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Abstract 
As recent research in the domain of global mobility highlights, the landscape 
of the expatriate remains very much in flux. A lot of progress has been made 
in identifying different categories and types of employees who work interna-
tionally, looking at the configuration of such roles and the roles of the self-
initiated who are motivated to seek out opportunities to live and work abroad. 
In the present paper, we build upon the extant literature to expand understand-
ing of the recently emergent area of self-initiative expatriates through the lens 
of mindset. Our contribution is threefold: Firstly, we present a theoretically 
informed framework that examines the concept of self-initiative mindset, de-
tailing various types and dimensions. Secondly, we examine how these diverse 
mindsets may influence an individual’s overseas adjustment and experience. 
Thirdly, utilizing expectancies theory as a lens, we speculate upon how these 
mindsets might evolve throughout the course of the expatriation cycle. In do-
ing so, we challenge the preeminence of traits, such as motivation and aspira-
tion in the successful self-initiated expatriate and highlight the importance of 
understanding these characteristics in the context of these wider mindsets. We 
conclude the paper by presenting a framework of study questions to structure 
future work on this understudied motive for working internationally. 
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1. Introduction 

Internationally, much of the 20th century was characterized by an increase in 
purchases and transference of human resources among countries and regions 
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(Kaufman, 2009). The drop in economic prosperity in most countries, as a re-
sult of abating trade restrictions and the reduction of traditional cultural and 
local barriers, coupled with an increased rise in information technology, re-
sulted in business organizations finding easier and more cost-effective ways to 
engage expatriates, short-term business professionals, and multinational as-
signments (Brewster, 2024). What was once a costly and difficult decision for a 
business is now widespread and previously inconceivable (Brewster, 2024). In 
the last few years, everything has changed (Al Ariss & Crowley-Henry, 2013). 
High rates of unemployment, particularly among unskilled workers in devel-
oped countries of Europe and different levels of information gaps in the world’s 
least developed countries, have motivated evolving and developing economies 
to regulate the number of expatriates seeking work within their borders (Brew-
ster, 2024).  

Creating the optimal mindset for a self-initiated expatriate to be actively in-
volved in overseas assignments and achieve corporate and personal goals is essen-
tial (Cao et al., 2012a). The prevailing expatriate mindset considers earning a good 
income, developing leadership and managerial capacities, bringing their knowledge 
to the local people, and developing entrepreneurial skills as essential parts of their 
jobs (Andresen & Margenfeld, 2015). They also reflect that the roles they under-
take would be possible to achieve in their home country; thus, those jobs are suit-
able for them, while many other international expatriates find pleasure in blend-
ing into new cultures, adjusting more quickly and easily to social life, and better 
enacting their work (Mello et al., 2021). These attitudes enhance companies’ in-
vestment in international labor as a more strategic means to contribute to their 
development in the global business era. Entering an organization with previous 
experience in another international location, self-initiated expatriates are a spe-
cific group that is attractive to this study. Because of their international experi-
ence, self-initiated expatriates differ from other employees and hold a unique pro-
file, favorable as a valuable organizational resource that might provide high-value 
service compared to other employees, such as through access to foreign contacts 
or diverse strategic information, organizational flexibility, leadership, and inter-
cultural competencies in different contexts, and high work effectiveness during 
short periods (McNulty & Brewster, 2017). 

