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LIST OF ABBREVIATIONS AND DEFINITIONS 

Abbreviations: 

IE – international employee 

SIE – self-initiated expatriate 

AE – assigned expatriate 

MNCs – multinational corporations 

HRM - human resource management 

HCNs – host country nationals 

 

Definitions: 

International employees (IE) are employees who engage in work across national 
borders (De Cieri & Lazarova, 2021).  

Assigned expatriates (AEs) – a specific professional group of employees (usually 
connotes highly qualified specialists, engineers, managers, etc.) who are sent to a 
foreign country by their employer (McNulty & Brewster, 2017; Przytuła, 2015). To 
relocate and settle in the host country, AEs use their employer’s resources, and their 
stay in a foreign country is limited by the terms they agreed with their employer 
(Andresen et al., 2014; McNulty & Brewster, 2017; Przytuła, 2015).  

Self-initiated expatriates (SIEs) – individuals who relocate to a different country to 
find a job (Al Ariss & Syed, 2011; Przytuła, 2015). The SIEs have no organizational 
support and move to the host country to live and look for jobs on their own (Al 
Ariss, 2010; Al Ariss & Crowley‐Henry, 2013; Hajro et al., 2019). 
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1. INTRODUCTION 

Globalization and the aging populations in most developed countries have made 
international mobility increasingly attractive to working individuals seeking 
employment opportunities abroad (Makkonen, 2016). According to the most recent 
data from the Global Migration Data Analysis Centre (as of January 2025), the 
number of international migrants was estimated at approximately 304 million as of 
mid-2024 (Migration and Human Mobility, 2025). The global estimate for 2020 was 
approximately 281 million international migrants worldwide, accounting for 3.6% of 
the global population, which is 128 million more than in 1990 and over three times 
the estimated number in 1970 (Interactive World Migration Report 2024). These shifts 
highlight evolving migration trends and growing global interconnectedness. 

As reported by the United Nations Department of Economic and Social Affairs 
(2022), global mobility remains characterized mainly by the movement of people 
from less-developed to more-developed countries. However, regional mobility 
patterns are evolving, influenced by shifts in immigration policies, labor market 
demands, and changing economic conditions. For example, the expansion of the 
European Union and the dismantling of labor mobility barriers among its member 
states have significantly facilitated intra-regional movement (Dorn & Zweimüller, 
2021; Illing, 2023). By contrast, in ex-USSR states, political instability and recurring 
crises have continued to guide mobility decisions, pushing people to seek better living 
and working conditions in different regions (Anniste et al., 2012; Erdoğan, 2021; 
Kumpikaitė-Valiūnienė & Žičkutė, 2017). At the same time, technological 
advancements and better access to global information in developing regions are also 
influencing the motivations for mobility. More than ever, individuals seek to relocate 
to destinations that offer greater socioeconomic, political, or cultural opportunities 
(Boateng et al., 2021). In Africa, for instance, the movement of people across the 
border is more often than long-distance relocation due to the existing geographic 
distribution of ethnic groups across neighboring countries (Hammar & Tamas, 1997). 

Global developments, labor market demands, and shifting mobility patterns 
affect international employees (IEs) and their adjustment to host countries. After 
relocating to the host country, these individuals must navigate a complex process of 
cultural, professional, and social adjustment. Many of them face multiple challenges, 
such as culture shock, language barriers, unfamiliar workplace culture and norms, and 
social isolation (Barner-Rasmussen et al., 2014; Black et al., 1991; Feitosa et al., 
2014; Haslberger et al., 2014; Mezias & Scandura, 2005; Rajasekar & Renand, 2013). 

The scientific attention on expatriate adjustment began after Black and 
colleagues published their findings in the 1990s (Black, 1990; Black et al., 1991) and 
remains their essential field of interest. Research highlights that the adjustment of 
international employees impacts their job performance, facilitates effective 
knowledge transfer, and contributes to the success of international assignments and 
organizational objectives. Much of the research has focused on assigned expatriates 
(AEs) – employees sent abroad by their employers. However, recent data suggest that 
50-73% of global expatriates are self-initiated expatriates (SIEs), who relocate 
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independently (Aminullah et al., 2022). As Fee and Gray (2020) noted, global demand 
for SIEs is growing, necessitating an increasing trend in their cross-border mobility. 
These developments highlight the importance of shifting the research focus to SIEs 
as their adjustment experiences are likely to differ from those of AEs and remain 
insufficiently analyzed in the current mobility literature. 

1.1. Research gap analysis 

The literature on international employee adjustment has primarily focused on 
assigned expatriates – employees sent abroad by multinational corporations (MNCs) 
to manage their foreign operations for a limited time period. Their adjustment has 
received more scholarly attention than that of any other type of IE, for several key 
reasons. First, the most significant number of AEs are managers sent by MNCs to a 
subsidiary company abroad to manage the company’s operations there, thus making 
their adjustment critical to the success of knowledge transfer and organizational 
performance (Ismail et al., 2019; Ji & Connerley, 2013; Lija et al., 2023). Second, 
high costs and risks for MNCs if the foreign assignment of AE fails. The company’s 
costs to expatriate a manager are high, as it involves relocation, training, and support 
services (Utami et al., 2019). Therefore, failure to adjust leads to termination of the 
manager’s expatriation, which has substantial financial implications, prompting 
research to prevent the risks (Li & Jackson, 2015; Utami et al., 2019). Third, the 
availability and access to research the adjustment of AEs is less challenging for 
researchers because AEs often have well-documented motivations and are aligned 
with the organizational goals; they most often fill specific, pre-determined roles in the 
subsidiary (Utami et al., 2019).  

However, international mobility is no longer confined to MNCs (Guillén & 
García-Canal, 2013; Hendriks, 2020; Hutzschenreuter et al., 2011) as the majority of 
expatriates today are self-initiated, who relocate independently in search of career, 
lifestyle, or personal growth opportunities (Froese, 2012; Wechtler, 2018). Despite 
their growing numbers and significance, SIEs remain under-researched compared to 
AEs. They often lack organizational support structures, making their adjustment 
process more complex and self-reliant (Farcas & Gonçalves, 2017; Froese & 
Peltokorpi, 2020; Samarsky, 2023). Their motivations are diverse, and personal, 
professional, and cultural factors shape their adjustment experiences (Farcas & 
Gonçalves, 2017; Isakovic & Forseth Whitman, 2013; Selmer & Lauring, 2011b). 
Unlike AEs, SIEs often require open-ended stays in host countries, which call for a 
deeper focus on country-level factors, such as national policies and societal inclusion 
mechanisms. SIEs frequently work in smaller firms or informal sectors that do not 
provide formal expatriation support (Cheng & Lin, 2009; Das, 2011; Villegas-Mateos, 
2023). Understanding the experiences of SIEs is crucial for developing inclusive 
human resource management (HRM) practices and policy interventions that support 
their successful integration within the organization where they work (Howe-Walsh & 
Schyns, 2010). They also face challenges in building social networks, which 
significantly impact their well-being and job performance (Kaur et al., 2024; Selmer 
et al., 2015) highlighting the role of individual-level adjustment factors.  
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Management and business scholars point to various areas that would benefit 
from more SIEs’ research across multiple levels: i) country, ii) organization, and iii) 
individual.  

At the country level, the national context between SIE and the host country, 
such as history, geography, or legal implications, plays an important role in SIE’s 
adjustment; therefore, more research studying the effects different national contexts 
have on SIEs’ adjustment or comparable analysis among them would help build more 
robust support systems for them (Samarsky, 2023). Also, there is a need for empirical 
investigation into the effect of expatriates’ family dynamics on expatriate and other 
family members’ adjustment, as it has a significant impact on the expatriate’s overall 
adjustment in the host country (Arun Kumar & Santhosh Kumar, 2015; Kittler et al., 
2006). Emerging research is pointing to expatriate bubbles as helping to cope with 
foreignness; an analysis on how they affect expatriate adjustment would be welcome 
(Papafilippou & Efthymiadou, 2022).  

At the organizational level, the impact of social networks and support systems 
at work affects AEs and SIEs differently because of their distinct structure and 
composition. Therefore, it would be beneficial to analyze their impact on SIEs’ 
adjustment separately from AEs (Agha-Alikhani, 2016). Moreover, the role that host 
country nationals (HCNs) play in SIEs’ adjustment is multidimensional; more 
research is needed to differentiate types of HCN roles, such as friends, supervisors, 
coworkers, etc., and their respective impacts (Bader, 2017; Kaur et al., 2024; Singh et 
al., 2021). 

Finally, at the individual level, psychological processes such as resilience or 
cognitive dissonance are everyday experiences during SIE adjustment. Still, more 
research is needed to understand the challenges these processes present and to identify 
the most effective support mechanisms for assisting SIEs (Gao et al., 2023; Maertz et 
al., 2009).  

While existing research often addresses the adjustment of assigned expatriates, 
it overlooks the multi-level nature of adjustment factors affecting SIEs, spanning 
country, organizational, and individual contexts. Because of their increasing 
prevalence and unique characteristics, SIEs necessitate a focused, multilevel analysis 
to address critical gaps in the current literature on adjustment. 

Thus, the research problem of this dissertation is: What country-level, 
organization-level, and individual-level factors influence the adjustment of self-
initiated expatriates? 

The object of this dissertation is the adjustment of self-initiated expatriates, 
with a focus on the country, organizational, and individual factors that influence their 
successful integration and professional performance in host countries. 

The aim of this dissertation is to enhance the understanding of self-initiated 
expatriates’ adjustment by identifying and analyzing country-level, organization-
level, and individual-level factors that influence their adjustment through a multilevel 
analysis.  
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The study incorporates four scientific publications to provide the background 
and explore the adjustment of self-initiated expatriates across three levels - country, 
organization, and individual (see Figure 1), and four objectives guide it: 

 
1. To conduct a systematic literature review to identify research gaps and highlight 

future research directions related to the adjustment of SIEs. 
2. To advance the understanding of SIEs’ adjustment by contributing to the Person–

Environment Fit theory through the examination of country-level factors. 
3. To advance the understanding of SIEs’ adjustment by contributing to the Person–

Organization Fit theory through the exploration of organization-level factors. 
4. To advance the understanding of SIEs’ adjustment by contributing to signaling 

and similarity–attraction theories through the investigation of individual-level 
factors. 

 
Fig. 1. The scope of the dissertation 

1.2. Scientific novelty of the dissertation 

The scientific novelty of the dissertation lies in its use of a multilevel analytical 
approach to examine the factors influencing the adjustment of self-initiated 
expatriates, a growing segment of international employees. While scientific literature 
has predominantly focused on assigned expatriates, this dissertation recognizes the 
increasing global mobility of SIEs and their unique adjustment challenges by 
systematically investigating under-researched adjustment factors at the country, 
organizational, and individual levels.    

