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Abstract

This paper examines the integration of highly skilled migrants into organizations.
Whereas prior research has mainly focused on macro-economic and macro-political
analysis, little is known about the dynamic process of organizational level integra-
tion. Applying Strauss’ theory of social worlds and the concept of multiple cultures,
we dismantle the boundaries of an organization describing the integration processes
of migrants from the perspective of different social worlds that intersect an organiza-
tion. We use social worlds which form around a core activity or context of action to
describe different levels of cultures within an organization. Via multifaceted identifi-
cation with these multiple cultures, we suggest that person—organization interaction
and mutual intercultural learning processes with colleagues result in organizations
conveying values, norms, behavior, language and social contacts that prove valu-
able and integrative, especially to newcomers. Based on three qualitative case stud-
ies in German SMEs, migrants’ experiences during the integration process show the
central role organizations play inhibiting previously overlooked multi-cultural social
worlds which lead not only to their organizational integration, but to societal inte-
gration as well. Organizations thus contribute to different forms of integration. Con-
sequently, this paper extends traditional integration perspectives at the national or
transnational level of analysis by differentiating into multiple cultures that provide
integrative knowledge both internally and beyond the organization. In particular,
interaction with colleagues as socialization agents leads to integration. Theory and
practice should draw conclusions from this to consider integration as a multilayered
opportunity.
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1 Introduction

Millions of people flee or leave their country voluntarily and are employed in a new
country. These people with different social backgrounds can add value to organiza-
tions due to differing education, language, cultural knowledge, and other perspec-
tives and problem-solving strategies (Hajro et al., 2017a, 2017b; Page, 2007; Useche
et al., 2020). Employing organizations, in turn, are places of (financial) security but
also places of development, intercultural encounter, identity building, and sociali-
zation (Lazarova et al., 2023; Nardon et al., 2021; Ortlieb et al., 2021). Migrants
and organizations are equally interested in organizational integration. For migrants,
integration is the key to successful navigation in organizations; for organizations, it
is sustainable access to migrants’ resources (Cerdin et al., 2014; Hajro et al., 2017a,
2017b; Tung, 2016). Our article shows the organizational integration process of
highly skilled migrants, defined as those with a tertiary education level (Rottas et al.,
2015). More specifically, we aim to show how multiple cultures at different levels
of the organizational setting (Sackmann & Phillips, 2004) contribute to the organ-
izational integration of highly skilled migrants on the basis of the organizational
socialization process. We thus dismantle the conventional concept of organizations
and introduce a new perspective on integration. To this end, our paper systemati-
cally addresses the following three research gaps.

First, the organizational integration of qualified migrants is less researched
because it is often perceived as uncomplicated. Especially among research on refu-
gees, there is primarily a problem focus on access and integration in the labor mar-
ket, and thus on career building, leading to a so-called "skill paradox" (Dietz et al.,
2015; Hajro et al., 2021), namely the lack of recognition of educational status and
thus substandard employment (see also Guo et al., 2020; Szkudlarek et al., 2021)
or also unequal power relations embedded in and influenced by macro-social con-
texts regarding organizational practices to socialize migrant employees, for example
language barriers and discrimination (Knappert et al., 2023; Omanovi¢ & Langley,
2023). Immigration for humanitarian reasons and the associated legislation cause
heated public debate, while EU internal migration and the immigration of highly
skilled people from other countries fade into the background (Kuvik, 2012; Rottas
et al., 2015). This creates a distorted perception in society and even in companies’
human resources departments that migration processes of skilled people take place
smoothly and ’silently’—therefore, it is less researched (Guo & Al Ariss, 2015;
Hajro, 2017; van Riemsdijk et al., 2016). Focusing on integrating this type of labor
force serves as a first research gap.

Second, workplace integration at the organizational level is an unexplored phe-
nomenon (for a recent overview of different levels of analysis, see Hajro et al.,
2021 or Tharenou & Kulik, 2020). A more specific examination of the lim-
ited research on the organizational labor migration of highly skilled employees
reveals that in addition to a macro-economic and macro-political analysis of this
migration, transnational concepts serve as heuristic tools for researching the real-
ity of highly skilled migrants on a societal level (Beaverstock, 2005; Ho & Hat-
field, 2011; Koser & Salt, 1997). Only a few attempts have been made to raise the
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question of the integration of migrants from an organizational point of view, the
so called meso-level. Hence researchers are now calling for a deeper investigation
on this meso-level (Guo & Al Ariss, 2015; Hajro et al., 2019; Tharenou & Kulik,
2020; van Riemsdijk et al., 2016), which constitutes a second research gap.

“Social science research has examined many aspects of migration and has
advanced our understanding of migrant integration into evolving societies.
In contrast, research on migrants in the workforce remains underdeveloped
and consists primarily of individual level studies with limited work on how
organizations manage migrant workers and on outcomes of migrant related
practices (Hajro et al., 2021)”. (Lazarova et al., 2023, p. 6)

The organizational focus on integration adopted in this paper provides the
basis for future research, allowing theory but also practice (organization and
migrants themselves) to foreground positive integration outcomes (Hajro et al.,
2017a, 2017b; Zikic, 2015), e.g. migrants’ potential for the organization and the
exploration of its benefits (Buttice & Useche, 2022; Coda-Zabetta et al., 2022;
Fang et al., 2013; Fitzsimmons et al., 2020; Hunt & Gauthier-Loiselle, 2010;
Lazarova et al., 2023; Stahl et al., 2016; Szkudlarek et al., 2021).

Third, a more process-oriented, dynamic concept of integration is needed (see e.g.
Grosskopf et al., 2022; Primecz et al., 2023). In evolving multicultural societies, the
question of ‘integration’ is a subject of emerging interest when considering employ-
ment success, skill utilization, and careers (Al Ariss et al., 2013). A certain discus-
sion and development can be observed in migration research regarding the concept
of integration—searching for an equilibrium between striving for social unity and
accepting the needs of minorities (Berry, 1990, 2005; Ward, 2008). Our intention is
not to answer whether or to what extent migrants integrate the new culture into their
own but rather to devote attention to the processes and interactions with the societal
environment on the way from organizational outsider to insider. Especially the rela-
tionships with colleagues and thus mutual intercultural learning play a role that was
rarely paid attention to in adaptation phases (Morillas & Romani, 2022; Tharenou &
Kulik, 2020). By conducting qualitative interviews, migrants allow us to gain insight
into their experiences (Ward, 2013). Consequently, we take a different approach than
most studies which use the established concept of national culture and the ethnic
dimension as core categories (Brettell et al., 2015; Favell, 2014). The continuing and
largely overlooked simplification created by the latter approach represents an impor-
tant third research gap this paper wants to address.

The remainder of the paper is organized as follows: in the next section we pre-
sent our theoretical framework on how different social worlds in the form of mul-
tiple cultures dismantle the conventional framings of organizations followed by
the research design. On the basis of three case studies, we then illustrate dynamic
processes and interactions in these multiple cultures during migrant’s organi-
zational socialization. Surprisingly, we uncover integration mechanism reach-
ing beyond the organization. The paper closes with a discussion of our findings
and gives implications for further research. Besides the theoretical extension, we
additionally derive useful insights for practitioners.
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2 Conceptual frameworks

We use the theory of social worlds (Strauss, 1978) arguing that the integration of
migrants into organizations happens through different "worlds" influencing the
organization. We combine this theory with a multiple cultures approach as sets of
basic assumptions commonly held by a group of people (Sackmann & Phillips,
2004). Before we go into this, we show the overall research context in which the
conceptual frame is embedded.

2.1 Overall research context on integration theories and strategies

In the introduction to a special issue on global migrants in IB and management
in the Journal of World Business Hajro et al. (2021) highlight that little previous
research looks at organizational motivations, practices and processes for attracting,
integrating and developing skilled migrants. Already in 2015 in a special issue in the
International Journal of Human Resource Management, Guo and Al Ariss (2015)
underline the research gap on the role of organizations and human resource man-
agement in dealing with international migrants through their recruitment and selec-
tion processes, as well as their support mechanisms for cultural adaptation, in order
to prevent human capital *waste’ (also known as ’brain waste’) regarding migrants’
careers (Guo & Al Ariss, 2015, p. 1291) (see also Omanovic€ et al., 2022).

An exception is Zikic’s (2015) study taking a human resource management per-
spective on the necessary organizational competence and knowledge of the need for
migrant workers (Corganizational knowing-why’) and their subsequent appropriate
recruitment and integration ("knowing-how’ and ’knowing-whom’) in order to ena-
ble migrants’ career capital to be recruited, integrated and utilized. In line with this,
Ortlieb and Sieben already pointed out five organizational integration strategies in
2013, where besides exclusion as a strategy for not recruiting migrants at all, or add-
ing value through migrants’ mere working capacity, also strategies come into play
which concentrate on adding value through ethnic background, and especially the
problem-solving abilities based on different perspectives that are essential for pro-
cess and product innovations.

An enabling context factor is for example the organizational climate in managing
acculturation in the workplace (Hajro et al., 2017b), which also Ortlieb and Knap-
pert (2023) highlight as inclusive organizational culture. Moreover, they refer to the
stage of workplace inclusion as dependent on a wider range of factors—national
institutional, organizational and individual factors. As such, they promote the exist-
ence of an anti-discrimination law, a law on the bodies of employee representation,
as well as internal dynamics of organizational actors’ knowledge on how to promote
diversity and inclusion, as well as the dissolution of a refugee category.

Nevertheless, Hajro et al. (2017b) indicate failures on the part of organizations
to integrate migrants and, thus, to promote individual migrant competences. Ortlieb
and Ressi (2022) identity beneficial organizational socialization practices but also
tension creating practices, which they connect to musicology, and a polyrhythmic
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socialisation. This is why Tharenou and Kulik (2020, p. 1156) search for “oppor-
tunities where organizations and managers might intervene to enable a successful
socialization process and improve SMs’ [skilled migrants] workplace experiences”
and employ a three-phase socialization model of anticipatory socialization, accom-
modation, and adaptation.

Even though hardly any work since then has empirically focused on the potential
of individuals in organizations (see, for example, research in multicultural individu-
als (Brannen & Thomas, 2010), a perspective has developed that increasingly takes
the migrant point of view into account.

Cerdin et al. (2014) show that organizational integration policies can also have a
positive impact on migrants’ motivation to integrate. This constructive perspective is
furthermore adopted by Lazarova et al. (2023), who, based on Nardon et al. (2021),
emphasize the special role that organizations play in the identity construction of ref-
ugees in their new environment through support mechanisms (see also Hajro et al.,
2019). Methodologically, Primecz et al. (2023) promote a method called narrative
approach to examine how organizations shape migrant integration experiences and
trajectories.