Drawing from the importance of international experience and specific calls 
from both business and public-sector officials for organizations to consider the 
mindset of the expatriate, this study focuses on self-initiative mindsets of expatri-
ates (Arifa et al., 2021). While the study is focused on business expatriates, often 
those situated in a public-sector role, given the increased discussion and need for 
alignment within the promotion of the economy, we also leverage stakeholder 
perspectives (Jokinen et al., 2008). A primary aim of business expatriation is the 
capture of new knowledge to often fuel organizational growth and success; multi-
ple stakeholders have a vested interest in exploited international learning (Froese 
& Peltokorpi, 2013). However, the literature also reveals the personal benefits that 
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often act as a driver for expatriation choice, supporting individuals with various 
forms of capital (Arifa et al., 2021). This study focuses on self-initiative expatri-
ates, or globally mobile self-initiates, defined as individuals who move globally 
without being impelled or directed to do so by some formal recruitments or lead-
ership pipeline mechanism (Arifa et al., 2021). Meeting the professional definition 
of an employee according to various perspectives on the contract between work-
force and employer, these individuals choose to take positions of paid employ-
ment in pursuit of their career without any force other than their own initiative 
(Arifa et al., 2021). Not only are these individuals closely involved in their pre-
departure decision-making processes, ensuring they operate within their motiva-
tion to reside overseas, but the negotiation of their own terms removes any very 
real organizational control (Farcas & Gonçalves, 2017). With less research focused 
on this expatriation funding, this study uses a range of expatriate, non-expatriate, 
and national stakeholders to screen for possible enabling and deterring organi-
zational, social, professional, and personal propellants (Arifa et al., 2021). This 
poster extends the prior research of preparing expatriates through assessment of, 
and support for, the initiating mindset required for voluntary employment in in-
ternational locations of the workforces of modern nations (Biemann & Andresen, 
2010). 

The purpose of this paper is to examine the global mindset of individuals who 
are more like self-initiated expatriates than traditional expatriates, and to intro-
duce an understanding of this phenomenon (Cao et al., 2012a). The independent 
variables associated with the self-initiated expatriate mindset include cosmopoli-
tanism, reflexivity, locational identity, and perceived external and intrinsic barri-
ers towards becoming a self-initiated expatriate (Lauring & Selmer, 2014). This 
paper will use a qualitative approach to incorporate views of interest from career 
practitioners. The purpose of the qualitative study is to explore career counselors’ 
opinions of key competencies and terminal behavior as they relate to the Curtis 
model. The results of this study will provide means to investigate terminal behav-
ior, indicative of competent and efficient self-initiated expatriates, as well as sup-
port refined career counseling, enabling career practitioners to better model non-
traditional career paths for individuals considering self-initiated expatriation, re-
gardless of life stage (Doherty et al., 2013). Becoming a self-initiated expatriate is 
not just a lifestyle, but it also entails many international work-related benefits (Cao 
et al., 2012b). SME motivations to become expatriates have pre-reflective triggers 
related to their value systems, which connect to career success. Becoming more 
‘global-minded’ by opening one’s socio-cognitive layers, SMEs learn by enhancing 
cultural, professional, and scholastic applications, along with their interests within 
the global domain (Yussuf, 2024). These underlying reasons lead to altruistic com-
mitment, which sets them apart from contractual commitment. Amid the global 
crises and declining economies, countries can attract sustainable expatriate mi-
gration in order to remain competitive against the growing economies. These mi-
grants provide a short business cycle response. 
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2. Related Work 

The dominant model through which scholars analyze expatriate work is one of 
transfer – of knowledge, capital, innovation, green technology, organizational cul-
ture, order, and a variety of other organizational resources (Peltokorpi & Froese, 
2009). The consequence of this is that expatriates themselves become seen as car-
riers of fluid and unpredictable forms of capital, being shaped through the expat-
riate experience or even being considered nothing but temporary citizens and not 
expatriates at all (Yusuf, 2023).  

This view of expatriation is arguably caught within a somewhat outdated (but 
once highly influential) form of functionalist thinking that no longer adequately 
captures the spatial and temporal struggles that define the modern expatriate ex-
perience. More recent thinking related to mobility and new geographical theory 
suggests that the outmoded extremes of completely mobile, expert, “anywhere” 
individuals or overly “fixed, tied-down somewhere” people are poor representa-
tions of the 21st century world. In today’s mobile world, where traditional pro-
duction and consumption patterns are increasingly questioned, individuals are 
faced with fluid and context-dependent interconnections between different places 
and communities that require personal knowledge and understanding of contexts 
not only as one moves in space but also as one leads one’s daily life—the ability to 
deal with complexity and acquire flexible mental maps that offer powerful and 
creative spatial competencies. 