First, the dissertation presents a comprehensive hybrid literature review, which 
reveals that, even though Black et al.’s (1991) model of expatriate adjustment is still 
predominantly used by researchers in their studies, the adjustment research also 
incorporates other theoretical constructs such as acculturation, integration, adaptation, 
and sometimes assimilation (Baneviciene et al., 2024).  The review also identifies that 

Organization-
level factors 

(publ. 3) 

Country-  
level factors 

(publ. 2) 

Systematic literature review to 
reveal research gaps and 

highlight future research topics 
(publ. 1) Individual-  

level factors 
(publ. 4) 
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the scope and applicability of research findings are not always clear in existing 
research and need to be synthesized, particularly in studies on temporal and contextual 
factors (Baneviciene et al., 2024). Moreover, the analysis revealed significant research 
gaps that necessitate greater emphasis in future studies. These include a stronger focus 
on diverse international employee (IE) cohorts, as most existing research has 
primarily examined assigned expatriates, as well as increased attention to a broader 
range of home and host countries, demographic variables, remote and anticipatory 
adjustment, and the multiple factors influencing adjustment at the country, 
organizational, and individual levels (Baneviciene et al., 2024). 

Second, the dissertation offers original empirical insights through the 
application and extension of four theoretical frameworks, Person–Environment Fit, 
Person–Organization Fit, Signaling Theory, and Similarity–Attraction Theory, to 
examine SIE adjustment across different levels: (i) At the country level, it extends 
Person–Environment Fit theory (Caplan, 1983) by analyzing both work and non-work 
contexts in newly emerging expatriate-receiving Eastern European countries such as 
Lithuania and Estonia; (ii) At the organization level, it broadens the application of 
Person–Organization Fit theory (Kristof, 1996) by exploring the significance of 
cultural fit and preferred organizational culture types in shaping SIEs' adjustment 
experiences; (iii) At the individual level, it integrates Signaling Theory (Spence, 
1973) with Similarity–Attraction Theory (Byrne, 1997) to reveal how supervisors’ 
international experience influences their interpretation of SIEs’ uncertainty signals 
and subsequently their managerial behaviors towards them. 

Ultimately, by presenting a multilevel analytical approach that integrates 
diverse theoretical perspectives and provides practical insights for policymakers, 
organizational leaders, and human resource professionals, this dissertation establishes 
a valuable foundation for advancing inclusive HRM practices, strengthening 
expatriate support systems, and informing immigration and integration policies in 
emerging host countries. 

1.3. Integration across publications 

The objectives of the dissertation were directly linked to each of the scientific 
publications. Objective 1 aimed to identify research gaps and future research 
directions concerning the adjustment of self-initiated expatriates. This was achieved 
through a hybrid literature review, the findings of which were presented in the first 
publication. The review revealed that the adjustment of international employees is 
under-researched at three distinct levels: country, organization, and individual. 
Accordingly, objectives 2, 3, and 4 were formulated to explore adjustment-related 
factors at each of these levels. Each objective was addressed through an empirical 
study, resulting in three additional publications (see Figure 2). 
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1 Publ. (published in 
Humanities and Social Sciences 
Communications):  
 
Obj.1. To conduct a systematic 
literature review to identify 
research gaps and highlight 
future research directions 
related to the adjustment of 
SIEs. 
 
Main gaps in research: 
 
•Country-level factors:  

1) Countries that have over 20% 
foreign-born employees in their 
workforces (such as Switzerland, 
Australia, and New Zealand),  
2) Countries traditionally 
known as expatriate sending but 
not receiving (East Europe),  
3) Countries with low 
international mobility (Africa) 

 
•Organization-level factors:  

1) Anticipatory adjustment of 
migrants and SIE;  
2) COVID-19 organizational 
changes;  
3) Work environment such as 
organizational culture type, 
working conditions, etc.  

 
•Individual-level factors: 

1) Demographics of migrants;  
2) Supervisor and coworkers;  
3) Family/spouse adj. of SIE and 
migrants;  
4) Effect on host country 
residents. 

 

FOCUS: Multilevel approach to country, 
organization, and individual level factors 

2 Publ. (Published in International 
Journal of Intercultural Relations): 
Obj.2. To advance the understanding of 
SIEs’ adjustment by contributing to the 
Person–Environment Fit theory through 
the examination of country-level factors. 
• Sample: assigned and self-initiated 

expatriates 
• Research methods: qualitative 
• Countries: Estonia and Lithuania 
• Country level factor - countries 

traditionally known as expatriate 
sending but not receiving (Eastern 
Europe) 

3 Publ. (published in Frontiers in 
Psychology): 
Obj.3. To advance the understanding of 
SIEs’ adjustment by contributing to the 
Person–Organization Fit theory through 
the exploration of organization-level 
factors. 
• Sample: self-initiated expatriates (SIEs) 
• Research methods: quantitative 
• Countries: Various 
• Organization level factor:  

organizational culture type 

4 Publ. (published in PLOS One): 
Obj4. To advance the understanding of 
SIEs’ adjustment by contributing to 
signaling and similarity–attraction 
theories through the investigation of 
individual-level factors. 
• Sample: self-initiated expatriates (SIEs)  
• Research methods: qualitative 
• Country: the USA 
• Individual level factor:  direct 

supervisor 

Country  

Organiza- 
tion 

Individual 

Fig. 2. The structure of the connection of the publications and their main 
characteristics 
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1.4. The author’s contributions to the publications 

Table 1 details the summary of the publications and I.Baneviciene’s 
contributions. The dissertation author was the first and corresponding author of the 
first publication, actively participating in the creation of the research methodology 
and performing the search, coding, and initial analysis of the findings. As the 
corresponding author, I.Baneviciene was actively involved in the preparation, editing, 
and resubmission processes of the article.  

The dissertation author contributed and was the corresponding author to the 
second publication. I.Baneviciene contributed by analyzing and grouping the results, 
as well as writing the assigned theoretical and methodological sections. As the 
corresponding author, I.Baneviciene was actively involved in the preparation, editing, 
and resubmission processes of the article. 

The dissertation author was the third author of the third publication. She 
collaborated with co-authors to develop a survey questionnaire and assisted in 
collecting the data. I.Baneviciene contributed by writing the assigned theoretical and 
methodological sections and analyzing results. Later, she was actively involved in 
editing the article for resubmission for publication. 

The dissertatin author was the first and corresponding author of the fourth 
publication, actively participating in the creation of the research methodology, 
organizing and conducting interviews, performing theoretical analysis, and coding 
and analyzing the results. As the corresponding author, I.Baneviciene was actively 
involved in the preparation, editing, and resubmission processes.  

 

1.5. Permissions from publishers and co-authors 

Publications 1, 3, and 4 have been published as open-access articles under the 
Creative Commons Attribution License, which permits the use, distribution, or 
reproduction in other forums, provided the original author(s) and the copyright 
owner(s) are credited and that the original publication in this journal is cited, under 
accepted academic practice. Permission from the publisher of Publication 2 has been 
acquired via email.  

Permissions from the first and corresponding authors have been acquired via 
email.  
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2. THEORETICAL BACKGROUND 

2.1. International employees and self-initiated expatriates 

International employees are employees who engage in work across national 
borders (De Cieri & Lazarova, 2021). There are many categories of international 
employees defined in scientific research.  Nonetheless, the authors have often tailored 
these definitions to suit their research sample, even though they might overlap 
(Andresen et al., 2018). Along with less commonly researched types of IEs, such as 
international business travelers, sojourners, short-term assignees, international 
commuters, and rotational assignees, the most frequently discussed groups in global 
mobility literature are assigned expatriates, self-initiated expatriates, migrant workers, 
immigrants, and skilled migrants (Andresen et al., 2014; Cerdin & Selmer, 2014; 
McNulty & Brewster, 2017; McNulty & Selmer, 2017; Przytuła, 2015) (Table 2).  

 
Table 2. The most frequently used types of international employees 

Types of IEs Definition 

Assigned 
expatriates (AE) 

A specific professional group of employees (usually connotes highly 
qualified specialists, engineers, managers, etc.) who are sent to a 
foreign country by their employer (McNulty & Brewster, 2017; 
Przytuła, 2015). To relocate and settle in the host country, AEs use 
their employer’s resources, and their stay in a foreign country is 
limited by the terms they agreed with their employer (Andresen et 
al., 2014; McNulty & Brewster, 2017; Przytuła, 2015).  

Self-initiated 
expatriates (SIE) 

Individuals who relocate to a different country to find a job (Al Ariss 
& Syed, 2011; Przytuła, 2015). The SIEs have no organizational 
support and move to the host country to live and look for jobs on their 
own (Al Ariss, 2010; Al Ariss & Crowley‐Henry, 2013; Hajro et al., 
2019). 

Migrant workers Unskilled individuals having less educated backgrounds and 
originating from less developed countries (Al Ariss & Crowley‐
Henry, 2013; Castles et al., 2005). 

Immigrants A person who comes to live permanently in a foreign country 
(Doherty et al., 2013; Przytuła, 2015).  

Skilled migrants Skilled migrants are defined as individuals who have post-secondary 
or higher degrees of education and move to live and work in different 
countries with the goal of staying there permanently (Cerdin et al., 
2014; Crowley-Henry & Al Ariss, 2018).  

 
Self-initiated expatriates constitute a significant segment of global mobility, 

with a diverse range of motivations for relocating to, seeking employment, and 
settling in a foreign country (Andresen et al., 2014; Selmer et al., 2015). The key SIEs’ 
motives to expatriate are: i) to gain international experience by broadening their 
horizons and exposing themselves to different cultures and work environments, which 
can enhance their professional and personal development (Farcas & Gonçalves, 2017; 
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Selmer & Lauring, 2011a); ii) job conditions that are more appealing than those 
available in the home country, such as career opportunities, better wages, and 
professional growth (Farcas & Gonçalves, 2017; Froese, 2012); iii) poor labor market 
at home, such as high unemployment, unchallenging job roles, and lack of job benefits 
(Baruch & Forstenlechner, 2017; Froese, 2012); iv) considerations to the family, such 
as being closer to family members and a desire to provide better for their families 
(Farcas & Gonçalves, 2017; Froese, 2012; Hussain & Zhang, 2021); v) desire to 
change life or identity, such as to escape the current situation, reconstruct their 
identities, or seek personal development (Myers et al., 2017; Selmer & Lauring, 
2011a; Wechtler, 2018); vi) curiosity and pursuit of new experiences (Selmer & 
Lauring, 2011a).  

2.2. Expatriate adjustment 

Because SIEs are not associated with an employer at the time of their relocation, 
they are free to move to the country of their choice; however, at the same time, it is 
more difficult for them to find employment and adjust in the new country because 
they lack employer support. The main challenges that SIEs face while adjusting to a 
foreign country are: i) cultural challenges, such as cultural norms, language barriers, 
and communication styles creating discomfort and misunderstandings, impeding 
effective communication and integration (Arseneault, 2020; Zakaria & Yusuf, 2023); 
ii) professional challenges, such as new work practices, different recruitment 
processes, or facing underemployment, resulting in difficulties finding jobs matching 
their qualifications (Harry et al., 2019; Samarsky, 2023; Zakaria & Yusuf, 2023); iii) 
psychological challenges, such as motivation, stress, and resilience (Gao et al., 2023; 
Hussain & Zhang, 2021); iv) social challenges, such as a lack of social networks, 
homesickness, and loneliness, affecting their mental health and overall well-being 
(Claus et al., 2015; Zakaria & Yusuf, 2023).  