Increasingly, by including the meanings and perceptions of migrants, it is auto-
matically no longer only the imposed organizational measures that are considered,
which then have to be accepted and implemented by the migrants, but dynamics and
interactions within the organization, for example with other employees and man-
agers, embedded in the organizational framework and integration measures. These
developments lead to an integration definition which is more interactive, and a “two-
way process’ meaning that not only migrants play the active part in integrating but
also especially multiple other actors within the host country (Ortlieb & Knappert,
2023). This dynamization also leads us to the integration model we have created and
explained below.

2.2 Integration into organizations: organizational socialization

Organizational socialization refers to integrating individuals into an organiza-
tion and thus transforming them from organizational outsiders to effective mem-
bers (Chao et al., 1994; van Maanen & Schein, 1979). Ortlieb and Knappert (2023)
transfer Ager and Strangs (2008) societal integration conception to the workplace
level, and define inclusion at work then as social connectivity, safety and stability,
same “rights” and opportunities for advancement, and the feeling and behavior of an
organizational citizen.

Throughout the organizational socialization process, which is meant to achieve
the beforementioned status of inclusion, organization-specific knowledge is con-
veyed (van Maanen & Schein, 1979). In addition, the socialization process provides
values, norms, patterns of action and thought symbols and beliefs, and correspond-
ing legitimation structures to the individual (Berger & Luckmann, 1966). Therefore,
the entry is also a prompt for new learning, social negotiation, identity-building, and
(cultural) integration processes in the organization (Grosskopf et al., 2022; Lazarova
et al., 2023; Louis, 1980; Morillas & Romani, 2022; Nardon et al., 2021; Ortlieb
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et al., 2021; Valenta, 2008) helping migrant entrants to overcome great uncertainty,
stress and the search for belonging (Saks et al., 2012).

Considering organizations as conventional, bounded framing, much of the current
research focus ’inwardly’ on the organization (Ashforth et al., 2007). But, since all
members of an organization differ along a multitude of variables—previous experi-
ence, personality, goals and needs, level of knowledge, and competencies (Ashford
& Nurmohamed, 2012)—topics within the organization relate not only to the organ-
ization. This is why we base our study on the theory of social worlds dismantling
the boundaries of an organization and describing the integration processes from the
perspective of different social worlds that intersect an organization.

2.3 Different social worlds within an organization

The understanding of organizations in this article is based on Strauss’s (1978, 1984)
theory of social worlds, which we use to underline the active, strategic, structural
role of organizations in the integration process. The concept of social worlds has
existed in sociological literature for many years (Hughes et al., 1950; Shibutani,
1955). For Strauss (1978), society, nation or state are chaotic, confusing entities,
whereas every social world is a universe, a space of effective communication and
interaction, constituting social structures that form around a core activity or context
of action. Actions, interactions, and meanings are legitimized discursively and sym-
bolically within social worlds and are defended against other social worlds or actors.
Thus, discourses create and mark the boundaries of a social world. According to the
social worlds’ theory, formal organizations participate in a number of social worlds
(Clarke, 1991, p. 131).

“The particular power of the social worlds framework is that precisely because
social worlds are “universes of discourse” the framework explicitly goes
beyond “the usual sociological suspects”—conventional, highly bounded
framings of collective actors such as organizations, institutions, and even
social movements. These “suspects” are displaced in the social worlds frame-
work by more open, fluidly bounded, yet discourse based forms of collective
action.” (Clarke et al., 2008, p. 116f.)

We therefore support the argument that organizations are embedded in a social
context and organizational life is particularly shaped by its intersectionality with the
environment Clarke et al., 2008; Strauss, 1984; Ortlieb & Knappert, 2023). Moreo-
ver, organizations differ from other social worlds in the form of commitment (i.e.
formal membership). While in other social worlds a "participation without member-
ship" exists, Clarke (1991, p. 130) sees an organization as a "membership with vary-
ing kinds of participation". These two organizational interaction dynamics, i.e. out-
wardly to the social environment and within the organization through “varying kinds
of participation”, lead us to the multiple cultures concept. This concept is explained
below and offers useful points of analysis for presenting the organizations” social
worlds constellation and its influence on (cultural) integration processes.
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2.4 Multiple cultures as social worlds

Organizations are crosscut by different social worlds, as Huysman and Elkjaer
(2006, p. 3) emphasize: "In a social worlds understanding, organizations are arenas
of coordinated collective actions in which social [sub]worlds emerge as a result of
commitment to organizational activities." We extend this statement by arguing that
social worlds also emerge independently of organizational activities. Organizations
unite within themselves a plurality of cultures (Sackmann & Phillips, 2004) which
can be seen as social worlds being “separate from each other, overlapping, super-
imposed or nested, or interacting with each other” (Sackmann & Phillips, 2004, p.
378). These multiple cultures represent the separating, delimiting, or merging inte-
grative effect of complex structures, depending on how they are perceived and used
effectively by the organization. Through this multiple cultures’ perspective, culture-
oriented management research has departed from a priori-defined reference frame-
work of national culture (Boyacigiller et al., 2004).

Sackmann and Phillips (2004) assign four levels to the developing and co-existing
cultural groups within organizational settings: sub-organizational, organizational,
trans-organizational, and supra-organizational. Table 1 gives an overview of each
level and corresponding examples along which possible cultural groups can form.

This possible plurality of cultures within and across organizations’ boundaries
constitutes social worlds of discourses, which influence the integration processes of
a migrant into the organization. Multiple cultures form the extended basis of the
organizational influence factors we propose for the socialization and thus integra-
tion of migrants. Depending on which levels of multiple cultures become visible
in the organization, these form the dominant integration drivers for migrants. Con-
sequently, perspectives on organizational integration are expanded. Figure 1 shows
multiple cultures as existing or developing cultural groups at different levels that dis-
mantle organizational boundaries representing outward and inward-directed social
worlds. These contribute to the organizational integration process and consequently,
to the acquisition of specific organizational knowledge.

3 Research design

In order to investigate the integrative effect of companies, we conducted a quali-
tative multi-case study based on the theoretical concepts elaborated in the former
section. Our research is located in a tradition of qualitative-interpretative research
paradigm (Burrell & Morgan, 1979; Romani, 2008). Its goal is "to describe and
explain in order to diagnose and understand" (Gioia & Pitre, 1990, p. 591). There-
fore, observed phenomena rather than laws are represented (Geertz, 1973). Actors
are thus (local) meaning-makers because they perceive socio-cultural reality in dif-
ferent ways within and due to their interpretive framework and therefore give their
social reality certain meanings (Berger & Luckmann, 1966; Gertsen & Zglner,
2020). Research questions attempt to identify differences and similarities between
the views of interest groups and thus describe and explain the meanings attributed to
them from the perspective of the actors.
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Fig. 1 Research framework

Specific
knowledge of the
organization

Socialization and Integration

Multiple cultures as social worlds
* Suprd-organizational cultures

« Trans-organizational cultures

* Orgarizational cultures

* Sub-organizational cultures

We also believe it is useful to reflect our methodology. In particular, we illus-
trate our research approach in terms of scientific paradigmatic positioning, because
it explains the epistemological foundations of our research. Paradigmatic orientation
not only influences methodology, but also has an effect on the research question, the
interpretation and presentation of results, as well as the structure and style of a sci-
entific article (Bonache, 2021). Using context-oriented case studies we situate our-
selves in the social constructivist interpretive paradigm (Burrell & Morgan, 1979),
which searches for possible sensemaking and social construction of realities (Berger
& Luckmann, 1966) in order to understand processes and outcomes of cultural inte-
gration in organizations.

Table 2 gives an overview of the basic elements of our empirical approach.

3.1 Multiple case studies

We took a qualitative case study approach because our study design is particularly
suitable for research from the perspective of the interpretive paradigm (Piekkari &
Welch, 2011; Taylor & Se¢ndergaard, 2017; Welch et al., 2011, 2022). Eisenhardt
and Graebner (2007, p. 25) see case studies as "rich, empirical descriptions of
particular instances of a phenomenon that are typically based on a variety of data
sources." Especially, they emphasize multiple case studies:

“Because case numbers are typically small, a few additional cases can signifi-
cantly affect the quality of the emergent theory. [...] adding three cases to a
single-case study is modest in terms of numbers, but offers four times the ana-
lytic power.” (Eisenhardt & Graebner, 2007, p. 27)

The selection of cases should not be entirely random (Yin, 2014). This paper
employs an imitative replication logic to reinforce the findings with each addi-
tional case and to formulate the further development of organizational and inte-
gration theory approaches in a well-founded manner. It differs significantly from
a ’conventional’ sampling strategy, which aims to make representative statements
about an entire population (e.g. of SMEs) based on a targeted selection of research
objects through statistical inferences (Yin, 2014). The objective is not to consider
all available variables in a statistically representative manner concerning the object
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of investigation as “this would require an impossibly large number of cases” (Yin,
2014, p. 48). For this study, this would mean comparing sector, company size, ratio
of national and international employees, location, degree of internationalization, ori-
gin, occupation and age of international employees, etc. in several case studies in
order to be able to make statements about their theoretical relevance. Due to the
level of detail in each individual case study, exact replications are hardly feasible.
Therefore, the study considers various factors, including those common across all
cases (such as size and employment of highly qualified migrants), as well as those
that are unique to some cases (such as same industry, same growth of the organiza-
tion, and age of the organization) or absent in other cases (such as nationalities of
the highly skilled migrants and strategic orientation): “Nevertheless, the multiple-
case sampling gives us confidence that our emerging theory is generic” (Miles et al.,
2014, p. 34).

Our article focuses on the organizational socialization and integration process
of highly skilled migrants in Bavarian internationalized small and medium-sized
enterprises (SMEs) in the IT service sector and consulting sector, including multiple
cultures as organizational context conditions. We selected three SMEs based on the
following classification: First, they had to employ highly skilled migrants full-time,
and, second, they had a maximum of 499 employees and an annual turnover of less
than 50 million euros. The selection of companies was based on the principle of
replication described above. Access to companies on the basis of the research ques-
tion at hand was problematic, so that the actual selection of the three case study
companies had to be more pragmatic. Of a total of 47 companies contacted that met
the above criteria, only eight were initially prepared in principle to make themselves
available for a full case study due to ethical, time and economic reasons. The sub-
sequent selection of the three case studies was based on the exclusion of the other
companies if organizations ultimately differed too much from the other case stud-
ies in terms of environment, approach, character and management and thus contra-
dicted the logic of literal replication, or because the willingness of those responsi-
ble declined in the course of the research and a comparable depth of the case study
could no longer be achieved. Nevertheless, the research objective is accomplished
with these three cases, since multiple case studies in the sense of qualitative research
achieve a higher level of abstraction, but do not aim at a generally valid grand theory
by considering the respective organizational contexts. Table 3 gives an overview of
the three SME cases.

