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Motivation 

Our initial interest on global career comes from our experience during our studies at 

Jonkoping International Business School (JIBS). In terms of internationalization, JIBS has 

retained first place among Swedish universities. In campus, we see that our fellows from 

different countries are engaged in extra activities besides their studies in order to develop 

their leadership and professional skills.  

 

Our idea has begun to be shaped when we have noticed that most of our friends are part of 

AIESEC, an international network run completely by youth working towards global issues. 

We were inspired by their vision that young people are the leaders of tomorrow who will 

have a powerful impact on how the world will be designed. At the same time, their active 

participation in this international student organization has become the stepping stones for 

their career paths. Furthermore, we are curious and eager to explore the concept of global 

careers through the eyes of students and our generation, the future careerists. We are aware 

that we live in a challenging world where national boundaries become less relevant due to 

globalization. Our generation is the result of rapid evolution and disruptive changes. 

Besides a degree, multicultural competences, a global mindset and language skills have 

become the primordial requirements of the future jobs. We strongly believe that regardless 

our backgrounds, we both aim towards professional careers with exciting global 

opportunities and we are driven by the same principles and motivations. 

 

Until now, the research in the career field has emphasized only several dimensions focused 

on corporate aspect of the global careers. This idea has led us to a strong belief that 

organizations and human resources management practices should be aligned to the recent 

trends of the global workforce. Additionally, the complex nature of this topic offers diverse 

approaches to explore the concept. The way youth experience their membership in 

AIESEC, through multicultural communication and strong networking all over the globe, 

support our assumption that exploring the phenomenon of global career via the lens of 

students is an appropriate direction for the careers trend. 
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1 Introduction 

As our world becomes more interconnected, there is an increased need for global citizens 

who are able to face the challenges of a highly competitive workforce. Globalization has 

made boundaries transparent easing the process for companies to develop and operate 

globally. 

 

Labor markets have evolved along with the global economy and careers are no longer 

characterized by hierarchical moves. Current careers tend to be dynamic and less 

predictable in contrast with the linear and rigid perspective of the past (Baruch & Reis, 

2016). For instance, L’Oreal is the world’s number one beauty company, present in 130 

countries and 5 continents offering global career opportunities. The company has 

highlighted the importance of global opportunities by stating that one of four employees in 

the UK has a global career (L’Oreal Report, 2014). They have the chance to be exposed to 

a multicultural environment, international projects and acquire a unique set of skills. 

 

The new patterns created by the Fourth Industrial Revolution require proactive adaptation 

of corporations, governments and individuals (World Economic Forum, 2016). As the 

unemployment rate is increasing, employers complain about a lack of high skilled talent and 

retaining talent. At the same time, the future global workforce will be mainly represented 

by Millennials who face the challenge of acquiring new skills in a dynamic world (World 

Economic Forum, 2015). The global workforce has to be aligned with the future demands 

of the employers. Amid this push for internationalization, youth prepare their professional 

and personal growth to engage in a globalized and interdependent world through new 

models of learning and development outside classrooms. Also, the degree does not 

guarantee a job anymore (YouthSpeak Report, 2015). Therefore, this paper aims to bring a 

new perspective regarding the concept of global career moving away from the corporate 

perspective.  

 

1.1 Background 

 

Under the combined effects of globalization, technological development and demographic 

changes, the business world has witnessed significant modifications. Organizations have 

become flat and flexible in order to respond to the challenges of the new economy thus 

creating a new employment landscape (Baruch, 2004). The “global career” concept has 

become more prevalent with the expansion of ways of doing global work. Until now, 

international work configurations were based mainly on corporate or traditional 

expatriation. However, Power et al. (2013) argue that “the traditional expatriate is now 

disappearing to be replaced by the “nomadic worker” whose ultimate international mobility meets the 

challenges of international business in globalization”.  
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There are several complex external attributes involved in the process of shaping global 

career phenomenon. They vary from economic drives, legal framework, regional 

employment conditions, societal changes (Thomas, Lazarova and Inkson, 2005; Baruch et 

al., 2013; Baruch and Reis, 2015) to the nature of the global-oriented job (Shaffer et al., 

2012), quality-of-life issues and cultural tolerance in host country (Mosneaga and Winther, 

2012), complex directions in local and global labor market (Global employment trends for 

youth, 2015). Additionally, series of associated outcomes when pursuing international 

careers have been reviewed with both positive and negative sides. Individuals’ struggles 

may come from cultural gaps, language barriers, leading to psychological costs and 

intervention in life quality (Morley & Heraty, 2004). Still, each individual has a different 

interpretation of career. 

 

Entire industries adjust as a consequence of all the above mentioned changes leading to 

high skills instability across all job categories (World Economic Forum, 2016). Due to this 

uncertainty, individuals are prompted to be more entrepreneurial regarding their careers. 

Employees have to create their own opportunities, proactively construct their careers and 

develop flexibility (Di Fabio, 2004). Also, career entrepreneurship is considered a result of 

the actual opportunities and restraints of the current world of employment (Korotov, 

Khapova & Arthur, 2010).  

 

Regarding the unique interpretations of concepts, Baruch & Reis (2016) argued that 

individuals live and perceive distinctly the concept of global career according to their 

national and cultural structures. According to Baruch (2013), the contextual circumstances 

and experiences can offer different meanings to the global career, implying that it is 

necessary to explore this topic under the new light of different settings. According to 

Power, Brown, Allouch and Tholen (2013), there is also high interest among young 

graduates to develop careers that transcend national boundaries.  The trend of global 

mobility among students is based on the premise that “exposure to international settings 

advances the student’s ability to operate in multicultural contexts” (Varela & Gatlin-Watts, 

2014, p.188). Also, people who have been mobile as students are more likely to be mobile 

when they enter the labor market. On the other hand, most of studies review the 

interaction between social factors, context and students’ employment choices rather than 

show the direct connection to global-career orientation (Crossman & Clarke, 2009; 

Mosneaga & Winther, 2012). 
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1.2 Problem Statement 

 

Europe and the USA face an aging workforce. The organization’s issue is how to integrate 

geographical, generational and gender diversity (Andersen, Haahr, Hansen & Holm-

Pedersen, 2008). By 2025, the majority of the global workforce will be represented by 

Generation Y or the so called, Millennials (YouthSpeak Report, 2015). The youth 

population reached 185 million but the global youth workforce decreased by 29,9 million 

(International Labor Office, 2015). Youth unemployment can lead to social and economic 

costs, economic stagnation or loss of opportunities and an increased level of poverty and 

conflicts (World Economic Forum, 2016). Also, a shortage of employment could have a 

negative influence on the business expansion and national GDP growth (Manyika, Lund, 

Auguste & Ramaswamy, 2012).  

 

At present, the world is likely to have too few high skilled employees. This begs the 

question of how the youth acquire a new set of skills for pursuing a global career in a 

dynamic business world. The power of Multinational Companies (MNCs) to change the 

skills and occupational requirements combined with disruptive technological changes 

generate instability across all job categories. Furthermore, the largest employers worldwide 

acknowledged that actual skills will be replaced with ones which have not been considered 

significant yet. Education systems are failing in teaching youth the necessary skills of 21st 

century (Manyika et al., 2012). With an increased chance of having outdated skills by the 

time students will graduate there is a gap between the skills required by employers and 

those possessed by the workforce. Until now, the research mainly focused on how 

companies should overcome this challenge but the shift of careers towards individuals 

offers the opportunity to explore the gap from and individual perspective.  

 

The business world is experiencing growth at an exponential rate, faster than we have ever 

encountered before, career theorists and practitioners must acknowledge the new career 

realities the labor market presents and act accordingly. The youth engage in extracurricular 

activities for gaining practical experience, sometimes acquiring leadership positions. 

Therefore, this paper proposes a new type of global careerist diverging from the corporate 

context and based on the actual trends: students in leadership positions. Therefore, there is 

an opportunity to explore the global career in a new context. There are distinct features 

between student with leadership experience and those with non-leadership (Hartshorn, 

1956), especially in term of competences they gained while studying (Mozhgan et al., 2011; 

Rice, 2011). Moreover, the previous research mainly focused on the school to work 

transition and there are limited studies specifically exploring international students’ 

perspectives regarding global careers. Another issue is related to how the concept of global 

career is perceived by individuals in different cultural contexts. In addition, the intrinsic 

motivation of pursuing a global career may be very similar among individuals, however, 

issues may appear when the social, political or cultural background is different. 
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1.3 Purpose 

 

This paper seeks to understand and explore how individuals, especially Generation Y 

(Millennials) acquires the new set of skills required by employers in a disruptive 

environment. Moreover, the paper aims to explore the global career concept in a context 

that offers the opportunity to understand how to overcome the skills gap between 

individuals and organizations. Exploring the extent to which national cultural background 

of individuals affects the pursuit of a global career is the core objective of the paper. The 

purpose of the thesis can be expressed as the following research questions: 

 

How to diminish the skills gap between future global careerists and organizations? 

An individual perspective 

How does the cultural background affect the pursuit of a global career? 

 

1.4 Thesis outline 

 

This thesis aims to explore a new global career type based on the complex business and 

career environment. Therefore, the first part of the thesis introduces the reader in the 

context and present issues of career trends. 

 

Chapter 2 provides an insightful review of the concepts related to our purpose. In order to 

have a better understanding of the topic, the chapter will outline the career development 

with a focus on new careers including global career. As the cultural background of 

individuals presents a real interest of this study, the relationship with careers is reviewed. 

Moreover, career adaptability, cultural intelligence, emotional intelligence, leadership are 

developed in order to outline their significance in relation with global careers. 

 

Chapter 3 represents the study’s methodology starting with the research philosophy and 

research design used for drawing the future findings. Semi structured interviews and case 

study strategy are the foundation for exploring the global career phenomenon. 

 

Chapter 4 is focused on the two types of data collection. The primary data will be reported 

according to the identified themes. Furthermore, the secondary data including job mobility 

and youth employment will be incorporated in the Findings sections for a better 

development of the analysis. Chapter 5 will emphasize the link between the concepts 

identified in Chapter 2 and patterns within Chapter 4 fulfilling the purpose of the thesis. 

 

The final section of the thesis will consist of conclusion, theoretical and practical 

implications as well as suggestions for future research. 
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2 Frame of reference 

2.1 Career Development 

 

Along with the world evolution, the career studies have become more complex as well. 

Baruch, Szucs and Gunz (2015) described career studies as an interdisciplinary domain with 

concepts adopted from psychology, sociology, anthropology, etc. In most cases of 

interdisciplinary concepts, there is a lot of richness and at the same time a lack of common 

perspectives. Arthur, Hall and Lawrence (1989, p.8) defined one’s career as “the evolving 

sequence of a person’s work experience over time”. From a traditional perspective, a career 

represents “a linear upward sequence of jobs within a single employing organization” (Lyons, 

Schweitzer, Ng & Kuron, 2012). In contrast, the current careers tend to be more dynamic 

and complex, defined as “a process of development of the employee along a path of experience and jobs 

in one or more organizations” (Baruch, 2004, p.59).  

 

Under the circumstances of social, political and technological changes, career research had 

witnessed an increasing number of career labels leading to a growing interest and 

discussion towards contemporary vocational trends (Dries & Verbruggen, 2012). With 

regard to the career development process, Baruch et al. (2015) conducted a study to shed 

some light on the evolution of the concept. Therefore, by using the historical Delphi 

method to gather data from 12 career scholars, they aimed to find a consensus on terms 

between 1990 and 2012. At the end of the study, 50 terms related to careers with an 

emphasis on individual-related concepts were revealed. Interestingly, only several concepts 

have been endorsed and used in the literature. 

 

Among these concepts, two radical dimensions, boundaryless and protean careers, were 

highlighted along with the emergence of the career research. Most of studies acknowledge 

the overlap between these two career themes because they share the culturally and 

geographically boundary crossing features (Baruch and Reis, 2015). According to Inkson 

(2006), “boundaryless career is a career either with no limits to the territory into which it can extend or at 

least no clear line or barrier marking, where those limits are” (p.53) while “protean career concept is 

about a psychological career orientation, which implicitly give rise to particular career behaviors” (p.58). 

Additionally, these themes should be observed as separate metaphors due to potential 

changes of labor market and social contexts resulting into new forms of career strategies 

considered unfamiliar in the future (Inkson, 2006). 

 

The career shift is also reflected in the change of psychological contracts meaning “the 

relationship between an employee and their organization that outlines what each should expect to give and 

receive in the relationship” (Hess & Jepsen, 2009, p.261). The actual psychological contract is 

based on career flexibility in comparison with the long term employment of the traditional 

career. The new relationship is based on individuals managing their careers and building 

skills for the changing environment while the organizations should provide growth and 

development opportunities. In other words, the psychological contract refers to the 

mutuality of obligations of both players in the process (Hess & Jepsen, 2009).  
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As a result of the faster pace of change, organizations have flattened their structure, 

become global and competitive leading to the development of a new career type (Baruch, 

2006). Based on boundaryless and protean careers principles, global career has become one 

of the prominent phenomena within career studies (Baruch & Reis, 2016). Furthermore, 

the influence of academic career model on the contemporary career patterns has been 

suggested. The flat structured professionally based academic career was ground breaking 

being considered the prototype of actual careers (Baruch, 2004). A global career is 

perceived as a succession of international assignments or internationally orientated 

assignments in the home country or headquarters (Suutari, Tornikoski & Makela, 2012). 

However, despite the complexity of the topic, there is no clear direction in terms of 

definitions. 

 

Furthermore, the most representative dimensions of the new careers will be developed in 

comparison with the traditional career for a better understanding of the concepts. 

Traditional careers consist of four stages according to the age of individuals such as 

exploration, establishment, maintenance and disengagement (Lyons et al., 2012). Moreover, 

traditional careers had a uni-dimensional and linear direction within the organization with a 

focus on promotion, usually associated with “a journey of mountain climbing” (Baruch, 2004, 

p.61). Protean and boundaryless career are expressed specifically through certain 

psychological explanations. Protean careers were proposed as a result of people’s 

orientation towards psychological satisfaction (Lyons, Schweitzer, Ng & Kuron, 2012). As 

the traditional career is mentioned like a sequence of stages, the protean career is 

characterized by an iterative process of all the stages mentioned above. In general, 

individuals with a traditional career upgrade their skills during maintenance stage however a 

protean career is represented by acquiring new skills during this stage of career 

maintenance. In addition, the boundaryless career is a utopian concept defined by the move 

“in nontraditional ways in time and space and across different employers” (Baruch & Reis, 2016, p. 

14).  

 

Interestingly, Baruch and Reis (2015, p.15) present a paradox that “not all boundaryless careers 

are global, and not all global careers are boundaryless”. Cultural and structural constraints may 

conceivably shape individuals’ boundary-crossing mindset but the career decisions may still 

occur within their home country. On the contrary, global career may be identified based on 

cross-border moves but not beyond the structural and organizational settings.  Hence, the 

new framework of truly global boundaryless career is proposed, emphasizing the individual 

engagement into global career reflected by personal understandings on challenges and 

barriers of this career possibility, rather than being driven by contextual situations.  

 

This phenomenon influences the organization’s strategy and Human Resources 

Management (HRM). The desired fit between individual and organization implies that the 

match between employees’ work values and company’s values is the key feature 

determining the harmony of this mutual relationship (De Cooman, Pepermans, 

Hermans,Bois Caers and Jegers, 2009). Until recently, researchers have paid more attention 
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to the corporate context and employer’s perspective due to the challenges faced in retaining 

talent (Banai & Harry, 2004).  

 

2.2 Approaches to explore the career phenomenon 

2.2.1 Social Cognitive Theory 

“Social Cognitive Theory suggests that a variety of person, environmental and behavioral variables influence 

the career choice process” (Rogers & Creed, 2011, p.163). Moreover, career choices are 

influenced by context which may facilitate or hinder the pursuit of a career. According to 

Lent et al. (1994), all these variables are independent and affect one another. In this case, 

individuals are positively or negatively affected by certain events. However, individuals 

have different interpretations. It is important to take into consideration all the influencing 

aspects when discussing the career development and how individuals make sense of them. 

Even though, the personal interests are primary, the contextual influences have an impact 

on how these develop (Rogers & Creed, 2011). 

