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Symposium Overview
While in recent years long-term expatriation has been supplemented, and in some cases replaced,
by alternative expatriation in the form of short-term, commuter, frequent traveler or virtual team
assignments (Meyskens, von Glinow, Werther, & Clarke, 2009), ‘traditional’ long-term
assignments are still the norm in many organizations, and the most common expatriate profile is
still an expatriate who is married or attached, often accompanied by children (Brookfield Global
Relocation Services, 2012). International assignments are a strong catalyst for changes in both
the family and work lives of expatriates, and prior research has determined that spouse and
family adjustment is an important contributor to overall international assignment success
(Andreason, 2008; Cole, 2011). Recent industry surveys (e.g., Cartus & Primacy, 2010) show
that ‘family and personal circumstances’ and ‘partner’s career’ remain the top reasons for
refusing to accept an international assignment, thus representing a critical relocation challenge.
Further, Andreason (2008) found that the three main reasons for failed assignments constitute a
continued risk: family concerns, partner dissatisfaction, and inability of spouse to adapt.
More than two decades of research shows that the trailing spouse, in particular, plays a
key role during expatriation in terms of willingness to go, assignment completion, expatriate and
family adjustment, and expatriate performance (Black & Gregersen, 1991; Lazarova, Westman,
& Shaffer, 2010). Prior research (e.g. Caligiuri, Hyland, & Joshi, 1998; Takeuchi, Yun, &
Tesluk, 2002) shows that there are significant family system effects during international
assignments, where crossover effects between the trailing spouse, expatriate employee and other
family members such as children, can influence attitudes and behaviors. McNulty (2012) found
that professional support (to address the dual-career issue) and social support (to alleviate marital
stress) were perceived by trailing spouses as having the greatest impact on identity reconstruction and, in turn, their adjustment, despite that both types of support were lacking.
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While the body of research that confirms the importance of family as a factor in expatriate
success is growing steadily, organizations with expatriate employees do not appear to have
utilized much of the knowledge generated by researchers. They still face just as many, if not
more, expatriate family-related challenges as they did several decades ago. Some of the issues
have changed: notably, expatriate partners are much more likely to have careers of their own
much more than they did 40 years ago and professional concerns are far more salient than they
were in the past, but the core of the problem has not changed: organizations and families
generally underestimate, by a wide margin, the challenges of international assignments.
In this symposium, we bring together five papers focused on a range of expatriate family
issues including the dual-career challenge, relocation transitions, organizational support,
adjustment, and key emerging trends. Four of the papers are authored by international teams of
global mobility scholars from countries that include (in addition to the USA) Malaysia, China,
Australia, Canada, Spain, and Israel. We also include a paper by industry experts - a team from
Brookfield Global Relocation Services based in the USA and UK, an organization that has
conducted research on corporate relocation and international assignment policies and practices
for 18 years - that allows both researchers and managers to map out the dynamic context of
expatriation and the continuous changes of global mobility trends. We believe that the main
contribution of our symposium is the marrying of theory and practice from an ‘international
membership [that] affords us a broad perspective … across regions, [on] issues of practical
importance to managers, employees, and the other stakeholders in our scholarly enterprise”
(Adler, 2012). In response to the often repeated call for ‘bridging the gap’ between academia and
management (Hughes, Bence, Grisoni, O’Regan, & Wornham, 2011), our goal in this symposium
is to integrate the primarily theory-driven focus of scientific inquiry regarding antecedents,
processes and outcomes of expatriate/family relocations with a more phenomenon-driven
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approach of industry consultants to understanding what matters for expatriate families. As such,
the papers we have chosen fit well with the conference theme of ‘capitalism in question’, in the
context of addressing the emerging needs of an ever-changing dynamic and diverse global
workforce facing unprecedented economic and financial challenges.
The first two papers are empirical but use different theoretical lenses to examine the
antecedents and outcomes of expatriate adjustment. Westman et al. provide a partial empirical
test of the theoretical model proposed by Lazarova, Westman and Shaffer (2010) to investigate
how expatriate adjustment relates to performance among 200 managers currently on assignment.
