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Abstract

Foreign assignments are, according to some practitioners and researchers, becoming less attractive these years. The increased demand for “knowledge workers” and the changing values of younger generations arriving on the labour market makes this very problematic for many MNC’s. The underlying logic is, that the younger employees, often university graduates (such as economists), tend to follow more narrow self-interests, and they therefore stay home to nurture their career. This is reinforced by deteriorating corporate policies based on cost cutting. However this unattractiveness is often not specified (or well documented). This paper addresses the question, how the attitudes are towards expatriation among Danish economists. Based on a survey of carried out in 2000 (with a response rate of 67.3), 1346 people provide the basis for the following findings: The Danish economists tend to look very positively on this type of employment (across age, gender, seniority, former foreign assignment and to some extent unemployment). This is supported by the fact that about ¼ of the respondents already had experiences with foreign assignment.
Introduction
A substantial body of literature suggests that the increasing competition between companies for labour, especially for the new (younger) recruits, makes it increasingly more difficult for multinational corporations (MNC’s) to attract employees for foreign assignments, i.e. for expatriation for longer spells of time. These assignments are apparently becoming less attractive to potential candidates (making the multitude of proposed selection criteria of decreasing practical value to internationally assigning firms). But this unattractiveness is often not specified (or well documented). We are just told by practitioners from companies, that in general they find it increasingly difficult to find people, who want to do foreign assignments, and the interpretation by researchers in much of the IHRM-literature of the situation goes something like this: There is a lack of willingness on the side of employees to take up these positions, and this is caused by, inter alia: 

1) Cost cutting from the companies, i.e. companies’ reducing the special compensation packages for expatriates, making it less attractive (and more uncertain) to take up an assignment abroad, compared with taking up a local (domestic) job (Black et al. 1999; D’Averi, 1995; Brewster and Scullion, 1997; Selmer 2001), and 

2) An increasing awareness of a favourable market condition in the domestic labour market by employees, implying a more rational, i.e. self-centred career-orienta​tion, based on the increasing pursuit by employees of their self-interests (Black et al. 1999; Riusala and Suutari 2000). 

Selmer calls the first cause ‘deteriorating corporate policies’, and he argues that the outcome for the companies is “problems”: Instead of having many applicants to pick-and-choose from, today companies often have to take the only one who wants to go - not necessarily the best or qualified, technically and/or culturally (Selmer, 2001). Companies are no longer able to define “a pool of candidates”, when a job emerges, and the selection process following the recruitment process becomes extremely difficult (Black et al. 1999:70). The changing career-orientation is then based on a more profound change in the employment relationship. It is becoming much more market-based; some would argue that the market has been brought inside the firm (Capelli, 1999). And this renewed rationality leads to more intentional choices from employees, taking care of their own career, by staying home.

The lack of willingness to take up foreign assignments is also expected to be based on the earlier experiences of employees, either as expatriates themselves or when they see what happens to colleagues when they return home. A large bulk of literature has documented the dismal prospects for many expatriates, when they return home (see Adler 1986; Black 1991, Scullion, 1995, Harvey 1996; Forster and Johnsen, 1996 and Black et al. 1999). Companies have significant problems in handling the repatriation process, leading to much higher employee turnover in this group (compared to other types of employees). Some authors report about 20 – 50 % turnover rates among repatriates in mainly US-companies (Black, 1988). In addition Tung found in her 1987-study, that half of the 80 US-companies had expatriate failure rates up to 30 %, and there seems to be a somewhat general tendency for firms not to handle the two processes – expatriation and repatriation - very professionally (Tung, 1987:117, see also Black et al. 1999:215ff). This is on other words a phenomenon, which has existed for quite some time. Not only the empirical studies mentioned above seem to indicate this, but also the general attitude held by practitioners seems to reinforce this. The underlying argument is therefore, that companies failing in their support of expatriates may have difficulties in finding willing internal candidates to accept offers of expatriation, as they can readily see what is likely to happen to them when they come back. 


