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CAREER DEVELOPMENT AND UNDERSTANDING CONSEQUENCES OF 

CONTEXT: ANGOLAN PERSPECTIVES FROM THE OIL INDUSTRY 

Raisa J. Arvinen-Muondo 

ABSTRACT 

Despite multidisciplinary and extensive coverage, existing career theory 

is largely premised on Western frameworks and limited research has been 

conducted into career development experiences of individuals from African 

countries in local or transnational settings. Thus the research presented in this 

thesis extends on existing constructionist career development commentary by 

gaining insight into the interplay between societal structures and individual 

action in an African context. The purpose of this study was to investigate 

factors influencing the career development of professional Angolans working 

in the oil and gas industry and how experiences associated with living and 

working in Western contexts influences the career development of such 

individuals. The aim was to go beyond discovery of factors and analyse data 

in the form of highly personalised accounts from key informants to deepen 

understanding of African career development in transnational settings, mindful 

of postcolonial factors. 

Data were collected over an 18-month period using ethnographic 

fieldwork and semi-structured interviewing with 24 participants. Within an 

ethnomethodological framework and drawing on developments in postcolonial 

theory, constructionist grounded theory approaches informed the hermeneutic 

analysis of data. 

Findings revealed that multiple and distinctly nuanced dynamics 

between institutional micro structures (e.g., family, education and 

employment) and societal macro structures (e.g., socio-economic, political, 

historical and cultural environments) significantly shape individual career 

decision making, behaviour and aspirations in the Angolan context. 

Experiences of living and working in Western settings were found to have a 
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profound impact on personal and professional development as well as 

aspirations for international careers. 

The main limitations of this study derive from its relatively small sample 

size and particularist focus on a single industry, however its value stems from 

rich narratives captured and significant effort made to triangulate findings via 

‘research conversations’ with informants and industry professionals. In light of 

the above, this study adds to existing career theory by incorporating 

postcolonial perspectives and career development experiences that go 

beyond planned structured careers in organisational settings by focusing on 

the individual consequences of international assignments in transnational 

settings. In light of this, insights offer value also for multinational organisations 

that are engaged in developing African talent. 
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PREFACE 

The study that I present in this thesis is an inherently personal one; from 

conception, to process and finally to outcome. Hence I intend to present it as 

such using an active and personal voice, deviating stylistically from more 

conventional or conservative management approaches that favour passive 

third person voices from authors. As an ethnographic study, my role as a 

researcher, as an insider and as an outsider has shaped the conception of 

this project, the questions that I have come to ask, the methods I have chosen 

to explore these with, and ultimately the conclusions that I have drawn. The 

relationship between the researcher and the researched both shapes and 

constrains enquiry (Denzin & Lincoln, 2008) and hence I will dedicate a 

significant attention throughout this thesis to explore the ‘reciprocity’ between 

myself and the field (Coffey, 1999) and to address the underlying 

assumptions, values, experiences and beliefs, the proverbial baggage, that I 

bring with me. 
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CHAPTER ONE 

INTRODUCTION 

This thesis is about how individuals go about constructing their 

careers within complex landscapes. Borders within our world, particularly 

in business, are becoming increasingly translucent. Business operations 

and the people that make it all happen move across these cultural, 

linguistic and geographical boundaries on a daily basis, almost casually. 

International mobility of ‘high potential’ or ‘talented’ professionals is no 

longer a phenomenon limited from the West to the developing world, but 

increasingly individuals are sent from the developing world to the West to 

acquire skills and knowledge required to run effective business operations 

in multinational subsidiaries (D'Costa, 2008; Solimano, 2008). 

Moreover, global business requires leadership that understands the 

complexities of operating in a diverse environment. Gupta and 

Govindarajan argue that global managers must develop a global mindset 

that enables them to observe and interpret the dynamic world around them 

with ‘openness and awareness of diversity across cultures and markets 

with a propensity and ability to synthesize across this diversity’ (2002: 

117). Transnational leadership requires an appreciation for local context 

and broader global business imperatives (Bartlett, Ghoshal, & Beamish, 

2008). By exposing individuals to new environments through international 

assignments organisations seek to cultivate such a global mindset among 

high potential employees that are seen to possess future leadership 

capability (e.g., Kohonen, 2005), particularly where resources in home 

country are insufficient for training and development. 