Drawing on the Job Demands-Resources Model and spillover theory, the authors conceptualize
adjustment as the achievement of role expectations in two life domains – work and family – and
map the relationships among expatriate work-role and family-role adjustment. In our second
paper, Malek and Reiche draw on anxiety/uncertainty management theory to show among a
sample of 134 expatriate-partner dyads in the culturally tough context of Malaysia that support
from the organization, host country nationals and family members (and the spouse in particular)
will help expatriates to reduce their feelings of anxiety and uncertainty inherent in their relocation
and facilitate cross-cultural adjustment and ultimately their performance.
The third paper by Sullivan et al. provides a detailed overview of family issues in global
mobility from an industry perspective. Brookfield Global Relocation Services, one of the
industry’s most reliable sources of global relocation trends, draw on 18 years of data that
highlight a number of expatriate family issues that continue to cause challenges for global
mobility managers and their companies, along with insight as to where future research on this
important topic needs to be directed. The fourth paper by Moeller et al. builds on and extends
historical conceptualizations of dual-career expatriation to suggest that a core set of competencies
and capabilities acquired by dual-career couples will lead to a distinct competitive advantage for
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organizations. In developing a four-level framework consisting of individual, couple,
institutional, and national competencies that define ‘dual-career success’, they identify the
processes by which expatriates develop dual-career competencies and capabilities utilizing
informal and formal support mechanisms, and provide a theoretically grounded conceptualization
of cognitive, functional, and emotional dimensions that impact dual-career capabilities.
In our final paper, Lazarova and Pascoe build on prior research to re-visit the issue of
organizational support through the eyes of expatriate families. The paper is phenomenon-driven
and is based on data from a sample of 656 respondents (primarily expatriate spouses, but also
expatriates and teenage children) on assignment in 62 countries with origins in 44 home
countries. The findings provide compelling insights and new research directions for the field, as
well as a critique of existing assumptions about the effectiveness of organizational support,
particularly during critical transitions.
Whereas the papers in this symposium represent a diverse set of issues and include both
empirical and conceptual studies, they are all closely related to understanding how expatriates’
different life domains interact in facilitating an international relocation. Taken together, each
provides a different angle and theoretical perspective to individuals’ and their families’
transitions across countries that have important implications for both research and practice. Along
with the industry perspectives provided by Brookfield, our symposium is likely to provide rich
insights that extend our knowledge, and future research agendas, in this field of inquiry.
This symposium is targeted towards three Academy divisions. First, it is most suited to
the International Management division, as at its core it focuses on essential concerns for
multinational organizations that need a cadre of successful globally mobile professionals in order
to execute their internationalization strategies. Not only do the various papers focus on a
phenomenon and unit-of-analysis that are truly cross-national in nature, the research samples
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entail expatriates and their families from a vast range of countries-of-origin and that were also
relocated to many different host countries. Our symposium is itself a product of a collaboration
between authors spanning across eight countries. As such, it offers a truly international
perspective on critical current questions and suggests avenues for future studies. Second, the
presentations are designed to discuss important implications for developing effective HR systems
and practices that can aid organizations in designing appropriate support practices for their
expatriate employees. We explicitly incorporate the view of international industry consultants to
complement and enrich the scholarly perspective on the study of expatriate family matters. Our
goal here is to make the symposium interesting for the members of the Human Resources
division. Finally, the symposium reflects the Organizational Behavior division’s interest in the
study of “internal processes and practices as they affect individuals.” All five papers examine the
psychological and/or social processes that affect transitioning individuals’ and their families’
attitudes, behaviors and cognitions.
The symposium consists of five presentations, followed by an audience discussion and
lively debate. To this end, we are committed to (a) limiting the time of each presentation to allow
for more audience participation, and (b) having the organizers act as facilitators as opposed to
discussants to allow an interactive discussion among the presenters and the audience. Each
presentation will be limited to 12 minutes, allowing for 30 minutes of audience-presenter
interaction. The discussion, facilitated by the organizers, will be guided by three key questions:
1. What has changed in expatriate family issues over the past two decades since research on this
topic first began? Is it ‘more of the same’ or has the playing field changed? If so, why?
2. To what extent is scholarly research on this topic of value to practitioners (relevance), and do
practitioners use scholarly research in their consulting work with clients (implications)?
3. Where can our scholarly research on this topic be best directed to serve the needs of the
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scholarly and practitioner communities we serve? What are the hot topics in expatriate
family research demanding our attention over the coming decade?
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