Still there are also indicators of this failure phenomenon not necessarily being caused by lack of company policies. In a study by Punnet, about 15 % of expatriate candidates were reported to have declined a foreign assignment because of their spouse’s career, and this is expected to be a more common reason for rejection in the future, especially in Western Europe and North America (Punnet 1997). In other words, an increasing number of expats have partners who are also nurturing their own career, perhaps being offered a job as expat from time to time, and this makes this somewhat more complex for companies to plan and sort out. The old problem of ‘entertaining the accompanying spouse’, has been succeeded, indeed as it seems replaced by the much more complex phenomenon of matching the expectations of the two career family: that both partners should be able to progress with regard to jobs and with regard to opportunities for job development (Larsen, 1998:290; Riusala and Suutari, 2000:13).

Conflicting opinions within the research community

There are, however, two main problems related to the arguments presented above. The first one is about the size of the problem, and the second one is about the underlying rationale. 


First, while there is a high degree of agreement among scholars about the importance of the overseas operations for companies, the ‘wisdom’ of the size of the problems associated with the expatriation is somewhat ambiguous. This debate has been presented before (see Harzing 1995), and the question - here eight years after – is still to be answered. Do the expatriation and repatriation problems extend to larger groups of employees, and if so what are the consequences and are we in the ultimate case facing the death of the expatriate. In other words due to costs and recruitment and selection difficulties companies will tend instead to localise (i.e. to use host-country nationals)? Or are we moving in the opposite direction, i.e. the old type of employment model is just succeeded by a large number of new and more varied patterns of working abroad, ranging from short-term assignments, international commuting to frequent flying (Harris; Petrovic and Brewster 2001:7, and Brewster and Scullion 1997:38)? In other words, how precise is the diagnosis of expatriation and repatriation problems actually, and how does this influence on people’s attitudes towards foreign assignments?

Second, concerning the underlying rationale: the decline of employees’ willingness to take on foreign assignments is thought to be caused by (i) changed career aspirations and (ii) the experiences of employees themselves and/or of their colleagues, leading to the suggested more self-interested or self-conscious rational goal oriented career behaviour. They often pose the question: “Will this assignment lead to my advancement” (Black et al. 1999:69). In general, the attitude could be formulated something like this: Top positions do not come through foreign assignments, so therefore: stay at home if you want to improve your career chances. Attitudes like this are suggested to prevail, despite the fact that at the same time much of the recent literature in this domain is challenging the existing wisdom about career patterns (see Arthur and Rousseau 1996, Arnold 1997 and Larsen 1998). Career behaviour is considered to be changing in many important respects: first, it is said to become much less vertical, pointing in many other (mainly horizontal) directions (Larsen 2001). Second, employees are becoming oriented more towards in-job development, i.e. the traditional career paths leading through positions which are formally higher, but perhaps lower with regard to in-job development, are less pervasive and less attractive, too. One might suggest that there is a trend away from advancing through line management (‘up the ladder’) and towards project management, so that job advancement comes with increasing responsibilities and increasing autonomy in the job, not necessarily only with an increasing number of subordinates. Traditional career expectations may therefore become succeeded and replaced by a larger variety and in some sense irrationality, employees becoming more selective and less intent on pursuing the ‘one best way’ to the top in their evaluation of opportunities. Employees are increasingly – in this age of risk society and reflexive awareness (Giddens 1991: 35) – designing their own career patterns, based on the subjective orientation to work (cf. Crompton & Harris 1998: 123; Scheuer 2000a: 113-33). They are composing different sequences of occupational experiences, and they tend in an increasing extent to follow their own preferences and values. In the ultimate situation people are taking care of their own career by remaining employable by collecting portfolios of skills and experiences which are attractive to the market (Arnold 1997:28). Arthur and Rousseau have formulated it this way: ‘No norms and few models exist to tell us how to evaluate, plan, analyse, review, promote or enact a boundaryless career (Arthur & Rousseau, 1996:370). The lack of predictability is based on the assumption that employees will continuously pursue the best possible solutions for themselves, and they will in this process apply the ‘quid pro quo-attitude’. They are taking the greater risks and responsibilities of being unemployed when the company doesn’t need them any more, and for managing their own careers (Capelli, 1999:29), and for this companies are supposed to develop employees’ skills and learning opportunities. If they cannot deliver, employees will pursue other opportunities, and this goes for jobs inside corporations too.