To understand expatriate adjustment, scientists proposed and tested several 
theories, models, and frameworks. U-curve adjustment theory was proposed by 
Lysgaard in 1955 and has four distinct phases: honeymoon, culture shock, recovery, 
and adjustment (Lysgaard, 1955).  Gullahorn and Gullahorn (1963) proposed the W-
curve adjustment model, emphasizing the required adjustment that occurs after 
expatriates return home from their assignment. The J-curve was proposed by Black 
and Mendenhall, stressing the later improvement after the adjustment stage (Black & 
Mendenhall, 1991). These theories were criticized for their simplicity and the lack of 
empirical evidence supporting them. However, they sparked a discussion among 
scholars about the need for a more complex theoretical framework for expatriate 
adjustment. Black et al. (1991) proposed a comprehensive model of international 
adjustment, identifying three dimensions of expatriate adjustment: general 
adjustment, interaction adjustment, and work adjustment. This model has sparked 
numerous studies in the business and management fields since its inception and 
remains one of the most cited scientific works in the expatriate adjustment literature.  

Dawis and Lofquist’s (1984) person–environment fit (P–E fit) theory suggests 
that expatriate adjustment is likely when there is alignment between the individual 
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and the host environment, that is, when expatriates’ abilities match the demands of 
the cultural context, and the context satisfies their personal needs. When this fit is 
achieved, the theory predicts more favorable adjustment outcomes (Dawis & 
Lofquist, 1984). The P-E fit theory has found wide application in management studies, 
extending to person-vacation, person-job, person-organization, person-group, and 
person-supervisor fit (Kristof‐Brown et al., 2005).  Haslberger and colleagues (2014) 
grounded their analysis in P-E fit literature and introduced the expatriate adjustment 
3-D model, adding the dynamics of adjustment along with outcomes of adjustment 
abroad and repatriation adjustment (Haslberger et al., 2014).  

Drawing on expatriate adjustment theories, researchers have examined factors 
influencing IEs’ adjustment, such as self-efficacy (Dang & Chou, 2020; Harrison et 
al., 1996; Osman-Gani & Rockstuhl, 2009), locus of control (Chang et al., 2023; Lii 
& Wong, 2008; Young, 2001), job performance (Bhatti, 2012; Bhatti et al., 2013; 
Claus et al., 2015), social capital (Claus et al., 2015; He et al., 2019; Lee & Kartika, 
2014), role discretion (Selmer & Fenner, 2009; Tsai et al., 2019), role conflict 
(Hechanova et al., 2003; Kittler et al., 2011; Okamoto & Teo, 2011), cultural 
intelligence (Akhal & Liu, 2019; Lin et al., 2012; Malek & Budhwar, 2013), 
emotional intelligence (Koveshnikov et al., 2014; Lin et al., 2012), international 
experience (Akkan et al., 2022; Selmer, 2002; Takeuchi & Chen, 2013), and social 
support (Bader, 2017; Canhilal et al., 2022; Lee et al., 2013). However, the literature 
indicates that further research is necessary on the factors affecting SIEs' adjustment 
at the country, organisational, and individual levels.  

 

2.3. Country-level adjustment factors 

Exposed to unfamiliar environments, people tend to compare themselves and 
their normal environment with the new environment (Hemmasi & Downes, 2013). 
The first comparison happens at a country level when SIEs move to a foreign country 
and need to adjust to many new societal factors that, in their home environment, they 
would not put much emphasis on as they are used to them, such as laws, societal 
norms, local and national governance, shopping patterns, infrastructure, language, 
behavior differences, etc.  

Researchers highlighted country-related factors affecting international 
employees’ adjustment, such as: healthcare and security (Leisyte & Rose, 2016), 
immigration and integration policies (Hajro et al., 2019; Papadopoulos, 2012), 
practical information on local housing, transportation, education, and grocery stores 
(Copeland & Griggs, 1985; Torbiörn, 1982; Weeks et al., 2010), visas, work permits, 
and language requirements (de Sivatte et al., 2019; Luksyte et al., 2014), relationships 
with locals (Waxin & Panaccio, 2005). These factors can affect SIEs’ adjustment 
differently, depending on the country and the environment in which they find 
themselves. For example, in Nigeria, the greater the geographical distance between 
home and host country, the more significant the psychological adjustment of 
expatriates (Akhimien & Adekunle, 2021). Felix et al. (2019) argued that cultural 
distance is less important to adjustment than the level of development of the country 
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from which expatriates come; for example, Latin America is culturally closer to 
Brazil, but expatriates from developed countries, geographically farther from Brazil, 
adjust more easily to living in Brazil based on their better general adaptability.   

Moreover, researchers analyzed how changes such as an aging population, 
economic instability, internal warfare, or new economic treaties between countries 
affect SIEs' adjustment in affected countries (Hatton, 2016; Mayda, 2005; Schotte & 
Winkler, 2014; Wilkes et al., 2008).  

 

2.4. Organization-level adjustment factors 

The second level of adjustment occurs within the organisational context. 
Globally, 40–50% of expatriates struggle to adjust at this level, leading to substantial 
organisational losses (Perera et al., 2017). As such, the successful adjustment of self-
initiated expatriates (SIEs) plays a key role in enhancing organisational performance 
and competitive advantage (Froese & Peltokorpi, 2011; Jonasson et al., 2017; Sousa 
et al., 2017). 

Several studies have examined organisational factors affecting expatriate 
adjustment. Florkowski and Fogel (1999) found that the host company’s 
ethnocentrism hinders adjustment, while other researchers have shown that adapted 
socialisation policies and practices can support more positive outcomes (Fu et al., 
2017; Liu & Lee, 2008; Stroh et al., 1994). Some studies portray organisations as 
potentially hostile environments for expatriates (Bonache et al., 2016; Yu & Ren, 
2021), while others explore the role of organisational diversity and inclusion in 
supporting adjustment (Davies et al., 2019; Ertorer et al., 2020). 

Further research has also addressed relational and perceptual aspects within 
organisations. For instance, studies have examined how employer trust and shared 
organisational vision influence the adjustment of SIEs and migrant workers (Dang & 
Chou, 2020; Jannesari & Sullivan, 2021), and how perceived organisational support 
shapes adjustment experiences (Kawai & Strange, 2014; Sokro et al., 2021; Stoermer 
et al., 2018; Takeuchi et al., 2009; Wu et al., 2023). 

Despite this progress, a notable gap remains in understanding the role of 
organisational culture in SIE adjustment. While the adjustment of assigned expatriates 
has been linked to the cultural characteristics of both home and host organisations 
(Black et al., 1991; Pinto et al., 2011, 2012), much less is known about how SIEs, that 
are often locally hired and may lack prior exposure to the host organisation’s culture, 
navigate these cultural dynamics. 

2.5. Individual-level adjustment factors 

The third comparison to an unfamiliar environment happens at the individual 
level. Because of their diverse cultural backgrounds, experiences, and understandings 
of organizational processes, SIEs working in an organization also influence the 
working relationship within the organization (Howe-Walsh & Schyns, 2010; Perlstein 
& Ciuk, 2019). Consequently, the organization faces new challenges in managing 
multinational teams of employees.  
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Multiple studies have investigated the personal characteristics of international 
employees and their impact on adjustment. These studies analyzed resilience (Davies 
et al., 2019), the ability to adjust to and master a new culture (Friedman et al., 2009), 
personality traits such as extroversion and openness to experience (Harari et al., 2018; 
Huang et al., 2005), and identity conflict (Ishii, 2012; Yu & Ren, 2021). Several 
studies focused on work role characteristics such as role clarity, discretion, locus of 
control, or role innovation, and their impact on international employees’ adjustment 
(Fenner & Selmer, 2008; Lii & Wong, 2008; Shay & Tracey, 2009; Tang et al., 2017). 
Moreover, a few studies analyzed whether social capital accumulation affects the 
adjustment of assigned expatriates (He et al., 2019; Kuki et al., 2021). Adjustment 
strategies that expatriates used during their adjustment process and their efficiency 
were analyzed in several studies (Malik & Manroop, 2017; Valenzuela & Rogers, 
2021; von Borell de Araujo et al., 2014).  

In addition, researchers have examined how relationships with host-country 
nationals influence the adjustment of various types of international employees (Chiu 
et al., 2009; Guo et al., 2021; Mahajan & Toh, 2014; Pustovit, 2020; Templer, 2010), 
as well as the role of organisational leadership in facilitating expatriate adjustment 
(He et al., 2019; Lakshman et al., 2020; Lee et al., 2013; Marques et al., 2023). Studies 
have also explored the impact of direct supervisors’ trust on migrant workers, 
alongside the moderating role of supportive supervision in enhancing the career 
adaptability of self-initiated expatriates (Dang et al., 2020; Jannesari & Sullivan, 
2019).  

SIEs are dependent on integration and socialization practices as well as host 
support. Unlike AEs, they cannot rely on headquarters support or prior knowledge. 
Likewise, SIEs differ from migrants who often work for themselves or other migrants; 
SIEs are forced to compete for their jobs with locals, having less social capital and 
fewer local networks to support them. Despite multiple studies analyzing SIEs’ 
adjustment factors at the individual level, the uniqueness of SIEs’ adjustment 
challenges warrants more targeted and specialised research.  

2.6. Person-environment fit theory 

The person–environment (P-E) fit theory emerged from efforts to understand 
how both individual characteristics and environmental conditions jointly shape 
experiences of stress and its consequences (Edwards et al., 1998). The central premise 
of this theory is that neither the person nor the environment alone determines well-
being, behavior, or success. Rather, it is the degree of congruence, or “fit”, between 
the two that is critical (Caplan, 1983; Dawis & Lofquist, 1984; Edwards et al., 1998). 
Stress arises when this fit is lacking, specifically when the resources provided by the 
environment are insufficient to meet an individual’s needs, or when environmental 
demands exceed personal abilities (Edwards et al., 1998). Within this framework, 
strain is conceptualized as a deviation from normal functioning and serves as a key 
indicator of misfit (Caplan, 1983; Harrison, 1978). 

There are three key distinctions that characterize P-E fit theory: the distinction 
between person and environment, the distinction between objective and subjective 
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representations of person and environment, and the distinction that differentiates 
between the two types of P-E fit (demands of the environment and abilities of the 
person, and needs of the person and supplies of the environment). 

The distinction between person and environment is a core element of P-E fit 
theory. It is a prerequisite for conceptualizing P-E fit and provides the basis for 
examining reciprocal causation between the person and environment (Edwards et al., 
1998).  P-E fit theory assumes that people have an innate need to fit their environments 
and to seek out environments that match their own characteristics (van Vianen, 2018). 
Therefore, the P-E fit theory does not analyze person or environment separately, but 
rather considers their interaction. The interaction between a person and their 
environment can be both objective and subjective; thus, the second distinction of P-E 
fit theory is between objective and subjective representations of the person and 
environment (Edwards et al., 1998).  An objective person is perceived as they actually 
are, with the attributes they possess, such as abilities and needs. In contrast, a 
subjective person is one who perceives themselves as having certain abilities or needs. 
Analogously, the objective environment exists whether a person relates to it or not, 
analyzes it or disregards it; the subjective environment, on the other hand, is how a 
person perceives it from their perspective.  Depending on the interaction between the 
objective person or environment and the subjective person or environment, it 
generates a certain degree of coping or defense efforts that are used to resolve a P-E 
misfit (Edwards et al., 1998).  