 

2.2.2 Exchange theory perspective 

 
Global careers could be defined by the exchange theory perspective which reflects on 

human behavior as being motivated by a response or a reward. Therefore, in this case, the 

global careers are “a succession of social exchanges in an international context” (Suutari, Tornikoski 

& Makela, 2012, p. 3457). Also, it is necessary to take into consideration the unique 

features and motivations of each individual who may have different perceptions on 

rewards. The social exchange theory helps understand the individual’s orientation towards 

global career. Also, the theory argues in favor of other rewards than financial rewards in 

terms of the relationship between employee and employer. Therefore, the theory suggests 

that there is reciprocity in the employee-employer relationship consisting of tangible and 

intangible components (Suutari et al, 2012). 

 

2.2.3 Kaleidoscope career model 

The Kaleidoscope career model is a metaphor that aims to explain how individuals’ choose 
their careers in order to find the perfect balance between work demands, constraints, 
opportunities and personal values. The career decision relies on three parameters: 
authenticity, balance, and challenge. The kaleidoscope model suggests the adjustment of 
career patterns according to the different stages of individuals’ lives (Kirk, 2016). More  
importantly, the  requirements  of  international  mobility  when  pursuing global  career  
are  considerably  highlighted  in  this  model,  showing  its  significant  impacts  on  both 
the work  and  private  life  of  individuals.  However,  the key  point lies  at the manner  in  
which  individual can  handle the  negative  sides  of  this  demand  by  acquisition  of  
career  capitals:  knowing-how, knowing-why,  knowing-whom.  In addition international  
human resources  management has an important role in  matching  the individual  needs  
of  global  careerists  and  organizational mobility. 
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2.2.4 Generations 

Lyons et al. (2012) used a unique approach to analyze the emergence of careers through a 
generational perspective. Generations develop under common experiences; therefore, 
careers change their nature as well. Also, the study highlights the gender differences 
regarding career path where men are more likely to follow a traditional career. As a result 
of comparing generations, the study calls for a gender comparison within the new 
generation as the individuals become more egalitarian. Regarding the recent changes in  the  
career  research related  to contemporary  generation,  this  study  paid  considerable  
attention  to a comparison between Generation  X  and the Millennials leading to unlike 
perspectives on careers. 
 

2.3 Typologies of global careers 

 

Global career identity has been divided into multiple phrases according to the context of 

global work arrangements and flexibility degree of expatriates (Shaffer et al., 2012; Baruch 

et al., 2013; Mayrhofer and Reiche, 2014). In general, global careers are associated with 

global managers and Multinational Companies (MNCs) (Cappellen & Janssens, 2010). The 

attempts of categorizing the globally oriented careers were based on several factors such as 

time of exposure, intensity of international contacts, breadth of interaction, legal context, 

international work instigator, extent of cultural gap between home and host country and 

key cultural related requirements of one’s job (Andresen et al., 2014; Baruch et al., 2013).  

Hence, typologies of 20 international assignments are depicted to reflect the major 

challenges in typical working contexts hinting practical concerns for human resources 

management (Baruch et al., 2013).  

 

Furthermore, Mayrhofer et al., (2004) explain the diversity in the global career types due to 

the growing demand for working arrangements with multi-transitions. Different angles on 

the working life of global careerists have been investigated, ranging from their particular 

competences to deal with international assignments to psychological difficulties when they 

relocate (Shaffer et al., 2012). The degree of psychological difficulties such as work-related 

norms, isolation, homesickness or culture shocks during the transition period varies among 

different global careerist groups depending on their intercultural competences, personal 

networks, individual values and priorities (Morley and Heraty, 2004).  

The following table will expose several global career types in order to have a better 

understanding of the career trends: 
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Table 1 Typologies of global careers 

Global career Definition / Explanation Author 

Traditional corporate 

expatriate 

Long term expatriation 

initiated by the employer. 

an assignment with a length 

between three and five 

years where an employee 

fulfils the organization’s 

objectives  

Baruch et al., 2013; 

Cappellen   and   Janssens,   

2005; Thomas, Lazarova & 

Inkson, 2005; Shaffer et al., 

2012 

Self initiated expatriate Expatriation by self 

financing for achieving self 

development 

Nasholm, 2014; Shaffer et 

al., 2012 

Flexpatriate Employees with specific 

knowledge sent abroad by 

organizations for short term 

assignments. 

Baruch et al., 2013; Shaffer 

et al, 2012 

Short term assignees Employees sent abroad to 

fulfil organization’s 

objective for a period of 3 

months to one year. 

Baruch et al., 2013; Shaffer 

et al., 2012; Morley & 

Heraty,2004 

Expatriation – 

inpatriation/impatriation 

Training offered to host 

country managers within 

the corporate headquarters 

 

International business 

travelers 

Employees   who   take   

multiple short international 

business trips to     various     

location     without being 

accompanied by family 

members 

 

Shaffer et al., 2012 

International itinerants “professional     managers     

who over  their  careers  are  

employed for  their  ability,  

by  at  least  two business  

organizations  that  are not  

related  to  each  other,  in  

at least     two     different     

foreign countries” 

 

Nasholm, 2014; Banai & 

Harry, 2004 

Virtual global employees This assignment does not 

involve the physical 

movement of employees 

but being part of a 

Baruch et al., 2013 
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multicultural team. 

Globetrotters Freelancers willing to 

develop a variety of 

missions in different 

cultural settings 

Baruch et al., 2013 

Cross border commuters Individuals who need to 

cross their national borders 

on a daily, weekly basis for 

work 

Baruch et al., 2013; Kirk 

2016 

 

Self initiated expatriate, assigned expatriate and immigrant concepts overlapped within the 

career studies (Andresen et al., 2014). Comparing these three concepts, the self initiated 

expatriation and assigned expatriation are the result of the corporate context and 

immigration is an issue related to political and legal characteristics represented by the 

crossing the national borders. However, all the categories are engaged in working abroad 

(Andresen et al., 2014). 

 

The growing interest in global career is marked by the confusion whether this concept is a 

new metaphor or it still aligns with studies on the traditional organization expatriate 

(Thomas, Lazarova & Inkson, 2005). The difference in social context raises the question of 

whether global career should be perceived the same as the typical understanding of 

international career (Mayrhofer et al., (2004). In particular, global careers were mainly 

explored through the perspectives of traditional organization expatriates in comparison 

with traditional careers or self-initiated expatriates (Cappellen & Janssens, 2010; Morley & 

Heraty, 2004; Banai & Harry, 2004; Shaffer et al., 2012). For instance, Altman and Baruch 

(2012) propose five expatriation options at a firm level rather than exploring the self-

centered approaches. The prospect of global career was gradually broadened when critical 

vocational literature put more emphasis on diverse types of expatriates seeking 

international careers for their own sakes (Dries and Verbruggen, 2012).  

 

Often, global career is defined as the career path of global managers with a global 

perspective who experience the multicultural workplaces and boundary-crossing due to the 

job requirements (Banai & Harry, 2004; Cappellen & Janssens, 2005; Baruch et al., 2013). 

Recently, the “global careerist” is no longer limited to those who are highly qualified at the 

high management levels in firms and pursue organizational objectives. The global career 

trend is based on “individualisation of career systems” and “a manifestation of 

individualism” (Altman & Baruch, 2012). Therefore, it has been associated with any active 

individual who involves in global work experiences and is willing to be on the career move 

across borders, regardless of whether financial and other conditional supports are covered 

by organizations or by themselves (Shaffer et al., 2012; Baruch et al., 2013).  

 

The corporate expatriate may not have legislation issues while working abroad nevertheless 

they may find themselves struggle in the tension of work-life balance, personal 

relationships, or lack of cultural integration in the host countries due to the short 
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international business trips (Shaffer et al., 2012; Mayrhofer and Reiche, 2014). In contrast 

to the traditional expatriate managers, non-sponsored careerists are more willing to be 

embedded into local contexts but working visa issues, monetary supports, the potential 

conflicts between personal needs and organizational demands may be greater (Shaffer et al., 

2012; Baruch et al., 2013). 

 

Lately, global careers have been analyzed from the leadership development perspective. 

Additionally, Cappellen and Janssens (2010) suggested the importance of skills 

development for the purpose of pursuing a global career. The new set of skills represents 

an extension of the basic competencies necessary for an expatriate manager. Additionally, 

VanderPal (2014) highlights a significant distinction between global leaders and leaders to 

the extent of uncertainty, competencies and contextual changes. According to Collings 

(2014), living, working abroad and culturally effective intense experiences are the key points 

in developing global leaders. However, the primary purpose behind this view is to 

contribute to the practices of human management within corporation setting rather than 

concentrating on the nature of this phenomenon (Thomas, Lazarova and Inkson, 2005).  

Additionally, the motivations for pursuing a global career differ in comparison with other 

international assignments, especially traditional expatriate. The internal motivations and 

personal development overpass the financial rewards in case of global careerists (Makela & 

Suutari, 2009). Reviewing the literature regarding global careers, the majority of studies 

expose the companies’ perspectives and the challenges encountered in retaining talent 

(Banai & Harry, 2004). Due to the multiple perspectives and faster pace of change, new 

groups considered to have a career are mentioned in order to explore the global careers 

(Baruch et al., 2013). 

2.4 Global Leadership 

Leadership, in the context of a global career, is perceived as one of the essential skills 

needed for global managers. According to Suutari and Mäkelä, (2007), among the 

managerial competences associated with global career, leadership is categorized in the 

group of “knowing-how” career capital. This typical condition brings them with a breath of 

responsibilities and also forces them to develop leadership competences faster in order to 

adapt to a more challenging environment than in domestic context. Therefore, without 

leadership skills global managers are unable to deliver an effective decision-making process 

when lacking suffiecient support from headquarters.  

 

Additionally, the nature of international environment enables global managers to interact 

with cross-cultural differences both professionally and socially. As the result, their 

leadership skill is enhanced when managing the diverse teams because they gain the 

understanding of individual behaviors and values based on cultural viewpoints. On the 

other hand, although leadership is often seen as a popular characteristic of individuals at 

the management position, in the globalization of business, it is also considered as a part of 

“global career identity” or “internationalism anchors” (Suutari and Taka, 2004). In this 

case, leadership represents the managerial competences in close connection with other 
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career anchors such as entrepreneurial creativity, pure challenge and commitment to serve 

and help.  

 

Global leadership is brought into discussion when referring to international business 

settings. Jokinen (2005) argued that rather than using the term“global leaders”, “global 

managers” should be used instead as it better combines two fundamental roles: manager 

and leader in one position. It is indicated that self-awareness, entrepreneurial spirit, 

inquisitiveness are the core components in the global leadership competence. At the same 

time, global leaders are characterized with notable traits of optimism, self-regulation, social 

judgment skills, empathy and motivation to work in an international environment, 

cognitive skills, acceptance of complexity and contradictions, networking skills. However, it 

is still under consideration whether global leadership is solely shaped by internal attributes. 

 Particularly, Alon and Higgins (2005) pointed out that the success of global leaders is likely 

to be formed by the combination of cultural and emotional intelligences. Emotional 

intelligence is dominated by intrapersonal skills (self-awareness, self-management), and 

interpersonal skills (social awareness, relationship management), whereas, cultural 

intelligence is accumulated by frequent exposure to multinational context and cultural 

diversity at the workplace. The key point lies at the link between these factors in which 

cultural intelligence plays as the transferring function of emotional intelligence to other 

cultures.  

2.5 Career motivation 

Although it is argued that global career is conceptualized by both intrinsic and extrinsic 

dominants there are numerous studies associating this concept to the person-centered 

frameworks (Cappellen & Janssens, 2005). From this point of view, global career is 

perceived as a personal choice reflecting individual attitudes and behaviors (Chan et al., 

2012). Following this direction, the motivation of pursuing global career is mainly 

examined by human capital theories on personality traits, competences and individual 

mindset. Global career concept in relation to career motivation can be explored by 

integrating psychological findings of typical personality traits. Big Five model with core 

components of extraversion, conscientiousness, neuroticism, agreeableness and openness 

to experience is well-known as a guiding framework to establish the relationship between 

different individual characters and orientation factors (Kaspi-Baruch, 2016). However, only 

undiluted features in personal traits cannot completely provide an appropriate explanation 

of career motivation. Instead, these individual variables should be studied in the interaction 

with nurturing contexts. Kaspi-Baruch (2016) suggests that it is learning goal orientation 

which particularly affects all personality traits groups except for Neuroticism, to perform 

protean and boundaryless career orientation, although Openness and Agreeableness also 

need additional support of performance goal motivation from organizational stability. 

2.5.1 Global mobility 

The global crisis transformed the labor markets into a more competitive environment 

influencing people to relocate and seek new job opportunities (Baruch, Altman & Tung, 
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2016). The interconnected market impacted the national labor markets leading them to a 

globalized labor market.  

 

Most of the studies explore the mobility from inter and intra organizational perspectives as 

dimensions of boundaryless and protean careers. Initially, the international mobility was 

initiated by employers in order to fulfill the company’s objectives (Caligiuri & Banache, 

2016). Moreover, only recently, researchers have begun studying the individuals’ 

perspectives. The mobility of individuals is strongly connected with objective and 

subjective careers. Regarding the objective careers, it has been argued that context and 

institutional framework help or hinder the career development and mobility of individuals. 

Subjective career represents the individual’s objectives in terms of career development. In 

this case, internal factors shape the careers. Therefore, both dimensions are considered the 

motivators for mobility.  

2.5.2 Career entrepreneurship 

Career aspiration towards particular occupational selections may originate from diverse 

contributors besides personality. Nowadays, being more entrepreneurial in terms of careers 

becomes a core feature due to economic and labor market instability. Korotov et al. (2011) 

defined career entrepreneurship as a set of “illegitimate career moves” in order to be 

successful.  

 

Entrepreneurship has been defined as “the pursuit of opportunity beyond the resources you currently 

control” (Stevenson, 2000). The connection between career studies and entrepreneurship 

goes beyond the definition and meaning, and focused on interpersonal relationships or 

networking. All these factors presented above are mentioned in the study as “knowing why, 

knowing how and knowing whom” which interconnected can lead to new career 

opportunities (Korotov et al., 2011). Therefore, in career studies, entrepreneurship means 

indentifying new opportunities, providing value either to one’s self or organizations and 

society. By adopting entrepreneurial lens in career research, Chan et al., (2012) introduce 

the alternative dominants of entrepreneurship, professionalism and leadership, to 

distinguish careerists pursuing boundaryless professional from those with traditional career 

attitudes. 

 

Following this approach, entrepreneurial mindset is perceived to be flexible and active 

directing individuals to behave proactively beyond regular thinking and raise career interest 

in new contexts of workplace. Additionally, professionalism and leadership, through the 

form of competitive competences and experiences, enhance the possibilities of following 

other career alternatives. Sharing the common perspective of entrepreneurialism in 

reviewing career motivation, Uy et al., (2015) present the importance of entrepreneurial 

alertness to opportunities to improve the employment productivity. Individuals who are 

entrepreneurial regarding their careers can not only recognize the skills and competencies 

necessary in the future, but they also make the organizations aware of them. 
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2.6 Career adaptability 

Career adaptability “enables the individual to prepare for current and anticipated occupational changes” 

(Uy, Chan, Sam, Ho & Chernyshenko, 2015,p.) and “it helps employees to adapt to their work 

environment” (Zacher, Ambiel & Noronha, 2015). Moreover, Hirschi, Herrmann and Keller 

(2015) discuss the mediating function of adaptability with career outcomes including 

planning, decision-making, exploration and self-efficacy in the changing working 

environment, which represents one outstanding feature of global workplace. Besides 

proactive behavior and individual traits, career adaptability is perceived as the core 

approach to overcome the job insecurity by connecting the individual with the 

environment (Hirschi et al., 2015; Taber & Blankemeyer, 2015). Career adaptability has 

mainly been explored through the model proposed by Savickas (2002) which includes four 

dimensions: concern, curiosity, control and confidence. Concern dimension represent the 

preparation and planning for the future career, control is connected to the career 

ownership, curiosity leads to opportunities and self exploration, and confidence relies on an 

active pursuit of a career (Uy et al., 2015). Also, entrepreneurial alertness is perceived as a 

linkage between proactive personality and career adaptability. In other words, career 

adaptability plays an active role in the career construction theory, and therefore, should be 

included in the global career as one of the contemporary vocational studies. 