Summarising the debate above the questions to be addressed goes like this: Are the attitudes towards expatriation positive or negative among people who have never been expats and among people who have? In addition, if we are going to see a much larger variety in career orientations and in career behaviour with a greater focus on personal development, why should (young) people decline foreign assignments? If they more often e.g. take 3-6 months sabbatical somewhere in Asia, why not then take a dynamic challenging job in PRC – the People’s Republic of China, and leave it if not proven interesting and challenging? To put it in other words: Taking up a foreign assignment can be motivated by (narrow) career strategizing, but it can also be motivated by a more general desire simply to get the opportunity to live and work abroad.


In the following sections, these questions will be addressed on the basis of a survey of economists carried out in Denmark in 2000. The sample represents an important section of prospective expatriates (economists, many of them educated in export marketing, IT or IHRM), and – living a small open economy – many Danish young people are instinctively more aware that export and expatriation are important aspects of a career than might be expected of young people in larger countries such as France or the UK. Therefore, the analyses and results presented may be thought of as relevant for and representative of young highly skilled employees in many other small European nations. 

The favourable economic conditions and the tight labour market in Denmark

The arguments presented above are based on the assumption that supply of good candidates is declining – i.e. the metaphor often used by practitioners ‘the right person, at the right time, for the right job’ is not an applicable best practice anymore. Viewing the situation from the local management position, the number of applications to vacant positions has been declining (dramatically in some companies like financial institutions), i.e. supply has become much more limited, and this tendency is interpreted as an outcome of the macro-level development of the declining size of the youth cohorts, i.e. that supply of (younger) graduates is increasingly limited while at the same time the demand for these people in companies are constant (or increasing). And in addition, the above-mentioned more recent demographic changes linked with the dual career families, seem to reinforce this problem. 


While attention has often centred on the supply-side of this problem, it is important to emphasise that – at least in the Danish context – the major problem is not one of declining supply, but one of rapidly rising demand for highly qualified candidates for vacant jobs. This can be illustrated by Table 1, which shows the number of people leaving educational institutions with either a bachelor degree (or an equivalent one) or a master’s degree. 

- table 1 about here -


Table 1 shows that the declining youth cohorts certainly do not – or not yet – show themselves in a declining number of degrees, quite the contrary: Both the number of people taking a bachelor and a master’s degree have almost doubled in the ten years from 1989 to 1999: In 1989, 5,500 took a bachelor degree and 3,300 a master’s degree, and these figures had gone up to 10,500 and 5,900 in 1999, respectively. This dramatic increase in the ‘degree production’ in Denmark in general, is even more pronounced when we look at the degrees aimed at the private sector. There is a dramatic increase in the composition of the workforce with regard to qualifications: over just ten years, the share of the population (aged 20 to 69 years) who hold a bachelor degree increased from 7.3 to 8.9%, or by more than fifth, while the number holding a master’s degree increased, from 3.7 to 5.3%, an even bigger increase by more than two fifths. 


Therefore, the supply of highly qualified candidates is certainly not decreasing supply, even if it may be experienced as such by companies. There must be a dramatic increase in demand, and this is confirmed when looking at unemployment figures, which demonstrate a substantial tightening of the labour market in the recent years.


The changes in demand and supply of labour have in the Danish case, just like in US (see Cappelli, 1999:33), been followed by a tightening of the labour markets. Whereas it in the US-case started in the end of 1996, the timing in Denmark is slightly different: unemployment peaked in 1989 and again in 1993, but since then it has declined rapidly, for many groups approaching full employment around 1997 or 1998. Unemployment figures for selected skill groups are supplied in Table 2.