Table 3 Overview of the selected case study SMEs

Case Size Founding year Share of interna- Turnover® Industry Location
tional employees
SME 1 180 1984 45 (25%) 27,5 Mio. € IT service Bavaria
SME 2 490 1980 40 (8%) ~46 Mio. € IT service Bavaria
SME 3 45 2001 8 (17%) ~12 Mio. € Consulting &  Bavaria
Relocation

#According to the management’s own statements, in relation to the entire company
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Qualitative interviews serve as our central source of information. We conducted a
total of 25 interviews in the beforementioned three companies in Germany (the fol-
lowing quotes from interviews were translated into English). Seven of the 25 inter-
views were expert interviews which were conducted at the beginning with German
managing directors, staff with responsibilities in HR departments, and department
heads (Table 4) to gain insights into technical, procedural and interpretative knowl-
edge related to the specific professional or occupational field of action.

Following the expert interviews, problem-centered interviews were conducted
with highly skilled migrants regarding their integration experiences (Table 5). In
line with Primecz et al. (2023) we wanted to understand how organizations shape
migrant’s integration and socialization experiences through their own narratives.
Whereas the definition of 'migrants’ is widely discussed in the literature (for an
overview, see Andresen et al., 2014; Guo & Al Ariss, 2015), our sample comprises
eighteen skilled migrants whom we define as people with a tertiary education level
(Kuvik, 2012; Rottas et al., 2015) and who have moved from one country to another
for (in our case) taking up employment and settling for a certain period (Zikic et al.,
2010).

In addition, throughout the research, we collected and viewed approximately
450 pages of company-related documents that provided information on the context
conditions and processes of organizational integration under discussion: publicly
accessible documents (e.g. homepages, company portraits, newspaper reports) were
used as well as internal documents (e.g. brochures, Power Point presentations, job
descriptions, handouts, flyers) that were made available to the researcher. The aim
was to verify, support, compare and supplement the information from the interviews
in order to give greater depth to the individual case study analyses, in the sense of
triangulation, to include several perspectives in the process of gaining knowledge
(Taylor & Se¢ndergaard, 2017). This gave insight into corporate culture, personnel
strategy and socialization structure or described the socialization process in terms of
content or provided information.

3.2 Data analysis

Following the guidelines suggested by Glaser and Strauss (1967) and Miles et al.
(2014), we followed an iterative process of preparing and analyzing the data,

Table 4 Overview of expert

interviews Case Expert/function

SME 1 A Member of the management board
B Head of public relations

SME 2 A Management of the company
B Head of human resources

SME 3 A Managing director
B Human resources department
C Department manager
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Table5 Overview of migrant interview partners

Migrant interview partners

Case No. Origin Qualification Age Gender Work Duration
experience  of stay in
in years years

SME1 1 Bosnia Dipl. Business Administration 32  f 14 7

Tourism
2 Tunisia B.Sc. Informatics 34 m 4 13
3 Slovakia Dipl. Teaching 31 f 10 5
4 India Promotion Informatics 42 m 17 15
5 Ecuador B.Sc. Business Informatics 32 m 2 13
6 Bulgaria B.Sc. Business Informatics 30 m 1.5 11
7 USA B.A. Film Studies 42 m 25 20
8 Romania B.Sc. Informatics 47 f 23 24
9 Slovakia Biology Teaching 35 f 9 12
10 Russia Dipl. Business Administration —* m -2 -2

SME2 1 Spain B.Sc. Informatics 28 m 6 3

2 Spain Dipl. Business Informatics 29 f 6 3
3 Spain Dipl. Software Engineering 28 f 4 4
4 Spain Dipl. Software Engineering 30 f 4 4
5 Spain B.Sc. Communication Engi- 26 4 3

neering

SME 3% 1 Lebanon M.Sc. Computer Science 26 m 4 2

India M.Sc. Informatics 31 m 7 3
New Zealand B.Sc. Business IT 32 m 8 4

*Further information refused

"SME 3 did not reveal any significant new results; therefore, a theoretical saturation was reached, and no
more interviews were conducted

including the constant comparison between the data and emerging theoretical con-
structs. We prepared the collected data for analysis and transcribed the audio files
of all 25 interviews using the transcription software F5, according to a simple tran-
scription system (Kuckartz et al., 2008). The transcripts and collected documents
were then digitized and inserted into the computer-assisted coding and data analy-
sis programme MaxQDA 2020, including documents, as well as analytical memos
helping to connect individual codes (Kuckartz & Rédiker, 2019).

Further analysis followed a two-stage procedure proposed by Miles et al. (2014)
and also Saldafia (2013), with a first cycle and a second cycle or pattern coding, as
well as a subsequent case-specific and cross-case analysis. In the first phase (first
cycle coding), we started by deductively coding the data material based on ’sensi-
tizing concepts’ (Blumer, 1954). In a second coding phase (second cycle coding),
based on the method of ’axial coding’—in the sense of grounded theory (Glaser &
Strauss, 1967), a combination of inductive and deductive thinking—we developed
correlations and patterns on the basis of the first coding phase and we then further
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condensed, grouped and categorized the data (Saldafia, 2013). In doing so, the code
system was more structured in terms of content and selectively processed so that
irrelevant and secondary codes were sifted out. Table 6 displays an excerpt from our
coding scheme:

4 Findings

This section presents the central findings of the three company case studies. It is
based on our interlinked conceptual framework: the theory of social worlds and the
multiple cultures approach. Answering our research question of how multiple cul-
tures at different levels of the organizational setting contribute to the organizational
integration of highly skilled migrants in the three cases. The different organizational
context of each case influences the constellation of different multiple cultures in the
socialization and cultural integration process. This is why we structured the find-
ings based on the three SME cases. Following an interpretive logic, our aim was
to gain new insights based on our pre-established framework, enriched with induc-
tive realizations through migrants’ narratives (Primecz et al., 2023) during the inter-
view analysis. To illustrate this, we have attributed a metaphor to each organiza-
tion. According to a qualitative-interpretive approach, the inductive construction of
organizational metaphors (Gmiir, 2006; Morgan, 1986), based on Max Webers ideal
types (Weber, 1949), are seen as a thought experiment that does not aim to represent
reality, but to provide a basis for comparison of different empirical observations.
Organizational metaphors are social constructs that serves to focus on special char-
acteristics (Barmeyer et al., 2019)—in our case to describe the peculiarities of the
experienced organizational integration process by migrants.
The findings are summarized in Table 7.

4.1 SME 1—the employee-focused company

SME 1 can be considered an employee-focused company, due to the organizational
culture strongly geared to participation and co-determination. In terms of the multi-
ple cultures, SME 1 has integrative drivers mainly at organizational and sub-organ-
izational level.

The organization attaches great importance to structuring and managing the inte-
gration process of new employees, which serves the purpose of organization-specific
knowledge transfer and at the same time facilitates the perception of organizational
positions, roles and activities. SME 1s” institutionalized socialization measures are
for example a joint introductory event ("New Hire", see e.g. SME1-2, 88; SME1-1,
144; SMEI1-10, 68), the presentation of new employees to the existing staff in the
company’s internal staff magazine (SME1-3, 76) and company-wide “all”’-meetings
(SME1-3, 76).

"[SMEI1 1] tends to organize everything. Of course there are also guidelines
for hours, for work instructions and job descriptions, where everything is
documented to some extent. [...] And actually that is not bad [...] one has
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clear frameworks. You can really refer to them. Okay, of course you talk to
your colleagues: "How do you do this or that’ or whatever. But [...] the gen-
eral line is there." (SME1-10, 68-70)

Furthermore, the organizational culture and everyday life of the company
pay attention to employees. Staff recognition, equal rights and familiarity are
grounded in the culture of this family-owned business (SME1-10; organizational
level). Based on a Corporate Social Responsibility (CSR) commitment, SME 1
opens job options for migrant skilled workers and makes further qualifications
possible: "So in terms of training, [...] that always worked out." (SME1-2, 50).
Migrants’ backgrounds and associated education and training biographies are
deliberately treated equally and integrated into the company in the best possi-
ble way. The employees’ opportunities for participation in the development of the
company as well as in its successes and losses are positively emphasized. Further,
co-determination and co-responsibility are expressions of appreciation. SME 1
thus provides a home for professional self-fulfillment and creates an employee
identity for respective roles and functions (sub-organizational level). Further-
more, interviewees highlight the importance of collegial support:

"...You get to know it best through your work, your colleagues. It was a bit
difficult at first, I must say. So many departments, who is responsible for
what, etc. But I always had to ask.

Interviewer: [...] So you learn about the company best from your col-
leagues?

Yes, exactly." (SME1-1, 144-146)

The role of colleagues as socialization agents is particularly beneficial. Social-
ization processes are the prerequisite for learning practices and behaviors—inter-
cultural learning is reinforced by the numerous social contact situations on a sub-
organizational level. Purposeful orientation towards behavioral patterns and working
methods through colleagues is necessary for migrant’s organizational socializa-
tion, in order to become an effective member of the company. The incentive to be
involved in this process stems from migrants’ need for affiliation. SME 1 is often
described by the interviewed migrants as a place of observation and learning:

“So I think the company plays a big role. You spend most of your time here
in the company working with your colleagues. Actually, these are the peo-
ple who influence me. And that can affect me here every day and [I] see the
things that are normal here in Germany.” (SME1-3, 152).

Consequently, the corporate culture of flat hierarchies and a strong organiza-
tional social fabric evokes a (working) atmosphere in which social interaction
favours the integration process in the company:

"You [...] always have the feeling that you can turn to someone when you
need something. I don’t have the feeling that you are just a number. And you
often get praise, which is good. From supervisor or from colleague, your
work is appreciated." (SME1-1, 60)
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"It is also the idea that [...] everyone can talk to each other, and I think that’s
good. [...] What is also good [...] is that every month there is an all meeting.
[...] And at the end you can sit with them and have a beer. And that’s just talk.
So this is the concept. (SME1-4, 33)

In summary, integration processes take place within a positive working atmos-
phere (e.g. also SME1-2, 50, SME1-3, 46, SMEI1-9, 34), which is derived from
the interaction of the corporate culture of employee focus and appreciation on the
one hand and flat hierarchies designed for co-determination on the other hand. The
emphasis on social interaction in everyday organizational life, which is characterized
by collegial support and social events, is important. (Intercultural) mutual learning
processes through the open organizational culture promote the mixing of migrant
employees with German employees and thus enable integration processes within the
organization.