2.7 National Cultural Background 

 

A few years ago, understanding culture was primarly for tourists and diplomats. However, 

along with an increased level of international joint ventures, culture has become paramount 

for doing business (Taras, Steel & Kirkman, 2011).  Hosftede (1980), the pioneer of cross-

cultural studies defined culture as “the collective programming of the human mind that distinguishes 

the members of one human group from those or another”. The cultural differences are emphasized 

through Hofstede’s (1980) framework consisting of four cultural dimensions: power 

distance, individualism-collectivism, masculinity-femininity, uncertainty avoidance and long 

term orientation underlining the cross-cultural differences. As the topic has developed, 

long term orientation and indulgence were added to the Hofstede’s initial dimensions. 

 

The power distance dimension represents the extent to which differences in status and 

hierarchy are accepted and perceived by societies (Lee & Peterson, 2000). Nations with a 

low power distance emphasize the equal right of people in contrast with high power 

societies where powerful individuals have privileges. Individualism-collectivism dimension 

defines the extent to which people focus more on their individual needs rather than others’. 

Within individualistic cultures, individual achievement and personal autonomy are the 

foundations of the society. In contrast, collectivistic nations are loyal to the group and its 

decisions (McGrath et al., 1992). Role differentiation, independence and performance are 

the basis for masculinity-femininity dimension. Masculine societies tend to have a clear 

limit between sexes and an individual performance. On the other hand, feminine societies 

emphasize the quality of life, relationships and interdependence. Uncertainty avoidance 

represents the perception of societies in terms of ambiguity. Nations with low uncertainty 

avoidance rarely express their feelings, rules are not so well defined and uncertainty is 
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tolerated. However, hard work and the need for consensus are features of countries with 

high uncertainty avoidance.  

 

In contrast to the general perception, studies reveal that the national borders are not 

necessarily the cultural boundaries, due to the multiple subcultures within a geographical 

area (Minkov & Hofstede, 2012). Moreover, a study based on Hofstede’s (1980) framework 

acknowledged that despite sharing a language or being part of the same nation, there are 

several cultural dissimilarities within the same country. For instance, Middle East has 14 

nations, but more than 35 different cultures, Flemish Belgium and the Netherlands have 

different scores based on Hofstede’s dimensions or the German speaking areas of 

Switzerland were closer to Germany in comparison with the French speaking areas 

(Minkov & Hofstede, 2012). Also, Hofstede’s work was highly criticized because only one 

multinational company was used for the cross cultural study (McSweeny, 2002). 

 

The analysis of contextual influences on careers is becoming more important due to the 

career shift from organizations towards individuals. Most of the career studies emphasize 

“one’s environment as a formative influence on career interests, expectations and goals” (Lyons et al., 

2012, p.337). It is important to understand that the internal motivation of individuals may 

be similar and at the same time, their perception of concepts or self is distinct due to the 

national culture impact (Brimm, 2010). Understanding one’s cultural background has a 

twofold purpose in terms of careers. Firstly, individuals will have more satisfying careers in 

an international environment. Secondly, organizations need to align their practices to a 

more individualistic career plan. Therefore, it is necessary to develop specific practices 

according to the type of culture in order to have positive career attitudes and proactive 

career behavior (Gunkel et al., 2013). 

2.7.1 Institutional approach 

 

Another perspective on cultural studies is based around the institutional approach (Gunkel 

et al., 2013). Nevertheless, when relating to institutions, it is necessary to understand the 

difference between governmental arrangements (Kara & Peterson, 2015) and the set of 

rules and norms within a country (North, 1990). Kostova (1996) highlighted the 

importance of institutions, such as norms, social knowledge, rules and regulations on 

organizations and their practices. Moodian (2009) argued that “organizations are shaped by the 

national environment and by the imperatives of the industries in which they operate”. Even though 

companies may be very similar in their operations, the human resources practices are 

influenced by the national culture of a specific country.  

  

Kostova (1996) proposed three institutional dimensions. The regulatory dimension consists 

of laws and rules in a specific geographical environment. The cognitive feature defines the 

social knowledge shared by people in a specific geographical context influencing the 

individual's’ behavior. The normative component is represented by the social norms, 

values, beliefs and assumptions about human nature. However, this concept cannot be 

generalized and it has to be anchored in a specific issue. From an institutional perspective, 
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there are different ways of understanding how “societies interact with their physical and 

social worlds in order to produce cultures” (Kara & Peterson, 2015, p.344). Also, it has 

been stated that due to the physical environment, people tend to develop a behavioral 

pattern leading to cultural values. 

 

Only recently have career studies begun to focus on environmental variables in analyzing 

and exploring the career development (Fitzgerald & Betz, 1994). Functional theory is the 

primary theory and foundation for most of the cross cultural and international 

management studies, where habits and taken for granted values are representative for a 

society’s culture. Functional theories are constructed on “biological metaphors to 

understand societies” (Kara & Peterson, 2015, p.344). In this case, physical setting is 

considered an influential aspect in terms of work related structures and behavior. However, 

the global changes may have an impact on the initial functional requirements.  

 

Neo-institutional theory suggests that socialization creates the feeling of similarity among 

society’s members. It has been stated that a country needs a structure of rules, norms, 

values and roles in order to have a level of efficiency. Moreover, individuals who are 

newcomers or immigrants need to adapt to this structure even though it might not be 

suitable for them. Also, it transforms the country-nation into a legitimate player in the 

international environment (Kara & Peterson, 2015). So far, cross cultural studies mainly 

focused on people’s motivation, needs or leadership styles. However, there is a lack of 

evidence in careers literature about the national culture influence on career planning of 

students. Nevertheless, several studies (Lent, Brown & Hackett, 2000; Malach-Pins & 

Kaspi-Baruch, 2008) predicted the role of national culture in the career decision making 

process and orientation. Besides the generalized aspect of studies or international exposure, 

the cultural background is an important pillar for reflecting their career orientation. 

Foremost, “the process of career choice is so deeply embedded in cultural and economic factors that it is 

unreasonable to try to develop a theory of vocational development without including those variables” 

(Osipow & Fitzgeralds, 1996, p.329). International differences and influence of national 

culture on the development of career attitudes with respect to students prior to entering 

their first job are also neglected in the career literature (Gunkel et al., 2013).  

2.8 Cross cultural adjustment 

Cross cultural adaptation means “the degree of comfort the individual feels in his or her new role and 

the degree to which he or she feels adjusted to the role requirements” (Lin, Chen & Song, 2012, p.543). 

In general, people develop certain patterns after the first six months in a different country. 

Black (1988) developed a model based on three dimensions: general adjustment, interaction 

adjustment and work adjustment which reflect the chronological stages of adapting to a 

new environment. General adjustment is represented by basic factors such as weather, 

food, living conditions. Interaction adjustment is the most challenging stage and represents 

the extent to what individuals interact with locals. Work adjustment involves the 

adjustment to work roles, jobs tasks and work environment. 

 



 

 19 

Ward and Kennedy (1992) developed another model based on two categories of cross 

cultural adjustment. The first phase, namely, the psychological adjustment is perceived as 

the comfort and familiarity of an individual in a new environment. However, the second 

phase, socio-cultural adjustment is seen more complicated due to the individuals’ 

perception and ability to adapt to a certain setting through interaction. Besides cultural 

intelligence as mediator for cross cultural adjustment, emotional intelligence has been used 

to achieve the adjustment in a different cultural setting (Lin, Chen & sung, 2012). In case of 

organizations, the success or failure of expatriates is based on their cross-cultural 

adjustment skills. In a multicultural business environment, managers as well as employees 

need to develop their capabilities and knowledge regarding cultural aspects in order to have 

a successful relationship and communication. A critique brought to emotional intelligence 

in relation with cross cultural adjustment relies on the presumption that emotional 

intelligence may be culturally specific. Therefore, individuals with high emotional 

intelligence in their home countries may have issue generalizing emotions across cultures 

(Marsh, Elfenbein & Ambady, 2003). Yet, emotional intelligence is considered vital for 

cross cultural adjustment because it controls the negative emotions of individuals and 

increases sensitivity of cultural differences (Lin, Chen & Sung, 2012). 

2.8.1 Cultural intelligence 

Previous research (MacNab, Brislin, Worthley, 2012; Ng & Earley, 2006; Earley & Ang, 

2003) defined cultural intelligence (CQ) as one’s capacities to interact and be effective 

across and within cultures. Cultural intelligence does not only mean understanding various 

cultures, but how to adapt and effectively interact with other cultures (Livermore, 2011). It 

refers to the knowledge of norms and values of the host country in terms of legal, social 

and economic aspects through a personal experiences and revising mental models 

(Guðmundsdóttir, 2015). Therefore, individuals with high cultural intelligence are less likely 

to misinterpret the cultural interactions (Eisenberg et al, 2013).  

 

The foundation of cultural intelligence consists of the simultaneous interaction of four 

dimensions: Meta-cognitive CQ, cognitive CQ, motivational CQ and behavioral CQ (Lin et 

al., 2012). The Meta-cognitive CQ represents one’s ability to grasp and understand 

information. The cognitive CQ is represented by the general knowledge which influences 

the interaction with individuals from other cultures. The motivational CQ reflects one’s 

motivation to adapt to unfamiliar settings. The behavioral CQ emphasizes individuals’ 

ability to interact appropriately, verbal and non-verbal, with other cultures (Lin et al., 2012). 

 

There is an increased need of understanding the national culture in management studies 

and practices as cultural competences and skills have become fundamental in the current 

business environment (Guðmundsdóttir, 2015). At the same time, business schools 

responded to the increased need of cross-cultural competencies and boundaries for 

studying abroad have opened. Studying abroad has been considered a suitable approach for 

developing cross-cultural understanding and fostering communication skills, understanding 

the current issues of the world and strengthening individuals’ language skills (Norris & 

Gillespie, 2009). In addition, the exposure to an international environment influences the 
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development of cultural intelligence (Sahin et al., 2012). The international exposure 

provides cultural consciousness, awareness and knowledge. Furthermore, it offers the 

opportunity of exploring their own culture and how to appreciate the differences or 

similarities among cultures. In terms of motivation, studies have emphasized the impact of 

international exposure on individual’s willingness to explore different settings and contexts 

or communicate with other cultures.  

2.8.2 Emotional intelligence 

 

Emotional Intelligence (EI) is a combination of competences for identifying, processing 

and managing emotions (Matthews, Zeidner & Roberts, 2008). Emotions influence the way 

people think, feel and behave. From a psychological perspective, Emotional Intelligence 

describes “the relevance of emotions for intellectual functions” (Gabel, Dolan & Cerdin, 2005, 

p.377). As a response to Emotional Intelligence advocates, Locke (2005) argued that the 

ability to empathize with one’s emotion is not an issue of intelligence. Additionally, 

emotions reflect one’s beliefs and values; therefore, they might be wrong or irrational. 

Consequently, in Locke’s study (2005), emotions are not considered a tool of knowledge. 

 

The concept becomes more complex and interesting at the same time with the shift of 

traditional management towards true leadership (George, 2000). EI is considered effective 

and meaningful for the leadership development and at the same time, other scholars see a 

mismatch between leadership and emotional intelligence due to the dark sides, such as 

manipulation (George, 2000) Organizations need high qualified professionals able to 

effectively transmit knowledge at global level therefore soft competencies have become the 

competitive advantage of global managers (Gabel, Dolan & Cerdin, 2005). Emotions play 

an important role when choosing a career and emotional intelligence is considered a “critical 

variable for explaining career choices and success” (Jiang, 2014). The career decision making 

process is easier for individuals with higher emotional intelligence due to their ability to 

understand the consequences of their choices. Moreover, the uncertainty in the job market 

requires emotional adjustment (Coetzee & Harry, 2013). A study based on the challenges 

faced by students prior to enter the job market and their perspectives towards employers’ 

requirements emphasized the possible mismatch between the high level of general 

knowledge and ability to find their place into society. However, according to Farnia and 

Nafukho (2015), the job responsibilities, positional and personal factors have a great 

influence on EI evolution. It is speculated that leaders of non-profit organizations have a 

higher emotional intelligence in comparison with their profit driven counterparts. Also, the 

emotional intelligence is more likely to be higher at top level management in comparison 

with middle managers (Farnia & Nafukho, 2015). 

 

Context is also representative for developing an emotional intelligent behavior and 

interpreting one’s reaction or choices. It is suggested that “EI is constructed within the norms of 

the society” (Farnia & Nafukho, 2015). Nevertheless, the lack of cultural diversity in terms of 

EI tools has been criticized (Farnia & Nafukho, 2015). Cultural background and gender 

impacts the emotional behavior leading to unique emotional experiences (Jiang, 2013). 
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Emotional intelligence is considered a mediator between the cultural features of home and 

host countries of global managers, leading to a better and faster cross cultural adjustment 

(Lin, Chen & Sung, 2012).  

2.9 Generation Y 

It is understandable that within companies, there are older and younger people working 

together with different visions and perspectives. Even though there is a lack of evidence 

regarding the birth years of each generation, it was mutually agreed that there are 4 

categories of cohorts: Veterans, Baby Boomers, Generation X and Generation Y or 

Millennials (Lyons et al., 2012). Each generation exhibits a unique pattern of behavior 

(Hess & Jepsen, 2009) influenced by common formative experiences developing a unique 

identity totally different from previous or future generation (Lyons et al., 2012). The 

individuals born in this period grew up “in an age of instant global communication and material 

excess” (Valentine & Powers, 2013, p.596). Generation Y is considered one of the biggest 

generations of the world with highly mobile and great expectations individuals. 

 

In order to have a better understanding of the behavioral pattern of Generation Y, a 

psychographic profile including the similarities and differences of Millennials and 

Generation X was conducted by Valentine and Powers (2013). Even though the study aims 

to emphasize the consumer behavior of Generation Y, the general traits are useful in 

understanding their orientation towards careers as well. Marketers needed to adapt and 

discover new approaches to attract the individuals as this cohort was recognized as the 

more challenging cohort. Critically thinking, the same practices were adopted by 

organizations in order to align with the objectives of the new generation which led to a 

career shift.  

 

Moreover, when defining the characteristics of Generation Y, the four pillars need to be 

emphasized: employment terms and conditions, management approach and organizational 

culture, personal career development and personal values (Maxwell & Broadbridge, 2014, 

p.548). Another feature of Generation Y is the desire of rapid development and 

development of new skills whilst keeping the balance between work and personal life 

(Maxwell & Broadbridge, 2014). For a Millennial is crucial to have a meaningful career and 

personal life besides the financial rewards of a job (Maxwell & Broadbridge, 2014). 

Moreover, Millennials focus more on social causes and are interested in socially responsible 

companies (Valentine & Powers, 2013). 

2.10 Studying abroad and global career 

Until now, there are few studies showing the direct relationship between studying abroad 

and global career. Instead, majority of the research concerning studies abroad focused on 

language skills, development of psychosocial skills of individuals and interest in a career 

direction (Norris & Gillespie, 2009). Another direction highlights the vital role of 

international experience to international career-orientation of students (Crossman and 

Clarke, 2009) or points out the study-to-work transition among international students 

(Mosneaga and Winther, 2012). Noticeably, Baruch et al. (2013) mentioned students 
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studying abroad having a lot of common features with self-initiated expatriates due to their 

willingness to develop themselves within an educational framework. The European Job 

Mobility Portal (2016) highlights the significant impact of living and studying abroad on 

enhancing the employment prospects. From the employers’ perspective, living and studying 

abroad is a bonus in terms of competences. 

 

International students are seen as potential group in the global pool talent (Wei, 2012). 