- table 2 about here -


The table shows the overall declining trend in unemployment since 1993, which has characterised much of the Western world, but when we look particularly at the academic groups, one can see that especially these groups are characterised by a very low degree of unemployment. Economists (the group we shall look at in more detail in the following sections) show, furthermore, to be a professional group highly sensitive to the short-term business cycle, unemployment increasing from 8% in 1989 to 13% in 1993 (peak) and the declining rapidly to under 5% in 1999. Civil engineers show a similar pattern, while the group of (mainly public sector) academics show less dramatic trends, mainly due to less exposure to private-sector fluctuations. By Danish standards – and when compared with the UIFs of less highly qualified groups – the labour market of the academic groups is very tight indeed, and this is in the very main due to a dramatic increase in the demand for highly qualified recruits. No doubt, this influences the ‘sense of security’ in employment of these groups, and so taking up an assignment abroad becomes less of a necessity and more of a question of whether this something the individual candidate for a job desires to do him- or herself. How economists look at expatriation thus becomes an increasingly crucial issue for companies. 

The data

The empirical part of this study examines the relationship between the basic personal characteristics: age, gender, educational level, job title, sector and seniority and experiences and attitudes towards expatriation. The universe of the sample is members of the Unemployment Insurance Fund (UIF) of Danish economists called Civiløkonomernes Arbejdsløshedskasse (CA). Unemployment insurance (i.e. membership of a UIF, the so-called Ghent system) in Denmark is voluntary [see Scheuer 1998: 157-61 for a description (in Danish)]. The insurance degree (the share of the workforce who was insured) is nevertheless quite high: 78.5% in 1999, and for economists the insurance degree has been calculated as 80% (the degree of economically active economists who are member of CA), the level thus being slightly higher than the average for all occupational groups. The CA thus represents with its membership the bulk of economically active trained economists in Denmark. A questionnaire (mail survey) was sent out to a random sample of 2,000 members (aggregate membership of CA is 23,000). After two reminders had been sent out to non-respondents, a total response of 1,346 had been obtained, a response rate of 67.3%. An analysis of non-respondents in the gross sample showed that women and the very young (the under 30 years old) had showed a slightly smaller willingness to reply, but all in all no major defects in response patterns were detected.


The questionnaire focused on three dimensions of respondents work: (1) characteristics of their present job, (2) their career until now and (3) their desires and wishes concerning their future career, the last category including questions concerning whether they were thinking about working abroad, whether they feared becoming unemployed etc. In this article, the responses to questions in the first two dimensions will be utilised as background and as analytical factors, while responses concerning working abroad will be utilised as response factors.


In some respects the sample of economists differ from the national average. The typical size of company where a Danish economist works is about 200 employees, which in international comparisons is somewhat small, but in a Danish context rather large (much larger than average). We have chosen to focus mainly on three sectors where the economists are employed: 1) Manufacturing companies; 2) Trade, shipping etc. and 3) IT and telecommunications. 

Analysis

Applied on a Danish context the problems delineated above lead to the following research question: How do (young) Danish economists see foreign assignments? Our intention is to provide an overview of a quite large, and very important, group of employees in companies in Denmark.

The critical issue of availability for MNC’s, i.e. employees have great doubts about the advantages of taking up a foreign assignment is not novel. Almost twenty years ago Thorbiörn pointed out, that foreign assignments presented somewhat similar difficulties for companies (see Thorbiörn 1982:51). However, the problem seems to be reinforced these years with a tight labour market and the more self-conscious youth. Based on the rationality – knowledge about ones own market condition and worth (employability) leads to a more self-conscious pursuit of self-interests. In the various occupational and professional groups, economists are supposed to especially well-trained to behave in their own self-interest, so among economists we would expect most negative attitudes towards expatriation (?). In addition, this professional group is - together with engineers - one, which will be most often exposed to demands for foreign assignments, so the question should be a relevant one for many of them. This leads to hypothesis 1 based on the literature:

Hypothesis 1:
The attitudes among economists to take up a foreign assignment are negative.

The first sub-question to be addressed in the one on gender, because the number of female expatriates is increasing and because a somewhat special Danish situation is present. As it can be seen in Table 3 below, the number of women, who are members of CA quite high – 37 % (and this is as high as 45 % for members below 35 years). The number of women being economists, working in private companies is in comparison with dominant countries in the expatriate debate, very high. Almost half of the younger economists in Denmark, who are primarily expected to be offered foreign assignments, are women.