There are many previous studies associate to Self-initiated expatriate, crucial to 
this, is the work of Mello et al. (2021) who examine the long-term effects of self-
initiated expatriation on the careers of women by employing a qualitative ap-
proach, conducting in-depth interviews with female self-initiated expatriates to 
explore their career trajectories and experiences. The research revealed that self-
initiated expatriation positively influenced women’s careers by enhancing their 
international experience and professional networks. However, challenges such as 
work-life balance and cultural adaptation were also identified. 

O’Connor (2018) conducted a mixed-methods study, combining surveys and 
interviews with self-initiated expatriates to assess their career motivations and 
outcomes. The study found that self-initiated expatriates are driven by career de-
velopment opportunities and personal growth. They often experience enhanced 
career satisfaction but may face challenges related to job security and organiza-
tional support. 

Wechtler & Hall (2018) utilized a quantitative survey method, collecting data 
from repatriated self-initiated expatriates to examine the factors influencing 
knowledge transfer upon return. The study highlighted that organizational sup-
port, including training and career development opportunities, significantly facil-
itates effective knowledge transfer from repatriated expatriates to their home or-
ganizations. 

Wurtz (2022) applied a quantitative approach, analyzing survey data from ex-
patriates to investigate how age, gender, and expatriate type influence stress and 
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coping mechanisms during expatriation. The research indicated that self-initiated 
expatriates employ different coping strategies compared to assigned expatriates, 
with variations observed across age and gender groups. Younger expatriates and 
females reported higher stress levels but also demonstrated more proactive coping 
mechanisms. 

Yao & Thorn (2020) conducted qualitative interviews with self-initiated expat-
riates to delve into their motivations for expatriation and how these motivations 
affect their effectiveness in host countries. The findings revealed that motivations 
such as career advancement, cultural exploration, and personal development are 
pivotal in determining expatriation success. Alignment between personal goals 
and job roles enhances expatriate effectiveness, while misalignment can lead to 
dissatisfaction and early repatriation. 

3. Conceptual Framework 

Self-initiative expatriate mindsets are constructed according to the recommenda-
tions of the theory of planned behavior. It has been extensively utilized in explain-
ing the intention to behave. The suggested theoretical framework here provides 
the basic components of the model which are utilized to explain the phenomenon 
under study. The core part of the theory is the behavioral component which is 
predicated by behavioral intention, which is itself predicated by a person’s attitude 
towards the act demanded by the behavior, a permanent norm that has been con-
structed for accepting or rejecting such behavior, and a subjective norm that re-
flects the way that an individual perceives society’s or important others’ attitudes 
toward that behavior. As a result, challenges and opportunities are conceptual-
ized, where the proposed conceptual framework is presented in Figure 1. 
 

 

Figure 1. The proposed conceptual framework. 

3.1. Cultural Adjustment 

Adjusting to a new culture is not only an individual process but also a social one 
for expatriates. For many expatriates, dealing with work-related issues, language 
barriers, and greater cultural distance becomes more important than just the 
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individual level of cultural over-adaptation (Chen, 2019). Cultural adjustment 
paradoxes are critical, such as maintaining work interests and a positive attitude 
while confronting administrative red tape and persistent personal demands. The 
expatriate has to deal with the very different social and cultural environment, thus 
creating a paradox. Expatriates will often experience both positive emotions and 
negative ones simultaneously. 

From success in making friends, learning the language, or completing work 
tasks, to failure in fitting in with the local way of life or carrying out daily activities, 
acceptance of negative emotions may be equally important as the experience of 
positive emotions. Overcoming cultural adjustment challenges can develop mas-
tery and acceptance (Wechtler & Hall, 2018). Even taking away from the experi-
ence at increasingly deeper levels does not mean being pressured to adopt the cul-
ture, but rather having tools to handle those moments or situations that require 
it. Style guides employed as information sources, while often superficial, create 
expectations that neither one’s unique expat style nor the host society itself can 
meet (Vromans et al., 2013). There is a gulf between the expectations of living an 
exotic, free, and comfortable lifestyle and the reality. 