Moreover, this group is likely to be a dynamic workforce due to their highly-educated skills 

and competencies. Mohajeri, Norris and Gillespie (2008) suggest that living and studying in 

another country truly shape certain characteristics of global career orientation among 

participants. Most importantly, this impact is recorded to be long-lasting and the decision 

of following a global career path appears in a wide range of professional fields. In 

particular, intercultural awareness, language skills, personal development and international 

networks evolve along with the period of studying abroad, thereafter, laying a significant 

foundation on initiating their global mindsets and global interest. Hence, it is critical to 

present an implication that “Study abroad may be the key that opens the global career door” 

(Mohajeri et al., 2008. p.389) 
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3 Methodology 

3.1 Research philosophy 

3.1.1 Interpretivism 

Interpretivism is the most suitable research philosophy for this paper. Interpretitive 
paradigm is characterized by understanding the subjective meanings of individuals 
(Goldkuhl, 2012). Interpretivism is a response to positivist paradigm stressing the 
complexity of business world and moving away from the rigid theories (Saunders et al, 
2012). The interpretivist approach focuses on humans as social actors who interpret their 
and other’s roles according to their own meanings (Saunders, 2012). When talking about 
human beings, researchers have raised a question mark in terms of positivist approaches 
about knowledge (Heshusius & Ballard, 1996). 
 
The interpretation of respondent’s answer facilitates meeting the purpose of the thesis. 
Also, interpretivism is useful in understanding how Generation Y will acquire a new set of 
skills according to the changing business environment. Moreover, it will explore how the 
global careers are perceived depending on the national cultural background. Therefore, 
interpretivism offers multiple perspectives regarding the same concept. This approach is 
suitable for exploring the values and cognitive models of indentifying the opportunities. 
Interpretative research method has direct application to human resource development and 
it helps explicate the essence of human experiences.  
 
In this case, phenomenology would have been a more suitable approach for exploring the 
global career concept due to its focus on the complexity and richness of the human 
experience. In a phenomenological research, the researchers do not explore the 
phenomenon itself, but they try to find the essence of the experiences of a phenomenon 
(Gibson & Hanes, 2003). However, due to a limited amount of time allocated, future 
research regarding this topic should be developed as a phenomenological research. 

3.1.2 Ontology  

In terms of ontology, subjectivism is aligned with the purpose of this thesis. Saunders et 
al. (2012, p.132) argued that “subjectivism asserts that social phenomena are created from the 
perceptions and consequent actions of social actors”. The subjectivist approach suggests that 
phenomena are created by other multiple phenomena including social interactions and the 
influence of physical setting (Saunders et al., 2012). The subjective perspective of the 
research will explain why students perceive the reality differently in comparison with others 
taking into consideration different factors.  
 
Nowadays, careers shift towardsthe individuals is “the shaper of his or her experience” (Lent & 
Hackett, 1994, p.98) leading to a social constructionist approach of the research. This 
approach addresses several career issues such as school-work transition, multicultural 
environment, culture, institutions or decision making (Young & Collin, 2004). 
 

3.2 Research approach 

An abductive approach combines deductive and inductive approaches. The thesis has 
started by observing a “surprising fact” (Saunders et al., 2012, p. 147) such as the impact of 
globalization on careers and students’ orientation towards new ways of achieving skills for 
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their future jobs leading to a plausible theory. The data collected has the meaning to 
explore the connection between global career orientation and entrepreneurial orientation 
dependent on cultural values. An abductive approach relies on detailed data which give the 
opportunity of exploring the phenomenon and indentify patterns regarding the pursuit of 
global career (Saunders et al., 2012). 

3.2.1 Qualitative study 

In order to meet the purpose of the thesis, it is necessary to understand the social actors’ 
meanings; therefore, a qualitative study is suitable for the research. The qualitative study 
will facilitate understanding the problem of the thesis. Also, the focus will be on exploring 
different perspective and interpreting them. As a result of using only interviews for gaining 
insights about the topic, the research is considered a mono-method qualitative study 
(Saunders et al., 2012). The qualitative research has the advantage of providing the 
researcher with details leading to new theory building (Doz, 2011). Also, this approach is 
considered appropriate for cross-cultural studies outlining the contextual dimensions of the 
topic under research (Doz, 2011). 

3.2.2 Exploratory study 

The thesis is based on an exploratory study, giving the opportunity to ask open questions 
and gain insights about global careers and the influence of cultural values (Saunders et al., 
2012). The exploratory study is suitable due to its flexibility and opportunity to add new 
perspectives regarding the topic. The advantage of using an exploratory study consists of 
exploring the topic in depth and not giving a certain conclusion of the research question. 
Furthermore, “exploratory research tends to tackle new problems on which little or no previous research 
has been done” (Brown, 2006, p.43). 
 

3.3 Research Strategy 

3.3.1 Case study 

In order to gain more in-depth insights and explore a phenomenon, a case study approach 
aligns with the research’s purpose. Saunders (2012) argued that a case study explore a 
research topic or phenomenon within its context. Through the case study strategy, data will 
be collected from various actual students and young graduates in order to understand how 
their cultural background affects their orientation towards global careers and how the new 
set of skills is achieved in a globalised and challenging world.  
 
Eisenhardt and Graebner (2007, p.25) argues case studies are “empirical descriptions of 
particular instances of a phenomenon”. Also, the theory develops by creating patterns within 
cases. This thesis uses as a case study AIESEC, a global network led by youth for youth. 
However, in order to explore the topic, only several cases across Europe were chosen for 
the research such as: Switzerland, Sweden, Norway and Iceland. The reasoning behind 
these countries will be further developed in the Sampling section. 

3.3.2 Choice of the case study 

This paper aims to explore the perceptions on global careers from the Millennials’ 
perspective and understand whether the cultural background influences the pursuit of a 
global career. Also, this research introduces a new type of global careerist according to the 
actual business environment. In order to explore this phenomenon, it is necessary to 
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choose a case which is aligned with these assumptions. AIESEC offers the opportunity of 
exploring multiple perspectives and cultures within the same organization. Additionally, the 
entity is a worldwide youth organization which allows the research to focus on the 
Millennials as the main target. AIESEC is the context for exploring the global career 
concept through students in leadership position perspective due to its similarity to a 
multinational company in terms of organizational structure. Their activity in the last 67 
years such as providing young people with the self-driven, practical and global experiences 
is another argument for choosing AIESEC as a case study. Due to their vision and mission, 
AIESEC represent the ideal setting for exploring the gap between individuals’ objectives 
and organizations’ requirements. However, the research has been limited only to AIESEC 
in Europe. 
 

3.3.2.1 AIESEC 

“AIESEC is more than 60 years old and alive as a global organisation transgenerational and united by a 
personalized capital of trust” (Jean Choplin, Founder of AIESEC). 
 
AIESEC was founded in 1948 by Belgium, Denmark, Finland, France, The Netherlands, 
Norway and Sweden according to the social, economic and political environment at that 
time (AIESEC Annual Report, 2014-2015). Recently after the World War II, the 
organization aimed for “peace and fulfilment of humankind’s potential” (AIESEC Annual Report, 
2014-2015). Nowadays, when referring to “peace”, the organization focuses on all types of 
conflicts from various reasons.  
 
AIESEC is a global, independent, non-political, not for profit youth run organization. In 
addition, it is the world’s largest youth led network for young people (AIESEC Homepage, 
2016). In a challenging world, AIESEC does not discriminate on the basis of ethnicity, 
gender, sexual orientation, religion, national or social origin (AIESEC Homepage, 2016). It 
facilitates the leadership development of young people through their projects, programs 
and values (AIESEC Annual Report, 2014-2015). AIESEC has six core principles in order 
to develop the leadership potential of young people: Striving for excellence, demonstrating 
integrity, activating the leadership, acting sustainably, enjoying participation and living 
diversity (AIESEC Homepage, 2016). 
 
In order to focus on the international aspect of the organization, the structure will be 
further developed. AIESEC has more than 70.000 volunteers and full-time staff in 126 
countries. The Global Team consists of 14 nationalities. Every year, a new Global 
President along with a leadership team is elected to lead and manage the global network 
(AIESEC Homepage, 2016). There are 126 member committees worldwide. Furthermore, 
the Member Committees are the management teams who coordinate the Local Committees 
across a country. The Local Committees are city or university based offices which deliver 
internships or volunteer programmes aside other products as well (AIESEC Homepage, 
2016). Being part of these committees implies leadership and management positions which 
facilitate the delivery of AIESEC’s vision. AIESEC offers the opportunity for students to 
complement their studies and develop their skills on campus. Firstly, students get involved 
by volunteering as team members. Afterwards, they have the opportunity to take a 
leadership role within local committees and further on at a national office (AIESEC 
Homepage, 2016). 
 
Another interesting aspect of AIESEC emphasizes their partnerships with companies as 
well as NGOs or iNGOs (AIESEC Homepage, 2016). Moreover, their products and 
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services have the meaning to provide their partners with global talent with cross cultural 
expertise and people who are able to work across cultures effectively. As a result of being 
deeply rooted in the international environment, the organization aims to provide cross-
cultural exchanges where youth can work and volunteer in non-familiar environments 
(personal communication, 2016). Between 2010 and 2015, the organization had 91.251 
experiences for Global Citizen (6-8 weeks of volunteering) program and 23.361 experiences 
for Global Talent (professional internships) program (AIESEC Annual Report, 2014-
2015). The Global Talent Program bridges the gap between recent graduates and 
companies or organizations. Through this program, AIESEC is working directly and 
indirectly with youth unemployment, one of the most important issues of today’s 
generation and business environment. Also, the Global Citizen Program allows young 
people to find themselves in challenging environments where they can have an impact on 
the global issues by developing a sense of world citizenship. 
 
In terms of legalities, the organization has agreements with governmental institutions 
offering work permits exemption for interns across the world. What is more, the full-time 
employees, such as the representatives of the national teams are hired as trainees or interns 
(personal communication, 2016).Youth Speak Forum is a movement of AIESEC through 
which youth have the opportunity to speak up in terms of the bridge created between 
opinions and decision making process. It focuses on the disconnection between education 
and employment from the perspective of the most educated generation. 

3.3.2.2 YouthSpeak Forum Insights  

Based on a survey of 42,257 respondents across 100 countries, information about the 
Millennials’ perception on the actual state of world will be provided for a better analysis of 
the topic. 61% of the respondents are willing to pursue an entrepreneurial path in the near 
future. 53% of the respondents observe a difference in terms of what they need in real 
world and what they learn. As a matter of fact, education is ranked as the first issue of 
Millennials that needs to be improved. Learning, having a meaningful work, dynamic 
experiences, positively impact the society are the main drivers of generation Y mentioned 
in the survey. This generation is more comfortable with relocation and business travels, 
however, high level management still decide to send abroad older people (YouthSpeak 
Report, 2015). 
 
The same survey outlined the desire of 68% of respondents to learn through experiential 
learning, followed by volunteering and on the job training. Furthermore, the majority of 
respondents see themselves working in a multinational company. The workplace is seen as 
a place where entrepreneurial work culture is fostered, they have the ability to gain access 
to dynamic and global experiences and constantly learn and grow. When describing the 
ideal workplace, the respondents mentioned as the most important: creative, challenging, 
fun, global, dynamic and purposeful (YouthSpeak Report, 2015). 
 
The preliminary report of YouthSpeak (2016) focuses on how to engage the Millennials in 
the actual job market. Therefore, the three main motives that drive Millennialls in life are: 
family, the purpose in life and love while power and authority, social status and recognition 
are at the end of the list. Moreover, they considered governments and youth led 
organizations as the most influential institutions for society. 
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3.3.2.3 Cultural dimensions 

The countries used in this thesis will be compared using Geert Hofstede’s tool based on 
the cultural dimensions (Hofstede, 2010). This section will be helpful for developing a 
proper analysis of the influential aspects in terms of pursuing a global career. Also, it has to 
be taken into consideration that the following descriptions of the societies are only 
generalizations and the differences between individuals are significant. 

Table 2 Cultural Dimensions 

Country Power 
Distance 
Score 

Individualism 
Score 

Masculinity Uncertainty 
Avoidance 

Switzerland 34 68 70 58 

Sweden 31 71 5 29 

Norway 31 69 8 50 

Iceland 30 60 10 50 

Romania 90 30 42 90 

Brazil 69 38 49 76 

Italy 50 76 70 75 

Croatia 73 33 40 80 

Ghana 80 15 40 65 

Germany 35 67 66 65 

 

3.3.3 Power distance 

Power distance reflects the society’s attitude towards inequality and position among individuals (Thornton, 
Ribeiro-Soriano & Urbano, 2011).  
 
The host countries of AIESEC members are defined by a low power distance. Switzerland, 
Sweden, Norway and Iceland present scores under 35. Independency, equal rights, 
empowering management and decentralized power are several characteristics of countries 
with a low score on this dimension. The main driver of these countries is the minimization 
of inequalities amongst people. Also, Germany is characterized by a low score in terms of 
power distance. On the other hand, the majority of home countries are defined by a higher 
power distance score, except for Germany. The countries with a higher power distance 
accept hierarchies, social status is very significant and powerful people have more benefits. 

3.3.4 Individualism 

The individualism dimension is focused on the orientation of society of acting individually or in concert with 
others (McGrath et al., 1992).  
 
The majority of countries have a high score in terms of individualism cultural dimension. 
Individualist societies put a great emphasis on the sense of duty and responsibility, 
especially in terms of the relationship between employee and employer. Countries with a 
high score of individualism focus on management of individuals and there is a balance 
between work and private life. In general, individualist societies are self centred. In 
contrast, collectivist societies, namely Romania, Brazil, Croatia and Ghana, present a long 
term commitment to the “group”. The communication is context-rich and long lasting 
relationship are built even in business. Other studies argue that Norwegians are both an 
individualistic and collectivistic society. They are taught to value the needs of society and at 
the same time, they care about their independency (Neuliep, 2014). 



 

 28 

3.3.5 Masculinity  

This cultural dimension refers to the distribution of roles between men and women within a society 
(Hofstede,  Hofstede & Minkov, 2010). 
 
Switzerland, Italy and Germany are masculine societies characterized by a success 
orientation, competition and performance. Success is usually reflected in the social status 
and material assets. As it can be seen, Sweden, Norway and Iceland have the lowest scores 
on the masculinity cultural dimensions, followed by Romania, Brazil, Croatia and Ghana 
which are relatively feminine societies. Therefore, they are called feminine societies, mainly 
driven by consensus, solidarity and quality in their working lives. Sweden has the lowest 
score within the studied countries and is characterized by “lagom”. The concept ensures 
that people do not brag and everybody has enough. Managers are supportive and 
involvement is the key in order to achieve the objectives. In general, conflicts are solve 
through negotiation and feminine societies focus on long discussions until consensus is 
reached. 

3.3.6 Uncertainty Avoidance 

The uncertainty avoidance dimension describes the level of tolerance for ambiguity within a society (Hofstede, 
1984). 
 
The majority of studied countries have a high score in terms of uncertainty avoidance 
except for Sweden, Norway and Iceland. The uncertainty avoidance dimension reflects the 
rigid code of beliefs, need for rules, intolerance to unusual behaviour and careful analysis of 
situations. Legal systems are also used for structuring life, especially in Germany. Brazil, 
Romania and Italy are also not comfortable in ambiguous situations, reflected in a richness 
of laws and bureaucracy. However, these countries have their Latin roots in common 
which reflected in their overall open manner of expressing their emotions through body 
language. Furthermore, there is a contradiction between laws and compliance of 
individuals. Sweden has the lowest score in terms of uncertainty avoidance among the 
studied country. Therefore, it is suggested the relaxed attitude where practice overpasses 
principles. Ambiguous rules are not taken into consideration and innovation is not seen  as 
a threat to the society. 

3.4 Data collection 

3.4.1 Primary data 

Primary data will be collected through semi-structured interviews aligned with the 
qualitative research. Also, the semi-structures interviews facilitate the exploration of the 
topic from different perspectives (Saunders et al., 2012). The interviews aim to explore how 
global careers are perceived and how does the national culture influence the pursuit of 
global careers. 

3.4.1.1 Interviews 

Fourteen semi-structured interviews were conducted in order to explore the global 
career phenomenon and skills gap. They were conducted with various students and young 
graduates in leadership positions across AIESEC Europe including: Sweden, Norway, 
Iceland, and Switzerland. Firstly, they were contacted via e-mail in order to establish the 
connection. Afterwards, the interviews were scheduled. The interviews were conducted 
face to face and via Skype taking approximately 30 minutes each. The interview consisted 
of ten open questions. Due to the fact that the interviewees were spread across Europe, the 



 

 29 

interviews were conducted in English. Piekkari and Reis (2004) argued the language has to 
be aligned with the situational conditions. Even though, the respondents had different 
cultural backgrounds, their position within AIESEC implies English as a common language 
for internal communication. 
 
