Issue Two, Dec 2019

GLOMO Newsletter
We do what we research! News from the GLOMO Network on Global Mobility Issues

Welcome to the 2nd Newsletter
This newsletter presents highly pertinent insights from the GLOMO research in relation to
the value of social support to increase repatriate retention and overall assignment success.
It presents some of the training and networking activities that the GLOMO community has
undertaken and lists some initial academic achievements of the early stage researchers
involved in the project. The newsletter also gives a glimpse into the future when the researchers
will themselves move abroad and work at other GLOMO universities for several months.

How to increase repatriate success
and employee retention – the value
of social support!
Interview with the GLOMO Researcher & PhD Candidate Friederike
One of the characteristics of our GLOMO project is
its strong connection to practice. In our research we
particularly care about the chances and challenges
that multinational companies (MNCs) face nowadays
in managing their global staff. For decades,
expatriation has been usual practice of multinational
companies (MNCs) to build and develop their
global staff as a competitive value within the global
economy. However, until today, this HRM practice still
comes with crucial challenges for the organizations
regarding the retention of returning international
employees (repatriates).
Our Early Stage Researcher (ESR) – Friederike Mathey
has worked herself for several years in international

teams. She knows about the importance of employee
retention for companies as she dedicates her research
to the retention of employees from a social network
perspective. In the following interview she will give us
some insights:
Friederike, can you explain more about the problem
of repatriation?
Yes, repatriating employees often await eagerly to be
recognized for their unique international experience by
their social network. They also expect to be rewarded,
e.g. with promotion. Previous research has shown that
repatriate retention often fails because the repatriates’
expectations are often not met. For instance, home
country colleagues fail to acknowledge the repatriates’
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international experience; and the short and long-term career expectations
are being disappointed. Suddenly, international assignments turn into
stumbling blocks for their prospective careers. Due to the impression
that nobody cares, repatriates become demotivated and intend to leave
the company. There is some research that indicates that in the first year
after return twice as many former expatriates leave the organization in
comparison to their non-expatriated peers. With each failed retention, the
MNCs’ objectives to increase organizational knowledge transfer and to
build a global staff base are threatened. They slowly become out of reach.
Why do you examine the retention of international employees from
a social network perspective?
This concerns the value of expatriation and the assignee’s and
organization’s many objectives and links. For the company, employees
are often sent abroad with a certain mission to fulfil. For example, for the
acquisition of new foreign markets, they build a local network with host
country nationals. Or, they are sent to a foreign subsidiary in order to
transfer corporate standards and to serve as a communicator between
headquarter and subsidiary staff. They make new social contacts
and acquire knowledge about the local market and business culture.
Once the international employees are back in their home country, the
company has interest that these repatriates share their newly acquired
competencies and network with colleagues in the head quarter.
Thus, there are many people involved who may turn an international
assignment from “top” or “flop”!
About which people are you particularly talking?
Well, as I indicated before the absorptive capacity of home country coworkers for repatriates’ experience and knowledge is important. Obviously,
for repatriate promotions supervisors and mentors need to be considered.
For example, it has been shown that supervisors and co-workers who
have international experience themselves are more motivated to support
repatriates than those without any international working experience. And
we can carry on this thought: a corporate culture that encourages internal
knowledge transfer will probably lead to a more supportive environment
for repatriates; repatriate expectations can be met by an effective HR
management; etc. Various factors from the social network can play a role
in the efficient utilization of repatriate knowledge.
Seems as if there are still many questions to be answered?
Yes, indeed. Some empirical and conceptual efforts have been already
made in research to better understand this phenomenon. But findings
are manifold, and the overall picture becomes more and more complex.
In aiming to solve this problem, I follow a qualitative approach. Although
we know already some factors inhibiting or fostering the repatriate’s
retention, we need to shed light on the conditions. How can we create
a supportive environment for repatriates? How can co-workers be
encouraged to knowledge transfer with repatriating colleagues? Under
which conditions is the repatriates’ social network perceived to be
supportive? Insights from this study will help practitioners to improve
organizational repatriation practices and give future research directions
for scholars in this field.

