
adjustment during cross-cultural transitions. International Journal of 
Intercultural Relations, 14(4), 449-464.  

Seibert, S. E., Crant, J. M., & Kraimer, M. L. (1999). Proactive personality and career 
success. Journal of Applied Psychology, 84(3), 416. 

Selmer, J. (2001). The preference for pre-departure or post-arrival cross-cultural 
training - an exploratory approach. Journal of Managerial Psychology, 16(1), 
50-58.

Selmer, J. (2002). Practice makes perfect? International experience and expatriate 
adjustment. Management International Review, 42(1), 71-87. 

Selmer, J. (2006). Language ability and adjustment: Western expatriates in China. 
Thunderbird International Business Review, 48(3), 347-368. 

Selmer, J., & Lauring, J. (2009). Cultural similarity and adjustment of expatriate 
academics. International Journal of Intercultural Relations, 33(5), 429-436. 

Selmer, J., & Lauring, J. (2011). Marital status and work outcomes of self-initiated 
expatriates: is there a moderating effect of gender? Cross Cultural Management: 
An International Journal, 18(2), 198-213.  

Selmer, J., & Lauring, J. (2012). Reasons to expatriate and work outcomes of self-
initiated expatriates. Personnel Review, 41(5), 665-684. 

Selmer, J., & Lauring, J. (2014a). Mobility and emotions: dispositional affectivity and 
adjustment of self-initiated expatriates. International Studies of Management & 
Organization, 44(3), 25-43.  

Selmer, J., & Lauring, J. (2014b). Self-initiated expatriates: An exploratory study of 
adjustment of adult third-culture kids vs. adult mono-culture kids. Cross 
Cultural Management, 21(4), 422-436.  



309 

Selmer, J., Chiu, R. K., & Shenkar, O. (2007). Cultural distance asymmetry in 
expatriate adjustment. Cross Cultural Management: An International Journal, 
14(2), 150-160.  

Shaffer, M. A., & Harrison, D. A. (1998). Expatriates' psychological withdrawal from 
international assignments: work, non-work, and family influences. Personnel 
Psychology, 51(1), 87-118.  

Shaffer, M. A., Harrison, D. A., & Gilley, K. M. (1999). Dimensions, determinants, and 
differences in the expatriate adjustment process. Journal of International 
Business Studies, 557-581.  

Shaffer, M. A., Harrison, D. A., Gregersen, H., Black, J. S., & Ferzandi, L. A. (2006). 
You can take it with you: individual differences and expatriate effectiveness. 
Journal of Applied Psychology, 91(1), 109.  

Shenkar, O. (2001). Cultural distance revisited: towards a more rigorous 
conceptualization and measurement of cultural differences. Journal of 
International Business Studies, 32(3), 519-535.  

Shenkar, O., Luo, Y., & Yeheskel, O. (2008). From “distance” to “friction”: 
Substituting metaphors and redirecting intercultural research. Academy of 
Management Review, 33(4), 905–923.  

Smith, T. W. (1984). Recalling attitudes: An analysis of retrospective questions on the 
1982 GSS. Public Opinion Quarterly, 48, 639–649. 

Soldz, S., & Vaillant, G. E. (1999). The Big Five personality traits and the life course: A 
45-year longitudinal study. Journal of Research in Personality, 33(2), 208-232.

Stahl, G. K., Miller, E. L., & Tung, R. L. (2002). Toward the boundaryless career: a 
closer look at the expatriate career concept and the perceived implications of an 
international assignment. Journal of World Business, 37(3), 216-227.  

Stephens, G. K., & Black, J. S. (1991). The impact of spouse's career-orientation on 
managers during international transfers Journal of Management Studies, 28(4), 
417-428.

Stone, E. (1978). Research Methods in Organizational Behavior. Santa Monica, CA: 
Goodyear Publishing Company, Inc. 

Strauss, A., & Corbin, J. (1998). Basics of qualitative research: Techniques and 
procedures for developing grounded theory. Thousand Oaks, London: Sage 
Publications. 

Stroh, L. K., Black, J. S., Mendenhall, M. E., & Gregersen, H. B. (2005.). International 
Assignments: An Integration of Strategy, Research, and Practice. Mahway, NJ: 
Lawrence Erlbaum Associates. 



310 

Sullivan, S. E., & Arthur, M. B. (2006). The evolution of the boundaryless career 
concept: examining physical and psychological mobility. Journal of Vocational 
Behavior, 69, 19-29.  

Suutari, V., & Brewster, C. (2000). Making their own way: International experience 
through self-initiated foreign assignments. Journal of World Business, 35(4), 
417-436.

Suutari, V., Brewster, C., Riusala, K., & Syrjäkari, S. (2013). Managing non-standard 
international experience: evidence from a Finnish company. Journal of Global 
Mobility, 1(2), 118-138. 

Takeuchi, R., Tesluk, P. E., Yun, S., & Lepak, D. P. (2005). An integrative view of 
international experience. Academy of Management Journal, 48(1), 85-100. 