Coping is referred to as changing the objective person or environment to 
alleviate the impact of the P-E misfit. For example, if strain arises from a lack of 
knowledge, a person might seek additional training or read related literature to change 
their objective self by adapting to new requirements; therefore, reducing the strain. 
On one hand, if a strain arises from excessive work, a person might negotiate reducing 
the number of tasks they should be performing; therefore, changing the objective 
environment in order to alleviate the strain (French, 1974; Harrison, 1978). Defense 
arises from a person’s subjective interpretation of the situation that causes a strain.  
For example, a person might underestimate or overestimate their abilities and 
readiness to perform certain tasks, causing strain by downplaying or ignoring 
excessive demands (Edwards et al., 1998).  On the other hand, a person might react 
to the mistakenly perceived importance of work dimension by disengaging from, in 
his/her estimation, unattainable goals (Klinger, 1975; Schuler, 1985). The prolonged 
strain may lead to health issues and/or a distancing from social interactions, which 
can limit a person’s options for resolving P-E misfit (Valentiner et al., 1994).  

P-E fit theory has several implications for expatriates’ adjustment and has been 
used in studies to analyze it in association with cross-cultural adjustment (Caligiuri et 
al., 2022; Campos et al., 2022; Nolan & Morley, 2014), psychological resilience (Gao 
et al., 2023), career anchors (Wechtler et al., 2017), personal value orientation 
(Tsegaye et al., 2019; Tsegaye et al., 2018), and cultural intelligence (Chen et al., 
2024). Additionally, an important aspect of expatriate adjustment is that the individual 
usually has been aware of the reassignment abroad for some time before the actual 
event; therefore, planning for adjustments begins before the expatriate is fully 
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immersed in the new environment. However, depending on the sources of the 
information the expatriate gathers before the transition, the adaptation might be easier 
or more difficult (Haslberger et al., 2014; Mezias & Scandura, 2005). For instance, a 
self-initiated expatriate preparing for relocation to the United States might research 
the socio-economic context of Oregon, not realizing that, if they settle in California, 
the cultural norms and state regulations would differ significantly from those initially 
studied. Such discrepancies necessitate further adjustment even after careful 
preparation. 

Self-initiated expatriate adjustment varies across different countries, with 
greater challenges in contexts where immigration is a relatively new phenomenon. In 
such settings – particularly in post-Soviet countries with limited histories of 
accommodating immigrants – expatriates often face a lack of structured guidance for 
adjustment. These underexplored environments offer valuable opportunities for 
extending P-E fit theory, thereby contributing to adjustment literature and generating 
practical implications for expatriates, policymakers, and host governments.   

2.7. Person-organization fit theory 

The person-organization (P-O) fit theory refers to alignment between the person 
and the organization, the fit between the person’s values, beliefs, and personality, and 
the values, norms, and culture of an organization (Kristof, 1996; Kristof‐Brown et al., 
2005). The P-O fit theory is particularly relevant to expatriate adjustment, as a good 
P-O fit can impact their cross-cultural adjustment, leading to increased job 
satisfaction, embeddedness, commitment, and overall career success (Ferratt et al., 
2005; Gutierrez et al., 2012; Nolan & Morley, 2014; Silverthorne, 2004; Wang, 2024).  

Most researchers refer to the P-O fit model as the compatibility of individuals 
with organizations (Kristof, 1996). Two distinctions need to be specified: the 
distinction between supplementary and complementary fits (Muchinsky & Monahan, 
1987) and the distinction between needs-supplies and demands-abilities (Caplan, 
1987; J. R. Edwards, 1991). Supplementary fit is identified by how closely a person’s 
characteristics align with those of the organization. On an individual’s side, the 
characteristics most commonly studied are personality, values, goals, and attitudes; 
on the organizational side, they include culture and climate, values, goals, and norms 
(Kristof, 1996). Complementary fit refers to the situation when “the strengths of the 
individual offset the weaknesses or needs of the environment, and vice versa” 
(Muchinsky & Monahan, 1987). Each person and organization has its supplies and 
demands.  If an organization offers sufficient financial, physical, psychological, and 
task-related development opportunities that meet the employee’s needs, a need-supply 
fit is achieved (Kristof, 1996).  On the other hand, the company requires employees’ 
time, commitment, knowledge, abilities, and expertise; therefore, if a person can 
provide these resources sufficiently, the demand-ability fit is achieved (Kristof, 1996). 

Overall, an assigned expatriate always has the option to leave the assignment 
and return to their home country. This is not the case for self-initiated expatriates, as 
the term of their expatriation is usually unknown, and the circumstances of their 
expatriation may limit the options for their return. Moreover, research in such areas 
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as motivations and career aspirations (Andresen et al., 2015; Biemann & Andresen, 
2010; Farcas & Gonçalves, 2017; Selmer & Lauring, 2011a), organizational mobility 
and career management (Andresen et al., 2015; Biemann & Andresen, 2010), social 
network and support (Agha-Alikhani, 2016), cross-cultural adjustment (Fontinha & 
Brewster, 2020; Peltokorpi, 2008), and proactive career behaviour (Mello et al., 2024)  
highlights the differences between the assigned and self-initiated expatriates. That 
necessitates analyzing the P-O fit theory concerning self-initiated expatriates, separate 
from assigned expatriates.  

Organizational culture has been described as “shared values and basic 
assumptions that explain why organizations do what they do and focus on what they 
focus on” (Schneider et al., 2017, p.486). For self-initiated expatriates, successful 
adjustment in an organization implies adjusting to its organizational culture as one 
aspect of their overall adjustment. Research extending the P-O fit theory to analyze 
how organizational culture influences the work and non-work adjustment of self-
initiated expatriates, based on the type of organizational culture, contributes to the 
SIE management literature and highlights the importance of an individual’s 
preference for a particular organizational culture.    

 

2.8. Signaling theory 

Spence (1973) conceptualized signaling theory by analyzing the signals sent by 
job applicants’ education level to potential employers during the interview process 
and their alignment with the organization’s mission and goals. The main elements of 
signaling theory are the signaler, the receiver, and the signal itself (Connelly et al., 
2011). Some situations might include multiple signalers, receivers, or signals.  

The signaler is a holder of information, some of which is positive and some of 
which is negative, that might be useful to outsiders; the signal is a form of verbal or 
non-verbal communication of that information, intentionally or involuntarily 
(Connelly et al., 2011). There are multiple attributes to the signals defined by 
management scholars. Signals can be “strong” or “weak” (Gulati & Higgins, 2003). 
They can be analyzed based on clarity (Warner et al., 2006), intensity (Gao et al., 
2023), quality (Kao & Wu, 1994), reliability (Connelly et al., 2011), or credibility 
(Davila et al., 2003). However, regardless of the signal's attribute, visibility to and 
observability by the receiver are essential for this interaction to occur (Connelly et al., 
2011).  Management literature emphasizes that the receiver’s ability to pay attention 
and interpret signals varies based on their prior experience with similar situations or 
preconceived notions about the signaler’s intent (Branzei et al., 2004; Highhouse et 
al., 2007; Suazo et al., 2009; Turban & Greening, 1997). 

Most of the literature relying on signaling theory has focused on organizations 
signaling their messages and values to outside stakeholders. Only a few studies apply 
it to analyze relationships between individuals within the organization (Corrington et 
al., 2024), including recruiters (Bangerter et al., 2012; Muduli & Trivedi, 2020; Vogel 
et al., 2023), managers (Broschak et al., 2020; Guest et al., 2021; Yasar et al., 2020), 
employees (Cañibano & Avgoustaki, 2022; Teng-Calleja et al., 2023; Venkataramani 



27 
 

et al., 2022), and corporate headquarters and subsidiaries (Mahnke et al., 2012; Taj, 
2016).  

Analyzing the signaling theory in association with the self-initiated expatriate 
as a signaler and their direct supervisor as a signal receiver, in combination with the 
similarity-attraction theory, is a novel approach that contributes to understanding 
challenges that SIEs face in the organization.   

2.9. Similarity-attraction theory 

Similarity-attraction theory posits that people tend to have more positive 
interactions and mutual liking with others who share similar characteristics, which 
can lead to stronger interpersonal connections (Abbasi et al., 2024; Byrne, 1997). Its 
application is used across various contexts, such as friendship formation (Duck & 
Craig, 1978; Laursen, 2017), romantic relationships (Ilmarinen et al., 2016; Zhou et 
al., 2015), intergroup relations (Danyluck & Page-Gould, 2018; Pollack et al., 2022), 
negotiations and conflict resolution (Sikorski & Albrecht, 2025; Wilson et al., 2016), 
hiring practices (Roebken, 2010; Yu et al., 2023), and employee behavior (Song & 
Kim, 2021; Van Hoye & Turban, 2015). 

In work settings, the similarity-attraction effect can be observed in various 
aspects of organizational dynamics, from recruitment to team performance, and the 
effect is two-sided. On one hand, the theory suggests that potential employees are 
more likely to be drawn to organizations where they share similar personality traits 
(Van Hoye & Turban, 2015) and expectations about the future work environment and 
relationships (Yu, 2014). Also, psychological similarity, such as values and attitudes, 
leads to better team cohesion, which could improve job satisfaction and team 
performance (Lu & Fan, 2017; Mannix & Neale, 2005). On the other hand, it can 
create affinity or similarity bias, leading to favoritism and exclusion from decision-
making (Abbasi et al., 2024).  

Similarity-attraction effect is particularly relevant in the context of expatriates, 
who often face challenges in adjusting to new cultural environments. Research shows 
that perceived cultural similarity between the host and home countries, along with an 
individual’s ability to fit into the host culture, influences expatriate job performance 
(Jun & Gentry, 2005). Similarity-attraction dynamics also affect expatriates’ social 
support and adjustment. Host country nationals are more likely to offer support and 
inclusion to expatriates they perceive as similar to themselves in terms of values and 
categorization as in-group members; however, research shows that they are negatively 
affected by the social categorization of expatriates (Kaur et al., 2024; Pichler et al., 
2012; Varma et al., 2016, 2021).  

While cultural similarity can positively influence expatriate performance and 
adjustment, it also presents unique challenges that need to be managed through 
effective selection, training, and support systems. Understanding the nuanced 
dynamics of the similarity-attraction effect can help organizations better support their 
expatriates in their international teams. To analyze the better facilitation of the self-
initiated expatriates' adjustment within the organization, a novel approach was 
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employed to highlight the international experience of the direct supervisor, combining 
signaling and similarity-attraction theories.  