3.2. Workplace Integration 

It seems to be a no-brainer that individuals who sought the position of expatriates 
should have no challenges in initiating themselves during their assignments. How-
ever, managerial and corporate level initiatives still affect this integration process 
substantially, and modern work settings force individuals to adapt to them (Alli-
anz Care, 2021). For this reason, a number of expatriates are not motivated to 
support workplace integration and lack the ability to increase their self-initiative 
mindset in their host country-based work settings because the home country’s 
company systems and support mechanisms that were established to handle work 
relations fail to fit that country, work environment, and host country’s office 
(Stoermer et al., 2021). 

There is a risk of potential loss of expatriate employees in the travel and hospital-
ity industry who serve as core talent for the industry if there is not open communi-
cation at the pre-assignment phase within the assigned expatriate’s ability. There-
fore, most travel and hospitality firms have established pre-trip support programs 
for expatriate employees who will have to be sent to new jobs in the host company’s 
other offices in foreign countries. The firms’ actions will benefit them by expecting 
the lowest level of repatriation costs at the end of the expatriate’s assignment, or 
turnover, if the expatriates’ adjustment amounts to success in the foreign assign-
ment. However, the proportion of expatriates who received pre-departure support 
did not indicate any kind of increase from that of the last few years. 

However, the proportion of expatriates who received pre-departure support did 
not indicate any kind of increase from that of the last few years (Richardson & 
McKenna, 2002; Allianz Care, 2018). 

https://doi.org/10.4236/jhrss.2024.124044


O. Yussuf 
 

 

DOI: 10.4236/jhrss.2024.124044 833 Journal of Human Resource and Sustainability Studies 
 

3.3. Skill Development 

Expatriation may provide employees with an imperative educational experience, 
as it provides a platform where a professional can learn, understand, and develop 
skills in an ever-increasing aspect of professional behavior. The cultural immer-
sion that accompanies international work is of great value, and liberal arts profes-
sionals are being asked to reflect on a coexistent private awareness and a global 
base of operations (Bharadwaj & Buchanan, 2023). This skill-based development 
is cited among the top transferable expatriation benefits for any professional. Psy-
chological maturity and motivational prowess are likewise linked to enhanced in-
tercultural capability. 

Moreover, self-initiating expatriates have the opportunity to become operational 
within a diverse, multicultural environment. This offers them the chance to grow 
and learn from professional relationships and job experiences that cannot easily be 
replicated within a domestically based corporation (Farcas & Gonçalves, 2017). 
Employees have to forgo social ties and interactions that the major inhabitants con-
sider a given for anyone who has lived in one community for the entire duration of 
their life. This ability to adapt and assimilate into a different community varies based 
on the individual; however, an organization has the capability to facilitate the tran-
sition for the employees (Suutari & Brewster, 2000; Lauring & Selmer, 2010). 

3.4. Career Growth 

Self-initiative expatriates view the world as a place full of opportunities. As their 
mindsets work as a magnet, they continually and dynamically find ways to come 
into contact with each other, which enriches and broadens their minds. For career 
growth, the entrepreneurial attitude, combined with an international perspective, 
will set the self-initiative expatriates apart (Sulong et al., 2022). The more positive 
self-initiative expatriate mindsets are towards globalization, the more they develop 
their sources of confidence, initiative, and a high level of motivation, and the skill 
set will follow. While non-initiative expatriates claim that obtaining experience 
abroad is more important than financial rewards, self-initiative expatriates believe 
that improving global competencies and opening up global career opportunities is 
paramount (Cao et al., 2012a; Mäkelä & Suutari, 2013; Mäkelä et al., 2011). 