4.2 SME 2—the egalitarian company

SME 2 endeavors to create and maintain an organizational culture of equal rights.
There is a strong focus on teams within the organization (sub-organizational level)
as well as on regional Bavarian events and culture (supra-organizational level).

SME 2°s unconditional equal treatment and integration of all new employees is
explicitly emphasized: "Justice is the most important thing for us" (SME2-B, 31).
Three institutionalized measures provide the migrants—as well as all new German
employees—with aspects of organization-specific knowledge. These include joint
starting days as an information event and organizational initiation rite, the ’value
fan’ (a self-evaluation and feedback instrument) as an organizational cultural arte-
fact in connection with regular feedback meetings and German courses to promote
the language skills of the migrants.

Concerning multiple cultures, migrant interviewees emphasize integration pro-
cesses to be initiated on sub-organizational and supra-organizational levels repre-
senting the social worlds in SME 2. At sub-organizational level, the feam has a cen-
tral value, as it results in sustainable integration processes:

"I had a [mentor] from the team. If I had a question about the programs or the
structure of the company, he helped me.” (SME2-2, 90-97)

"Yes, we have two experts on the team. And yes, they help me so much. And
they’re good people. Yeah, they’re important, first of all." (SME2-4, 130-132)
"And here, integration, always. For example: I come alone and I didn’t know
anybody. But still, my team mates accepted me and helped me and [said]: "Hey
[...], are you going for lunch?’ for example or coffee break or something."
(SME2-3, 124)

Teams are seen as the most important intercultural contact zones. The impart-
ing of behavioral (e.g. SME2-1, 13-18, SME2-3, 28, SME2-2, 202), technical
(e.g. SME2-1, 46, SME2-3, 75-80) and linguistic (e.g. SME2-1, 64, SME2-2,
43, SME2-3, 8) knowledge was especially mentioned. Furthermore, the team is
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often described as dominant system of reference, helping to internalize the supra-
organizational level:

“[I have] done many activities with my team. And also I learned about Ger-
man traditions and team traditions. [...]. And here you learn [...] respect.
[...] And I think I integrated [myself] better because I do a lot more activi-
ties. And I have several ways to speak German and everything.” (SME2-1,
90-142).

Moreover, the supra-organizational level can be identified in national-inspired
aspects, for example the before mentioned German language courses 10 h/week.
Additionally, regional-inspired aspects are highlighted by the Bavarian company
itself. For example, meeting rooms in the building are named after mountains (e.g.
"Brotjackriegel”, "Lusen") and rivers (e.g. "Inn", "Donau") in the region (Company
Presentation SMEZ2, 75) as well as the regional significance of beer drinking is taken
up by a "Dienst-Abschluss-Bier" every Friday evening in the company’s bistro.
Migrants feel these close links to Bavaria:

"And [...] the employer did things, too. Team events and traditional things, Mai
Dult [regional folk festival] and so on. There you get to know Bavarian culture.
And we saw all that. And that was important. I think they are very concerned
about integration." (SME2-4, 260-262)

"And [I didn’t know] that Bavarian is spoken. [...] when I came here, I didn’t
understand anything and thought: *Oh God, what is that? I have learned Ger-
man, but I don’t understand anything. Then I asked my work colleagues: ’Yes,
that’s Bavarian. So it’s another language.” Now I've learned Bavarian. Thank
God I can understand. And yes, I was able to develop well here and at work."
(SME2-3, 8-12)

The Spanish national culture plays another important role in SME 2. The stra-
tegic decision to hire mainly skilled migrants from Spain has shaped the organiza-
tion and can lead to an interesting segregation effect between the Spanish group of
migrants and local German colleagues. Originally the idea of the management was
to eliminate national cultural difference by recruiting migrants of only one national-
ity, also achieving a scale effect for the migrants’ organizational socialization pro-
cess. However, this strategy is problematic, promoting a supra-organizational culture
that does not refer to the German national or Bavarian regional culture, but favors
transnational living by maintaining a social world with reference to the Spanish
society of origin:

"And I know the Spanish from [SME 2] because they are Spanish. We eat
together... So it is difficult to speak German all the time. While eating, it’s
always better if I can speak Spanish and relax." (SME2-5, 209-213)

"... all Spaniards worked together for the first seven months. With the German
course, we were in an intensive German course, we spent many hours together.
So now we don’t have a German course anymore, we have a normal day, [but]
the contact is not so different. So I think we feel a bit like a little family with
the Spanish." (SME2-1, 82)
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In summary, similar to SME1, SME 2 shows on the one hand, the organization
as a contact zone, a refuge and guide for intercultural learning processes, as well
as a resource for social (albeit same-cultural) networks. On the other hand, SME
2 shows that the recruitment strategy—can have an influence on different facets of
the supra-organization. Even if skilled migrants have built several networks thanks
to on-boarding days and language courses, they strongly rely on their own ethnic—
Spanish—network in the company. This is a distinguishing feature from SME 1 (and
SME 3), since SME 2 is the only one to carry out a targeted recruitment of a nation-
ally homogeneous migrant group.

4.3 SME 3—the adolescent start-up

Being the youngest company, SME 3 is limited in its experience of internationality
and interculturality. When the interviews were conducted, the company was in the
process of fixing its corporate culture: guidelines for action, standards and values
of the organization were to be defined (SME3-A, 30). Regarding multiple cultures,
SME 3 combines professional specific knowledge of the IT sector which is trans-
organizational in nature with supra-organizational regional specifics having an
influence on everyday life in the organization.

The company embraces the Bavarian slogan of Laptop and Lederhose, mean-
ing the complementary combination of high-tech and tradition. First, according to
the cosmopolitan, globalized IT industry, this German company uses many Eng-
lish expressions in everyday communication and is characterised by professional
and qualification influences. Second, the influence of regional culture is important.
Joint visits to folk festivals and roast pork meals are organized (Facebook presence
SME3).

Starting with the slogans’ trans-organizational high-tech aspect, the English lan-
guage (common in the IT industry) will sooner or later become the "company lan-
guage of choice" (SME3-A) and is the door-opener for migrants to feel comfortable
in the organization:

“I probably would have quit this job. Because I mean, there was a time when
I was like: “This sucks, I'm gonna quit.” But that was mostly because of lan-
guage. [ was really struggling with language. But that was really early on [...].
I said this actually to [my colleagues]: ‘I would not be here still if I wasn’t able
to work with you guys. Because we are able to talk in English. That was really
important for me.” And I got along with them socially.” (SME3-3, 140, 124)

Language is an issue in the organization. The following quotation shows possible
segregation effects due to not learning the German language with an impact on life
outside work:

“At work, I do my job, I have interaction with them, they know me well. But
I don’t have real friends with them, outside of work. [...] Only when we go to
some Mai-Dult [regional folk festival] or something. With alcohol (laughing).
[...] And I think it is, because I don’t speak German well and they speak Bay-
erisch a lot. I think most of the employees are from Bayern, so that’s why. [...]
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when there is some event, always they want me to go there and to make me
feel like home and not really far from them.” (SME3-2, 30)

Due to the low degree of institutionalization of specific corporate cultural char-
acteristics, SME 3 does not convey a strong corporate identity in a coordinated
manner. Rather, it seems highly flexible in its processes of integration within the
still manageable social structure (only 51 employees). The effect of the IT-industry
related professional profiling and qualification comes to the foreground:

“Yeah, profession is important. Because actually I was not completely sure,
about my profession. Because I got into engineering in India because my
marks were good. And engineering provides a good career later on. So in that
case I came into the field [...]. But after coming here I decided to like my pro-
fession because I started liking my work.” (SME3-1, 76)

The highly qualified migrants in SMEs 3 identify themselves through their work
and thus generate professional and social self-esteem. This also makes visible that
the migrants are offered professional identity and stability via the organizational
link, whereby reputation, skills and the competences play an important role.

This organizational link is further stressed by a courteous and helpful sociali-
zation behavior of the German colleagues. They function as carriers of traditional
regional supra-organizational level aspects which additionally drive the organiza-
tional integration. The interaction is also mainly oriented towards industry-related
content and technical topics and is perceived by the migrants as an aid for work-
related challenges and processes (cf. also SME3-2, 64):

“I would say the most important would be the social aspect. Like if I have a
group of friends I can identify with. That would probably be the biggest thing.
And for a long amount of time, I guess I don’t have that, but for now I started
to get that through colleagues and work [...]. And yeah that’s probably the big-
gest thing that made me feel more integrated. And I think that through that you
learn that cultural side.” (SME3-3, 122-124)

“The colleagues are very nice. I mean, because I didn’t know much about the
technology I was working with. So they helped a lot. [...] They try their very
best to communicate with me. [...] Also there is not much work pressure. [...]
They try to make you feel comfortable. [...] If you have the smallest of prob-
lems then they also help you.” (SME3-1, 6-49)

Colleagues are important anchor points in work, which may be the center of social
life for migrant newcomers transmitting working practices and behaviors. As the last
quote shows, socialization measures in SMEs 3 are limited to an informal mentoring
programme designed to convey the company’s own processes and requirements. The
early stage of development results in rather random and demand-oriented socializa-
tion measures (SME3-3, 60). This includes frequent sociable meetings, e.g. eating
roasted pork together (typical for the region), celebrating at the regional folk festi-
val, or hiking in the region (Facebook presence SME3). The company is therefore
strongly emphasized as a social system and has a focus on the employees and their
well-being within the company. The motto "We don’t just work together, we cook,
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eat, laugh, talk to each other—in short: our colleagues are important to us" (SME 4
| Career 3) is obviously lived in the company. The corporate cultures familiarity and
its flexible design helps to prevent culture-based exclusion within the organization.
Migrants evaluate SME 3 to be "[...] a very nice working home..." (SME3-1, 65).

In summary, informal, little structured and highly flexible integration processes
in SME 3 are initiated on supra-organizational level, especially via colleagues, while
trans-organizational profession and respective skills play an important role for inter-
cultural learning. Therefore, the organization becomes a professional trans-organiza-
tional parallel space and the Bavarian slogan can be reinterpreted as 'Laptop versus
Lederhose’, "high-tech versus tradition’.