 

3. SUMMARIES AND MAJOR FINDINGS OF EACH RESEARCH 
PUBLICATION 

3.1. Publication 1: Assessing the status quo of international employees’ 
adjustment research, 1990-2022: a review and future research agenda  

 
Baneviciene, I., Andresen, M., & Kumpikaite-Valiuniene, V. (2024). Assessing 
the status quo of international employees’ adjustment research, 1990–2022: a 
review and future research agenda. Humanities and Social Sciences 
Communications, 11(1), 1-20.  https://doi.org/10.1057/s41599-024-03098-y 
 

In line with the first dissertation objective, to conduct a systematic literature 
review identifying research gaps and outlining future directions concerning the 
adjustment of self-initiated expatriates (SIEs), the following research question was 
formulated: What are the trends, patterns, and gaps in research topics on the 
adjustment of international employees within management and business domains 
from 1990 to 2022?  

To investigate the research question, a hybrid literature review was conducted, 
combining bibliometric analysis and content analysis of scientific article abstracts, 
aiming to: “(1) provide insights into the field’s evolution over time; (2) identify 
research trends, priorities, and critical areas; (3) pinpoint research gaps for future 
exploration” (Baneviciene et al., 2024, p.2). This publication is the outcome of the 
hybrid literature review. 

The publication was a review article offering a comprehensive overview of 
adjustment research published in the Web of Science Core Collection database from 
1990 to 2022. The methodology employed in this review was adapted from Petersen 
et al. (2008) and followed a systematic mapping approach. Based on this approach, 
the search in the Web of Science database yielded 444 articles in the Business and 
Management categories. All abstracts were imported into MaxQda software, read, and 
analyzed to determine if the articles relate to the adjustment of international 
employees. After analysis, 222 articles were identified as meeting the study’s search 
criteria (i.e., addressing the adjustment of self-initiated expatriates) and were further 
analyzed. Following the framework proposed by Paul and Criado (2020), a hybrid 
approach combining bibliometric analysis with a structured literature review was 
employed. This approach enabled the identification of thematic trends and the 
delineation of research priorities. In doing so, the review revealed key research gaps 
and proposed directions for future inquiry.  

The results were presented in two sections: general information and trends in 
research topics. In the general information group, based on the number of research 

https://doi.org/10.1057/s41599-024-03098-y
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articles published during the analyzed years, the authors concluded that the field of 
adjustment research is not yet fully mature, and further research is recommended. 
Most of the research published included samples of assigned expatriates, leaving 
adjustment of self-initiated expatriates, migrants, skilled migrants, and other 
immigrants underresearched. Sixty-four percent of articles used quantitative research 
methods, 20% used qualitative methods, and only 6% used longitudinal research 
methods.  

The trends in research topics were organized after reviewing the adjustment 
research works by Black et al. (1991), Caligiuri et al. (1998), Chen (2010), Haslberger 
et al. (2014), Lee et al. (2014), Lett & Smith (2009), and Ritchie et al. (2015). Based 
on the overview, the anticipatory and in-country antecedents of IEs’ adjustment were 
grouped into the main groups: individual-, organisation-, and country-related 
antecedents. The most extensive section of the results was dedicated to the countries 
where the research was performed and the nationality of the participants. Asia, 
Europe, and North America were the world’s most researched regions in terms of 
adjustment. China, the US, and Japan were named the leading countries in adjustment 
research. Research on adjustment in China and Japan has primarily involved assigned 
expatriates. Additionally, most adjustment research relates to IEs, but there is notably 
less research published on how locals adjust to incoming IEs. Numerous 
recommendations were presented for future research, particularly in countries where 
the research could benefit the theory and yield unique results. Additionally, 
recommendations were formulated regarding the selection of sample nationalities that 
would enhance scientific knowledge on IE’s adjustment.   

The study fulfilled the first dissertation objective by identifying research gaps 
and highlighting future research directions related to the adjustment of SIEs. 

 

3.2. Publication 2: Factors influencing expatriates’ adjustment in Estonia and 
Lithuania  

 
Kumpikaitė-Valiūnienė, V., Leišytė, L., Rose, A. L., Duobienė, J., Duoba, K., 
Alas, R., & Banevičienė, I. (2024). Factors influencing expatriates’ adjustment 
in Estonia and Lithuania. International Journal of Intercultural Relations, 100, 
101967. https://doi.org/10.1016/j.ijintrel.2024.101967 

 
Building on the second dissertation objective, to advance the understanding of 

SIEs’ adjustment by contributing to the Person–Environment Fit model through the 
examination of country-level factors, and informed by the research gaps identified 
through the hybrid literature review, the following research question was formulated: 
What factors influence expatriate adjustment in countries usually known as 
expatriate-sending countries?  

The study aimed to identify contextual factors that influence expatriate 
adjustment in countries traditionally regarded as expatriate-sending countries. Estonia 

https://doi.org/10.1016/j.ijintrel.2024.101967
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and Lithuania were selected as case countries because of their shared historical 
trajectories. As both have only recently emerged as expatriate-receiving locations, 
immigration remains a relatively new phenomenon, and they are still adapting to the 
increasing inflow of immigrants.  

The research methodology was based on person-environment fit theory (J. 
Edwards et al., 1998; Haslberger et al., 2014) highlighting environmental importance 
and the literature on expatriate adjustment (Black et al., 1991; Haslberger et al., 2014; 
Stoermer et al., 2018) focusing on the supply and demand of work and non-work-
related factors (Kumpikaitė-Valiūnienė et al., 2024) .  

The study followed a qualitative research design. The interviews were 
conducted with twenty expatriates who sought to share their experiences of adjusting 
to Estonia and Lithuania. The interview analysis revealed that both countries had 
similar environmental supply and demand factors. The adjustment factors to the non-
work environment included insufficient general information on infrastructure, 
transportation, and schools, limited healthcare support, difficulties with international 
travel, and bureaucratic barriers. On the positive side, participants highlighted that 
both countries are safe to live in and the locals are friendly.  

Further research into specific country-related factors influencing expatriates’ in-
country adjustment revealed that environmental supply and demand, as well as work- 
and non-work-related factors, in the Lithuanian and Estonian contexts were similar. 
Work-related adjustment factors mentioned by the interviewees included lower-than-
average EU salaries, which may deter highly qualified expatriates from choosing to 
live in Lithuania and Estonia, as this is one of their expectations (Duarte et al., 2021). 
Also, the interviewees mentioned the lack of support structures and information 
provided by government institutions and organizations upon arrival. In contrast, the 
individual assistance of coworkers, especially helping with the language barrier, was 
highlighted as a positive factor. This contradicts the results of Hildisch et al.'s (2015) 
study, which found social exclusion as a factor in a workplace environment. Among 
the non-work-related adjustment factors mentioned by interviewees were the quality 
of information provided by government institutions, as well as perceptions of safety 
and the adequacy of infrastructure. These findings are consistent with those of 
Copeland and Griggs (1985) and Haslberger and Brewster (2008). In addition, the 
study supported the findings of Peltokorpi (2008) in highlighting the importance of 
social networks and social interactions, facilitating adjustment in Lithuania and 
Estonia. In contrast to the findings of Black et al. (1991), cultural novelty did not 
emerge as a prominent theme in the interviewees’ accounts of their adjustment 
experiences.  

The study satisfied the second dissertation objective by providing insights into 
SIEs’ adjustment in the countries that were previously known as expatriate-sending 
countries.   
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3.3. Publication 3: The Impact That Different Types of Organizational 
Cultures Have on the Adjustment of Self-Initiated Expatriates  

 
Kumpikaitė-Valiūnienė, V., Žičkutė, I., Banevičienė, I., Gao, J., & Torres, D. 
(2022). The impact that different types of organizational cultures have on the 
adjustment of self-initiated expatriates. Frontiers in Psychology, 12, 
804947.  https://doi.org/10.3389/fpsyg.2021.804947 

 
Building on the third dissertation objective, to advance the understanding of 

SIEs’ adjustment by contributing to the Person–Organization Fit theory through the 
exploration of organization-level factors, and drawing on the research gaps identified 
through the hybrid literature review, the following research question was formulated: 
What impact does organizational culture type have on SIEs’ adjustment?  

The study followed a quantitative research design. The theoretical framework 
was based on the organizational culture typology proposed by Cameron and Quinn 
(1999), which served as the basis for the independent variables. The dependent 
variables—work and non-work adjustment—were constructed based on Black et al.'s 
(1991) model of expatriate adjustment. Additionally, controlling individual-related 
variables, such as age, gender, education, stay duration, and citizenship status, was 
added.  Controlling work-related variables, such as role clarity and freedom of action, 
were measured using the Black et al. (1991) questionnaire. Data were collected via an 
online survey administered through SurveyMonkey, targeting expatriates worldwide. 
The final sample comprised 125 fully completed responses, which were analysed 
using SPSS, version 27. 

Correlation and multiple linear regression analyses revealed that work 
adjustment positively and significantly correlated with Clan and Adhocracy 
organizational cultures. Non-work adjustment was positively and significantly 
correlated with Clan organizational culture, as well as with controlling variables, 
including job factors and duration of stay. The findings suggest that a Clan 
organisational culture is the most conducive to successful adjustment among self-
initiated expatriates. Contrary to previous research, the controlled variables did not 
show significant correlations with either work or non-work adjustment. However, the 
duration of stay was positively associated with non-work adjustment, though it had 
no apparent effect on work adjustment. In contrast, role clarity and autonomy at work 
were positively linked to both work and non-work adjustment.  

The study satisfied the third dissertation objective by demonstrating that a Clan 
organisational culture is the most supportive of successful adjustment among self-
initiated expatriates within the organisation. 

 
 

https://doi.org/10.3389/fpsyg.2021.804947
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3.4. Publication 4: International experience of a direct supervisor – does it 
matter for self-initiated expatriates’ adjustment? 

 
Baneviciene I, Pinto LH, Kumpikaite- Valiuniene V (2025) International 
experience of a direct supervisor–does it matter for self-initiated expatriates’ 
adjustment?. PLoS One 20(6): e0326848. 

  
 

Drawing on the fourth dissertation objective, to advance the understanding of 
SIEs’ adjustment by contributing to signaling and similarity–attraction theories 
through the investigation of individual-level factors, and informed by the research 
gaps identified through the hybrid literature review, the following research question 
was formulated: How does the international experience of a direct supervisor or 
manager intersect with and influence the adjustment of SIEs?   

The study followed a qualitative research methodology and adopted an 
interpretivist philosophical stance, aiming to understand the subjective experiences 
and socially constructed meanings of IEs (Baneviciene et al., 2025). Twenty semi-
structured interviews were conducted with direct supervisors in the United States who 
are either SEIs or have extensive international experience and have at least one SIE 
in their command who is of a different nationality. MaxQda software was used to 
analyze and code the transcribed interviews.  