However, growth is not only about the career. A constant challenge is to balance 
career growth with a good salary, and an international corporate job with private 
life. The exploited skills and self-initiative expatriate positive mindsets help them 
balance their desire to improve their working and personal lives. A temporary ca-
reer in a location where work-life balance is not challenged cannot bring the de-
sired rewards. Although some of the self-initiative expatriates may consider finan-
cial rewards to be less important and country-specific factors to more heavily 
influence their professional career than company-specific factors, others have 
strong desires to build a career around living in an environment with a good qual-
ity of life that they consider to be so high that it offsets their current income (Tha-
renou, 2013). 
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3.5. Networking 

Networking emerged as a soft power of searching, controlling, creating, and in-
fluencing in making career decisions. This comparison of relationships between 
coaching and proactive expatriates’ aspects of self-initiative could provide inno-
vative coaching experiences, for example, where a dual inspection and an affirma-
tion of the self-initiative expatriates with their mindsets are included. The con-
nection between proactive expatriates and coaching provides opportunities, effi-
ciencies, and effects of well-being from their proactive characteristics (De Araujo, 
2021). The networking practice of international mindsets is grounded in an asym-
metrical network for coaching and for the new dimensions of expandable career 
networking. These provide evidence of the opportunities for more inclusive net-
working practices in the coaching intervention towards a more agile coaching self-
organization to suit higher levels of the diverse populations of self-initiative ex-
patriates (Vaiman & Haslberger, 2013). 

Being proactive may have several advantages for expatriates but may not be 
suitable for all types of assignments. Although the literature illustrates some causal 
antecedents, their origins are not well known. Therefore, a conceptual analysis 
presents an overview of the relationship between a self-initiative expatriate with 
world mindsets and their use of coaching in preparation for international net-
working opportunities. The purpose is to advance theory and to demonstrate that 
coaching employment is hypothesized to provide increased professional develop-
ment resources for the expat to enrich their networking capabilities and capacities 
to embrace specific precursors of self-initiative expatriate assignments. 

3.6. Global Perspectives 

Expatriates in emerging markets critically frame how their experiences working 
and living in these environments have provided them with an understanding of 
international issues and perhaps of international careers. While abroad, they are 
expected to develop a global perspective, which is useful to their employer who 
might have a desire to expand overseas, such that international experience on ex-
patriates is an aspect of career-related international mobility. Moreover, such 
knowledge creates job-related situations requiring expatriates to draw on their in-
ternational knowledge (McNulty & Brewster, 2017). This knowledge can be fur-
ther harnessed or utilized by researchers interested in why the particular country 
was chosen for foreign deployment. 

Besides benefits for the expatriate, the global perspective, either related to the 
supported theory or actual measurement used for this construct, is favorable for 
further international roles, either within the organization or subsequent ones, and 
creating business contacts and alliances is a vital aspect of this development. Prod-
ucts sold across national boundaries can be produced from a variety of locations. 
Customers of companies operate internationally. Both major players are to be 
aware of the influences of foreign economic, legal, political, and cultural systems. 
Finally, global perspectives increase knowledge of markets and countries 
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(Kaufman, 2009). 

3.7. The Interrelationships among the Variables 

The study developed three hypotheses based on the research model by building 
bridges among self-initiative, expatriate, and success variables. This study at-
tempted to fill the gap between previous research findings, which consistently sug-
gested that an expatriate might not be able to perform his or her job effectively 
without self-initiative as an essential personal characteristic, especially when ar-
riving in developed countries. It also highlights the necessity of personal resources 
for members working on international assignments and the dynamic processes of 
developing these personal resources. In this context, HRM has a significant role 
in the process of global competition. Therefore, it is increasingly important for 
expatriates to understand the significance that self-initiative plays within the ex-
patriation process to be developed within the organization. 