1 



      

      

     

      

        

     

       

     

          

         

       

        

      

        

       

   

    

       

       

      

    

         

      

      

        

    

    

     

      

            

         

 

However, introducing individuals to new organisational and social 

environments also exposes them to new worlds and opportunities. The 

management and communication of expectations and obligations between 

employer and employee becomes paramount should the organisation 

want to maintain motivation and performance levels and retain the 

individuals whose development they have invested. International 

assignment experiences have been shown to impact the career 

development of internationally mobile employees as well as their spouses 

(e.g., Dickmann & Doherty, 2008; Glanz & van der Sluis, 2001; Peltonen, 

1998; Jan Selmer, 1999; Suutari, 2003). Culture and adjustment has also 

been linked with career development (Kats, Hetty Van Emmerik, 

Blenkinsopp, & Khapova, 2010; Reynolds & Constantine, 2007). For 

instance, Reynolds and Constantine (2007) in their study of international 

students (including African) studying in a US college correlated cultural 

adjustment difficulties with career development, both in terms of 

aspirations and outcomes (e.g., higher acculturation difficulties indicate 

lower career development aspirations and outcomes). 

The management and organisation of careers that are enacted 

across geographical and cultural borders is indeed the backbone of the 

international human resource management (IHRM) discourse. However, 

as Jackson (2002, 2004) contends, Western human resource 

management (HRM) discourse tends to perpetuate a view of people as 

resources, which is inconsistent with how individuals in non-Western 

cultural contexts view themselves. Even the cross-cultural management 

discourse, which is concerned specifically with impact of culture within 

organisational contexts is accused of perpetuating neo-colonial 

representations of the non-West (Kwek, 2003). This multidirectional 

mobility challenges corporate leaders and human resource (HR) 

professionals to create and adapt strategies and practices that maximize 

the potential in people that come from a variety of national and cultural 

contexts, all with their own values and ways of interpreting the world 

around them. 

2 



         

         

       

           

       

      

        

     

          

        

        

     

       

  

            

      

        

      

        

        

       

        

      

       

          

          

         

        

          

          

I as the researcher acknowledge the need for coherency and a 

degree of uniformity within policy and practice in global operations, 

however, the sentiment that underpins this thesis is a more contextual 

one. In order for people to be managed and developed successfully to a 

purpose, an understanding of how individuals perceive their own 

development and appreciation of contextual factors - including cultural 

value systems - that shape such perceptions is essential. In other words, 

understanding how individuals conceptualise their career development 

and being able to identify what kind of factors influence career related 

decision making is key to developing individuals in organisations in ways 

that align with corporate objectives. This is particularly pertinent in country 

contexts that differ significantly in terms of socio-economic development 

and cultural values from typically Western settings and ways of thinking. 

1.1 CONSTRUCTING CAREERS 

The notion of career is tied to what individuals consider life work. It is 

associated with ideas around occupation, profession and how individuals 

earn their livelihood. Arthur, Hall and Lawrence have defined career as 

‘the evolving sequence of a person’s work experiences over time’ (1989: 

9). Bird refers to careers as processes during the course of which 

‘information and knowledge embodied in skills, expertise, and relationship 

networks are acquired through an evolving sequence of work experiences’ 

(1994: 326). Patton and McMahon suggest that definitions of careers are 

increasingly inclusive of ‘prevocational and postvocational activities and 

other life roles and contexts’ (Patton & McMahon, 2006: 4). 