Table 7 summarizes—according to the above-mentioned organizational meta-
phors (Barmeyer et al., 2019; Gmiir, 2006; Morgan, 1986)—the findings answering
our research question of how multiple cultures at different levels of the organiza-
tional setting ultimately contribute to the organizational integration of highly skilled
migrants. The characteristics were established, deductively, through the pre-estab-
lished concept and also emerged, inductively, through migrants narratives (Primecz
et al., 2023).

Interestingly, we discovered yet another emphasis upon migrant narratives: The
integration into the organization also facilitated the integration into the German
society. To put it in another way, organizations are embedded in the social environ-
ment and thus, through organizational socialization they also convey values and cul-
tural practices of the society to their (migrant) employees as a second look at quotes
from the results section may illustrate (see Table 8).

On the basis of the three SMEs we briefly illustrate this unexpectedly often men-
tioned phenomenon, which corresponds Berger and Luckman’s (1966, p. 89) “gen-
eral knowledge” of institutionalized basic assumptions of interaction as an “all-
encompassing frame of reference” of a society:

In SME 1 the integration processes into the German society happens especially
through the organizational culture and colleagues as socialization agents. They trans-
mit general knowledge relevant to everyday life in German society. They accelerate

Table 8 Societal integration through the organization

Case Statements

SME 1  “Sol think the company plays a big role. You spend most of your time here in the company
working with your colleagues. Actually, these are the people who influence me. And that
can affect me here every day and [I] see the things that are normal here in Germany.”
(SMEL1-3, 152)

SME2  “[I have] done many activities with my team. And also I learned about German traditions and
team traditions. [...]. And here you learn [...] respect. [...] And I think I integrated [myself]
better because I do a lot more activities. And I have several ways to speak German and
everything.” (SME2-1, 90-142)

SME 3  “[...]I would say the most important would be the social aspect. Like if I have a group of
friends I can identify with. That would probably be the biggest thing. And for a long amount
of time, I guess I don’t have that, but for now I started to get that through colleagues and
work [...]. And yeah that’s probably the biggest thing that made me feel more integrated.
And I think that through that you learn that cultural side.” (SME3-3, 122-124)
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Table9 Specific organizational knowledge extended by general knowledge (SME 1)

Organizational specific knowledge Societal general knowledge
Colleagues Social contacts
Organizational belonging Values, norms and behaviour
Vocational learning: tasks and activities Language learning

Knowledge of the system

Table 10 Specific organizational knowledge extended by general knowledge (SME 2)

Organizational specific knowledge  Societal general knowledge

Team integration Segregation in networks of the same culture through homogeneous
recruitment
Language learning
Dialect learning
Regional specifics
Value system and norms of behaviour

the language learning process, transmit culturally specific behaviors, norms and val-
ues, as well as the orientation towards national-institutional structures and regional
specifics. Consequently, societal general knowledge and legitimation structures are
imparted beyond the specific knowledge of the organization. Table 9 shows the main
drivers for acquisition of specific knowledge described within the findings and addi-
tionally displays the most striking integration-relevant aspects obtaining societal
general knowledge.

In SME 2, sub- and supra-organizational level effects, such as colleagues and
teams as well as language competences and knowledge of regional specificities are
present. Thus, general knowledge is automatically transferred to migrant newcom-
ers. At the same time, the Spanish grouping may have a negative impact on the gen-
eral but even on the specific knowledge, so that this may hinder ’inwardly directed’
integration as well as integration into the society and possibly, migrants remaining
in the organization. As in the case of SME 1, Table 10 shows SME 2°s main organi-
zational and societal integration drivers as well as the integration relevant aspects of
general knowledge.

In SME 3, trans-organizational professional knowledge concerning the IT sec-
tor plays an important role for the migrants. Additionally, the role of colleagues as
socialization agents for the supra-organizational integration becomes particularly
clear. Through their willingness to provide region-specific general knowledge, they
form an integrative bridge. Critical voices may raise due to the fact, that German
language is substituted using English language in the organization. SME 3 may thus
fail in the integration-relevant interaction with their migrants, since language, as a
carrier of symbolic meaning and legitimation structures, is one of the most impor-
tant types of general knowledge needed for the societal integration process. Con-
sequently, intercultural learning in SME 3 does not necessarily include German
language, which means an exclusion of further and more independent access to the
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societal environment as well as to its general knowledge resources. Therefore, SME
3s’ migrants may more easily access and identify with the trans-organizational IT
labor market rather than the German SME 3 itself. Nevertheless, due to the com-
panies predominantly regional (Bavarian) workforce taking their new colleagues to
folk festivals regional supra-organizational culture is thus conveyed independent of
language and balancing the beforementioned aspect. Moreover, since everyone is
speaking English, this does not exclude inner-organizational network and friendship
building, resulting in organizational but also societal integration (see Table 11).

5 Discussion and theoretical contribution

We close the before-mentioned research gaps by first indirectly showing that the
integration of highly skilled migrants may be a complex process with different layers
that are often overlooked but crucial for theory and practice. Second, we shed light
on socialization and integration processes at the less-studied organizational level
and demonstrate how different social worlds within organizations have an impact.
Third, this leads to a more dynamic concept of integration based on social worlds
as multiple cultures transcend the organizations as conventional framings. Moreo-
ver, it opens theory and practice to different perspectives influencing organizational
integration—factors beyond national culture. Fourth, our approach reveals an unex-
pected focus of migrant narratives. Through organizational integration also, an
unintentional (cultural) integration into German society takes place. The last three
points are discussed below.

Our empirical study constitutes a first approach for analyzing and classifying the
effects of organizational socialization and integration processes from a meso-ana-
lytical perspective, an aspect that has received little attention in previous research
(Cerdin et al., 2014; Guo & Al Ariss, 2015; Hajro et al., 2021; Lazarova et al., 2023;
Nardon et al., 2021). The paper shows how the integration concept of social worlds
serve as an interface between integration and organizational research. In this respect,
we contribute particularly by providing a basic theoretical bracket to the fraying
field of labor migration research and to the integration of highly skilled migrants.

The focus on the meso-level in combination with different social worlds as
multiple cultures makes it possible to loosen up the national structural integration
research, which has been criticized in literature for being a simplification of multi-
level intercultural integration processes (Caprar et al., 2015; Grosskopf et al., 2022;
Primecz et al., 2023; Taras et al., 2009; Tung, 2008). As a consequence, the assumed

Table 11 Specific organizational knowledge extended by general knowledge (SME 3)

Organizational specific knowledge Societal general knowledge

Vocational learning/activity Linguistic segregation area

Vocational identity Regional traditions and customs

Teambuilding social events Nationally specific work and behaviour patterns

System of values and norms
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dichotomy between preserving and rejecting national cultural identity should no
longer be in the spotlight. Usually, the focus is set on how people of one nation-
ality can integrate themselves into a host society with people of another national-
ity (Favell, 2014); ‘fit’ and ‘adjustment’ are the essential keywords (Haslberger &
Dickmann, 2016; Haslberger et al., 2013). This article focuses on integration as an
ongoing participation in processes of socialization and community building. We are
thus able to place innovative emphasis on participation in concrete social systems
or structures: the results show that social world heuristics offer an opportunity for a
more detailed examination of integration processes beyond the common framework
(Zifonun, 2016). They can provide a contextualized understanding of integration
processes and thus give insights into the complex mode of action between actors and
organizations during this process.

We show that the concepts presented here not only demonstrate integration into
the organization but also, via the organization, into the German society. Considering
the knowledge-sociological integration perspective (Berger & Luckmann, 1966) in
combination with the concept of social worlds (Strauss, 1978), we empirically show
that the integration of migrants into organizations through multiple cultures bridges
specific organizational knowledge with general knowledge referring to the pecu-
liarities of the receiving society. As mentioned before, the wider societal context
thus corresponds to the “general knowledge” which describes institutionalized basic
assumptions of interaction as a societal frame of reference (Berger & Luckmann,
1966, p. 89), regulating the universal, unconscious, applicable and accepted inter-
actions of everyday life. Depending on the extent to which organizations manage
to establish formal or informal structures that make the socialization process tangi-
ble for new members, the socialization process becomes socially integrative—this is
especially important for migrants as their narratives demonstrate and the literature
reflects.

In sum, we extend our research framework. Figure 2 shows multiple cultures
serve the present study as a premise for companies’ role in the social integration
process. Multiple cultures lie above the borders of the organization (green) and the
receiving society (red) since they exist in their sub-organizational and organizational
form within the organization, but also in their supra- and trans-organizational forms
referring to societal general knowledge and beyond. Interestingly, as our results
show, supra- and trans-organizational cultures strengthen team-building mechanisms
and joint identification and thus also affect the organizational level. Likewise, sub-
organizational and organizational cultures affect the societal level due to collegial
interactions and subsequent value and behavior mediation.

5.1 Practical implications

Our findings also have important managerial implications. Heads of organizations
and especially the IHRM should be aware of the impact of their integration meas-
ures. On the one hand, integration makes the knowledge and skills of migrants more
accessible for organizations. On the other hand, it leads to migrants remaining in
the organization and thus additionally results in sustainable accessibility, use and
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Societal general
knowledge of the
host society

Socialization and Integration Specific
knowledge of the

organization
Multiple cultures as social worlds

* Supra-organizational cultures
» Trans-organizational cultures
* Organizational cultures

* Sub-organizational cultures

Fig.2 Multiple cultures and socialization tactics as facilitators of organizational and social integration

even development of these knowledge and skills. Since organizations are multidi-
mensional intercultural contact zones, they have a greater potential to contribute to
the social integration of migrants than other arenas of social worlds.

Managers should promote an authentic and tangible organizational culture as a
social system in order to generate a positive effect on the process of organizational
socialization: Both the identity stability of migrants as well as the probability and
intensity of interaction between migrants and natives will be positively supported,
which will also assist highly skilled migrants in overcoming challenges mentioned
in current research, such as the lack of recognition of educational status and thus
substandard employment or unequal power relations (Dietz et al., 2015; Guo et al.,
2020; Hajro et al., 2021; Omanovi¢ & Langley, 2023; Szkudlarek et al., 2021). For
example, trans-organizational references to occupations, sectors, etc. enable interac-
tion between migrant and native workers in the organizational socialization process,
which can dispel prejudices and are thus a basis for further integration processes.

Managers will benefit from this research about socialization and integration pro-
cesses being able to identify multiple cultures within their organization, and thus
will be able to recognize and assess special challenges for integration optimization
in order to reinforce socialization measures. They can consciously construct and
instrumentalize these frames of reference in the socialization process of highly qual-
ified migrants. To this end, further areas of possible research in this field should be
uncovered.