3.7.1. The Relationship between Cultural Adjustment and Self-Initiative  
Expatriate Mindsets in the Modern World 

The relationship between cultural adjustment and self-initiative expatriate mind-
sets over time in the modern global world is dynamic. With the increasing com-
plexities of international business, the roles and skills required of expatriate’s de-
mand increasing flexibility and the ability to adapt. I perceive the emergence of 
continual self-development among expatriates, with an increasing desire for indi-
viduals to maintain their own identity and self-efficacy (Stoermer et al., 2021). The 
notion is to recognize that change is perpetual, emphasizing that personal success 
can arise through globalization and intercultural knowledge acquisition. The ex-
patriate mindset involves taking a proactive approach in life to be equipped with 
the skills and competence to deal with global complexities. Therefore, the key con-
cept of the self-initiative expatriate mindset can be observed in modern society 
alongside the concept of the lifelong learner, strategic career self-management, 
and adaptability at work (Cao et al., 2012a). 

Most organizations recognize the importance of their expatriates’ ability to 
demonstrate competencies that support the organization’s business strategy and 
mission accomplishment, as well as to adjust to culturally diverse experiences 
(Biemann & Andresen, 2010). Research has found that the self-initiative expatri-
ate mindset, learning, and adjustment are all related. The better one feels equipped 
to solve problems, such as those faced by self-initiative expatriates, the faster one 
adjusts. The more one is able to learn, the faster one adjusts. However, some ex-
patriates tend not to develop these capabilities over time, which may lead them to 
become more insular and develop an isolated, parochial view of their new envi-
ronment, resisting contact with the host culture. 

3.7.2. The Relationship between Workplace Integration and  
Self-Initiative Expatriate Mindsets in the Modern World 

Contrary to a simple focus on adaptation or solely on job performance, construc-
tive goal-oriented approaches suggest how a potential symbiosis can ensue, 
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integrating work and personal life aspects of long-term success. Positive self-de-
velopment takes longer but reaps dividends in terms of personal well-being at the 
same time as it enhances effective work performance (Stoermer et al., 2021). An 
attractive and meaningful life possibility can thereby be created, which other peo-
ple will respect, admire, and value. Strategies can be directed towards assisting and 
permitting human beings to find a goal that goes beyond mere employment pos-
sibilities, to promote natural growth and fulfillment within each individual. Given 
the expatriate context, with its live/work duality, which is typical for a specified 
period of time, it is possible to create a sophisticated workplace position for ex-
patriates who possess a wider and deeper perspective that has been developed by 
the expatriates themselves over the past few years. Such development yields initial 
benefits in line with a competitive edge. But to retain and provide impetus to em-
ployees, expatriates must place trust in their companies, which will also be held 
responsible for ensuring social balance. There is no one-size-fits-all, and there is 
a wide range of alternatives as there are employees. No single strategy leads to 
continuous rewards, particularly as it does not take employees long to recognize 
the most promising procedures and to try and hold fast to them (Brewster, 2024). 

3.7.3. The Relationship between Skill Development and Self-Initiative  
Expatriate Mindsets in the Modern World 

In today’s constantly changing world, everyone needs to keep up to date with their 
skills. No one can assume that learning about the present will keep us relevant for 
tasks in several years or decades. In the corporate sector, businesses need their 
employees to keep updating their skills to contribute to the ongoing success of the 
business. Higher education institutions implicitly express to potential students 
how their learning experience will contribute to personal and skill development 
in preparation for the job market. Even in schools, teachers are encouraged to help 
young children learn in a way that will be useful in the future with social and work 
practices expected to operate in a few years’ time, in jobs that are not even thought 
of. Increased importance is placed on entrepreneurial skills, critical thinking, cre-
ativity, problem solving, analytical skills, technological skills, and life and career 
management (Arifa et al., 2021). All of these skills go directly to the heart of the 
self-initiative that a self-initiating expatriate is characterized by. However, re-
wards should not be the primary motivation for self-initiating expatriates. Learn-
ing for the sake of learning is also popular. Expatriates are prepared to consider 
working for free as a means of improving their living standards, career prospects, 
professional expertise, resume, and skills, especially if the work has social value. 