I want to emphasise the notion of ‘life work’ in conceptualising 

careers. The notion of ‘life work’ offers a holistic approach to thinking 

about careers that does not correlate only to financial reward for work 

performed. It encapsulates the notion of career as something of perceived 

value in the efforts that are consistently expended. A reward may be 

implicit or personal gratification for the efforts dedicated to perform certain 

3 



          

         

        

          

       

       

           

      

           

    

    

         

       

     

         

       

 

         

           

          

       

         

        

        

          

        

        

      

      

  

tasks consistently for a longer period of time. I argue individuals can have 

multiple careers. An individual can perform several roles in their lifetime, 

be it simultaneously or consecutively, that they themselves consider their 

life work. Careers rarely happen in isolation, but rather are constructed 

through interaction with other social actors and the environment. 

Throughout one’s careers, an individual develops skills, which are not 

innate, neither are their acquired, but rather grown and influenced by the 

environment which one inhabits (Ingold, 2000). Development therefore 

can be interpreted as a process and product of engagement with the 

environment. Anthropologist Tim Ingold writes: 

‘…the identities and characteristics of persons are not 

bestowed upon them in advance of their involvement with others 

but are the condensations of histories of growth and maturation 

within fields of social relationships. Thus every person emerges 

as a locus of development within such a field, which is in turn 

carried forward and transformed through their own actions.’ 

(2000: 3) 

As such, we live in a multifaceted and dynamic world. The lives that 

we lead are shaped by the environments we occupy and the people that 

we cross paths with. In my thesis, I will therefore argue that individuals 

make decisions based on past experiences, perceptions of the 

environment and of others’ behaviour. People are in constant interplay 

with the environment and other social actors. The assumption is that 

based on our interpretations of observed phenomena, we as individuals 

make judgements and take decisions to react or behave in a given manner 

(consciously or unconsciously). In other words, interaction between people 

is multidimensional and influenced by the external environment. As such, it 

is logical to argue that our behaviour and perceptions of others’ behaviour 

is dependent also on our previous socialisation experiences (see Bandura 

& Walters, 1963). 

4 



         

      

       

          

           

         

          

          

        

      

     

       

          

           

       

          

          

       

        

     

         

     

        

     

          

         

         

     

      

        

In the context of increasing multi-cultural and multinational nature of 

labour forces and indeed business operations, the norms and values of 

the environment (social and organisational) into which individuals have 

been socialised are constantly being redefined by behaviour that may be 

seen and regarded as foreign by them. From the individual perspective it 

can be questioned if and how value systems and consequent behaviour 

do change as a result of exposure to new environments. Moreover, the 

possible impact of such change on the way in which individuals perceive 

their personal and professional development and the related decisions 

they take is also of importance to understand. 

1.2 THE AFRICAN CONTEXT AND CAREER DEVELOPMENT 
DISCOURSE 

The term ‘context’ is used considerably throughout this thesis and is 

used to describe ‘the circumstances that form the setting for an event, 

statement, or idea [i.e., phenomena], and in terms of which it can be fully 

understood’ (Context in Oxford Dictionaries [Online], 2012). It may also be 

used to describe the type of setting in which described phenomena 

occurs, for example the cultural or political context in that forms the 

backdrop of events. The significance of context; or contextuality is a 

central theme, ‘a golden thread’ that runs through this thesis. The 

underlying sentiment is that everything is contextual to some degree. 

Although we make sense of the world around us using generalisations and 

through the establishment of routines (i.e., habitualisation and 

institutionalisation; Berger & Luckmann, 1966), the influence of contextual 

factors cannot, and should not be overlooked. 

By using the term ‘African context’ as opposed to ‘Africa’, my 

intention is not to limit the conversation to geography, but to provide a 

broader concept of traits and values that may be transferable to other 

geographical locations. African ‘contexts’ within this study therefore 

encapsulate cultural, political, racial, economic, ethnic and linguistic 

characteristics. I also acknowledge that Africa is a multifaceted and 
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heterogenic continent with a variety of cultures, political and economic 

systems, as well as racial, ethnic and linguistic characteristics. Although I 

will endeavour to steer clear of unhelpful stereotypes, amidst significant 

diversity ‘sufficient similarities’ exist between various African contexts for 

tentative conclusions to be drawn (Blunt & Merrick, 1997: 15) and 

therefore at times I feel it is justifiable to refer to these under the umbrella 

of a singular ‘African context’. 