The last GLOMO Meetings – Networking
and Training to Broaden Horizons
The 13th International Research Workshop
At the end of September, we all participated in the 13th International
Research Workshop, organized by the Institute for Employment
Research (IAB, Nuremberg) and other academic institutions in
Flensburg. The workshop provided an occasion for the ESRs to acquire
further knowledge in research methods as well as to get involved in
networking events. During the days of the workshop, we attended a
variety of courses. Every researcher could choose among different
options per day, depending on what suited his or her research the most.
Since the workshop is strongly interdisciplinary, it offered courses ranging
from qualitative methods of text analysis to more advanced statistical
methods. While the focus was on analytical methods, the workshop
also offered theory courses as well as a very interesting class on how
to effectively present research works to different audiences. During the
workshop we also had the chance to meet other PhDs from all over
Europe who work on a large number of topics in different fields of study.
One additional plus? The beautiful landscapes surrounding the venue
and the town of Flensburg!

Acil, Kerstin, Emilja, Giovanna and Monique in Flensburg

The Nuremberg Project Meeting
In October we had our last project meeting of the year, which was held in
the city of Nuremberg (Germany). These three busy days involved a very
productive schedule, going from lectures such as on Multidisciplinary
Research, to thoughtful discussions about each early stage researcher
(ESR) topics and their updated individual insights. It involved a great part
of the consortium, such as all the ESRs, professors, industry partners
and guest lecturers. We had the honour to receive a guest lecture by
the world famous Professor Patrick Wright. His work on HR strategy and
HR flexibility is seen as highly impactful and is appreciated around the
globe. Another important guest speaker was Professor Michel Domsch
who delivered an interesting session on HR audits, helping us to think
about global mobility auditing options. Overall, the Nuremberg Meeting
advanced our data collection and analysis understanding in order to
design and execute more effective research.
With the first paper deadline approaching, all ESRs already had a good
view of each of their topics, and the focus switched from the previous
discussions regarding our literature reviews to the initial ideas of our
empirical papers. This is the moment when our creativity starts being
used more, when thinking: now that I know what has been done so far in
my topic, where should I go next? What would be a good way forward,
that would bring valuable contributions to academia, industry, individuals
and societies who are involved with or impacted by what I research?
All of these thoughts were openly discussed with the project’s involved
professors and industry partners. These fruitful discussions were
enriching as everybody could learn from the diverse perspectives and
experiences.

Institute for Employment Research (IAB, Nuremberg)

What insights are important for other large-scale research and training
projects? It is obvious how important the variety of perspectives are
in order to be inspired and to create new ideas and approaches in our
work. In addition, the meeting atmosphere is crucial – joint dinners
and lunches, even staying in the same hotels and interacting socially
is highly important to create a cooperative atmosphere. GLOMO
brings in a range of experts beyond the academic leads so that the
interaction with industry and broader academic circles is very welcome
and beneficial. Lastly, the design of the meetings puts emphasis on
everybody presenting their projects which enables a good overview of
the fascinating and complex area of global mobility.

Individual experiences in the GLOMO Meetings
Monique Raupp (ESR 11)

“In my individual case, as the ESR responsible for addressing
Hostile Expatriate Work Environments (HEWEs), I could bring
up the infancy and diffuseness of this research topic, explain
what could be the ways forward with my research, and the ideas
I had in mind to progress my work. As the development of my
research’s empirical part was still only in the theoretical sphere,
I was able to get different perspectives on my arguments and
ideas, understand some of its limitations, and start having a
clearer focus of a good way I could move forward – and these
ideas are officially being put in practice, as from this month on
the development of this second paper has begun. Now, let’s get
back to work!”

Jacopo Bassetto (ESR 12)

“As co-organizer of the workshop in Nuremberg I was very happy
with the result. Although the schedule was quite tight, we managed
to combine training sessions with internal discussions on research
progresses. We worked in teams of different sizes and enhanced
both the degree of collaboration and the knowledge each one
of us has on others’ research topics. I believe that collaborative
discussions are the key for successful research papers!”