The interviewees expressed their consent for being recorded and the confidentiality and 
anonymity were ensured. The interviewees received the same set of questions; however, 
their use varied from interview to interview depending on the answers. The semi structured 
interview aimed to understand and provide further understanding of the interviewee’s 
attitudes and opinions regarding the topic (Saunders et al., 2012). Due to the qualitative 
research, the questions were formulated in order to provide information on meanings and 
experiences (Piekkari & Reis, 2004). The questions were constructed based on several 
topics such as: cultural background, experience within the organization, leadership 
development in AIESEC and universities, perception on global career and motivation. The 
questions can be found in Appendix 1. The following table will provide the number of 
interview respondents, their host countries as well as host countries. Moreover, this table 
will ease the process for further analysis of cultural background of the respondents. The 
acronyms will be further explained in Table 4. 
 

Table 3 Interview Respondents 

 Interview 
Respondents 

HOST COUNTRY HOME 
COUNTRY 

Interviewee 1 MCVP Switzerland Romania 

Interviewee 2 MCVP Switzerland Brazil 

Interviewee 3  MCP Switzerland Switzerland 

Interviewee 4  MCVP Switzerland Italy  

Interviewee 5  MCVP Sweden Sweden 

Interviewee 6 MCVP Sweden Croatia 

Interviewee 7 MCP Sweden Ghana 

Interviewee 8 MCVP Elect in 
Switzerland 

Sweden Romania 

Interviewee 9 LCP Elect in Sweden Sweden Romania 

Interviewee 10 MCVP Elect in 
Switzerland 

Sweden Romania 

Interviewee 11 MCP Norway Romania 

Interviewee 12 LCP Elect in Iceland Iceland Iceland 

Interviewee 13 MCVP Iceland Germany 

Interviewee 14 NST Iceland Romania 

 

Table 4 Acronyms positions within AIESEC 

Acronym Explanation 

MCVP  
 

Member Committee Vice President 

MCP  
 

Member Committee President 

LCP  
 

Local Committee President 

NST  National Support Team 
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3.4.2 Sampling 

Sampling was the most important aspect of collecting data for this research. Consequently, 
samples had to be carefully chosen in order to be meaningful and justified (Saunders et al., 
2012). The purpose of the sampling process was to find knowledgeable people able to offer 
insightful details on the topic (Doz, 2011). For this thesis, the purposive sampling was the 
most appropriate.  The cases are identified based on a specific feature, such as being in a 
leadership position. According to Saunders et al. (2012), this strategy is also called critical 
case sampling. The purposive sampling implies researcher’s judgement for selecting the 
cases. Based on the topic and purpose of the thesis, only AIESEC members were taken 
into consideration. However, it cannot be considered statistically representative for the 
population (Saunders et al., 2012) in comparison with a probability sampling. 
 
According to Palys (2008), a type of purposive sampling is called “criterion sampling”.. 
This research aims to explore a new type of global career, the students in leadership 
positions. Consequently, the main goal of widening the sample was to find student or 
young graduates working in a multicultural environment and internationally exposed. 
Moreover, the snowball sampling has been partially used. Initially, two individuals from 
the personal network of researchers of this thesis with leadership positions within AIESEC 
were contacted for interview. Afterwards, they were asked to identify further cases leading 
to a volunteer sampling. 

3.4.3 Secondary data 

 

Besides the primary data, secondary data is an important pillar for the development of this 
topic. In this case, the focus was on gathering information about AIESEC, youth 
unemployment and perceptions about future, global and job mobility. Continuous and 
regular surveys were the most appropriate data provider for highlighting the topic of 
interest.  According to Saunders et al. (2012), continuous and regular surveys are useful 
resources to set in context the research findings from primary data. In general, these 
reports are used for other purposes however, they can provide new knowledge. Also, the 
availability and suitability of secondary data were taken into consideration. 
 

3.4.3.1 Institutional approach 

Examples of formal institutions will be provided in order to build a solid foundation for 
this study and contrast the differences or similarities among countries. The following tables 
will present an overview of the countries in terms of human development, economic 
conditions and economic freedom. The reasoning behind this approach is to build a deeper 
analysis of participants’ motivation for pursuing a global career. 
 
The following table will expose the basic economic conditions of the countries used for 
this research. The categorization is based on per capita gross national income (GNI) in 
2013 leading to: low income, lower middle income, upper middle income and high income 
countries (World Economic Situations and Prospects, 2015). 
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Table 5 Gross National Income per capita 

Low income              
(< $1,036) 
 

Lower middle 
income  
($1,036 - $ 4,085) 

Upper middle 
income  
($4,086 - $ 12,615) 

High income             
(> $12,615) 

 Ghana Brazil 
Romania 

Croatia 
Germany 
Iceland 
Italy 
Norway 
Sweden 
Switzerland 

 
 
The Human Development Index is an extension of economic growth for assessing the 
development of a country based on three dimensions: long and healthy life, knowledge and 
living standards (Human Development Report, 2015). Norway, Switzerland, Germany, 
Sweden and Iceland have a very high human developed being ranked among the first 20 
countries worldwide followed by Italy and Croatia. In addition, Romania and Brazil are 
included in the high human development category, while Ghana is characterized by a 
medium human development index. 
 

Table 6 Human Development Index 

Country Worldwide 
Rank 
(188 
countries) 

Human 
Development Index 
(2014) 

Switzerland 3 0,930 

Sweden 14 0,907 

Norway 1 0,944 

Iceland 16 0,899 

Romania 52 0,793 

Brazil 75 0,755 

Italy 27 0,873 

Croatia 47 0,818 

Ghana 140 0,579 

Germany 6 0,916 

 
*green = very high human development; yellow = high human development, 
orange = medium human development 

 

Countries with high economic freedom are able to respond to individuals’ demands and 
living standards are continuously improving. Also, the economic freedom positively 
influences the society and economy. The economic freedom index is built on four 
categories, such as rule of law, government, regulatory efficiency and open markets. 
However, for this study, freedom from corruption and labor freedom are the most 
relevant. The Economic Freedom Index is based on a study of 178 countries worldwide 
(The Index of Economic Freedom, 2016) 



 

 32 

Table 7 Economic Freedom Index 

Country Economic 
Freedom  
(World 
Rank) 

Freedom 
from 

Corruption     
( World 
Rank) 

Labor 
Freedom 
(World 
Rank) 

Background 

Switzerland 4 5 37  Relatively flexible 
labor regulations 

 Minimum tolerance 
for corruption 

Sweden 26 4 121  Tough employment 
protection  

 Discouraged job 
mobility 

Norway 32 5 143  Well established 
anti corruption 
measures 

Iceland 20 12 92  High quality of legal 
framework 

 Minimum tolerance 
for corruption 

Romania 61 71 65  Insufficient judicial 
system 

 Slightly rigid labor 
regulations 

Brazil 122 71 125  Insufficient 
infrastructure 

 High tax rates 

Italy 86 71 123  Rigid labor market 
 A large informal 

sector 

Croatia 103 63 166  Failed labor law 
adopted in 2014 

Ghana 72 63 110  Political corruption 
 Labor force in 

informal economy 

Germany 17 12 134  Working hour 
flexibility 

 Low unemployment 
rate 
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3.5 Data analysis 

The research is based on an interpretative approach, therefore, qualitative data are likely to 
be ambiguous and complex (Saunders et al., 2012). Furthermore, the qualitative data is 
represented by words and their meanings have a great importance for the interpretative 
approach. Therefore, according to Saunders et al. (2012), the quality of the qualitative 
research relies on the interaction between data collection and data analysis. Coding 
represents a way of analysing the data. The primary focus is to find relevant pieces within 
the data and develop patterns. Also, the criteria are a primordial aspect of coding. In this 
case, the coding process has begun by writing the transcriptions in separate word 
documents. The documents were named according to the home country of the 
interviewees and the acronym of their position within AIESEC. Writing transcriptions and 
analyzing data worked hand in hand in this case. 
 
Tables were created with interviewees’ answers according to each question for easing the 
categorizing process. Themes, such as motivation, perception of global career, skills, 
leadership development, multicultural environment, cultural background were identified. 
Also, the data analysis will facilitate the pattern creation in terms of the above factors 
across the organization. 

3.6 Validity 

Due to the fact that this thesis is built on an interpretative philosophy, the external validity 
relies on “the extent to which the findings of one study can be applied to other situations” (Shenton, 
2004). However, it has been suggested that even when using a small sample, the findings 
and conclusion remain universal. In this case, the researchers put emphasis on providing 
enough information in order to have a general understanding of the topic and 
phenomenon. Internal validity refers to the ability of generalizing within the setting or 
institution (Maxwell & Chmel, 2014). For internal validity, it is necessary to take into 
consideration the potential biases like culture and social structure which may influence the 
individuals. 

3.7 Research ethics 

Ethics suggests not harming the others and avoiding poor practice or malpractice. During 
the research process, the ethical principles suggested by Saunders et al. (2012) were 
respected. Confidentiality, privacy and anonymity of interviewees were ensured. All 
participants were informed about the research topic beforehand. Also, the topic was 
developed from a broad perspective without academic concepts for a better understanding. 
The interviewees could exercise their right of how they participate to the study. The 
information was carefully transcribed, checked, corrected and accurately reported. 
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4 Findings 

4.1 Primary data 

4.1.1 Definition of global career 

Generally, global career was associated with diversity and freedom of movement. Majority 
of interviewees connect global careers with the mobility in “different countries” and 
“international component” or careers that are “not confined to national or regional borders”. 
Additionally, only three interviewees mentioned the corporate context, such as transfer to 
other countries, in relation to the global career as the main provider for global 
opportunities. Through their perspective, the diversity in places is distinguished by 
geographical boundary. Following this perspective, “travelling” is mentioned as a must 
activity in order to have a global career.  
 
“Global career occurs when you can work from Starbucks. It does not depend on location, you can work 
from everywhere. You don’t have to be stuck in an office” (Interviewee 6) 
 
Additionally, multi-cultural environment is mentioned as part of the global career path by 
four interviewees. Consequently, global career is perceived as the interaction with people 
from diverse backgrounds, “a global network” or as “multitude of interconnected worldwide strings”. 
Interestingly, one interviewee included “virtual” for explaining an intercultural team. 
However, besides the different characteristics of colleagues, additional factors related to 
multi-cultural context can be found. 
 
“A career in which you have the opportunity to interact with people from diverse backgrounds (different 
cultures, races, sex, educational backgrounds, nationalities, sexual orientation, etc) embracing and taking 
advantage of diversity” (Interviewee 11) 
 
Three interviewees linked global career with benefits for personal development where 
individual competences, skills and knowledge are enhanced in the international 
environment. Moreover, global career was mentioned as a set of abilities such as 
“negotiation” and “cooperation” in connection with interaction with other colleagues in an 
international environment. On the other hand, one interviewee found the compatibility 
between individual and employer highly involved. One member suggested that career paths 
only reach the success when individuals are allowed to develop their skills, share knowledge or 
grow personally and professionally. 
 
“A career path that will allow you as an individual to pursue what you are good at and what you like to 
do, anywhere in the world where yourself or your employer will find suitable. In my opinion, a global career 
is taking the best between your chosen career path and the travelling one always wanted to have” 
(Interviewee 8) 

4.1.2 Motivation 

4.1.2.1 Motivation to become AIESEC members  

The majority of interviewees have been AIESEC members for more than three years, 
except Interviewees 4 and 9. The majority of the interviewees acknowledged that their 
main reason for joining the organizations was their willingness for self-development 
followed by the travel and working in an international environment. 
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Interestingly, several members were driven by the motivation of building their career 
preparation by expressing this perspective through specific words, such as “work experience”, 
“relevant experience”, “related to my studies”, “professional development”, “CV”. Also, the reasoning 
behind joining the organization is usually associated with “opportunities” or “experience” 
 
“The prospect of enriching my CV was also very appealing, but my main priority at that point was to 
develop and learn new skills in a practical way.” (Interviewee 10) 
 
“I wanted to become a member because AIESEC is an international organization and I was thinking I 
will have the opportunity to travel. I love travelling, so I joined” 
 
The second common reason is noted that many interviewees joined AIESEC because they 
wanted to experience the international environment and its multicultural elements. In 
general, interviewees’ motivation comes from expectation of “a new culture” or “inter-cultural 
atmosphere”. Additionally, several interviewees associated their desire for integrating 
themselves into diverse cultures due to their previous relevant experience such as hosting a 
foreign student, or involvement in another international group, such as an ERASMUS 
experience.  Another reason behind their choice is the promotion of AIESESC as an 
international organization for youth operating worldwide. 
 
AIESEC members are students or young graduates and another reason for joining the 
organization is the social one. AIESEC is commonly described as a student organization 
where they can “meet great people around me”, “for fun” and to develop “contacts” and “network”. 
Specifically, one interviewee emphasized the willingness to “contribute to a better world”. Also, 
personal development is explained as self-discovery or understanding their own abilities. 
For example, one interviewee shared that “AIESEC would be the right place to foster my personal 
growth”, while others said “I felt like I have lots of skills to contribute” or “I like to work and 
challenge myself”.  
 
“I chose AIESEC because of the international environment and I could develop myself in a very short 
period of time” (Interviewee 9) 
 
Also, other personal reasons are shared, including the recommendation from friends and 
family or to fulfill the hobby of travelling.  
 
“AIESEC was recommended to me by both one of my classmates and friends and by my aunt who was 
part of establishing AIESEC in Timisoara at that time and had an amazing experience which led to her 
never searching for a job due to the opportunities provided by AIESEC” (Interviewee 1) 
 

4.1.2.2 Motivation to pursue global career 

Both external and internal aspects were given as arguments simultaneously for pursuing a 
global career. Four of the interviewees emphasized the existing issues in their home 
countries as the main trigger for crossing-border path. Firstly, the employment matters are 
mentioned, though the degree varies in each country. For example, participants mentioned 
shortage of job opportunities, serious unemployed problems or working conditions or 
“corrupted society” as factors influencing their hesitation to work in their respective home 
country. Furthermore, the dissatisfaction regarding current societal norm and political 
concern drive these students to think of working abroad. On the other hand, one Swedish 
interviewee shared that the higher life quality in Sweden than in other places discouraged 
her from living abroad. 
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“It was the lack of exciting opportunities in my province and the relatively closed mindset and complaining 
culture of people” (Interviewee 13) 
 
Personal motivations are found to be more frequent and diverse. The desire for personal 
growth through experiencing and gaining knowledge is the most common drive among the 
interviewed members. Three interviewees shared they were excited about experiencing 
other cultures. Besides gaining “cultural knowledge”, “learning languages” and “expanding 
network” are mentioned as other specific motives in term of personal development. 
Additionally, “curiosity” is identified by two interviewees who were willing to take challenges 
and perceived living abroad as an adventure in their lives.  
 
“The reason behind, in my case, is learning about the true nature of different cultures, in order to stimulate 
different social and economic factors for the next generations.” (Interviewee 10) 
 
Moreover, internal motivation is expressed through their willingness to have an impact on 
the society. One of the interviewees argued that this choice will be beneficial for friends 
and society whereas, another interviewee felt motivated when having an impact on the host 
country’s society. In addition, “purposeful work” and “part of global community” are brought into 
discussion in terms of motivation for pursuing a global career. 
 

4.1.2.3 Willingness to pursue global career under AIESEC impact 

All interviewees answered positively that they are highly motivated to pursue global career 
in the future after their active participation in AIESEC. They also expressed that their 
determination and self-confidence were shaped by their experiences and achievements 
which they had gained within the scope of this organization. The strong influence of 
AIESEC on career attitude was also confirmed to be long-lasting. Specifically, one 
interviewee said that her previous perception of global career had completely changed after 
becoming an AIESEC member. She used to think about leaving her home country because 
of feeling the gap between personality and social cultures. Then the experiences with 
AIESEC made her recognize the connection between being global and the desire to 
contribute to the society, including to her home country.  
 
“It helped me have bigger dreams” (Interviewee 14). 
 