- table 3 about here -

Looking at gender, the problem of dual career-couples (DCCs), emerges almost automatically. As pointed out by many researchers (see e.g. Adler 1984; Handler and Lane 1997 and Harris 1999), the very often-mentioned accompanying spouse phenomenon is creating even major problems if the spouse has his/her own career, to look after. Handler and Lane (1997:76) found, that the number of expatriates belonging to dual career couples had increased (to about 30 % in 1997), and that the salience of dual career couple issues among their sample, were consistent with the literature identifying these as an important HR-agenda. Riusala and Suutari (2000:13) found, that 67 % of the expats in their sample (Finish engineers) had spouses with careers also. Adler (1984) and Harris (1999) both identified a potential dual-career couple restriction, which would be an entry barrier for women wishing to gain international assignments. However, this does not necessarily lead to more negative attitudes held by women: more recent studies have found, that there were no significant differences in male and female interests in accepting international assignments (Caliguiri; Joshi and Lazarova 1999:164 and Lowe; Downes and Kroeck, 1999:223). The latter emphasising that the specific country seems to be the prime influence in women’s willingness to expatriate. The hypothesis is therefore; that women economists – many of whom probably have a partner also following some sort of a career path – face similar problems as men when considering taking up foreign assignments. Therefore:

Hypothesis 2:

We would expect women to express a similar negative attitude towards a foreign assignment as men.

There are however pros and cons, when it comes to gender: Danish society and culture has often been characterised as dominated by feminine values (Hofstede 1984: 191 and Lowe et al. 1999:224), implying that women should be able to get some acceptance from their male partners, in taking up a foreign assignment. On the other hand economists are often characterised as one of the professions, which is characterised by more “calculative” involvement in companies, and this could lead to increasing level of women pursuing domestic careers – the fast way to the top.


 Moving on to seniority the argument is, that employees should be very hesitant to take additional foreign assignments. The lack of positive attitude towards foreign assignments is, according to a large bulk of literature, based on people’s negative experiences, and “stories” about unsuccessful repatriation circulate among younger employees. According to Brewster and Scullion, employees now only accept one assignment and then return home, as they are more likely to regard an international assignment as a part of a long-term career path, expecting to come back to the parent company, soon or later in a higher position (Brewster and Scullion 1997: 36). This leads to hypothesis 3:

Hypothesis 3:

We expect people who already have been on a foreign assignment to express more negative attitudes than those who have not yet been abroad

That people are not exactly queuing up for foreign assignments, could be seen as a consequence of them having better opportunities. But what now, if they do not have these, e.g. if they are unemployed or if they feel unsafe in their present employment situation? In other words, is this only a question of supply and demand of labour? Earlier research seems to indicate, that the longer time people are unemployed, the more willing they are to decline self-interest, i.e. taking jobs they ‘normally’ would not take. We would therefore expect unemployed people to express more positive attitudes towards taking up a foreign assignment.


As it can be seen below, the large majority of the economists are employed (less than 5 % are unemployed). Women are slightly more unemployed than their male colleagues, and this also goes for part-time employment and people on sabbatical.

· table 4 about here –

The low level of unemployment among Danish economists should on the one hand lead to very hesitant attitude to go abroad and work. Similarly people having partners or being married to people being in employment and perhaps having children would hesitate even more to take a foreign assignment. Therefore age could prove to be a very important mediating variable.

 On the other hand, low unemployment could also lead to a more strong cohesive pressure, e.g. on graduates to get a job quick. Peer pressure among young candidates could make it almost socially unacceptable to be unemployed under tight labour market conditions – leading to a strong incentive to go abroad for jobs. We believe, that on the attitudinal level, the difference between being employed or not will make a difference:

Hypothesis 4:

People who are unemployed or who fear they might become unemployed are expected to express more positive attitudes towards taking up a job abroad. 

Findings

The data collected among Danish economists show a relatively positive attitude towards taking up a foreign assignment, see Table 5 below.