Within African contexts career development remains relatively 

unexplored. Despite its multidisciplinary and extensive coverage, career 

development commentary is still largely focused on Western frameworks 

and values and with the exception of a limited number of studies (e.g., 

Counsell, 1999; Manwa & Manwa, 2007; Mathur-Helm, 2006; Okurame & 

Balogun, 2005; Salami & Aremu, 2007). Within African contexts career 

development has been examined in a very small number of country 

contexts and in relation to specific practices (e.g., mentoring within career 

development; Manwa & Manwa, 2007; Okurame & Balogun, 2005) or 

phenomenon (e.g., career barriers for women in South Africa; Mathur-

Helm, 2006) or in relation to a particular stage (see Super, 1957) within 

the career development process (e.g., the impact of parent-child 

relationship on the career development of high school students in Nigeria; 

Salami & Aremu, 2007). 

In contrast to the above, Counsell’s (1999) work adopts a broader 

and culturally orientated approach in examining career development and 

career decision making in Ethiopia. His (1999) exploratory study of 

careerists’ perceptions and strategies of career development reflects the 

increasing body of career development commentary that acknowledges 

the role of context; political, economic and cultural. However, Counsell’s 

research is inherently distinct in its quantitative nature seeking to prove (or 

disprove) the applicability of a specific Western framework (7 types of 

career strategy by Greenhaus and Callanan, 1994, cited in; Counsell, 

1999: 46-7) in a Third World country context rather than providing any 

6 



      

      

       

          

    

     

        

       

        

      

     

       

        

           

       

         

       

        

        

       

           

      

        

       

         

       

     

         

         

        

       

alternative lens. Moving away from universalistic and positivist 

assumptions about career development my intention is to demonstrate 

how this study builds upon existing constructionist career development 

theory by bringing to the foreground individual perspectives in a way that 

acknowledges the role of contextual factors. 

In order to incorporate alternative critical perspectives into existing 

constructionist career development commentary, I will argue in this thesis 

that postcolonial and postmodern traditions can offer useful insight in 

developing our understanding of career development in African contexts 

such as Angola. Postcolonial critique suggests that management and 

cross-cultural rubrics perpetuate Western ideologies in a universalist 

fashion (Kwek, 2003). The language of the HRM discourse appears to 

further enforce a Western conceptualisation of people as means to an 

end, which may not fit with how individuals in an African context view 

people or human interaction (Jackson, 2002). Blunt and Merrick contend 

that ‘individual and group motivation will vary according to cultural 

preferences and also according to a country’s level of economic 

development’ (1997: 9). They suggest that the assumption inherent in 

Western economic management premised on the notion of a free-market 

economy and merits of individualism and competition are ‘problematic 

because they contradict important values’ held by a vast portion of the 

world’s population, particularly in developing countries (Blunt & Merrick, 

1997: 9). Like Kwek (2003) and A. Prasad (2003), Blunt and Merrick 

(1997) contend that much of management discourse seeks to replicate 

Western theory in developing countries. However, they also highlight that 

there is an increasing awareness about the ‘nature and pervasiveness of 

imperialism and consequently developing countries are increasingly 

reluctant to conform’ (Blunt & Merrick, 1997: 6). By drawing on 

postcolonial theory my intention is to bring to the foreground alternative 

perspectives about the nature of politics, power and representation of the 

experiences and perceptions of individuals who come from an African 
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postcolonial context. In the context of organisational research, P. Prasad 

argues: 

‘the postcolonial tradition restores a stronger sense of historical 

and cultural awareness to our understanding of contemporary 

organizations and is useful in identifying patterns of hierarchical 

reproduction that are grounded in colonial dynamics’ (2005: 280) 