In comparison to low skilled migrant workers, highly skilled migrants have
more cognitive resources such as expertise in terms of their initial position. They
are therefore in a better position to acquire and develop specific and general knowl-
edge via the multiple organizational cultures, which is also helpful for integration—
even though this does not mean that integration of highly skilled migrants is always
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without challenges. Similarly, highly skilled migrants tend to be very self-reliant and
intrinsically motivated, which fosters the career development. In sum, they will need
less organizational mentoring with integrational focus (Chevrier et al., 2023; Knap-
pert et al., 2023; Nardon et al., 2021).

5.2 Limitations and implications for further research

We acknowledge limitations of our study and derive directions for future research.
First, limitations arise especially from a methodological point of view. The postu-
lated concept of integration is characterized both by its reciprocity between migrants
and native employees and by its processuality. The chosen approach, based on quali-
tative methods, is thus a fundamental necessity. Nevertheless, the research process
posed central challenges in terms of access to the object of investigation, which
entailed methodological limitations. Perspectives of the migrants’ (German) col-
leagues were restricted, since companies were only conditionally willing to make
them available for interviews due to time constraints. Moreover, access for a planned
participating observation had to be omitted. This could have shed more light not
only on the reciprocity but also on the processuality of the integration and participa-
tion processes in the context of the organization. Additionally, further SME contexts
or even other types of organization (e.g. MNEs), as well as less migrant-friendly
organizations (both the IT and consulting sectors are global and cross-border in
nature; also, there is a constant shortage of talent, particularly in the IT sector),
would shed light on different challenges and opportunities, and consequently, would
lead to an exploring of a more comprehensive understanding of the integration pro-
cess. In this respect, the insights of the present study are limited to the subjective-
reconstructive perspective of the researcher and the objects under research. Future
research should try to take advantage of the beforementioned research opportunities.

Second, further empirical validation is needed. More specific research questions
would be revealing for theory and practice. Based on our conceptual framework,
future research could spotlight specific cultural groups at different levels within the
organization (Saks et al., 2012; Toh et al., 2012) as well as their impact for migrants,
colleagues, organizations, and societies. For each of the multiple cultures, research
could launch a debate on respective assimilation, integration versus segregation
effects and consequences for the retention of migrants and thus for the sustainable
use of migrants’ skills for the organization. Furthermore, good practices concerning
the introduction to multiple cultures for organizational newcomers should be figured
out for different contexts. Additionally, a closer look is required at the integrative
role of managing directors and company owners (Hambrick & Mason, 1984).

Third, the mostly unnoticed process of simultaneous integration into societal
structures is also shown. An unanswered question of organizational socialization lit-
erature is the visibility of the organization’s socio-cultural context in the socializa-
tion process and its relevance to new migrant members and their learning require-
ment to settle and orientate themselves within the organization and, at the same
time, within society (Ashforth et al., 2007). Future research should therefore be sen-
sible for the context and dynamics of an organization’s environment.
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Summarizing the future directions, our conceptual approach and presented
empiricism provide a starting point for possible multi-level analysis and its inter-
play not only for sociology but also the international business and IHRM.

6 Conclusion

While prior studies have highlighted integration at micro- and macro-level, lit-
tle is known about the organizational integration. Considering multiple cultures,
this study delineates the socialization process of highly skilled migrants in the
organization through interaction-acquired knowledge. In answering its research
question, our article shows that organizations are central places for the integration
of migrants because they enable personal fulfillment and development as well as
interpersonal exchange and a space of belonging. Organizations are embedded in
the surrounding social environment and convey values and cultural practices of
society to their (migrant) employees enabling societal integration through organi-
zational socialization.

Furthermore, our research shows which (multiple) elements of culture are con-
sciously and unconsciously used in relation to the organizational socialization of
skilled migrants. Multiple cultures affect the process of organizational socializa-
tion. The different cultural groups within an organization, at their respective lev-
els, represent the spectrum of what can be experienced and learned by migrants
in an organization. The emphasis of a specific level of multiple cultures, and thus,
for example, either a professional culture, an industry culture or a regional cul-
ture, influences the socialization process. Depending on whether the socialization
was, for example, oriented more towards teams within the organization or towards
an understanding of the organization as a locally embedded actor, the contents of
the organizational socialization are influenced.

Based on these influencing factors, in this study we demonstrate the integrative
effect of organizations. It becomes apparent that integration in a company serves
migrants as a resource for local, regional and national patterns of values, norms
and behavior, and know-how about the system and languages as well as social
contacts. The organization, thus, has a direct influence on the (cultural) integra-
tion of migrants in the closer and wider social environment of the organization.
By focusing on the role of organizations’ integrative effect, we bring much-
needed attention to the socialization and integration process, which is so impor-
tant for allowing organizations to exploit the (intercultural) potential of highly
skilled migrants. Our findings call for more research in this direction.

Funding Open Access funding enabled and organized by Projekt DEAL.

Declarations

Conflict of interest Not applicable—on behalf of all authors, the corresponding author states that there is
no conflict of interest.

@ Springer



720 Journal of Industrial and Business Economics (2024) 51:691-724

Open Access This article is licensed under a Creative Commons Attribution 4.0 International License,
which permits use, sharing, adaptation, distribution and reproduction in any medium or format, as long
as you give appropriate credit to the original author(s) and the source, provide a link to the Creative
Commons licence, and indicate if changes were made. The images or other third party material in this
article are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line
to the material. If material is not included in the article’s Creative Commons licence and your intended
use is not permitted by statutory regulation or exceeds the permitted use, you will need to obtain permis-
sion directly from the copyright holder. To view a copy of this licence, visit http://creativecommons.org/
licenses/by/4.0/.

References

Ager, A., & Strang, A. (2008). Understanding integration: A conceptual framework. Journal of Refugee
Studies, 21, 166-191.

Al Ariss, A., Vassilopoulou, J., Ozbilgin, M. F., & Gamed, A. (2013). Understanding career experiences
of skilled minority ethnic workers in France and Germany. The International Journal of Human
Resource Management, 24(6), 1236—1256. https://doi.org/10.1080/09585192.2012.709190

Andresen, M., Bergdolt, F., Margenfeld, J., & Dickmann, M. (2014). Addressing international mobility
confusion—Developing definitions and differentiations for self-initiated and assigned expatriates as
well as migrants. The International Journal of Human Resource Management, 25(16), 2295-2318.
https://doi.org/10.1080/09585192.2013.877058

Ashford, S., & Nurmohamed, S. (2012). From past to present and into the future. A Hitchhiker’s guide
to the socialization literature. In C. Wanberg (Ed.), The Oxford handbook of organizational sociali-
zation (pp. 8-24). Oxford University Press. https://doi.org/10.1093/0xfordhb/9780199763672.013.
0002

Ashforth, B. E., Sluss, D. M., & Harrison, S. H. (2007). Socialization in organizational contexts. In G. P.
Hodgkinson & J. K. Ford (Eds.), International review of industrial and organizational psychology
(Vol. 22, pp. 1-70). Wiley. https://doi.org/10.1002/9780470753378.ch1

Barmeyer, C., Davoine, E., & Stokes, P. (2019). When the ‘well-oiled machine’ meets the ‘pyramid of
people’: Role perceptions and hybrid working practices of middle managers in a binational organi-
zation—ARTE. International Journal of Cross Cultural Management, 19(3), 251-272.

Beaverstock, J. (2005). Transnational elites in the city: British highly-skilled inter-company transferees in
New York city’s financial district. Journal of Ethnic and Migration Studies, 31(2), 245-268. https://
doi.org/10.1080/1369183042000339918

Berger, P., & Luckmann, T. (1966). The social construction of reality: A treatise in the sociology of
knowledge. Doubleday.

Berry, J. W. (1990). The psychology of acculturation. In J. Berman (Ed.), Cross cultural perspectives:
Nebraska symposium on motivation (pp. 201-234). University of Nebraska Press.

Berry, J. W. (2005). Acculturation: Living successfully in two cultures. International Journal of Intercul-
tural Relations, 29(6), 697-712. https://doi.org/10.1016/j.ijintrel.2005.07.013

Blumer, H. (1954). What is wrong with social theory? American Sociological Review, 19(1), 3-10.
https://doi.org/10.2307/2088165

Bonache, J. (2021). The challenge of using a ‘non-positivist’ paradigm and getting through the peer-
review process. Human Resource Management Journal, 31(1), 37-48. https://doi.org/10.1111/1748-
8583.12319

Boyacigiller, N. A., Kleinberg, J., Phillips, M., & Sackmann, S. (2004). Conceptualizing culture. In B. J.
Punnett & O. Shenkar (Eds.), Handbook for international management (pp. 99-167). The Univer-
sity of Michigan Press. https://doi.org/10.3998/mpub.11898

Brannen, M. Y., & Thomas, D. C. (2010). Bicultural individuals in organizations: Implications and
opportunity. International Journal of Cross Cultural Management, 10(1), 5-16. https://doi.org/10.
1177/1470595809359580

Brettell, C., & Hollifield, J. (2015). Migration theory. Talking across disciplines. In C. Brettell & J. Hol-
lifield (Eds.), Migration theory. Talking across disciplines (pp. 1-36). Routledge.

Burrell, G., & Morgan, G. (1979). Sociological paradigms and organisational analysis: Elements of the
sociology of corporate life. Heinemann.

@ Springer


http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1080/09585192.2012.709190
https://doi.org/10.1080/09585192.2013.877058
https://doi.org/10.1093/oxfordhb/9780199763672.013.0002
https://doi.org/10.1093/oxfordhb/9780199763672.013.0002
https://doi.org/10.1002/9780470753378.ch1
https://doi.org/10.1080/1369183042000339918
https://doi.org/10.1080/1369183042000339918
https://doi.org/10.1016/j.ijintrel.2005.07.013
https://doi.org/10.2307/2088165
https://doi.org/10.1111/1748-8583.12319
https://doi.org/10.1111/1748-8583.12319
https://doi.org/10.3998/mpub.11898
https://doi.org/10.1177/1470595809359580
https://doi.org/10.1177/1470595809359580

Journal of Industrial and Business Economics (2024) 51:691-724 721

Buttice, V., & Useche, D. (2022). Crowdfunding to overcome the immigrant entrepreneurs’ liability of
outsidership: The role of internal social capital. Small Business Economics, 59, 1519-1540. https://
doi.org/10.1007/s11187-021-00591-5

Caprar, D. V., Devinney, T. M., Kirkman, B. L., & Caligiuri, P. (2015). Conceptualizing and measuring
culture in international business and management. From challenges to potential solutions. Journal
of International Business Studies, 46(9), 1011-1027. https://doi.org/10.1057/jibs.2015.33

Cerdin, J.-L., Diné, M. A., & Brewster, C. (2014). Qualified immigrants’ success: Exploring the motiva-
tion to migrate and to integrate. Journal of International Business Studies, 45, 151-168. https://doi.
org/10.1057/jibs.2013.45

Chao, G. T., O’Leary-Kelly, A. M., Wolf, S., Klein, H. J., & Gardner, P. D. (1994). Organizational social-
ization: Its content and consequences. Journal of Applied Psychology, 79(5), 730-743. https://doi.
org/10.1037/0021-9010.79.5.730

Chevrier, S., Goiseau, E., Lugosi, P., & Rase, J.-F. (2023). Managing mentoring for the labor market inte-
gration of humanitarian migrants. Journal of International Management. https://doi.org/10.1016/j.
intman.2023.101062. SSN 1075-4253.