“The experience in AIESEC was what made me decide that a global career is what I really want to 
pursue and made me understand very clearly that I’m not confined by any national or cultural borders. In 
that sense, I owe my global career and international experiences to AIESEC” (Interviewee 1) 
 
“You meet people with these career and then you are willing to do it” (Interviewee 6) 
 
“I am living the global career, but to be fairly honest, I still see it as my “youth adventure” and I am still 
planning to go back to Germany and pursue a slightly different career as psychologist (focus on therapy for 
foreigners: where all my AIESEC experiences will help me” (Interviewee 13) 
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4.1.3 Necessary skills for a global career 

Regarding the requirement to pursue global career, a list of skills is mentioned. While some 
are connected with personality traits such as being proactive, open minded, patience, kindness; 
some competences are specific job-related or gained by experiences including  language 
skills, cultural adaptability, teamwork management, communication skills, or solving problem. Among 
them, the “adaptability to culture” is found to be the most common pattern chosen by 
interviewees, being followed by “flexibility”. “Communication” and “open-minded” are the next 
competences which are mentioned equally by interviewees.  
 
“I have noticed that a lot of the skills needed for global careers tend to be the personality traits or soft skills 
compared to a decade ago when it was all about hard skills” (Interviewee 11) 

4.1.4 Cultural background  

4.1.4.1 Opportunity or challenge? 

When asked about perception on cultural background and opportunity hunt in connection 
with the choice of pursuing a global career, the interviewees offered three main responses 
with nearly equal number of students for each. Whilst several interviewees selected either 
cultural background or opportunity hunt as triggers for pursuing a global career, several 
considered both alternatives influential for their choice.  
 
“The cultural background has definitely an effect. Some people are more “hungry” than the others as they 
are the result of the environment factors they’ve encountered” (Interviewee 10) 
 
“ I think the cultural background is a very important factor which enables or drives the desire to pursue a 
global career, but I would not say it would make it a necessity or an opportunity hunt” (Interviewee 1) 
 
Those considering the cultural background as the main contributor to the pursuit of a 
global career explained the reasons coming from their home countries. These interviewees 
recognized that it is not worth going home to find desired employment opportunities 
corresponding to their experiences and competences. One interviewee acknowledged he 
would not be fully satisfied if his global career might take place in his home country. Also, 
from another perspective, the cultural background is considered an incentive for pursuing a 
global career. 
 
“For me, it is a necessity. Even though you have a global career in Romania it is more difficult. The level of 
satisfaction is higher somewhere else, for example the Western countries” (Interviewee 9) 
 
One of the interviewees acknowledged that passion and learning attitudes have driven him 
to think of this professional choice and not his cultural background. Also, the potential 
values of being a global careerist with positive life attitude and opened mindset were 
mentioned. 
 
The answers of interviewees who were influenced by both alternatives were based on the 
perception of globalization issues rather than their own backgrounds or specific interests. 
They described both factors with equal impacts on different subjects such as individuals, 
organizations and community.  
 
“I would like to get insights from other countries that perform better than Switzerland and then bring that 
knowledge back to Switzerland and improve our society” (Interviewee 3) 
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4.1.4.2 International exposure 

Most of the interviewees are international university students or young international 
graduates and their period of studying abroad is included in other international experiences 
besides activities within AIESEC. Also short-term projects, internship, volunteering and 
travelling were mentioned as international exposure.  
 
“It drives me even more, as I think I just scratched the surface for the moment, in terms of what it actually 
means and involves.” (Interviewee 10) 
 
In general, their reaction when recalling these experiences was positive due to their cultural 
understanding improvements and expansion of personal network. Language skills, an open 
minded attitude, flexibility, self-discovery are seen as the main factors with an impact on 
personal development. Moreover, most of the answers focused on the impact of 
international exposure on personal development and it being an incentive for “understanding 
other forms of lifestyle”. One student proudly shared the exposure to an international 
environment offered him “a clear perspective of what I would like to pursue in my career”.  
 
“Studying and working abroad has been a beautiful experience so far with the chance of discovering my 
skills and strengths” (Interviewee 4) 
 
It was generally acknowledged that the impact of the international exposure was not 
significant compared to the AIESEC experiences, especially in terms of future career 
choice. Although interviewees had other experiences, they still stressed the impact of 
AIESEC as a truly international environment.  More particularly, several participants 
emphasized the lack of international exposure prior to attending AIESEC except holidays. 

4.1.5 Multicultural environment 

4.1.5.1 Challenges of working in a multicultural environment 

Potential challenges which global careerists have to deal with in a multicultural 
environment are reflected. In general, the factor of diversity is recorded in many features of 
the global working context. Additionally, participants connected the challenges of working 
in a multicultural environment with the beginning of international experiences 
 
“The main challenges are at the beginning. Adapting to everybody’s way of perceiving time, work and means 
of communication can be overwhelming in the 1st stages.[...] Over a while, after the adapting phase, it feels 
that these initial issues are not that obvious anymore as they start to feel natural.” (Interviewee 10) 
 
The diversity of cultures at the workplace is acknowledged by eight interviewees as the 
main difficulty when pursuing global career paths. There is a set of cultural attributes 
including value, religious traditions, beliefs, perception which are likely to cause potential conflicts 
within a multicultural team. Another mentioned issue is the lack of understanding the 
cultural background of coworkers which would affect the efficiency of team management. 
Several interviewees also mentioned the diversity regarding the mindsets, attitudes and behaviors 
as challenges. While this aspect of diversity was perceived by most of the interviewees as a 
result of different cultural backgrounds, others saw these challenges from the viewpoint of 
individual’s personality.  
“The biggest challenge is to be flexible and to adapt fast” (Interviewee 14) 
 



 

 39 

Communication is included as one of the challenging features in a global setting by six 
interviewees. Specifically, language barrier was mainly pointed out as the most notable 
component in the terms of communication. Nevertheless, several interviewees considered 
the way of communication as important as the matter of language.   
 
 “Obviously, in the beginning you have language barriers, different ways of thinking and reacting, different 
cultures and way of communication.”  
 
Moreover, the challenge of reaching effective communication was described in the 
interaction with other factors of diversity rather than producing separated consequences on 
teamwork. At the same time, maintaining fluent communication all the time at work is seen 
as the stressful task.  
 
“In a working environment, such different perceptions and perspectives can lead to clashes where effective 
communication and the willingness not only to be understood, but to understand becomes highly valuable” 
(Interviewee 3) 
 
Besides the external factors existing at workplace, three interviewees pointed out the 
challenges raised from individual capabilities. Adaptability and flexibility are highly 
emphasized as the major internal obstacles. These abilities were illustrated in both the 
private life of global careerists and their working environment. An answer highlighted that 
“more exhausting than the actual work is adapting in private life”. Also, from an individual 
perspective, personal financial ability and being homesick were taken into consideration 
when pursuing the global career path. Additionally, legal issues in the host country were 
mentioned among which potential barriers that global careerist have to handle. 
 
“People don’t know how to work with different cultures not knowing the procedure-laws of the host 
countries” (Interviewee 6). 
 
“You can take things for granted or believe that your way of doing things is the only right way. Trust, 
flexibility and effective communication need to be high at all times” (Interviewee 13). 
 
Another opinion regarding challenges of a multicultural environment is provided from 
both perspectives: as a foreigner and as a host. 
 
“In my own country I have to be patient in supporting the foreign workers whilst they are adapting to the 
new culture and ways of doing things. When I’m in another country, there is a pressure of adapting 
extremely quickly to a whole new world.” (Interviewee 12) 
 

4.1.5.2 Benefits of working in a multicultural environment  

Benefits of the global working context based on both individual purposes and broader 
impacts on environment are mentioned. Although diversity was mentioned as the main 
challenge of working in a multicultural environment, the same factor “if managed properly” is 
perceived as beneficial for participants. 
 
“Productivity”, “innovation” and “creativity” are the specific patterns used to clarify the positive 
outputs of a diverse team. A well-managed diversity brings together people with different 
viewpoints and ideas which can be seen as a valuable source for creating innovative 
solutions. Additionally, interviewees portrayed a creative environment with “interesting 
conversations” and “a lot of new perspectives and new ways of seeing things”. 
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“Life enriching connections, ideas, evolving as a person, overcoming a huge challenge, success, a more diverse 
and colorful life” (Interviewee 13) 
 
All interviewees realized the multicultural context as setting for self-development in various 
aspects. Gaining deep knowledge on new cultures was mentioned by five students, 
whereas, other three students found the exciting opportunities of enhancing career success 
through expanding network or building new competences. At the same time, flexibility and 
adaptability were two specific skills which were illustrated as advantages of individuals 
working in diverse cultures. There were two members who recognized the development in 
cognition when being involved in a diverse environment. Active learning is brought up in 
discussion in terms of culture, customs, “traditions, values and perceptions of how things work and how 
things should work”. Also, the benefits of working in a multicultural environment are reflected 
in self-development. 
 
“The challenge and cultural understanding. The awareness that it brings about yourself and other issues 
that you have ignored until that point” (Interviewee 8). 
 
“You can view your own culture from different perspectives and you have a different overview of yourself” 
(Interviewee 6) 
  
“You get to know different cultures and customs without being physically in a specific country” (Interviewee 
9) 

4.1.6 Leadership 

4.1.6.1 Leadership development 

All interviewees defined leadership as having influence over other people. Moreover, the 
image of leaders as well as their remarkable impact was portrayed both professionally and 
personally. According to most of the interviewees’ answers, the distinction of a leader from 
others is the ability “to bring people’s visions into a common goal and motivation”. This leading 
function was expressed by different terms such as “create an impact and add value” or 
“supporting others”, “guiding others and striving for their personal and professional development”.  A 
leader is also highly characterized by traits such as being courageous to handle challenges  
and stand up for personal values and “have a sharp mind” or “be crazy”.  
 
What is more,  leadership development has been defined mainly by a self perception as a 
leader. One participant associated leadership with “responsibility upon yourself”, while another 
suggested being “a role model for the others” or “taking initiative in your life with regards to leading by 
example”. “Staying true to your values”, “the best version of myself” are considered the foundation 
for “learning to understand other people and how to develop them” 
 
“Developing yourself enough so you can work in various teams and be comfortable as acting  as a role model 
for the others. Guiding others and striving for their personal and professional development, through your 
advice and empowerment. Being the one who is not afraid to take changes and to drive performance and 
innovation in various ways. Also, be the ‘crazy’ different one, in front, if you feel that it is something to fight 
for” (Interviewee 8) 
 
The meaning of leadership was illustrated in the connection with AIESEC. Two 
participants offered an example of the leadership model developed by AIESEC. From this 
perspective, leadership is “an inner and outer journey”. The inner journey represents the “process 
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through which we challenge our own assumptions and evolve as a person”, while the outer journey is 
significant for “the development process which results from taking on challenges and working in different 
environments”. Only one participant mentioned the support system consisting of “family, 
friends, mentors” as facilitators for leadership development. 
 
Another participant felt excited to say that AIESEC was the first word which came to his 
mind when being asked about leadership development. He also mentioned the AIESEC 
model of leadership but admitted that it has not reached the full potential and added his 
own perspective about abilities of a good leader. Moreover, one participant emphasized the 
negative sides of leadership and its consequences. 
 

4.1.6.2 Leadership experience in AIESEC and university 

The difference between the leadership experiences within AIESEC and universities is 
clearly emphasized through the interviewees’ answers. Only three interviewees 
acknowledged the exposure to leadership development within and academic environment, 
while the remaining said that they did not acquire any relevant skills during their studies. 
Among those who obtained leadership skills at university, the impact of the experience is 
considered limited and not significant. One admitted that the concept of leadership was 
delivered to him only via theories, while another explained that leadership is a part of his 
major study. Only one student shared that the participation in a particular project at school 
in leader role for a big group was a notable opportunity and experience. Group work at 
university is mostly mentioned as an activity for leadership development but its value is not 
fully recognized. Additionally, AIESEC was ranked as “the one that gave me the biggest 
development” even though for participants who had projects and leadership experiences 
during studies at university. 
 
“I have learned a lot along with my member position. I learned how to speak with people, how to lead a 
team, how to avoid conflicts and how to deliver public speeches. At university, you have only leadership 
theories. However, leadership is like riding a bike, theory and practice” (Interviewee 9) 
 
“I have not had any official leadership experiences in my university. However, I taught two exam 
preparation courses which in turn, taught me how to be more patient and understanding with others” 
(Interviewee 12) 
 
“Evolution” was another word to describe the leadership experiences within AIESEC. 
Regarding the leadership experience in AIESEC, the interviewees could explain it quickly 
and gave clear examples of their practices within this organization. Additionally, they 
mentioned the impact on self development and “how to build something from scratch and making 
it into something amazing just with team work”. One of the participants argued in favor of 
volunteering during university especially in a business domain. The participant suggests 
building a career from scratch by volunteering and being engaged whereas “students want to 
be instantly managers even though the real life is not like this” 
 
“I would have had a hard time learning all of these things if I would have not been in AIESEC, I think” 
(Interviewee 11) 
 
“I would describe them (leadership experiences) as being some of the closest to the real life scenarios. That is 
because you are aware of a certain leadership chain and also of the processes to reach those milestones. The 
process of mentorship is good, gets your hands full, but not perfect. Who heard about a company or 
organization that does this in a perfect way anyway? In the university I did not pursue anything because I 
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couldn’t identify myself with anything that they offer, the personal connection lacks in their operations and 
the way is organized is too vertical for my taste” (Interviewee 10) 
 

Another perspective is based on the experience earned within AIESEC: “The greatest thing 
about leadership experiences in AIESEC us that you find yourself in positions of great responsibility, 
positions in which normally a student could only be in 5-10 years after graduation. […]For example, at 
AIESEC in Switzerland we are a team of 8 people responsible for the strategic direction and operations of 
an organization of 377 members” (Interviewee 1) 
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5 Analysis 

5.1 Career motivation 

According to Baruch and Reis (2015), the decision to pursue a career path is driven by 
personal perspectives on employment. Therefore, motivation provides the explanation of 
how these students behave and make efforts to achieve their career target. However, 
considering that most of interviewees have not been involved in professional jobs and are 
still students at universities, it is essential to analyze their career motivation from two 
angles: before and after they become members of AIESEC.   

5.1.1 Motivation to join AIESEC 

At this stage, the desire for personal growth of participants triggers their demand for an 
international environment. Although several participants refer to participation in an 
international organizational as the first step in their career preparation, their perspectives 
on a particular path have not been shaped specifically. Instead, it is the personal need for 
self-discovery, social network and interest in multi-cultures which mainly motivated them 
to join AIESEC. Most of the participants acknowledged the AIESEC impact on their self-
development, competences and motivation to be engaged in an international environment. 
The willingness to travel, integration within a multicultural environment or contribution to 
the society were the foundation for joining the organization. Moreover, their motivation is 
aligned with the organization’s principles and mission. Therefore, the person-organization 
fit arises by describing the congruence between individual’s ideals and organization’s values. 
Terjesen, Vinnicombe, Freeman (2007) suggested that people who feel closer to the 
organization’s principles will adjust faster. 
 
Proactive personality leads them to act towards their personal desires. These participants 
are particularly curious about diverse cultures and express their eagerness to take advantage 
of this dynamic environment. The motivation displayed before being involved in AIESEC 
comes mainly from personal interests and personality rather from specific connection with 
career concerns. Yet, these internal incentives suggest the possibility of reaching a stronger 
preference for pursuing a global career when interacting with external factors.  
 