- table 5 about here –

Almost half of the respondents had a positive attitude or had already plans to take up a foreign assignment. Taking the rather negative perspective presented in the literature review, we would expect at least a clear majority of the economists to answer ”no”. This is not the case, and we therefore cannot confirm hypothesis 1. The attitudes to foreign assignments among Danish economists are not overwhelmingly negative. Still one has to take into consideration, that the survey only is based on a very broad general questions, i.e. willingness to take up a foreign assignment. The financial incentives and host country considerations are not included here (this could make a difference e.g. if we look at gender). Looking at age distribution the arguments presented in literature – that newer generations of employees on the labour market in particular were pursuing self-interest, the data cannot confirm that either (see Table 6 below)
- table 6 about here -

The table seems to indicate, that it is the younger economists who are positive towards foreign assignments. Our grouping of the graduates in: 1960’s, 1970’s plus 1980’s, first half of the 1990’e and second half of the 1990’s is not made totally arbitrary, because we have based this on the number of observations in each group, and because they have been formed on the basis of earlier tests. Therefore the result should be as significant as possible. What is perhaps most interesting is, that ¾ of the economists graduated in the 1960’s would not to up a foreign assignment, but 7.7 % have plans to do so! Is this an example of people either totally refusing, or people once being out calculating to go out again? Looking down the table, one can see, that only 40 % of those graduated in the late 1990’s say no to foreign assignments (54.7 % answer yes, and 6.7 % having plans to do so). We interpret this as a rejection of the arguments behind hypothesis one. Whether we are in a situation of “well travelled young graduates” and “the spirit of internationalism, seen among mainly European MNC’s and people working there”, as Tung (1987:122) describes it, is more difficult to say. However a positive relationship seems to exist between attitudes towards foreign assignments and year of graduation.

Looking at hypothesis 2 – the gender issue – there is a tendency towards men being more willing to take a foreign assignment than women. Table 7 below illustrates this.

- table 7 about here -
Whereas 55.8 % of the women are negative, only about half of the men are so. Still, we would argue, that the 41.1 % of the women being positive, and the additional 3.1 % having plans to take up an assignment, totalling 44.4 % is a surprising high number. This could be an indicator of already existing, and in future increasing, dual-career problems. The large proportion of the economists being women (37 % in total, and 45 % under for members below 35 years) and the 44.4 % being positive to foreign assignments, is pointing in this direction. We know from earlier research, that all major career decisions involve the spouse (both men and women!), and basically not many others apart from him/her. This needs not hinder expatriation, since motivations to do with personal experiences can be shared among spouses, even if the career interests of the one part is disadvantaged in the short term. In particular in the Nordic countries it is more common for both partners to have their own career, and this accentuates the problem of dual-career couples. This goes for MNC’s operating from here as well as for individuals making decisions about whether or not to take up a foreign assignment (Ruisala and Suutari 2000). The Finish study by Riusala and Suutari, somewhat similar (based on a survey in the Finish engineers trade union), show opportunistic behaviour, and at the same time a very positive attitude towards expatriation. In addition employee’s expectations to employment after the expatriation was similarly positive (Ruisala and Suutari, 2000:10), despite the fact that statistics paint a grim picture for potential candidates (Black et al. 1999:70). This leads us to hypothesis 3 – expecting people who already have been abroad to have a more negative attitude. Table 8 below provides a very different picture.

- table 8 about here -

As it can be seen above, people who have been expats tend to have a significantly more positive attitude to foreign assignments, and they tend to have plans to go. Data cannot confirm hypothesis 3, and the length of expatriation does in addition not control this, as one can se below.

- table 9 about here -

It would perhaps be of importance how long time people have been abroad, i.e. individuals having been expats for a long time could have been going through different phases of adaptation, and finally expressing more positive attitudes towards the phenomenon. However, this is not the case. The length of the period is not changing people’s attitudes; younger people tend to express similar positive attitudes as more experienced. Could it be because they have not experienced a repatriation process yet? In addition: how many of the respondents included, having less that 1 year experience abroad, can be categorized as actually having full-time, full pay type of jobs. We cannot see that out of the data. In total, about ¼ of the respondents have been working abroad (334 people), which is also an indicator if the level of internationalisation. We would therefore claim, that the Danish economists have a relative positive attitude towards expatriation. This can be judged as the way they interpret how to best further their career, but it can also be viewed against the background of a more general desire simply “to work abroad” as part of experiencing something in life and of becoming “managing editor” of one’s own life, not letting others (here: the company) decide it all. Gender differences in this respect are small - the dual career family reigns supreme. 