Within this context I will explore how notions of hybridity that signal 

‘some level of cultural intermingling and/or fusion’ (P. Prasad, 2005: 275) 

may offer insight into understanding some of the cultural values that 

underpin behaviour and attitudes of individuals. However, limiting to 

postcolonial critique may be unhelpful. Similarly to postcolonialists, 

postmodernists are concerned with the ‘recovery of lost and marginal 

voices’, yet postmodernists are ironically criticised for doing so from an 

explicitly Western perspective (P. Prasad, 2005: 221). Proponents of 

postmodernism are concerned with critiquing the rationality of modernity, 

its perpetuation of institutionalized differentiation that segregates health, 

work, education and family (P. Prasad, 2005), but fail to question it for its 

perpetuation of Eurocentric ideologies. Nonetheless ideas stemming from 

postmodernism have inspired ‘interpretations of authority and 

representation (Alvesson & Sköldberg, 2009). I will primarily focus on 

postcolonial perspectives within this study, but I will also draw upon 

postmodern ideas particularly to inform my analysis. 

1.3 CONTRIBUTION TO KNOWLEDGE AND RATIONALE 

To summarise, this study primarily contributes to the increasing body 

of literature around constructionist career development theory in 

developing country contexts by bringing alternative perspectives to the 

foreground. In this thesis, I argue that by exploring the experiences of 

individuals coming from African developing country contexts employed 
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within Western multinational organisations, a substantive1 contribution can 

be made to developing our theoretical and practical understanding of 

career development experiences within these contexts. 

Thus the contribution to existing theory is rooted in rich empirical 

narratives. Although the study presented in this thesis is not concerned 

with people management practices and policies per se, as Kamoche 

contends such policies (and practices) are ‘effective if grounded within the 

worker’s thought and value system’ (2000: 60) and hence further insight 

into the career development experiences and aspirations is needed. Like 

most ‘micro domains of management’ (for instance human resource 

management and development), career development remains 

unexamined in the African context of Angola. A limited number of studies 

have been conducted within other African country contexts such Nigeria, 

Eritrea, Ethiopia and South Africa (e.g., Counsell, 1999; Manwa & Manwa, 

2007; Mathur-Helm, 2006; Okurame & Balogun, 2005; Salami & Aremu, 

2007). 

From a macro perspective looking at the broader global economy 

and continuing discussion around the availability of oil and gas resources, 

Angola as one of Africa’s leading oil producers receives increasing 

attention from multinational organisations seeking business development 

opportunities. Due to the Angolan government’s nationalisation agenda, 

referred to as Angolanisation, that places significant pressure on foreign 

multinationals to employ local talent at managerial and professional level 

(see Bjerke, Strømsøe, Tanum, Heilemann, & Sande, 2004; International 

Energy Agency, 2006; Paulo, 2006), the way in which local human 

resources are developed and managed is a significant issue that warrants 

real attention. Particularly from a sustainability point of view ensuring 

1 The term substantive in describing a particular type of theory refers to the theory’s basis in 
reality, from which it gains meaning and importance. However, within the context of this study as 
will become evident in chapter four, the term must be assumed within an interpretivist and social 
constructionist understanding that ‘reality’ is the result of interpretation and is socially 
constructed. 
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corporate approaches align with how individuals envision their career 

development is essential. The Angolan oil industry suffers from a shortage 

of skilled and experienced professionals and therefore the competition for 

candidates is high. Combined with the pressures the government’s 

Angolanisation agenda brings and restrictions on expatriate quotas (Price 

Waterhouse Cooper, 2012), further understanding of the professional 

mobility of Angolans is needed. 