Tashakkori, A., & Teddlie, C. (2003). Handbook of Mixed Methods in Social & 
Behavioral Research. London: Sage. 

Tharenou, P. (2003). The initial development of receptivity to working abroad: Self-
initiated international work opportunities in young graduate employees. Journal 
of Occupational and Organizational Psychology, 76, 489.  

Tharenou, P. (2010). Identity and global mobility The Psychology of Global Mobility 
(pp. 105-123): Springer. 

Tharenou, P. (2013). Self-initiated expatriates: an alternative to company-assigned 
expatriates? Journal of Global Mobility, 1(3), 336-356. 

Tharenou, P. (2015). Researching expatriate types: the quest for rigorous 
methodological approaches. Human Resource Management Journal, 25(2), 149-
165.  

Tharenou, P., & Caulfield, N. (2010). Will I stay or will I go? Explaining repatriation by 
self-initiated expatriates. Academy of Management Journal, 53(5), 1009-1028. 

Tharenou, P., & Harvey, M. (2006). Examining the overseas staffing options utilized by 
Australian headquartered multinational corporations. International Journal of 
Human Resource Management, 17(6), 1095-1114.  

Thorn, K. (2009). The relative importance of motives for international self-initiated 
mobility. Career Development International, 14(5), 441-464. 

Treven, S. (2001). Human resource management in international organisations. Journal 
of Management, 6(1), 177-189. 

Trompenaars, A. (1994). Riding the waves of culture: understanding diversity in global 
business. Burr Ridge, Ill: Irwin Professional Pub. 



311 
 

Tung, R. (1982). Selection and Training Procedures of US, European and Japanese 
Multinationals. California Management Review, 25(11), 57-71.  

Tung, R. L. (1981). Selecting and training of personnel for overseas assignments. 
Columbia Journal of World Business, 16, 68-78.  

Tung, R. L. (1987). Expatriate assignments; enhancing success and minimizing failure. 
Academy of Management Executive, 1, 117-126.  

Tye, M. G., & Chen, P. Y. (2005). Selection of expatriates: decision-making models 
used by HR professionals. Human Resource Planning, 28(4), 15-20.  

UNCTAD. (2011). World Investment Report, TNCs and the infrastructural challenge: 
United Nations Conference on Trade and Development. 

Vaiman, V., Haslberger, A., & Vance, C. M. (2015). Recognizing the important role of 
self-initiated expatriates in effective global talent management. Human Resource 
Management Review 25, 280–286.  

Van Oudenhoven, J. P., Mol, S., & Van der Zee, K. I. (2003). Study of the adjustment 
of Western expatriates in Taiwan ROC with the Multicultural Personality 
Questionnaire. Asian Journal of Social Psychology, 6(2), 159-170.  

Vance, C. M. (2005). The personal quest for building global competence: A taxonomy 
of self-initiating career path strategies for gaining business experience abroad. 
Journal of World Business, 40(4), 374-385.  

Vance, C. M., Paik, Y., & (2002). One size fits all in expatriate pre-departure training?: 
Comparing the host country voices of Mexican, Indonesian and US workers 
Journal of Management Development, 21(7), 557 - 571  

Varner, I. T., & Palmer, T. M. (2002). Successful expatriation and Organizational 
Strategies Review of Business, 23(2), 8-11.  

Ward, C., & Chang, W. C. (1997). Cultural fit: A new perspective on personality and 
sojourner adjustment. International Journal of Intercultural Relations, 21(4), 
525-533.  

Ward, C., & Kennedy, A. (2001). Coping with cross-cultural transition. Journal of 
Cross-Cultural Psychology, 32(5), 636-642.  

Ward, C., Bochner, S., & Furnham, A. (2001). The psychology of culture shock. 
London: Routledge. 

Waxin, M.-F., & Panaccio, A. (2005). Cross-cultural training to facilitate expatriate 
adjustment: it works! Personnel Review, 34(1), 51-67.  

Weaver, R. (2010). Seoul Survivor: Living and Working in South Korea (Vol. 1). Seoul, 
South Korea: EunHaeng NaMu. 



312 
 

Woods, P. (2003). Performance management of Australian and Singaporean expatriates. 
International Journal of Manpower, 24(5), 517-534.  

Yan, A., Zhu, G., & Hall, D. T. (2002). International assignments for career building: A 
model of agency relationships and psychological contracts. Academy of 
Management Review, 27(3), 373-391.  

Yin, R. K. (1994). Evaluation: A singular craft. New Directions for Program 
Evaluation, 1994(61), 71-84.  

YTravel. (2014). 9 Ways to Prepare and Protect Yourself Before Working Abroad.  
Retrieved 1 December 2015, from http://www.ytravelblog.com/9-ways-prepare-
protect-working-abroad/ 

Zakaria, N. (2000). The effects of cross-cultural training on the acculturation process of 
the global workforce. International Journal of Manpower, 21(6), 492-510.  

Zhang, Y. (2012). Expatriate Development for Cross-Cultural Adjustment: Effects of 
Cultural Distance and Cultural Intelligence. Human Resource Development 
Review, 12(2), 177-199.  

 

 