Finally we tried to find out if people exposed to unemployment had more positive attitudes to going abroad to work. The survey did not provide any significant data. However, there seems to be only a weak relationship between earlier unemployment and willingness to take foreign positions. Therefore, new recruits can pick and chose their jobs more in a tighter labour market, and economists have among the lowest unemployment rates, so their labour market is really tight. However, this is not due to declining supply of highly qualified, but to a steep rise in demand for it. 

Nevertheless, basically economists remain committed to the companies they work in, and if they have experiences with unemployment or are confronted with future threats, they tend not to change their attitude to foreign assignments. In other words, a tight labour market, placing a larger peer pressure on unemployed (young) economists to get a job, is not followed by a significantly different attitude compared to economists in job with no threats. This is however not to say, that people would look for jobs anywhere, in the country or abroad (e.g. within EU-countries). 

Limitations

This study has only focused on graduates leaves us with only limited knowledge on the values of (older) employees in different managerial positions. Career behaviour could prove very different with age, and when people climb the hierarchy. The saying in the past: That global assignments was seen as an opportunity to live like royalty for some years (Black et al 1999:70) could still be correct for some groups of managers, at the same time as graduates and MBA-students experience cost cutting and therefore behave in a more self-centred career-oriented way. Are we in a situation where perhaps the 20 % of the economists not organised in the CA have different attitudes and experiences with expatriation? First of all people in higher management positions tend to a lesser degree to members of an unemployment insurance fund. In other words, older managers in higher positions, who have been expats, are probably underrepresented in this study. 


As mentioned above, the study did not include more precise questions on when, where or under which conditions people would take a foreign assignment. We therefore cannot say anything about how people would react to a job offer in neighbouring (Nordic) countries, EU-countries or hardship postings like PRC. These different countries are indeed presenting employees with very diverse demands on cultural adaptation.

Finally we have in this study only focused in the supply side. We have no data on the demand side, i.e. company attitudes and behaviour. We do not know how general the argument about not having enough candidates to select from is real. And, if attitudes are changing towards the negative pole among employees and managers, we do not know, if it is because of the deteriorating company policies. We have tested people’s attitudes to go abroad, and they are surprisingly positive. If and when people refuse an offer, we still need to know more about why, because the present data indicate a rather high potential for expatriation of (younger) Danish economists. 
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TABLES

Table 1.

Educational levels in Denmark: Number of candidates leaving higher educational institutions (universities etc.) with a bachelor or master’s degree, and the share of the total population (20-69 years old) with either of these two types of education. 1989 and 1999. 

Number of candidates 

leaving higher 

educational institutions 

with a




1989

1999

Index (1989=100)






--- number of people ---

· bachelor degree or equivalent
5,487

10,545


192

· master’s degree


3,280

  5,907


180

Percentage share of 

the total population with 

with a further education


1989

1999

Index (1989=100)







------ per cent ------

· bachelor degree or equivalent
7.3

8.9


122

· master’s degree


3.7

5.3


143

Notes:
Bachelor degree or equivalent in the Danish usage is a medium-long further education of three or four years. Master’s degree is at least five years. Individuals who have more than one type of degree are only included with the highest one, irrespective of whether they currently utilise it en their employment.

Source: 
Danish Statistical Office: Statistisk Tiårsoversigt 2000 [Statistical Ten-Year Review 2000], pp. 38, 40.
Table 2.

Unemployment levels in Denmark for selected skill groups. Percentage share of members of Unemployment Insurance Funds (UIFs) who are unemployed. 1989, 1993 and 1999. Per cent.