Clarke, A. (1991). Social worlds/arenas theory as organizational theory. In D. R. Maines (Ed.), Social
organization and social process. Essays in honor of Anselm Strauss (pp. 119-158). De Gruyter.
Clarke, A., & Star, S. L. (2008). The social worlds framework: A theory/methods package. In E. Hackett,
O. Amsterdamska, M. Lynch, & J. Wajcman (Eds.), The handbook of science and technology stud-

ies (pp. 113-137). MIT Press.

Coda-Zabetta, M., Chacua, C., Lissoni, F., Miguelez, E., Raffo, J., & Yin, D. (2022). The missing link:
International migration in global clusters of innovation. In D. Castellani, A. Perri, V. G. Scalera,
& A. Zanfei (Eds.), Cross-border innovation in a changing world: Players, places, and policies.
Oxford University Press.

Dietz, J., Chetan, J., Esses, V. M., Hamilton, L. K., & Gabarrot, F. (2015). The skill paradox: Explaining
and reducing employment discrimination against skilled immigrants. The International Journal of
Human Resource Management, 26(10), 1318-1334. https://doi.org/10.1080/09585192.2014.990398

Eisenhardt, K. M., & Graebner, M. E. (2007). Theory building from cases: Opportunities and challenges.
Academy of Management Journal, 50(1), 25-32. https://doi.org/10.5465/amj.2007.24160888

Fang, T., Samnani, A.-K., Novicevic, M. M., & Bing, M. N. (2013). Liability-of-foreignness effects on
job success of immigrant job seekers. Journal of World Business, 48(1), 98-109.

Favell, A. (2014). Immigration, integration and mobility. New agendas in migration studies. ECPR Press.

Fitzsimmons, S. R., Baggs, J., & Brannen, M. Y. (2020). Intersectional arithmetic: How gender, race and
mother tongue combine to impact immigrants’ work outcomes. Journal of World Business, 55(1),
101013.

Geertz, C. (1973). The interpretation of cultures. Basic Books.

Gertsen, M. C., & Zglner, M. (2020). Interpretive approaches to culture. In B. Szudlarek, L. Romani, D.
V. Caprar, & J. S. Osland (Eds.), The Sage handbook of contemporary cross-cultural management
(pp- 34-50). Sage.

Gioia, D. A., & Pitre, E. (1990). Multiparadigm perspectives on theory building. Academy of Manage-
ment Review, 15(4), 584—602. https://doi.org/10.2307/258683

Glaser, B., & Strauss, A. (1967). The discovery of grounded theory: Strategies for qualitative research.
Aldine Transaction.

Gmiir, M. (2006). From charts and sails. Metaphors of management and organization in Germany and
France. Problems and Perspectives in Management, 1, 175-186.

Grosskopf, S., Landes, A., & Barmeyer, C. (2022). A black-box yet to be opened: Multi-level processes
during migrant’s organizational socialization. Journal of International Migration and Integration.
https://doi.org/10.1007/s12134-021-00906- 1

Guo, C., & Al Ariss, A. (2015). Human resource management of international migrants: Current the-
ories and future research. The International Journal of Human Resource Management, 26(10),
1287-1297.

Guo, G. C., Al Ariss, A., & Brewster, C. (2020). Understanding the global refugee crisis: Managerial
consequences and policy implications. Academy of Management Perspectives, 34(4), 531-545.
Hajro, A. (2017). Integrating highly-qualified migrants: Allowing a personal narrative to set future
research directions. European Journal of Cross-Cultural Competence and Management, 4(3), 192—

200. https://doi.org/10.1504/EJCCM.2017.10005308

@ Springer


https://doi.org/10.1007/s11187-021-00591-5
https://doi.org/10.1007/s11187-021-00591-5
https://doi.org/10.1057/jibs.2015.33
https://doi.org/10.1057/jibs.2013.45
https://doi.org/10.1057/jibs.2013.45
https://doi.org/10.1037/0021-9010.79.5.730
https://doi.org/10.1037/0021-9010.79.5.730
https://doi.org/10.1016/j.intman.2023.101062
https://doi.org/10.1016/j.intman.2023.101062
https://doi.org/10.1080/09585192.2014.990398
https://doi.org/10.5465/amj.2007.24160888
https://doi.org/10.2307/258683
https://doi.org/10.1007/s12134-021-00906-1
https://doi.org/10.1504/EJCCM.2017.10005308

722 Journal of Industrial and Business Economics (2024) 51:691-724

Hajro, A., Caprar, D. V., Zikic, J., & Stahl, G. K. (2021). Global migrants: Understanding the implica-
tions for international business and management. Journal of World Business, 56(2), 101192. https://
doi.org/10.1016/j.jwb.2021.101192

Hajro, A., Gibson, C., & Pudelko, M. (2017a). Knowledge exchange processes in multicultural teams:
Linking organizational diversity climates to teams’ effectiveness. Academy of Management Journal,
60(1), 345-372. https://doi.org/10.5465/amj.2014.0442

Hajro, A., Stahl, G., Clegg, C., & Lazarova, M. (2019). Integrating skilled migrants: A multi-level frame-
work of the individual, organizational, and societal influences on migrants’ acculturation outcomes.
Human Resource Management Journal, 29, 328-352.

Hajro, A., Zilinskaite, M., & Stahl, G. (2017b). Acculturation of highly qualified migrants at the work-
place: The importance of individual coping strategies and organizational climate for inclusion. In
Academy of Management Meeting. Atlanta, USA, 4-8 August, 2017, Article e13666. https://doi.
org/10.5465/ambpp.2017.13666abstract

Hambrick, D., & Mason, P. (1984). Upper echelons. The organization as a reflection of its top managers.
Academy of Management Review, 9, 193-206. https://doi.org/10.5465/amr.1984.4277628

Haslberger, A., Brewster, C., & Hippler, T. (2013). The dimensions of expatriate adjustment. Human
Resource Management, 52(3), 333-351. https://doi.org/10.1002/hrm.21531

Haslberger, A., & Dickmann, M. (2016). The correspondence model of cross-cultural adjustment:
Exploring exchange relationships. Journal of Global Mobility, 4(3), 276-299. https://doi.org/10.
1108/JGM-05-2016-0021

Ho, E.L.-E., & Hatfield, M. E. (2011). Migration and everyday matters: Sociality and materiality. Popula-
tion, Space and Place, 17(6), 707-713. https://doi.org/10.1002/psp.636

Hughes, E., Johnson, C., Masuoka, J., Redfield, R., & Wirth, L. (Eds.). (1950). Race and culture. The col-
lected papers of Robert Ezra Park (Vol. 1). The Free Press.

Hunt, J., & Gauthier-Loiselle, M. (2010). How much does immigration boost innovation? American Eco-
nomic Journal: Macroeconomics, 2(2), 31-56.

Huysman, M., & Elkjaer, B. (2006). Organizations as arenas of social worlds. Towards an alternative per-
spective on organizational learning. In Conference at the University of Warwick, Coventry on 20-22
March 2006, Warwick.

Knappert, L., Ortlieb, R., Kornau, A., Maletzky de Garcia, M., & Van Dijk, H. (2023). The ecosystem of
managing refugee employment: Complementarity and its microfoundations. Academy of Manage-
ment Discoveries, 9(3). https://doi.org/10.5465/amd.2020.0157

Koser, K., & Salt, J. (1997). The geography of highly skilled international migration. International Jour-
nal of Population Geography, 3, 285-303.

Kuckartz, U., Dresing, T., Rédiker, S., & Stefer, C. (2008). Qualitative evaluation. Der Einstieg in die
Praxis. VS Verlag fiir Sozialwissenschaften.

Kuckartz, U., & Rédiker, S. (2019). Analyzing qualitative data with MAXQDA—Text, audio, and video.
Springer.

Kuvik, A. (2012). Skilled migration in Europe and beyond: Recent developments and theoretical consid-
erations. In M. Martiniello & J. Rath (Eds.), An introduction to international migration. European
perspectives (pp. 11-236). Amsterdam University Press.

Lazarova, M., Caligiuri, P., Collings, D. G., & De Cieri, H. (2023). Global work in a rapidly changing
world: Implications for MNEs and individuals. Journal of World Business, 58(1), 101365. https://
doi.org/10.1016/j.jwb.2022.101365

Louis, M. R. (1980). Surprise and sense making: What newcomers experience in entering unfamiliar
organizational settings. Adminstrative Science Quarterly, 25(2), 226-251.

Miles, M., Huberman, M., & Saldaiia, J. (2014). Qualitative data analysis. A methods sourcebook. Sage
Publications.

Morgan, G. (1986). Images of organization. Sage.

Morillas, M., & Romani, L. (2022). Ideology, doxa, and critical reflexive learning: The possibilities and
limits of thinking that ‘diversity is good.” Management Learning. https://doi.org/10.1177/13505
076221074632. online first.

Nardon, L., Zhang, H., Szkudlarek, B., & Gulanowski, D. (2021). Identity work in refugee workforce
integration: The role of newcomer support organizations. Human Relations, 74(12), 1994-2020.
Omanovié, V., & Langley, A. (2023). Assimilation, integration or inclusion? A dialectical perspective on

the organizational socialization of migrants. Journal of Management Inquiry, 32(1), 76-97.

Omanovié, V., Tarim, E., & Holck, L. (2022). Practices of organizing migrants’ integration into the Euro-

pean labour market. European Management Review, 19(2), 173-184.