3.7.4. The Relationship between Career Growth and Self-Initiative  
Expatriate Mindsets in the Modern World 

An important dimension to consider regarding self-initiative mindsets is career 
growth. There is a growing consensus that individuals bring with them cultural 
attributes that display the psychological potential for expatriates to help develop 
international organizational strategies. The desire of both global companies and 
individuals to partake in the financial benefits of operating in a global market has 
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rewards (Aho & Lehtinen, 2024). One highly motivational reward of self-initiative 
activity by expatriates is the potential for both locally and globally based employ-
ees to experience fast-track global career paths. A more modern rationale for fast-
track career paths is the need to develop global networks while spending only short 
periods of time at headquarters, which lacks on-the-ground experience. 

The problem is that the psychological development required for fast-track global 
career growth does not come about from simply working in a mixture of interna-
tional office locations and sponsorship opportunities. The effectiveness of per-
sonal global development is directly correlated to the psychological belief in an 
individual that they can achieve and capitalize on working opportunities. Having 
the belief that tasks can be achieved while working in different international of-
fices develops a deep understanding of true operational organization mechanics 
at all levels. The problem of misplaced individuals who require excessive sponsor-
ship to adapt to foreign office locations is also reduced (Chen et al., 2024). Inter-
national companies in recent years have looked at downsizing foreign location 
seniorities or closing foreign offices because the quality of expatriate talent to run 
operations was not strong enough. 

3.7.5. The Relationship between Networking and Self-Initiative  
Expatriate Mindsets in the Modern World 

Expatriates with self-initiative expatriate mindsets have a commitment to inter-
national mobility and are looking for further opportunities to live and work abroad 
in the future. This led us to expect that those with such mindsets are more likely 
to network and maintain diverse or international networks. However, in our anal-
ysis, we found no clear relationship between networking and self-initiative expat-
riate mindsets (Zhang & Lassalle, 2024). While this association may be positive, it 
may be that individuals with such mindsets are disconnected from their current 
location and are already focusing on a preparatory stage for their next move. This 
should be investigated further. 

Such a lack of relationship may also be associated with the rapidly evolving 
digital world, as self-initiative expatriates look for other ways to find possibilities 
to live and work abroad. Rather than establishing traditional bilateral relation-
ships with distant others or maintaining expat social ties that allow at least bor-
derline communication in the host country language, international collabora-
tions, or potentially necessary language skills, connections are made from differ-
ent sources. 

3.7.6. The Relationship between Global Perspectives and  
Self-Initiative Expatriate Mindsets in the Modern World 

In identifying the cultural dimensions that are required for successful expatriate 
relations, global perspectives have been integrated into discussions about fur-
ther perpetuating and enhancing internationalization. These global perspectives 
are thus growing in importance and bolstering self-motivated forms of expatri-
ation. Through its individual level of analysis, and especially through theoretical 
contributions that link self-initiative expatriate mindsets with relational, 
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organizational, and contextual level perspectives, the cultural component has 
been further identified as essential in dealing with tensions related to global per-
spectives and individualism, the spiral of cynicism and negativity, and the loss of 
trust and reciprocity in the workplace, business relations, and e-commerce (Atay 
et al., 2024). 

Given that self-initiative expatriate assignments are related to specific forms of 
religious self-expression and attitude, whilst individual and organizational valua-
tions are related to distinct preferred social psychological traits, there is a call for 
the need to conduct research on the links between global perspectives and self-
initiative expatriate mindsets. Such connections are important in understanding 
the traits and dimensions that are involved in propelling expatriates to increase 
their readiness to succeed in high-level self-initiative positions worldwide by em-
bracing the responsibility that is required to better integrate stakeholders and in-
fluence positive attitudes, which can be employed through international business 
and foster a range of communication-specific skill sets that are suitable for com-
munity engagement: cross-cultural, spanning cultural, digitizing cultural, and 
firmly grounded functional (Abonil et al., 2024). 