The study drew on signalling (Spence, 1973) and similarity-attraction theories 
(Byrne, 1997), applying Black et al.’s (1991) comprehensive framework of expatriate 
adjustment to categorise direct supervisors’ support actions into general, interaction, 
and work-related domains. The study examined how supervisors interpret and respond 
to uncertainty signals communicated by SIEs. The findings suggest that supervisors 
draw on their own international experience as a valuable resource in recognising and 
understanding the challenges faced by SIEs in the workplace. SIEs convey uncertainty 
signals, such as limited language proficiency or differing work ethics, either directly 
to their supervisors or indirectly through observed workplace interactions. Direct 
supervisors interpret these signals as indicators of trust issues or as reflections of their 
own prior international experiences. The most common supervisory responses include 
efforts to understand the SIEs better and to offer support when needed. Supervisors 
reported that their actions primarily influence SIEs’ adjustment within the work 
environment, with limited impact on non-work-related adjustment.. 

The study fulfilled the fourth dissertation objective by highlighting that direct 
supervisors who are themselves SIEs or possess international experience tend to relate 
more effectively to SIEs than those without such experience. 
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4. DISCUSSION AND CONCLUSIONS 

4.1. Discussion 

This dissertation sought to deepen the understanding of self-initiated 
expatriates’ adjustment by examining influencing factors across multiple levels, 
namely, country, organization, and individual. The research provides a more 
comprehensive perspective on SIE adjustment, addressing critical gaps identified in 
the first article, which employed a hybrid method combining bibliometric analysis 
and abstract content review. This initial study confirmed that, despite increasing 
scholarly attention, investigations into the adjustment of international employees 
remain dispersed across the three analytical levels. 

The examination of Lithuania and Estonia—two countries with histories of 
emigration transitioning from authoritarian to democratic regimes—revealed that 
contextual supply and demand, both work- and non-work-related, play a central role 
in expatriate adjustment. While these Baltic countries offer safety and developed 
infrastructures, lower-than-average EU salaries deter highly skilled expatriates, 
reflecting a mismatch between expectations and actual conditions (Duarte et al., 
2021). Additionally, interviewees noted a lack of institutional support and information 
provided by local government agencies upon arrival, suggesting a lack of 
preparedness to support SIEs adequately. These insights underscore the need for 
targeted integration policies and reflect challenges noted in other post-Soviet and 
emerging economies (Fischer, 2006; Forje, 2017; Harvey & Kiessling, 2004). 

Interestingly, coworker support, especially in overcoming language barriers, 
emerged as a positive informal mechanism for easing adjustment. This contradicts 
Hildisch et al. (2015), who reported social exclusion in the workplace, which suggests 
that contextual factors and organizational culture may moderate such experiences. 
Furthermore, non-work-related factors, such as public safety and institutional 
information, align with findings from Copeland and Griggs (1985) and Haslberger 
and Brewster (2008). In line with Peltokorpi (2008), social networks emerged as a 
critical factor for successful integration. Still, in contrast to Black et al. (1991), 
cultural novelty was not perceived as a significant challenge, potentially because of 
participants’ perceived cultural similarities with the host country or their prior 
international experience. 

At the organizational level, the third study examined the impact of 
organizational culture on the adjustment of SIEs. Findings show that Clan-type 
organizational cultures, characterized by teamwork, openness, and participatory 
decision-making, most effectively support SIEs. These environments provide a sense 
of belonging and encourage social interaction, both of which are critical for 
adjustment. This supports Pinto et al. (2011), who argue that a lack of workplace 
social networks hampers expatriate integration. By contrast, Clan cultures inherently 
foster social cohesion, making them particularly suitable for SIEs whose adjustment 
is not institutionally supported but largely dependent on the organizational climate. 
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On the individual level, the study explored the role of direct supervisors’ 
international experience in supporting SIEs. The results revealed that supervisors with 
international or migration backgrounds—especially foreign-born supervisors—were 
more sensitive to the subtle signals of uncertainty expressed by SIEs and more capable 
of responding effectively. This aligns with Tekoppele et al. (2023), who emphasized 
that people interpret situational cues based on their lived experience. Although all 
supervisors were similarly engaged in work-related and interactional support, the 
research showed limited involvement in non-work-related adjustment, highlighting 
the narrow boundaries of workplace relationships. 

By integrating findings across the country, organizational, and individual levels, 
this study offers a multilevel perspective on SIE adjustment. It provides empirical 
support for policy-level interventions, organizational culture design, and leadership 
development that considers the international experience of supervisors. The research 
also challenges existing assumptions in the expatriate adjustment literature, such as 
the role of cultural novelty, while emphasizing underexplored yet impactful 
dynamics, including informal coworker support and supervisor background. These 
insights not only address current research gaps but also offer practical guidance for 
host countries, organizations, and expatriates themselves in facilitating more 
sustainable adjustment processes. 

 

4.2. Contributions  

While Table 3 summarizes the dissertation’s theoretical contributions and 
practical implications based on each analyzed level, the dissertation’s novelty lies in 
its application of a multilevel analysis approach to the under-researched factors 
influencing IEs’ adjustment. The dissertation presents a map for future research, as 
the growing global mobility of IE’s necessitates research into the factors that influence 
IE’s adjustment at the country, organization, and individual level. The results show 
that adjustment factors at each level affect international employees during their 
adjustment process in many ways and often through multiple levels.  

The hybrid literature review made multiple theoretical contributions. First, the 
research analysis revealed that, although Black et al.’s (1991) model of expatriate 
adjustment remains predominantly used, adjustment studies also incorporate other 
theoretical constructs, such as acculturation, integration, adaptation, and occasionally 
assimilation (Baneviciene et al., 2024). Second, the scope and applicability of 
research findings are not always clear in existing research and need to be synthesized, 
particularly in studies on temporal and contextual factors (Baneviciene et al., 2024). 
Third, the analysis revealed notable research gaps that call for greater emphasis in 
future studies. These include the need to focus on more diverse cohorts of 
international employees, as existing research remains largely concentrated on 
assigned expatriates. Further attention should be directed towards a broader range of 
countries of origin and destination, demographic diversity, remote and anticipatory 
adjustment, and the multiple dimensions of in-country adjustment (Baneviciene et al., 
2024). 
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In sum, this dissertation contributes to the extension of four theoretical 
frameworks: (i) Person–Environment Fit, (ii) Person–Organisation Fit, (iii) Signalling 
theory, and (iv) Similarity–Attraction theory. In doing so, it responds to prior calls for 
the application and development of these conceptual lenses within international 
contexts. The research not only adapts these theories to the specific case of SIEs but 
also proposes an integrative perspective that captures the multilevel nature of their 
adjustment. By analysing individual, organisational, and country-level influences, the 
dissertation advances a nuanced understanding of how various factors interact to 
shape the adjustment experiences of SIEs. This theoretical and empirical expansion 
offers a valuable foundation for future research and practical insights into supporting 
globally mobile talent. 
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Table 3. Theoretical contributions and practical implications of the 
dissertation  

Factors of 
adjustment Contributions and implications 

Country 

level 

Theoretical contributions: 
1. Extended the Person-Environment Fit model through the demand and supply 
sides of work and non-work environments in the context of understudied 
homogenous, ex-USSR, and newly migrant-receiving countries, Lithuania and 
Estonia 
2. Filled the gap by expanding knowledge about expatriate adjustment in societies 
where the immigration phenomenon is still new 
Practical implications: 
1. Policy-makers should support expatriates’ adjustment by providing easily 
accessible, practical immigration information in several languages. 
2. It would be beneficial to integrate expatriates into different social activities, 
increasing their level of integration by providing affordable local language 
training.  
3. Governments should invest in disseminating information abroad about the 
country’s acceptance and integration of expatriates, as SIEs come to a host 
country after forming their opinions from information channels while still being 
abroad.   

Organization 

level 

Theoretical contributions: 
1. Extended Person-Organization Fit theory by revealing the importance of an 
individual’s preference for a particular organizational culture 
2. Expanded the understanding of the role that organizational culture typology has 
on SIE’s adjustment.  
Practical implications:  
1. Organizations should foster trust, flexibility, and a sociable organizational 
culture that supports SIEs’ adjustment and promotes positive working 
relationships among international team members.  
2. Organizations should prepare a welcome package that includes practical 
information, such as contacts, essential details about the organizational structure, 
main organizational rules and regulations, employee responsibilities, and 
information on the organizational culture and social fabric for expatriates.  
3. HRM professionals should take on a more proactive and strategic role, 
including regular communication, cross-cultural support, training, and culturally 
diverse mentoring. They should acknowledge the unique challenges faced by 
incoming SIEs and provide supervisors with practical examples of different 
approaches to managing changing dynamics within their teams. 
4. Incoming SIEs influence the organizational culture of companies, and local 
employees also require support and training to adapt to working within 
international teams, as well as to understand cultural, communication, and work-
related differences. Therefore, the SIE adjustment issues should be studied more 
widely and expanded to all aspects of organizational existence. 
5. As foreign-born supervisors are more relatable and attractive to lead 
international teams, hiring SIEs into supervisory and managerial positions would 
benefit organizations with international teams.   
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4.3. Limitations and suggestions for future research 

There are limitations for each of the studies performed for this dissertation. Each 
article’s body provides a complete list of limitations and future research suggestions; 
therefore, only a few are highlighted here. The initial literature analysis was conducted 
within the Web of Science database, specifically in the business and management 
categories, and limited to English-language articles. These criteria limit the 
publications that might have been relevant to the IEs’ adjustment research. 
Additionally, the methodological constraints of bibliometric and abstract analysis 
may have excluded some related articles due to the limited information provided by 
authors in the abstracts.  

Regarding the second study, interviews with expatriates in Lithuania and 
Estonia were conducted prior to the COVID-19 pandemic and the onset of the 
Ukrainian–Russian war. As such, more recent interviews might produce different 
findings, given changes in the socio-political and labour market contexts, particularly 
the expansion of remote work and the local arrival of Ukrainian refugees. Moreover, 
the study did not limit the duration of expatriates’ stays, which may have introduced 
variation in perspectives. Future research could benefit from engaging a more 
homogeneous group of interviewees to yield deeper insights and more consistent 
interpretations. 

A limitation of the quantitative study was the relatively small sample size of 125 
respondents from diverse global locations. While sufficient for exploratory analysis, 
a larger or more homogeneous sample may have produced additional or more nuanced 
findings. A further limitation was the omission of the national cultural context 
concerning organisational culture types. Analysing respondents from the same 
country or focusing on organisations operating within a single national context could 
have offered different insights. Moreover, future research should consider exploring 
a broader range of organisational culture typologies to deepen understanding of their 
influence on expatriate adjustment. 

Individual 

level 

Theoretical contributions:  
1. Extended signaling theory by analyzing it in combination with similarity-
attraction theory and revealing how direct supervisors, drawing on their 
international experience, notice, interpret, and act upon uncertainty signals sent 
by newcomer SIEs  
2. Provided an original analysis that delves into how the international experience 
of a direct supervisor intersects and affects incoming SIEs’ adjustment 
Practical implications:  
1. SIEs already working in an organization should mentor local supervisors, 
managers, or HRM specialists to help them prepare to integrate newcomer SIEs. 
2. SIEs bring to the organization valuable skills, such as knowledge of different 
cultures and languages, a strong sense of agency, and work ethics – this should 
not be overlooked but rather acknowledged without stereotyping based on SIEs’ 
nationality.  
3. SIEs should clearly express their adjustment challenges and not rely on the 
assumption that their direct supervisors will notice and act in support.  
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In addition, the fourth study had several methodological limitations, specifically 
regarding the direct supervisors’ international experience and its impact on SIEs' work 
and non-work adjustment. The first limitation was that the study was conducted in 
the San Francisco Bay Area, the sixth most diverse metropolitan area in the world. 
Similar studies conducted in other regions of the United States or different national 
contexts may provide further insights into this phenomenon. A second limitation is 
the exclusive focus on supervisors with international experience. Including 
supervisors without such experience in future research could enable a comparative 
analysis. Additionally, examining the perspectives of SIEs who report to supervisors 
with and without international experience may uncover important similarities and 
differences in perceptions and interpretations of uncertainty signals, potentially 
leading to novel and valuable findings. 