 Moreover, the motivation to join the organization may be strongly connected to 
entrepreneurial alertness. AIESEC fosters self-development and competences 
development, therefore, in comparison to other students, these interviewees saw the 
opportunity of laying the first brick of their career foundation. In fact, one of the 
interviewees argued in favor of volunteering due to the misinterpretation of business 
schools. From his perspective, young graduates may assume they will be directly in a 
leadership position as a result of their education. Therefore, it can be argued that 
entrepreneurial mindset and entrepreneurial alertness to opportunities which are associated 
to career aspiration may be stimulated by personality traits (Chan et al., 2012; Uy et al., 
2015). These attributes are sufficiently significant to foster a certain relationship with career 
motivation and indicate a possible influencing function for pursuing a global career. 
Another reason for joining AIESEC is the resemblance of the organization with a 
multinational company. Also, Generation Y traits, such as having a meaningful work and 
willingness to contribute to the society, influence the decision of joining the organization. 
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5.1.2 Motivation to pursue a global career 

After gaining experience within AIESEC, the career motivation of these interviewees is 
shaped more distinctly, closely approaching those of global career. According to Social 
Cognitive Theory, motivation is influenced by internal and external features which are 
interdependent. In terms of internal attributes, the desire for personal development 
maintains the dominant role, but new dimensions are added in comparison to the 
motivation before joining AIESEC. Gaining cultural knowledge during the time of living 
and working abroad is now perceived as a valuable opportunity to enhance future career 
path besides initial purpose of satisfying the individual interest. At the same time, learning a 
new language and expanding network are presented as vital competences which motivate 
these students to pursue global career. In other words, the desire for personal growth is 
now attached closely to the relevant requirements of an international career.  According to 
Schwartz’s value theory (1992), the participants are defined by self-transcendence focused 
on well-being of others. Also, this is one of the universal traits of Generation Y. Moreover, 
the openness value of interviewees drives them to be opened to challenges and global 
careers. The willingness to accept the challenge and cross boundaries is reflected by the age 
of the interviewees as well (Shaffer et al., 2012). 
 
The proactive personality is reflected among internal motivations and even more 
remarkably. Also, potential difficulties in both diverse global workplace and private life are 
identified explicitly and detailed descriptions are given. Therefore, these interpretations 
align with the Kaleidoscope career model (Kirk, 2016) that explains how individuals take 
the decision to pursue a career depending on work demands, constraints, opportunities and 
personal values. Moreover, Generation Y is more interested in having a work-life balance 
and meaningful work in comparison to previous generations. 
 
Adaptability skills and flexible mindset are highly recommended in a broad-spectrum, 
whereas, language and communication are specifically emphasized to manage teams with 
diverse cultural backgrounds. At the same time, when they can recognize both positive and 
negative sides existing in the global setting, their willingness to select this exciting career 
path is confirmed considerably and several interviewees show their commitment to follow 
it in the long term. This change in the personal motivation is also originated from the 
entrepreneurial mindset and alertness to opportunity, which enables them to find solutions 
beyond current available resources. It can be pointed out that the experiences acquired 
within AIESEC act as the nurturing factor to stimulate the personal traits to be more 
engaged with career orientation. This finding is in line with the research by Kaspi-Baruch 
(2016) which states that all types of individual personalities interact with learning context in 
order to generate target motivation.  
 
The appearance of external factors behind the pursuit of global career is also noticed. First, 
it is the differences between home country and host country, ranging from employment 
opportunities, working conditions to political issues, cultural life style, societal norms make 
some interviewees feel hesitant to come back for job hunting. The influence of these 
attributes on career motivation is striking enough to make them consider it as the necessity 
of career decision-making instead of the pure intention of following an exciting 
opportunity.  
 
On the other hand, the impact of AIESEC experiences is reflected in different dimensions. 
The satisfaction with interpersonal skills and international exposure gained from AIESEC 
is stronger than the effects of other similar activities and organizations driving them to feel 
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more inspired when participating in diverse cultures. Moreover, AIESEC experiences 
trigger the hope to have a meaningful impact on community through their cross 
boundaries moves. Hence, the attitude towards global career is altered slightly as the 
manner of contribution, thus, encouraging them to be more confident with this path. 
AIESEC offered the interviewees’ the opportunity to experience a global career, work in a 
multicultural team, and have responsibilities they would have after years of working in a 
multinational company. Therefore, AIESEC has a great impact on self-development of 
interviewees, but also on their career path and mindset. To sum up, the career motivation 
after joining AIESEC is enhanced considerably with a stronger expression of internal 
attributes and the activation of several external factors. Also, both these motives are found 
to be in tight connection with experiences gained from AIESEC.  

5.2 Perception on global career 

The theory that people ascribe diverse meanings to the same concept is reflected in this 
research as well. Specifically, global career is considered as the essential part of global 
corporate strategy because staffing policy has to handle the cost of expatriation, matters of 
recruiting suitable expatriates, assigning international works (Mayrhofer et al., 2004). 
Hence, this close relationship between individual career paths and organization 
management implies that human management should behave flexibly according to 
characteristics of each global career group and prepare for upcoming changes in their 
nature (Baruch et al., 2013). 
 
However, when referring to global career, the focus is not on boundary crossing, but also 
on mindset, global issues awareness and experiences. There are some main patterns which 
have been found in the perspectives of global careers among interviewees. Firstly, global 
career is associated with physical mobility of individuals across national boundaries. 
Although different expression of diverse locations is introduced, the corporation setting 
accounts for the majority where “multinational company” is the outstanding representative. 
However, the physical mobility is primarily explained in terms of moving across boundaries 
within the same organizations rather than focusing on demands of international 
assignments as stated by researchers (Baruch et al., 2013; Mayrhofer et al., 2004). 
Additionally, the time length as well as other difficulties related to this career movement 
such as legal issues or psychological concerns do not catch attention of these students 
(Morley and Heraty, 2004; Shaffer et al., 2012). When considering this point, their 
overwhelming personal career motivation and shortage of actual exposure in real world 
contexts are likely to be the appropriate explanations.  
 
Secondly, global careers are associated with diverse cultures including people or new places. 
The focus of this dimension lies at the interaction between individuals which provides the 
reasons behind both benefits and challenges of working in a multicultural environment. 
The understanding of this intercultural context is the result of their own experiences with 
AIESEC and international studies. The similarity between international environment at 
university and workplace consists of ineffective communication and team work issues 
among people with diverse cultural backgrounds. For example, teamwork at university 
takes place in the academic context and all members act with equal roles as international 
students. On the other hand, in the global work setting, the relationship varies more 
between employees and employers, senior managers and staff or between virtual members. 
This argument implies that the diverse cultures from the perspective of global career by 
may not match completely with patterns mentioned in the career studies. 
 



 

 46 

Most importantly, the viewpoint on global career is attached closely with personal growth 
for future career development. At the same time, pursuing a global career is not only 
associated with work, but with the freedom of follow one’s passions. Having an advantage 
of working in a multicultural environment, improvement of competences, skills and job 
knowledge are considered the pillars for finding better job opportunities. On the other 
hand, their definition of a global careerist is found to be close to the category of self-
initiated expatriate which describes those who are willing to cross boundaries with their 
own resources to achieve personal development expatriate (Nasholm, 2014; Shaffer et al., 
2012). Therefore, it is not clear whether the perspectives on global career by these 
interviewees can be categorized in a particular group among suggested typologies. 
However, these common patterns as argued above show that their definition is closer to 
both traditional corporate expatriate and the self-initiated expatriate. 

5.3 Career adaptability  

The diversity of workplace and cultural backgrounds requires individuals to react with high 
flexibility. Moreover, the career adaptability in the changing context of global career is 
interpreted as the prediction and measure for possible outcomes (Guan et al., 2014; 
Douglass and Duffy, 2015; Herrmann and Keller, 2015).  
 
All interviewees were aware of the distinctive role of career adaptability; however, their 
interpretation of this concept is rather used as a guide to cope with barriers rather than as 
exploration and self-efficacy competence as suggested in the literature review (Herrmann 
and Keller, 2015). While cultural adaptability, language and communication are pointed out 
as the central components with deep explanation, other job-related adaptability types are 
not clarified. In other words, their understanding of adaptive resource is perceived from 
single dominant of culture and partly limited within this feature due to the lack of actual 
work experiences. Nevertheless, their strong awareness of career adaptability in the 
intercultural environment can represent four attributes of concern, curiosity, control and 
confidence (Uy et al., 2015), which provide explanation of their career motivation as argued 
previously.  
  

5.4 Students and leadership experience 

When considering students as the future leaders ready to enter the global labor market, it is 
also critical to investigate the core patterns in leadership competences of this specific 
group. Although it is often assumed that leadership knowledge and practices are normally 
delivered to students in the context of university, Mozhgan et al. (2011) argued that this 
environment does not provide an appropriate platform to nurture this competence. 
Interestingly, Rice (2011) discussed that leadership should be taught to young people 
through reality settings rather than via academic instructions. It is explained that by facing 
challenges in the actual surroundings and overcoming failure as well as disappointment, 
students could experience the initial practical lesson of leadership.  
 
In general, integrity, maturity, values, ethics and self identity are considered several key 
points of domestic leadership (Minner, 2015). A global leader requires experience in a 
multicultural environment, multidisciplinary insights, emotional intelligence and cultural 
intelligence. Critically analyzing the interviewees’ answers, it can be said that they already 
possess these skills, however, they consider AIESEC the context for further developing 
them. Skills, behavior and education will be the pillar of the future leader. 



 

 47 

 
The case study of AIESEC members is the clear illustration of these findings. Firstly, it is 
assumed that their leadership skills are closely attached with AIESEC activities. There is a 
gap between outcomes of classroom learning and experiential learning within AIESEC 
shows the efficiency of this international student organization in training the interviewees. 
Based on their answers, leadership in academic environment is dominantly represented by 
theory, whereas, both theoretical and hands-on experience are used in AIESEC. 
Specifically, these participants are able to recall the AIESEC model of leadership 
considered an inner and outer journey. Also, they could provide a clear picture of the 
model through their actual experiences but there is a lack of practical examples from 
universities. Although, these interviewees are in leadership positions within AIESEC, an 
organization characterized by a leadership spirit according to its core vision and mission 
promoted towards youth. 
 
Therefore, it is assumed that leadership skills development is strongly influenced by a 
nurturing context with frequent interaction between theory and practices. Thus, the model 
proposed by AIESEC should be promoted and developed. From a broader perspective, a 
model of developing leadership for students is introduced by Cook (2012) in which 
leadership activities should be actively triggered in all three main domains of individuals, 
group and society. Simultaneously, it is necessary to enhance spiritual growth at college so 
that students are capable to manage with difficulties when practicing leadership skills. As a 
result, the impact of enhancing the leadership development among students is recognized 
to be long-lasting on career orientation as well as personal growth.  
 
These ideas can also reflect the motivation to pursue a global career. They recognize the 
value of leadership in inspiring and guiding other people for a better development, the 
motivation to contribute and generate strong personal input on community through their 
future careers is higher. Furthermore, the degree of this impact is expected not only limited 
within their own social circles such as family or friends, but also to reach broader scopes 
such as society in both home and host country. From this perspective, leadership can be 
seen to harmonize with positive effects of international exposure during the period of 
studying abroad in enhancing personal growth and global mindset for students (Mohajeri 
Norris and Gillespie, 2008). In other words, leadership development gradually shapes their 
global interest and enables them to vividly envision the manner of applying this 
competence in job activities, including management in intercultural teams, handling 
conflicts and strategic thinking. Also, their interpersonal skills are likely to be improved 
when they are aware of essential traits to become a leader, especially for communication 
purpose in context of diverse cultures. In comparison with the findings on perception of 
global career by these students, leadership is recognized to match with their internal 
motivation of personal development, from which these students expect their future career 
will be rewarded. 
 
In summary, leadership development can be demonstrated as a push-factor contributing to 
motivation of pursuing global career through achievement in personal growth. At the same 
time, leadership is perceived as a strong foundation for developing the necessary job skills. 
which are likely to guarantee the potential success of a global careerist in multicultural 
workplace. In the program of high-quality leadership development for students, Eich 
(2008) recorded several significant outcomes when students are exposed in experiential 
learning experiences. Not only that students acquire the values of leadership efficiently and 
develop this competence, but also they obtain the opportunities of self-discovery and show 
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a more tolerant and integrative perception towards organizations and society. These 
cognitive developments, which can be interpreted as a component of emotional 
intelligence, and if being interconnected with cultural knowledge, are possible to transform 
into global leadership (Alon and Higgins, 2005). For AIESEC members, both leadership 
skills and their cultural knowledge have increased through both experiences with this 
organization and studying abroad. Also, their increasing global interests and proactive 
personalities are found to support the formation of global leadership competence. 
Nevertheless, there are not any recordings of the interaction between these attributes as 
well as prospective results associated to global leadership in their responses.  
 
Hence, it can be suggested that leadership development in combination with intercultural 
awareness, is potential to foster characteristics of global leadership. However, the 
possibility of this outcome is still under consideration, regarding to the relationship with 
pursuit of global career. 

5.5 Cultural background 

As it can be observed, the host countries are ranked among countries with the highest 
human development worldwide. At the same time, several home countries such as 
Romania, Brazil and Ghana do not perform well in terms of human development. 
Moreover, their basic economic conditions are lower in comparison with other countries 
used in this research. Last but not least, family, partners and actors involving in social life 
and personal networks around individuals are also counted among influential attributes 
driving the dynamic directions of international careers (Morley and Heraty, 2004; 
Mayrhofer and Reiche, 2014).  
 
The study of Gunkel et al. (2013) proposed the influence of cultural dimensions on career 
planning, career adaptability and career related knowledge. Another study argued that the 
national culture may have an influence on people’s motivations, needs or leadership styles, 
implicitly career orientation (Colakoglu & Caligiuri). Given the fact the career shifted from 
organizations towards individuals, it is assumed that these features do not have such a great 
influence on career decisions. Based on the results, the majority of participants 
acknowledged the importance of their needs and values when pursuing a career regardless 
the cultural background. Gunkel et al. (2013) argued that individuals from countries with 
high uncertainty avoidance may put more emphasis on career planning. Moreover, this 
cultural dimension influences the career adaptability as well. Individuals from individualistic 
countries are more self-centered regarding their career decision, whereas individuals from 
collectivistic countries comply with cultural and social values. However, these the cultural 
dimensions do not have an influence on interviewees and their career choice. In fact, the 
participants consider their internal motivation or attitude as the main trigger for pursuing a 
global career and not the cultural background. 
 
For instance, based on Hofstede’s (1984) cultural dimensions, Switzerland is perceived as 
an individualistic country where the self is more important. However, for a Swiss 
participant the commitment to the society is more important than being self-centered. 
Moreover, most of the interviewees come from countries with a high power distance 
reflected in the acceptance of hierarchy but they show the opposite. Moreover, the 
interviewees coming from countries with a high power distance recognize that the cultural 
background represents an incentive for pursuing a career outside their geographical 
boundaries.  Therefore, the interviewees do not comply with the cultural values of their 
home country. The Millennials’ traits, such as commitment to the society, equality, 
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purposeful work are more significant in following a global career path (Colakoglu & 
Caligiuri). Critically analyzing the interviews, it can be observed that the interviewees have 
worked and lived in the host country for almost one year. Furthermore, among 
interviewees, several of them are still students; therefore, the international exposure may be 
even longer. Research proved that people develop certain patterns and adopt values of the 
host country after first six months. Therefore, a potential blend of cultural values should be 
taken into consideration. 
 
As it was stated in the frame of reference, the cultural background can be interpreted by 
using an institutional approach as well. The close relationship between individual career 
paths and organization management implies that investigating global career from 
institutional perspectives contributes the critical role. Hence, global career is considered as 
the essential part of global corporate strategy because staffing policy has to handle the cost 
of expatriation, matters of recruiting suitable expatriates, assigning international works 
(Mayrhofer et al., 2004). Therefore, in many cases, the influence of cultural background was 
highly associated with institutions like corruption, unemployment issues, etc. According to 
Lyons et al. (2012), changes in economy, society and nature of individuals are predictors of 
career shift. Often, the countries with a high power distance have issues which may 
influence the labor market. In general, the cultural background represented a necessity or 
an opportunity for pursuing the global career. Therefore, it can be said that these 
assumptions rely on objective and subjective careers. The institutional frameworks as well 
as personal objectives shape the career path. However, respondents from countries with 
low quality of legal framework, labor market rigidity and higher level of corruption are 
more willing to pursue a career outside their home country. Given these facts, international 
mobility is considered an ecosystem where national systems, employees and employers 
interact with each other. Moreover, the interdependency of these factors influences the 
wealth of a nation (Baruch, et al., 2016). The cultural dimensions do not have such a great 
impact on their motivation to pursue a global career. From the exchange theory perspective 
and the social cognitive theory, the interviewees were affected by certain events or changes 
in their home countries. They seek for better opportunities but at the same time, they are 
highly motivated by intangible rewards and a good relationship with the future employer. 
 