4. The Role of the Relationship among the Variables 

Relationships among the main variables used in this study will also be analyzed. 
The role of self-perceived expatriation preparedness will be studied with respect 
to the relationship between age and the willingness to self-initiate expatriation. 
We expect participants with higher scores in self-perceived expatriation prepar-
edness to perceive a lower relationship between age and the willingness to self-
initiate expatriation. Thus, self-perceived expatriation preparedness should mod-
erate the relationship between age and willingness to self-initiate expatriation. 
Furthermore, we will study the role of self-perceived expatriation preparedness 
and the desired duration of expatriation on the willingness to self-initiate expat-
riation. People who are more willing to self-initiate expatriation will be those ex-
patriates who perceive themselves as having better expatriation preparedness, as 
they believe they have the personality and resources to be good expatriates and 
that external conditions will not influence their company accomplishments. 

We also expect those expatriates willing to self-initiate expatriation to have no 
specific expectation of the period in which they expect, or prefer, to expatriate; 
their answers will be oriented only by their personal willingness to expatriate, in-
dependent of the expected duration. However, we expect participants with higher 
scores in self-perceived expatriation preparedness to perceive a negative relation-
ship between the desired length of expatriation and willingness to self-initiate ex-
patriation. These participants will report a lower intention to self-initiate expatri-
ation, as they will want to work as expatriates for a longer period. Moderation and 
mediation analyses will also be carried out in those cases in which it is possible, 
and additional relationships can be found. 
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5. The Perceived Impact of Conceptualizing Self-Initiative  
Expatriate Mindsets in the Modern World 

They put it bluntly: “Self-initiative expatriate mindsets bring together three exist-
ing constructions: self-initiated expatriates, expatriate success, and self-initiative. 
Taking this step has enhanced our understanding of these constructs and how 
they function, either individually or collectively”. They argue that this conceptu-
alization can also offer insights into the globalizing world as well as the shifts that 
are taking place in the global talent market. A growing number of employees are 
now linking their personal careers with global options, thus viewing themselves 
as self-initiated expatriate talents. This shift in perception is driving the transfor-
mation of global mobility in the 21st century. Scholars are advised “to go where 
the elephants are”, meaning that a research focus will be successful only if large 
corporate organizations are interested in finding potential solutions, and that re-
search findings resulting from a fruitful collaboration will be disseminated quickly 
so as to be of practical use. 

Studies have shown that consolidating mindsets, such as self-initiative, leaves 
an empowering footprint. A differentiation study examining self-initiative expat-
riates and assigned expatriates indicates that self-initiative capabilities, access to a 
personal network, and the right behavioral traits help recruits source themselves 
and recruit into expatriate assignments, support the self-initiative intentions of 
the organization, including supporting its self-initiative management of power 
sharing, meeting requirements during repatriation, and the post-return careers 
and terms of the assignment. A significant relationship between self-initiation and 
repatriation support has been found. It is interesting to note that if a management 
style and organizational culture support self-initiated goals, then management 
style and organizational culture should and would support expatriate talent, given 
the same amount of time in the organization. Such a goal will be met only if there 
is special support intrinsic in worth. 

6. Conclusion 

With this research, we contribute threefold to the current scholarly understanding 
of expatriates by explaining how increasingly common self-starting expats can be 
understood in contemporary literature. First, we merge extant research to detail 
the characteristics, motivations, and benefits of self-initiative expatriate mindsets 
in a model that integrates their unique contemporary position and traits. Second, 
we detail the implicit and explicit aspects that the self-initiative mindset espouses. 
Third, we find that theoretically, a self-initiative expatriate living abroad would 
engage in at least two of six tasks concerning customer or company, country, ca-
reer, personal, social, and family, but in reality, they accomplish at least three to-
gether. We conclude by identifying areas for future research. Prior papers have 
focused on traditional employer-initiative organizational assignments or family-
expat dual reasons for international relocation. This research provides significant 
theoretical and practical foundations in an era when more individuals and families 
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now consider the international mindset of self-initiative. Contrary to prior work 
that has led to prescriptive suggestions for individuals and human resource man-
agers, please increase your mindfulness since a self-initiative mindset means expat 
acceptance and contentment across almost all stories of international ventures. 
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