Finally, several limitations exist in the multilevel analysis approach presented 
in the dissertation. Initially, the author acknowledges their positionality in conducting 
this research, including a personal interest in global mobility and exposure to 
international work environments, which informed the decision to focus on SIEs. This 
perspective provided both motivation and sensitivity in exploring the nuances of SIEs’ 
adjustment across individual, organizational, and country levels. At the same time, 
the author remained reflexively aware of potential biases in data interpretation, 
particularly when engaging with qualitative narratives. By adopting a multilevel 
approach and utilizing both quantitative and qualitative methods, the study aimed to 
offer a more comprehensive understanding of SIEs’ adjustment. While this 
methodological pluralism enriched the findings, it also presented challenges, such as 
integrating insights from different data types and ensuring coherence in the theoretical 
framework.  

Furthermore, only a single factor from each level was analyzed: a study of a 
factor that affects SIEs’ adjustment at all three levels or a study of multiple factors 
within the same level would facilitate comparative analysis and yield additional 
findings. Moreover, as the dissertation analyzed SIEs’ adjustment factors at three 
levels — country, organization, and individual — introducing additional levels, such 
as the family level or social non-work network level, would provide further insights. 
Limitations such as sample heterogeneity, context-specificity, and the exclusion of 
other stakeholder perspectives are acknowledged.  

Despite these constraints, the dissertation contributes to advancing theory and 
practice by addressing underexplored dimensions of SIE adjustment and offering a 
flexible framework for future research across diverse contexts.  

 

4.4. Conclusions 

 
This dissertation makes a significant contribution to the field ot international 

human resource management by examining the adjustment of self-initiated 
expatriates. By integrating country-, organization-, and individual-level perspectives, 
it addresses critical theoretical and empirical gaps in the global mobility literature, 
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which have long been dominated by studies of assigned expatriates. The multilevel 
analytical approach is grounded in a systematic literature review and three studies 
employing both qualitative and quantitative methods. 

In response to the research objectives, the following conclusions can be 
formulated: 

1. A systematic review of 32 years of research on the adjustment of 
international employees revealed a growing academic interest in the topic. To 
advance adjustment theory, more research is needed across all three levels—country, 
organizational, and individual. Notably, future studies should broaden the diversity of 
sampling in terms of demographics, expatriate types, nationalities, and local 
populations (for details see Publ. I: Banevičienė et al., 2024). 

2. The analysis of country-level factors revealed that governmental and 
institutional structures in countries transitioning from authoritarian to democratic 
regimes are often unprepared to support incoming expatriates, particularly where 
their presence is still relatively new. To deepen the understanding of SIEs’ adjustment 
at the country level, the cases of Lithuania and Estonia were examined. Revealed 
results underscore the need for more targeted policies and integration measures to 
facilitate the successful adjustment of SIEs in such contexts, which should include 
support structures, easy access to general information that is not only in the host 
country language, contacts and essential information about organizational structure 
and role expectations, help to integrate into different social activities (see Publ. II: 
Kumpikaitė-Valiūnienė et al., 2024). 

3. The results of the organization-level factors’ analysis indicated that a Clan-
type organizational culture best aligns with the needs and values of SIEs. To 
advance the understanding of SIEs’ adjustment by investigating organization-level 
factors, the type of organizational culture was analyzed. Environments created by the 
Clan organizational type foster a sense of belonging and positively influence both 
work-related and non-work-related aspects of SIEs’ adjustment (see Publ. III: 
Kumpikaitė-Valiūnienė et al., 2022). 

4. The results of individual-level factors’ research highlighted that the 
international experience of the direct supervisor significantly affects the adjustment 
of SIEs. To advance the understanding of SIEs’ adjustment by investigating 
individual-level factors, the international experience and background of direct 
supervisors were examined. Foreign-born supervisors, in particular, were more 
attuned to SIEs’ signals of uncertainty and better able to support their adaptation than 
locally born supervisors, even when the latter had international experience (see Publ. 
IV: Baneviciene et al., 2025). 
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5. SANTRAUKA 

Šioje disertacijoje sistemingai nagrinėjami savarankiškai išvykstančių 
ekspatriantų (angl. self-initiated expatriates, SIE) adaptacijos procesai, taikant 
integruotą daugialygią analizę, apimančią šalies, organizacinius ir individualius 
veiksnius. SIE, motyvuoti ekonominių, profesinių ir asmeninių tikslų, patys inicijuoja 
persikėlimą į užsienio šalis, dažniausiai be institucinio pasirengimo ar organizacinės 
paramos. Dėl to jų adaptacijos iššūkiai yra daugiau komplikuoti nei organizacijų 
siunčiamų ekspatriantų (angl. assigned expatriates, AE), kurie tradiciškai sulaukia 
siunčiančios organizacijos paramos. Nors skaičiuojama, kad SIE gali sudaryti daugiau 
nei pusę visų ekspatriantų globaliu mastu, daugumoje akademinių tyrimų vis dar 
koncentruojamasi į AE patirtis. Šia disertacija siekiama užpildyti akivaizdžią 
informacijos spragą, susijusią su teoriniu diskursu apie SIE adaptaciją, pasiūlant 
konceptualiai inovatyvų, empiriškai pagrįstą daugialygį analitinį požiūrį. 

 
Tyrimo problema, tikslas ir uždaviniai 

Pagrindinė disertacijoje nagrinėjama tyrimo problema – ribotas mokslinis 
supratimas apie savarankiškai išvykstančių ekspatriantų adaptacijos procesus, ypač 
daugialypėje, tarpusavyje sąveikaujančioje aplinkoje. Nors savarankiškai 
išvykstančių ekspatriantų kiekis tarptautinėje darbo rinkoje auga, tyrimų 
analizuojančių jų adaptacijos patirtis vis dar stokojama akademinėje literatūroje, ypač 
integruojant daugialygį požiūrį ir savarankiškai išvykstančių ekspatriantų adaptaciją 
analizuojant šalies, organizacinius ir individualius veiksnius. Ši žinių spraga trukdo 
kurti veiksmingas žmogiškųjų išteklių praktikas, organizacinės paramos sistemas ir 
viešosios politikos priemones, atitinkančias savarankiškai išvykstančių ekspatriantų 
poreikius. Be to, daugumoje empirinių tyrimų ir teorinių modelių koncentruojamasi į 
siunčiamų ekspatriantų adaptaciją – tai apriboja teorijų taikymo galimybes. Todėl 
savarankiškai išvykstančių ekspatriantų, susiduriančių su didesniais adaptacijos 
iššūkiais, patirtys globalios mobilumo politikos tema lieka nuošalyje. 

Tyrimo klausimas: kokie šalies, organizaciniai ir individualūs veiksniai daro 
įtaką savarankiškai išvykstančių ekspatriantų adaptacijai? 

Disertacijos objektas – savarankiškai išvykstančių ekspatriantų adaptacija, 
ypač skiriant dėmesį šalies, organizaciniams ir individualiems veiksniams, turintiems 
įtakos jų adaptacijai priimančiose šalyse. 

Disertacijos tikslas – išsiaiškinti savarankiškai išvykstančių ekspatriantų 
adaptacijos supratimą nustatant ir analizuojant šalies, organizacinius ir individualius 
veiksnius, darančius įtaką jų adaptacijai. 

Disertacijos uždaviniai: 
1. atlikti sisteminę literatūros analizę siekiant identifikuoti tyrimų spragas ir 

pasiūlyti būsimas tyrimo kryptis savarankiškai išvykstančių ekspatriantų adaptacijos 
srityje; 
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2.  tobulinti savarankiškai išvykstančių ekspatriantų adaptacijos supratimą, 
papildant asmens-aplinkos atitikimo (P-E Fit) teoriją analizuojant šalies veiksnius; 

3.  tobulinti savarankiškai išvykstančių ekspatriantų adaptacijos supratimą, 
papildant asmens-organizacijos atitikimo (P-O Fit) teoriją tyrinėjant organizacinius 
veiksnius; 

4.  tobulinti savarankiškai išvykstančių ekspatriantų adaptacijos supratimą, 
papildant signalų (angl. signaling) ir panašumo-traukos (angl. similiarity-attraction) 
teorijas tiriant individualius veiksnius. 

5. Disertaciją sudaro keturi tarpusavyje susiję moksliniai straipsniai, 
atliepiantys darbo tikslą ir jam pasiekti suformuluotus uždavinius. Kiekvienas 
straipsnis atspindi vieną iš analizuojamų uždavinių ir prisideda teoriniu, 
metodologiniu bei praktiniu požiūriu prie tarptautinės žmogiškųjų išteklių valdymo 
srities. 
 
Mokslinis naujumas 

 
Disertacijos mokslinis naujumas atsiskleidžia per unikalų daugialygį analitinį požiūrį 
ir per esamų teorijų plėtrą bei naujų koncepcinių ir empirinių įžvalgų pateikimą 
ekspatriantų adaptacijos srityje. Svarbiausios naujovės ir indėlis išdėstyti toliau. 

1. Daugialygė savarankiškai išvykstančių ekspatriantų adaptacijos 
veiksnių integracija. Esamuose tyrimuose adaptacijos veiksniai dažniausiai 
nagrinėjami  atskirai (pvz., tik individualiu ar organizaciniu lygmeniu), o ši disertacija 
apjungia visus tris lygmenis – šalies, organizacijos ir individo – ir atskleidžia jų 
tarpusavio sąveiką bei priklausomybę. 

2. Teorinių modelių plėtra. 
• Šalies lygmeniu naudojama asmens ir aplinkos atitikimo (P–E Fit) teorija, 

įtraukiant darbo ir nedarbo aplinkos lūkesčių bei pasiūlos analizę. Ši teorija 
pirmą kartą taikoma ekspatriantų adaptacijai Lietuvoje ir Estijoje analizuoti  – 
mažai tirtose homogeninėse, buvusiose SSRS šalyse, kurios iš emigrantus 
siunčiančių tapo imigrantus priimančiomis šalimis. 

• Organizacijos lygmeniu – plėtojama asmens ir organizacijos atitikimo (P–
O Fit) teorija, empiriškai įrodant, kad savarankiškai išvykstančių ekspatriantų 
adaptacija yra glaudžiai susijusi su klano tipo organizacine kultūra, kuri remiasi 
pasitikėjimu, bendradarbiavimu ir socialine sanglauda. Taip pat straipsnyje 
atskleidžiama, kaip skirtingi organizacinės kultūros tipai palengvina arba 
apsunkina savarankiškai išvykstančių ekspatriantų adaptaciją. 