@ Springer


https://doi.org/10.1016/j.jwb.2021.101192
https://doi.org/10.1016/j.jwb.2021.101192
https://doi.org/10.5465/amj.2014.0442
https://doi.org/10.5465/ambpp.2017.13666abstract
https://doi.org/10.5465/ambpp.2017.13666abstract
https://doi.org/10.5465/amr.1984.4277628
https://doi.org/10.1002/hrm.21531
https://doi.org/10.1108/JGM-05-2016-0021
https://doi.org/10.1108/JGM-05-2016-0021
https://doi.org/10.1002/psp.636
https://doi.org/10.5465/amd.2020.0157
https://doi.org/10.1016/j.jwb.2022.101365
https://doi.org/10.1016/j.jwb.2022.101365
https://doi.org/10.1177/13505076221074632
https://doi.org/10.1177/13505076221074632

Journal of Industrial and Business Economics (2024) 51:691-724 723

Ortlieb, R., Glauninger, E., & Weiss, S. (2021). Organizational inclusion and identity regulation: How
inclusive organizations form ‘Good’, ‘Glorious’ and ‘Grateful’ refugees. Organization, 28(2),
266-288.

Ortlieb, R., & Knappert, L. (2023). Labor market integration of refugees: An institutional country-com-
parative perspective. Journal of International Management, 29(2). https://doi.org/10.1016/j.intman.
2023.101016

Ortlieb, R., & Ressi, E. (2022). From refugee to manager? Organisational socialisation practices, refu-
gees’ experiences and polyrhythmic socialisation. European Management Review, 19(2), 185-206.

Page, S. (2007). The difference: How the power of diversity creates better groups, firms, schools and soci-
eties. Princeton University Press.

Piekkari, R., & Welch, C. (Eds.). (2011). Rethinking the case study in international business and manage-
ment research. Edward Elgar.

Primecz, H., Lugosi, P., Zglner, M., Chevrier, S., Barmeyer, C., & Grosskopf, S. (2023). Organizations
and migrant integration: Towards a multiparadigm narrative approach. International Journal of
Cross Cultural Management. https://doi.org/10.1177/14705958231155011

Romani, L. (2008). Relating to the other: paradigm interplay for cross-cultural management research.
IBB.

Rottas, A., & Givens, T. (2015). High-skilled migration. A new way forward for Europe, the United
States and the world. In D. A. Arcarazo & A. Wiesbrock (Eds.), Global migration. Old assumptions,
new dynamics (pp. 133-151). Praeger.

Sackmann, S., & Phillips, M. (2004). Contextual influences on culture research: Shifting assumptions for
new workplace realities. International Journal of Cross Cultural Management, 4(3), 370-390.

Saks, A., & Gruman, J. A. (2012). Getting newcomers on board. A review of socialization practices and
introduction to socialization resources theory. In C. Wanberg (Ed.), The Oxford handbook of organi-
zational socialization (pp. 27-55). Oxford University Press.

Saldafia, J. (2013). The coding manual for qualitative researchers. Sage Publications.

Shibutani, T. (1955). Reference groups as perspective. American Journal of Sociology, 60(6), 562-569.
https://doi.org/10.1086/221630

Stahl, G. K., Tung, R., Kostova, T., & Zellmer-Bruhn, M. (2016). Widening the lens: Rethinking dis-
tance, diversity, and foreignness in international business research through positive organizational
scholarship. Journal of International Business Studies, 47(6), 621-630. https://doi.org/10.1057/jibs.
2016.28

Strauss, A. (1978). A social world perspective. Studies in Symbolic Interaction, 1, 119-128.

Strauss, A. (1984). Social worlds and their segmentation processes. Studies in Symbolic Interaction, 5(1),
123-139.

Szkudlarek, B., Nardon, L., & Toh, S. M. (2021). A temporal perspective on refugee employment—
Advancing HRM theory and practice. Human Resource Management Journal. https://doi.org/10.
1111/1748-8583.1241817

Taras, V., Rowney, J., & Steel, P. (2009). Half a century of measuring culture. Review of approaches,
challenges, and limitations based on the analysis of 121 instruments for quantifying culture. Journal
of International Management, 15(4), 357-373. https://doi.org/10.1016/j.intman.2008.08.005

Taylor, M. L., & Sgndergaard, M. (2017). Unraveling the mysteries of case study research: A guide for
business and management students. Edward Elgar.

Tharenou, P., & Kulik, C. T. (2020). Skilled migrants employed in developed, mature economies: From
newcomers to organizational insiders. Journal of Management, 46(6), 1156—1181. https://doi.org/
10.1177/0149206320921229

Toh, S. M., Denisi, A., & Leonardelli, G. (2012). The perspective of host country nationals in socializing
expatriates: The importance of foreign-local relations. In C. Wanberg (Ed.), The Oxford handbook
of organizational socialization (pp. 230-248). Oxford University Press.

Tung, R. L. (2008). The cross-cultural research imperative. The need to balance cross-national and intra-
national diversity. Journal of International Business Studies, 39(1), 41-46. https://doi.org/10.1057/
palgrave.jibs.8400331

Tung, R. L. (2016). New perspectives on human resource management in a global context. Journal of
World Business, 51(1), 142-152. https://doi.org/10.1016/j.jwb.2015.10.004

Useche, D., Miguelez, E., & Lissoni, F. (2020). Highly skilled and well connected: Migrant inventors
in cross-border M&As. Journal of International Business Studies, 51, 737-763. https://doi.org/10.
1057/s41267-018-0203-3

@ Springer


https://doi.org/10.1016/j.intman.2023.101016
https://doi.org/10.1016/j.intman.2023.101016
https://doi.org/10.1177/14705958231155011
https://doi.org/10.1086/221630
https://doi.org/10.1057/jibs.2016.28
https://doi.org/10.1057/jibs.2016.28
https://doi.org/10.1111/1748-8583.1241817
https://doi.org/10.1111/1748-8583.1241817
https://doi.org/10.1016/j.intman.2008.08.005
https://doi.org/10.1177/0149206320921229
https://doi.org/10.1177/0149206320921229
https://doi.org/10.1057/palgrave.jibs.8400331
https://doi.org/10.1057/palgrave.jibs.8400331
https://doi.org/10.1016/j.jwb.2015.10.004
https://doi.org/10.1057/s41267-018-0203-3
https://doi.org/10.1057/s41267-018-0203-3

724 Journal of Industrial and Business Economics (2024) 51:691-724

Valenta, M. (2008). The workplace as an arena for identity affirmation and social integration of immi-
grants. Forum: Qualitative Social Research, 9(2), 14. http://nbn-resolving.de/urn:nbn:de:0114-fqs08
02140

van Maanen, J., & Schein, E. H. (1979). Toward a theory of organizational socialization. Research in
Organizational Behavior, 1(1), 209-264.

van Riemsdijk, M., Basford, S., & Burnham, A. (2016). Socio-cultural incorporation of skilled migrants
at work: Employer and migrant perspectives. International Migration, 54(3), 20-34. https://doi.org/
10.1111/imig.12221

Ward, C. (2008). Thinking outside the Berry boxes: New perspectives on identity, acculturation and inter-
cultural relations. International Journal of Intercultural Relations, 32(2), 105-114. https://doi.org/
10.1016/j.ijintrel.2007.11.002

Ward, C. (2013). Probing identity, integration and adaptation: Big questions, little answers. International
Journal of Intercultural Relations, 37(4), 391-404. https://doi.org/10.1016/].ijintrel.2013.04.001

Weber, M. (1949). The methodology of the social sciences. Free Press.

Welch, C., Paavilainen-Méntyméki, E., Piekkari, R., & Plakoyiannaki, E. (2022). Reconciling theory and
context: How the case study can set a new agenda for international business research. Journal of
International Business Studies, 53(1), 4-26.

Welch, C., Piekkari, R., Plakoyiannaki, E., & Paavilainen-Mintyméki, E. (2011). Theorising from case
studies: Towards a pluralist future for international business research. Journal of International Busi-
ness Studies, 42(5), 740-762. https://doi.org/10.1057/jibs.2010.55

Yin, R. K. (2014). Case study research. Design and methods. Sage Publications.

Zifonun, D. (2016). Versionen. Soziologie sozialer Welten. Beltz Juventa.

Zikic, J. (2015). Skilled migrants’ career capital as a source of competitive advantage: Implications for
strategic HRM. The International Journal of Human Resource Management, 26(10), 1360-1381.
https://doi.org/10.1080/09585192.2014.981199

Zikic, J., Bonache, J., & Cerdin, J.-L. (2010). Crossing national boundaries: A typology of qualified
immigrants’ career orientations. Journal of Organizational Behavior, 31(5), 667-686. https://doi.
org/10.1002/job.705

Publisher’s Note Springer Nature remains neutral with regard to jurisdictional claims in published maps
and institutional affiliations.

Authors and Affiliations

Sina Grosskopf'® . Christoph Barmeyer' © - Andreas Landes’

P< Sina Grosskopf
sina.grosskopf@uni-passau.de

Christoph Barmeyer
christoph.barmeyer @uni-passau.de

Andreas Landes
andreas.landes @ gmail.com

Lehrstuhl fiir Interkulturelle Kommunikation/Chair of Intercultural Communication, University
of Passau, Gottfried-Schéffer-Str. 20, 94032 Passau, Germany

@ Springer


http://nbn-resolving.de/urn:nbn:de:0114-fqs0802140
http://nbn-resolving.de/urn:nbn:de:0114-fqs0802140
https://doi.org/10.1111/imig.12221
https://doi.org/10.1111/imig.12221
https://doi.org/10.1016/j.ijintrel.2007.11.002
https://doi.org/10.1016/j.ijintrel.2007.11.002
https://doi.org/10.1016/j.ijintrel.2013.04.001
https://doi.org/10.1057/jibs.2010.55
https://doi.org/10.1080/09585192.2014.981199
https://doi.org/10.1002/job.705
https://doi.org/10.1002/job.705
http://orcid.org/0000-0002-5246-3344
http://orcid.org/0000-0001-6078-073X

	Organizational integration of highly skilled migrants? Social worlds as multiple cultures dismantling conventional framings
	Abstract
	1 Introduction
	2 Conceptual frameworks
	2.1 Overall research context on integration theories and strategies
	2.2 Integration into organizations: organizational socialization
	2.3 Different social worlds within an organization
	2.4 Multiple cultures as social worlds

	3 Research design
	3.1 Multiple case studies
	3.2 Data analysis

	4 Findings
	4.1 SME 1—the employee-focused company
	4.2 SME 2—the egalitarian company
	4.3 SME 3—the adolescent start-up

	5 Discussion and theoretical contribution
	5.1 Practical implications
	5.2 Limitations and implications for further research

	6 Conclusion
	References