1989

1993

1999

Unemployment Insurance Funds of

1. Academic salaried employees 
· Economists




  
  8.0

13.1

  4.5

· Academics





  8.4

  9.9

  4.7

· Civil engineers




  4.9

  9.5

  3.5

2. Salaried employees

· Commercial and clerical



12.1

15.1

  6.4

· Technicians





12.7

17.6

  7.3

3. Manual workers
· General workers




19.5

23.5

  7.3

· Skilled metal workers



  8.3

13.0

  5.4

· Female workers




20.5

24.4

11.3

Total: 

Unemployment among all members of UIFs

13.6

13.5

  6.0

Notes:
- Unemployment insurance (i.e. membership of a UIF) in Denmark is voluntary. The insurance degree (the share of the workforce who was insured) was 69.6% in 1989 and 78.5% in 1999. 


- The ‘Total’ row includes about 28 UIFs not included in the table. 


- The calculation of the unemployment percentage utilised here does not correspond completely to the unemployment figures calculated by the official oecd criteria.

Source:
Danish Statistical Office: Statistisk Tiårsoversigt 2000 [Statistical Ten-Year Review 2000], p. 51.

Table 3.

Danish economists (members of the CA unemployment insurance fund), age and gender, 2000, per cent.








Men and women, divided by age








Men

Women

Total

Age

All

Percent vertical 




------ per cent -----

17-30

27




55

45

100

31-35

32




56

44

100

36-40

17




61

39

100

41-50

14




79

21

100

51+

10




93

 7

100

Total

100




63

37

100

N: 1334
Source:

The CA-survey, April-June, 2000.

Table 4.

Danish economists (members of the CA unemployment insurance fund), employment, gender and working time, 2000, per cent.








Men and women, divided by age








Men

Women

Total

Employment






------ per cent ------
Full time





92

77

87

Part-time





  1

  8

  4

Unemployed





  4

  7

  5

Sabbatical





  0

  6

  2

Programmes for unemployed



  3

  2

  2

Total






100

100

100
N:






843

492

1335

Source:

The CA-survey, April-June, 2000.

Table 5. 

Q.: ”Do you have wishes or plans to work abroad?”, percent. 2000.








Percent

No, I have no plans or wishes



52

Yes, I would like to




44

Yes, I have plans




  4

Total






100

N:






1.317

Source:

The CA-survey, April-June, 2000.

Table 6. 

Q.: ”Do you have wishes or plans to work abroad?”, year of graduation, percent. 2000.

Do you have wishes or plans to work abroad?




No
Yes, wishes,
   Yes, plans

N





------------- percent ------------

Graduation year

1961-70


74

18

8

  39

1971-90


64

33

3

422

1991-95


51

46

3

437

1996-2000


39

55

7

419

Total



52

44

4

1,317

Chisq=67,9, p<,001

Source:

The CA-survey, April-June, 2000.

Table 7. 

Q.: ”Do you have wishes or plans to work abroad?”, year of graduation, percent. 2000.

Do you have wishes or plans to work abroad?




No
Yes, wishes,
   Yes, plans

N





------------- percent ------------

Gender

Male



50

45

5

831

Female



56

41

3

489

Total



52

44

4

1,320

Chisq=5,9, p<,001

Source:

The CA-survey, April-June, 2000.

Table 8.

Q.: ”Do you have wishes or plans to work abroad?”, earlier experience working abroad, percent. 2000.

Do you have wishes or plans to work abroad?





No
Yes, wishes,
   Yes, plans

N






------------- percent ------------

Earlier experience

Yes




38

52

10

341

No




57

41

  2

962

Total




52

44

  4
1.317

Chisq=63,6, p<,001

Source:

The CA-survey, April-June, 2000.

Table 9.

Q.: ”Do you have wishes or plans to work abroad?”, earlier experience working abroad, number of people. 2000.

Do you have wishes or plans to work abroad?





No
Yes, wishes,
   Yes, plans

N






------------- number of people ------------

Earlier experience

(months abroad)

1-6




42

56

8

106

7-12




36

43

9

  88

13-24 (>1 year)



22

36

7

  65

25-36 (>2 years)


  9

14

3

  26

37-48 (>3 years)


10

  8

1

  19

49-60 (>4 years)


  6

  5

1

  12

> 61   (>5 years)


  5

  9

4

  18

Total




130

171

  33

334

Chisq=7,4 p<,001

Source:

The CA-survey, April-June, 2000.
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