The international exposure influences people “how to live and work in different cultural 
environments” (Sahin et al., 2014). In this case, the international exposure is mostly 
associated with AIESEC followed by studies abroad. Even though, the majority of 
interviewees are international students, the organization offered them the real experience of 
global engagement. Given the facts in the literature review, the participants acknowledge 
the positive impact of international exposure on their self-development and soft skills. 
Moreover, personality traits are mediators between international assignments and cultural 
intelligence (Sahin et al., 2012). Besides understanding other cultures, the international 
exposure and multicultural teams led to a better perception of their own cultural values.  
 
International mobile students were defined by the desire to change their environment. 
Studying abroad helps students to prepare for the future mobility (Marcu, 2015). These 
statements are reflected in this study as well. The majority of participants are international 
students and also part of an international organization which requires geographical 
mobility. Being exposed to an international environment, such as studying abroad, 
influenced their willingness to join AIESEC due to the international feature. It has been 
proven that more and more Eastern European young people want to relocate due to 
various motives, such as desire to study in a well recognized university or better job 
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opportunities. Analyzing the interviews, the majority of Romanian participants considered 
pursuing a global career due to their cultural background. The reasoning behind these 
participants to pursue a global career outside their home countries relies on the inability of 
these countries to attract highly skilled people. In contrast, participants from very 
developed countries consider international exposure a way of offering value and give input 
to their societies. 

5.5.1 Cross-cultural adjustment, cultural intelligence and emotional 
intelligence 

Cross cultural adjustment, emotional intelligence and cultural intelligence have been 
interpreted as the most important traits of a future global careerist. Theory suggests cross 
cultural adjustment as understanding the host country’s legal framework, cultural values 
and economic aspects. Most of the interviewees associate it with the challenges and 
benefits of working within a multicultural team. Therefore, it is assumed that the 
adjustment is based on the interaction of the team members. The interviewees’ answers are 
aligned with the assumptions that besides understanding another culture, the effective 
interaction has a great role for a successful future global careerist. The interviewees also 
acknowledge the potential conflicts which may result from working with multiple cultures 
due to the unique perceptions on concepts.  
 
The interviewees mentioned leadership as a mediator for managing inefficient 
communication. Cultural understanding is perceived as the most challenging part of 
working in a multicultural environment and at the same time as one of the most important 
skills in the actual context as a foundation for a successful global leader. The concept is 
perceived as a benefit leading to a better perception of the own cultural values. However, in 
this case, the cultural values do not have an influence on emotional intelligence, but the 
international exposure. Being exposed to different cultures and environments, interviewees 
admitted the positive influence on their self development, flexibility and patience. In this 
study, the challenge is not only understanding the host country culture, but adjusting to a 
multicultural environment. In AIESEC context, there is a high chance of having a team 
consisting of foreigner members. 
 
Interaction and work adjustment are highly mentioned. Only one answers offered the cross 
cultural adjustment from both angles, as a foreigner and host as well where patience is 
considered the most important feature. In addition, in this context, the work adjustment 
may take place before general adjustment and interaction adjustment. Before officially 
taking over the responsibility, there is a transition process that starts as soon as a person 
gets elected. The transition period consists of three stages: shadowing, taking decisions 
together and reversed shadowing. Shadowing is the stage when the elect follows along the 
current leader to learn as much as possible about the future job. Secondly, the decisions are 
taken by the current leader and elect in order to have a clear direction. In the end, the 
reversed shadowing is represented by the elect being in charge and the actual leader 
shadowing and offering advice or general directions. The transition period can be split in 
several sessions based on mutual agreement to ensure a successful future term. Also, it is 
not necessary to have an actual face to face transition period. 
 
As it has been stated in the literature review, business schools responded to the need of 
cross cultural competences. Therefore, international studies had an influence on 
participants’ desire to work in a multicultural environment and pursue a global career. 
However, AIESEC experience combined with international studies foster the development 
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of cultural intelligence as well as emotional intelligence. The initial challenges of working in 
a multicultural environment transforms into benefits, such as cultural consciousness, 
awareness and knowledge (Sahin et al., 2013). Also, there is a speculation that leaders of 
non-profit organizations have a higher emotional intelligence in comparison to their profit 
driven counterparts. In fact, the interviewees demonstrated their willingness to contribute 
to the society and be able to inspire the others. Therefore, it can be said that due to this 
motivation, their adaptation to a new environment happens faster than in general for a 
good cause. The participants show that the flexibility, empathy, creativity are the necessary 
soft skills for a future global career. Furthermore, the personality traits and behavior are 
considered the pillar of cross cultural adjustment and ability to work in an international 
context.  
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6 Conclusion 

Concluding, youth are aware of the skills gap between individuals and organizations. 
Therefore, the challenge is how to overcome the distance between the skills possessed by 
them and those ones required by organizations. In order to meet the purpose of this thesis, 
several features, such as cultural dimensions, career adaptability, cross-cultural adjustment, 
emotional intelligence and global leadership have been analyzed. Career development was 
reviewed for getting an insightful perspective in terms of career trends. Consequently, the 
careers shift from an organizational point of view towards individuals. It is assumed that in 
the actual context, the features mentioned above are the foundation of a global career from 
an individual perspective. 
 
It can be said that global careers are the future careers of Generation Y due to their 
flexibility and dynamism. Nowadays, youth are more inspired by meaningful and 
purposeful work, equality, a positive impact on the society and the work life balance. 
Participants had unique perceptions on global careers and their meaning. However, global 
careers were mostly associated with expatriation initiated by multinational companies or the 
path that offers freedom and opportunity to follow one’s passion. As the companies are 
more and more demanding, youth put additional emphasis on experiential learning rather 
than on classroom learning leading to new ways of acquiring the new set of skills. From 
their perspective, the new set of skills consists of soft skills, such as flexibility, language 
skills, cultural understanding and consciousness, global mindset and patience besides the 
formal qualifications. 
 
The input of international studies on developing cross cultural adjustment and self 
awareness was acknowledged, but AIESEC was considered the provider of a truly 
international environment that fosters the skills development. From their perspective, 
joining the organization offered them the opportunity to diminish the skills gap between 
individuals and organizations. It has to be taken into consideration that diminishing the 
skills gap requires two points of view, from organizations and future workforce. However, 
interpreting the participants’ answers may help the interested organizations in personalizing 
their offers and requirements. 
 
The participants experience the global career in the AIESEC context and have 
responsibilities they would have after several years in the labor market. These experiences 
combined with an international environment and a multicultural team led to acquiring the 
necessary skills for a future global careerists. Moreover, being part of AIESEC is 
considered the stepping stone for the future career path.  Therefore, cross cultural 
adjustment, emotional intelligence, cultural intelligence and global leadership are considered 
the fundamental skills for pursuing a global career.  
 
What is more, during the analysis process, entrepreneurial alertness has been interpreted as 
an important pillar for successfully following the global career path. In this case, joining 
AIESEC can be interpreted as an opportunity recognition process due to its impact on 
participants’ willingness to pursue a global career. The generation Y traits are visible in this 
study as well. In addition, cultural background is reflected in their behavior, but it does not 
have a direct influence on their motivation to be engaged in a global career. In this case, the 
individual traits along with the universal traits of their generation control the willingness to 
pursue a global career. 
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Therefore, it can be said we met the purpose of this thesis. From an individual perspective, 
the skills gap can be diminished by developing the features mentioned above. Moreover, 
the cultural dimensions do not have an impact on participants’ desire to purse a global 
career, but to a certain extent, the national institutions. The generational and individual 
traits have greatest impact on their willingness to be engaged in a global environment. 

7 Discussion 

“Global leaders who gain international experience, develop cultural intelligence and can communicate 
effectively while managing conflict in diverse environments will lead the way to the feature” (Minner, 2015) 
 
The multi-faced concept of global career indicated that diverse approaches should be 
introduced to explore this dynamic trend. Cappellen and Janssens (2005) showed that three 
core factors shape the global career design including global environment, individual, and 
organizations. In this research, we have discovered the interdependency of these factors 
and their influence on the participants’ perceptions regarding the global careers. As a result 
of lack of evidence of individual perspective in terms of students within the career 
literature, students prior to enter the job market were selected to meet the purpose of this 
thesis. Therefore, individual perspective was explored along with external features such as 
cultural background, institutional approach, international environment and education 
system. In order to overcome this challenge from individual perspective, the issue has to be 
analyzed from macroeconomic and microeconomic perspectives 
 
Although there is plenty of research regarding the skills gap, most of the studies focus on 
how organizations cope with this challenge. By reviewing the literature, the influence of 
generations on career studies has been acknowledged. We assumed that the global career 
characteristics evolve along with the Generation Y traits. Moreover, based on the 
psychological contract, both players, organizations and individuals have a mutual 
agreement in terms of requirements and contributions. Therefore, knowing how 
Generation Y behaves or what their principles are will diminish the skills gap. As 
companies are driven by having the right skills in the right place at the right time, 
Generation Y is more willing to contribute to the society and have a meaningful work. 
From their perspective, having a global career means having the freedom to choose where 
to travel, follow their passions and have a work-life balance. In addition, they look for job 
satisfaction, but faster than previous generations. 
 
Furthermore, we aimed to explore how Generation Y is fulfilling their objectives as well as 
future employers’ demands. Concluding, entrepreneurial alertness has become a priority of 
students prior to enter the job market. Based on entrepreneurship definition, youth have 
begun searching beyond the obvious and engaging in extra-curricular activities for 
acquiring the future skills. In order to have a better understanding of this development, we 
have found the ideal context for exploring this phenomenon. AIESEC is very similar to a 
global organization, following the same organizational structure. However, their mission is 
to provide cross cultural leadership and better opportunities for self-development. 
 
Taking into consideration the global aspect of the organization, cultural dimensions were 
used in order to outline the potential differences or similarities among participants. The 
results showed that the host countries are among the most developed countries worldwide 
and the majority of home countries are developing. Therefore, despite the differences, the 
cultural dimensions do not impact the willingness of participants to pursue a global career. 
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However, cultural background impacts one’s behavior in terms of communication within a 
multicultural team. From an institutional approach perspective, participants coming from 
less developed country in comparison to the mentioned host countries are more motivated 
to pursue a career outside their home countries borders. Consequently, it can be said that 
individual aspects determine the core elements in terms of career motivation. Nevertheless, 
these features could also be applied in other countries for a better understanding of the 
phenomenon. 
 
While several individual dimensions are derived naturally from personality traits, others are 
developed by learning and interacting in social contexts. Leadership, cross-cultural 
intelligence and emotional intelligence are among the critical patterns showing the 
important role of nurturing settings in order to direct proper attitudes toward global career 
path. In the case of AIESEC members, their experience within this international youth 
organization may be the starting point in their future global career. However, it would be 
rushed to conclude that the impact of this experience is likely to maintain in long-term 
perspective or not. During the literature review process, we have understood that global 
assignments represent a system where work experiences, individual traits, competences, 
career entrepreneurship, challenges and opportunities are interdependent.  
 
A portfolio of international assignments with 20 types of global careers has been used in 
career studies. However, from our perspective, “students in leadership positions” is a new 
trend. Besides AIESEC, universities have been developing student associations as a 
fostering environment for skills and self development. Therefore, this group should be 
further researched in career studies as studying abroad becomes more prevalent. Being a 
student in a leadership experience may be considered a simulator of corporate context 
which may provide students with strong foundation for their skills development. 
Moreover, having the opportunity to be in such a position stimulates the willingness to 
work in a multicultural environment and adapt faster to a challenging environment. Also, 
the students group should not be explored only from the school-to-job transition 
perspective because the careers develop continuously according to dynamic business world 

7.1 Theoretical implication 

As a response to the call for papers, this study brings a new perspective to the new careers. 
A new international assignment is introduced according to the actual trends in the business 
environment. “Students in leadership positions” offered the opportunity to explore the 
motivations behind pursuing a global career. This group is interesting to be explored due to 
their special features. Students were in the attention of researchers in terms of school-to-
work transition process or adaptation in the host country. Additionally, their traits were 
often compared to self-initiated expatriates’ traits whilst global careers were associated only 
with global managers or global leaders in a corporate context. Therefore, following the 
career trends, changes in the labor market combined with features of global managers, a 
new career type was introduced within the career literature. The reasoning behind 
introducing this new type of global careers is to have a better perspective on how to 
diminish the skills gap between individuals and organizations from an individual 
perspective. 
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7.2 Practical implication 

 
The significant impact of AIESEC on these participants indicates the role of relevant 
stakeholders in terms of supporting and facilitating career orientation for students. 
Although AIESEC works as a youth organization for youth, its organizational structure 
and management system can be seen as a simulation of the corporate settings. Additionally, 
the members in leadership positions have the responsibility of drawing the strategic 
direction and operations of Local Committees across the country while the Global Team 
operates worldwide. 
 
YouthSpeak Forum (2015) suggests a model for learning and development extend beyond 
the classical classroom learning. The model consists of 70% volunteering and internship 
experiences, 20% mentorship and the last 10% are represented by formal learning 
environments. Considering the efficiency of AIESEC model in educating and training 
leadership as well as intercultural understanding for students, it raises the need of 
promoting and establishing similar facilitators for students so that their job skills and 
competences are able to meet the demand of global organizations. On the contrary, the 
universities suggest the need of improvement on function of assisting students with career 
development and advisory. From this perspective, students should be equipped with 
intercultural skills such as language, leadership, multicultural understanding and team 
management with different backgrounds besides academic studies. Also, interactive and 
practical features such as global internships within educational programs should be tailored 
corresponding to requirements of global workplace. Therefore, entrepreneurial culture, real 
world experiences and fostering international studies are the foundation for diminishing the 
skills gap. 
 
Furthermore, multinational companies, institutions and other actors involved in the global 
career phenomenon may find potential benefits from the results of this study. As a result, 
students who are ambitious to become global careerists should be among interests of 
multinational corporations for sources of potential employees. Students' perspective on this 
career path can provide practical hints on designing graduate programs of these companies. 
An effective strategy for approaching this potential group can be cooperation with an 
international youth organization like AIESEC or any other youth association. Moreover, 
multinational companies should find an innovative approach for attracting and retaining 
global talent taking into consideration that the Millennials are not interested in financial 
rewards. 

7.3 Limitations 

The initial idea of this research was to conduct a phenomenological study. However, due to 
the limited amount of time and richness of the topic, interpretivism and social 
constructionist perspective were the most suitable approaches. Also, for a better 
understanding and a deeper exploration of the topic, having more host countries to study 
would have been an advantage. From our perspective, the fact that host countries were 
only high developed countries presents a limitation because of possible misinterpretation 
regarding the motivation to pursue a global career. 

7.4 Future research  

A valuable future research would be conducting a quantitative study taking into 
consideration the features mentioned in this study. Moreover, other countries could be 
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included in the future study for a better representation of the study or to discover new 
dimensions of global careers. The study was limited to European countries as host 
countries, therefore, moving the research to another continent would offer another 
perspective on the perception of global careers. Additionally, a comparison between a 
multinational company and member committees’ motivations to pursue a global career 
within a specific geographical context would represent a valuable future research for 
exploring the phenomenon and skills development. In fact, it would represent a potential 
tool for diminishing the skills gap between individuals and organizations. 
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Appendix 1 
 
Interview questions 
 

1. What is your position in AIESEC? 

2. What is your host country? 

3. What is your home country? 

4. For how long have you been an AIESEC member? 

5. Why did you choose to become an AIESEC member? Briefly describe your main 

reasons. 

6. How would you define “a global career”? 

7. What skills are the most important in the actual context for pursuing a global 

career? 

8. What is the main reason for pursuing a global career? (internal motivations – 

personal motivation, self-development, gain knowledge, etc + external triggers – 

rewards, competition, employment issues in your home country ) 

9. What are the challenges of working in a multicultural environment?  

10. What are the benefits of working in a multicultural environment? 

11. What does leadership development mean to you? 

12. How would you describe your leadership experiences within AIESEC? What about 

leadership experiences in university? 

13. Do you think your cultural background makes it a necessity or simply an 

opportunity hunt, when choosing a global career? 

14. Besides being an AIESEC member how does the international exposure 

(internship/volunteering/studying abroad) affect your pursuit of global career? 

15. How does the experience within AIESEC impact the willingness to pursue a global 

career? 

 