Professors Herbert Bruecker and Silke Anger kicking off the Nuremberg Workshop

Jacopo, Teresa, Ivan and Acil in Nuremberg

Accomplishments
All the GLOMO projects are either in the
literature review phase or starting the first
data collection. Therefore, it is unusual to
have a substantial conference presentation
or publication impact. Nevertheless, some
ESRs have been successful in doing just
that. A selection of early achievements
includes:
Ivan Vulchanov (Copenhagen Business School):
• Presented his literature review paper at the “Language
Management in Theory and Practice” workshop in
Bergen, Norway (30th October – 1st November)
Kerstin Martel (Copenhagen Business School)
• Participated in IACCM 2019 (Paris, 1st and 2nd
November 2019): “Intercultural competencies for a
disruptive VUCA world” - International Association
of Cross-Cultural Competence and Management
Conference Annual Conference
She presented the paper “Beyond Categorization? – a
review of identity research in intercultural management
and expatriation studies” in the panel “Different Streams
and Paradigms in Cross-Cultural Management”, chaired
by Prof. Dr. Christoph Barmeyer & Prof. Dr. Henriett
Primecz.
This article is to address how alternative scientific
paradigms can contribute to a richer understanding
of the notion of identity in the field of intercultural
management and expatriation studies
• Presented at OMICS 2019 (Gothenburg, 6th-8th
November 2019) - Organizing Migration and Integration
in Contemporary Societies
She presented a conceptual paper with the title
“Expatriate or migrant? - Problematizing the use of
labels in International Human Resource Management”
in the panel “Privileged Migration: Deconstructing
Privilege and Advantage”, chaired by Dr. Ylva Wallinder.
This contribution accounts for the phenomenon that
individuals in situations of international mobility are
labelled in distinct manners across research disciplines.

Rodrigo Melo (University of Vaasa)
• Presented at the 15th Vaasa Conference on
International Business Innovative. August 19-21, 2019,
University of Vaasa, Finland
• Presented at the 25th Nordic Academy of
Management Conference: Nordic Energies (Nordiska
Företagsekonomiska Föreningen/NFF) 22. – 24. August
2019 University of Vaasa, Finland
• Had a book chapter on his research accepted. The
citation is: Mello, R., Dickmann, D, Brewster, C. and V.
Suutari (2020), ‘The long-term effect of SIE careers’ to
the book “For Mastering the Context of Self-Initiated
Expatriates’ Careers: Recognizing Space, Time and
Institutions,” edited by M. Andresen, C. Brewster, and
V. Suutari.
Tania Biswas (University of Vaasa)
• Contributed a presentation at the 15th Vaasa
Conference on International Business Innovative.
August 19-21, 2019, University of Vaasa, Finland
• Presented at the 25th Nordic Academy of
Management Conference: Nordic Energies (Nordiska
Företagsekonomiska Föreningen/NFF) 22. – 24. August
2019 University of Vaasa, Finland
While these are not the only accomplishments by
the ESRs and their supervisors we will use future
newsletters to inform our readers.

Upcoming events
In the months it is all about working on our projects!
paper (literature reviews) and we are now polishing it so
to journals. In particular, the deadline for the EURAM (a
large management conference) is approaching.
GLOMO Symposium at EURAM 2020!
The GLOMO group, under the leadership of Professor
Michael Dickmann, Professor Maike Andresen and Professor
Vesa Suutari, have had a symposium on global mobility
accepted to The European Academy of Management
Conference in Dublin. Despite stiff competition their proposal
has been accepted which means that all ESRs and their
supervisors will have the opportunity to present in one of the
biggest management conference in the world in June 2020.

From January onwards we are going to become mobile! The
be staying for four months in a different institution. Different
colleagues, different supervisors, different landscapes,
and many opportunities to enrich both ourselves and our
research. We are all looking forward to this new phase of the
project! This will allows us to continue our learning journey –
we will make sure that we keep on informing you, the reader
of our newsletter.
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