• Individo lygmeniu – integruojama signalų teorija ir panašumo-traukos 
teorija siekiant paaiškinti, kaip priimančios šalies vadovai interpretuoja 
savarankiškai išvykstančių ekspatriantų netikrumo signalus. Šis derinys leidžia 
atskleisti, kaip patirties ir santykių panašumai tarp priimančios šalies vadovų ir 
SIE prisideda prie palankesnės adaptacinės aplinkos kūrimo. 
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3. Metodologinis indėlis. Disertacijoje taikomas hibridinis literatūros 
apžvalgos metodas, integruojantis bibliometrinę ir sisteminę mokslinės litaratūros 
analizę, kokybinius interviu ir kiekybinius apklausų duomenis, kas leidžia sistemingai 
apibendrinti skirtingų tyrimų perspektyvas siekiant tikslo. 

4. Kontekstinis naujumas. Šalies veksnių analizė orientuota į regionus (Rytų 
Europa) ir migracijos profilius (savarankiškai išvykstantys ekspatriantai), kuriems 
dažnai skiriamas nepankakamas dėmesys globalaus mobilumo tyrimuose. 
Analizuojant šalis, kurios palyginus neseniai pradėjo priimti ekspatriantus ir dar turi 
ribotą imigracijos infrastruktūrą, tyrimas pateikia įžvalgų, ypač aktualių 
besivystančioms ekonomikoms, siekiančioms pritraukti ir išlaikyti tarptautinius 
talentus. 

5. Praktinis reikšmingumas. Disertacijoje pateikiamos konkrečios 
rekomendacijos viešosios politikos formuotojams, žmogiškųjų išteklių specialistams 
ir organizacijų vadovams. Pateikiamos strategijos siekiant pagerinti savarankiškai 
išvykstančių ekspatriantų adaptaciją: kalbos mokymo programos, kultūriškai jautrūs 
lyderystės mokymai ir strategiškas kitos kilmės vadovų samdymas. 

 
Publikacijų tarpusavio sąsajos, indėlis į disertacijos tikslų įgyvendinimą 
ir pagrindiniai rezultatai 
 

Disertaciją sudaro keturi tarpusavyje susiję moksliniai straipsniai, kuriuose 
siekiama išsiaiškinti konkretų tyrimo uždavinį ir kuriais prisidedama prie daugialygio 
adaptacijos požiūrio kūrimo. 

1 publikacija. Hibridinė literatūros apžvalga – nustato temines, metodologines 
ir kontekstines spragas esamoje literatūroje. Įgyvendinant 1-ąjį uždavinį buvo 
išskirtos mažiau ištirtos savarankiškai išvykstančių ekspatriantų adaptacijos sritys.  
Šioje publikacijoje atskleidžiamas organizacijos siųstų ekspatriantų adaptacijos 
tyrimų dominavimas, ribotas tiriamų šalių spektras (daugiausia tyrimų atlikta Vakarų 
šalyse) ir retas daugialygio požiūrio taikymas. Nustatomas būtinas, savarankiškai 
išvykstančių ekspatriantų adaptacijos tyrimų poreikis, ypač netradicinėse (ne Vakarų 
pasaulio) šalyse. 

2 publikacija. Šalies veiksnių tyrimas, atliktas remiantis kokybiniu tyrimu 
Lietuvoje ir Estijoje, išplečia asmens ir aplinkos atitikimo teoriją. Jame analizuojama, 
kaip darbo ir nedarbo aplinkos pasiūla ir paklausa formuoja savarankiškai 
išvykstančių ekspatriantų adaptaciją. Šiuo tyrimu siekiama 2-ojo uždavinio. 
Straipsnyje atskleidžiami  kontekstiniai priimančių šalių skirtumai, lemiantys 
ekspatriantų patirtis. Šioje publikacijoje išryškinami savarankiškai išvykstančių 
ekspatriantų  adaptacijos susijusios su biurokratija, institucinės paramos trūkumu ir 
ribota integracijos infrastruktūra iššūkiai. Tačiau neformalus bendradarbių 
palaikymas ir saugumo pojūtis padeda jų adaptacijai. Šie rezultatai ypač aktualūs 
analizuojant postsovietines šalis. 

3 publikacija. Organizacinių veiksnių tyrimas atliktas remiantis kiekybine 
savarankiškai išvykstančių ekspatriantų apklausa identifikuoja palankiausią 
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adaptacijai organizacinės kultūros tipą. Straipsniu siekiama atsakyti į 3-ąjį uždavinį, 
kuriuo prisidedama prie asmens ir organizacijos atitikimo teorijos plėtros. Šioje 
publikacijoje identifikuojama klano kultūra, kaip labiausiai palanki savarankiškai 
išvykstančių ekspatriantų adaptacijai – pabrėžiant pasitikėjimo, sanglaudos ir 
įtraukties svarbą. Adhokratinė kultūra taip pat naudinga dėl inovatyvumo ir 
lankstumo. Rinkos ir hierarchijos kultūros nėra palankios savarankiškai išvykstančių 
ekspatriantų adaptacijai. 

4 publikacija. Individualūs veiksniai – kokybinis tyrimas, atskleidžiantis, jog 
priimančios šalies vadovai, turintys tarptautinės patirties, geriau atpažįsta 
savarankiškai išvykstančių ekspatriantų neapibrėžtumo signalus ir užtikrina 
efektyvesnę paramą. Šiame tyrime nagrinėjamas 4-asis uždavinys. Siekiama 
išanalizuoti savarankiškai išvykstančių ekspatriantų adaptaciją individo lygmeniu per 
vadovų patirtis. Tyrime integruojamos signalų ir panašumo-traukos teorijos siekiant 
atskleisti, kaip tiesioginių vadovų tarptautinė patirtis turi įtakos remiant savarankiškai 
išvykstančius ekspatriantus ir padedant jiems prisitaikyti. Patirtinis panašumas tarp 
vadovo ir ekspatrianto sustiprina tarpusavio ryšius ir teigiamai veikia adaptacijos 
rezultatus. 

Šiuose straipsniuose analizuojami skirtingais lygmenimis savarankiškai 
išvykstančių ekspatriantų adaptacijos veiksniai, kurie integruoja kiekybinius ir 
kokybinius tyrimo metodus. Kartu jie suformuoja daugialygį teorinį požiūrį, 
atskleidžiantį šalies, organizacinių ir individualių veiksnių sąveiką SIE adaptacijos 
procese. 

 
Išvados 
 

Ši disertacija, kurioje analizuojama savarankiškai išvykstančių ekspatriantų 
adaptacija, reikšmingai prisideda prie tarptautinio žmogiškųjų išteklių valdymo. 
Kartu analizuojant šalies, organizacinius ir individualius veiksnius yra užpildomos 
esminės teorinės ir empirinės spragos mokslinėje literatūroje, susijusioje su globaliu 
mobilumu, nes ilgą laiką dominavo tik organizacijos siųstų ekspatriantų tyrimai. 
Daugialygis analitinis požiūris yra paremtas sistemine literatūros apžvalga ir trimis 
originaliais tyrimais taikant  kokybinius ir kiekybinius metodus.  

1. Sisteminė tarptautinių darbuotojų adaptacijos tyrimų, vykdytų per 32 
metus, analizė atskleidė didėjantį akademinį susidomėjimą šia tema. Remiantis 
analize, būtini tyrimai visais trimis lygmenimis – šalies, organizacijos ir individo. 
Ypač svarbu plėsti imties įvairovę pagal demografiją, ekspatriantų tipus, tautybes ir 
vietinius gyventojus. 

2. Šalies veiksnių analizė atskleidė, kad šalių, pereinančių iš autoritarinių į 
demokratinius režimus, vyriausybinės ir institucinės struktūros dažnai nėra 
pasirengusios remti atvykstančius emigrantus, ypač tose šalyse, kur jų buvimas dar 
gana naujas. Siekiant geriau suprasti savarankiškai išvykstančių ekspatriantų 
adaptaciją šalies lygmeniu, buvo išnagrinėti Lietuvos ir Estijos atvejai. Remiantis 
analize galima teigti, kad reikia tikslingesnių politikos ir integracijos priemonių, 
kurios padėtų savarankiškai išvykstančių ekspatriantų adaptacijai tokiose šalyse, 
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įskaitant paramos struktūras, lengvą prieigą prie bendros, pateikiamos ne tik 
priimančiosios šalies kalba, informacijos, taip pat kontaktus ir esminę informaciją 
apie organizacinę struktūrą, pagalbą integruojantis į įvairią socialinę veiklą.  

3. Organizacinių veiksnių analizės rezultatai parodė, kad klano tipo 
organizacinė kultūra geriausiai atitinka savarankiškai išvykstančių ekspatriantų 
poreikius ir vertybes. Siekiant geriau suprasti savarankiškai išvykstančių ekspatriantų 
adaptaciją organizacijos lygmeniu, buvo anlizuojami organizacinės kultūros tipai. 
Nustatyta, kad klano organizacinio kultūros tipo sukurta aplinka skatina priklausymo 
jausmą ir teigiamai veikia tiek su darbu susijusius, tiek su darbu nesusijusius, 
savarankiškai išvykstančių ekspatriantų adaptacijos aspektus. 

4. Individualių veiksnių tyrimas parodė, kad tiesioginio vadovo tarptautinė 
patirtis turi didžiulę įtaką  savarankiškai išvykstančių ekspatriantų adaptacijai. 
Siekiant geriau suprasti savarankiškai išvykstančių ekspatriantų adaptaciją 
individualiu lygiu, buvo nagrinėjama tiesioginių vadovų tarptautinė patirtis. Galima 
teigti, kad užsienyje gimę vadovai geriau atpažįsta netikrumo signalus, kuriuos 
siunčia   savarankiškai išvykstantys ekspatriantai ir labiau juos palaiko nei vietiniai 
vadovai, net jei šie taip pat turi tarptautinės patirties. 

Disertacija pateikia įrodymais pagrįstas rekomendacijas politikos 
formuotojams, organizacijų vadovams ir žmonių išteklių vadybos specialistams: 
diegti įtraukią imigracijos politiką, skatinti palaikančias organizacines kultūras, 
strategiškai samdyti arba rengti kultūriškai kompetentingus vadovus. Tyrimai taip pat 
sudaro pagrindą savarankiškai išvykstančių ekspatriantų mentorystės programų, 
tarpkultūrinio mokymo modulių ir  paramos sistemų kūrimui. 

Atsakydama į įtraukiančių, kontekstu pagrįstų adaptacijos modelių poreikį, ši 
disertacija pateikia aktualų ir patikimą pagrindą būsimiems tyrimams bei praktiniam 
pritaikymui. Ji prisideda prie teorinės pažangos, empirinio aiškumo ir remia politikos 
bei vadybos sprendimų kūrimą, skatina globalių talentų adaptaciją vis labiau 
tarptautinėje darbo rinkoje. 
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