1.4 RESEARCH QUESTIONS AND THEMES 

To investigate career development experiences in an African context 

and to provide the proposed contribution to existing knowledge, the study 

presented in this thesis will address the following research questions: 

1. What types of contextual factors influence the career 

development experiences, perceptions, decisions and aspirations 

of professional Angolans working in the oil and gas industry; and 

2. More specifically, what, if any, influence experiences associated 

with international living, whether on assignment or for educational 

purposes, have on the personal and professional development of 

such individuals 

In order to address these research questions the following three 

research themes will be explored through empirical investigation: 

a) The impact of structural factors (e.g., corporate, political, economic 

and socio-economic environment) on career development 

experiences and perceptions as well as career related decision 

making of Angolan professionals 

b) The role of identity and cultural values present in the Angolan 

context on the career development experiences and perceptions, 

career decisions and aspirations of Angolan professionals 
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c) Influence of exposure to Western social and organisational 

environments on the professional and personal development 

experiences of Angolans 

1.5 RESEARCH DESIGN 

To answer the research questions that I have set out above and to 

explore the research themes outlined, I have gathered rich qualitative data 

using ethnographic methods, including fieldwork in the form of participant 

observation and semi-structured interviews with 24 participants. In order to 

make sense of the data I have adopted a grounded theory approach (e.g., 

Charmaz, 2006; Glaser, 1978; Glaser & Strauss, 1967; Goulding, 2002) 

for its flexibility and versatility (Mruck & Mey, 2007). I carried out fieldwork 

formally between October 2009 and April 2011 and conducted interviews 

between December 2009 and November 2010. This project is an 

inherently personal one and having been immersed in Angolan culture for 

the past decade, it has been impossible to draw a defined line in the sand 

between the knowledge that I have gained during the course of this project 

and that which I’ve acquired over the last ten years. Therefore I have also 

adopted a reflexive approach (Alvesson & Sköldberg, 2009), which is 

complimentary to the grounded theory method that I have used to make 

sense of the data that I have gathered. 
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1.6 STRUCTURE OF THESIS AND CHAPTER SUMMARIES 

This thesis is structured over eight chapters as the Figure 1.1 

illustrates. 

1 
•INTRODUCTION 

2 
•CONSTRUCTING CAREERS IN POSTCOLONIAL CONTEXTS 

3 
•THE ANGOLAN CONTEXT 

4 
•RESEARCH TRADITIONS AND THE REFELXIVITY 

5 
•RESEARCH DESIGN 

6 
•FINDINGS 

7 
•DISCUSSION AND ANLYSIS: SITUATING NARRATIVES 

8 
•CONCLUSION 

Figure 1.1 Thesis structure 

As presented above, in the current chapter I have introduced the 

study presented in this thesis and its conceptual underpinnings, briefly 

outlined why research into this area of career development is warranted 

and proposed that existing knowledge of career development in African 

developing country contexts can be advanced through the critical lens of 

postcolonialism. I have also set out here my research questions that the 

specific themes that need empirical investigation in order for the research 

questions to be addressed and briefly introduced the methods I have 

used. 
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Following on the present introductory chapter, in chapter two I will 

layout the theoretical underpinnings of this study. Within this chapter I will 

provide a critical overview of career development literature, suggesting 

that the study presented in this thesis specifically builds on increasing 

constructionist career development commentary. It is within this chapter 

that I also aim to situate this critical analysis of career development theory 

within the postcolonial tradition and explain how the postcolonial prism can 

help in making sense of the career development experiences and 

aspirations within the Angolan context. I will conclude this chapter by 

summarising the core elements of constructionist career theory to broadly 

frame subsequent empirical data collection. 

In chapter three I will construct a socio-economic, political and 

cultural backdrop of Angola, upon which the experiences of those who this 

study is focused on are played out. The complex and dynamic web of 

political power, a developing socio-economic environment and 

continuously transforming cultural setting that will be illustrated in chapter 

three will provide context that will enable the reader to make sense of the 

empirical findings that I present in chapter six. 

Chapter four presents the discussion of epistemological and 

ontological considerations that underpin my approach to this study. Here I 

will illustrate how the way in which I have conceptualised and developed 

this research project and ultimately made sense of the data that I have 

collected has been inspired by phenomenology, hermeneutics and social 

constructionism. In explaining my philosophical stance, the latter part of 

chapter four explores conceptions of reflexivity and demonstrates the 

central role that reflexivity has within this study. Within this context, I will 

also provide a more detailed personal introduction to explain how my roles 

as an ‘insider’ and ‘outsider’ have shaped this project. 

Having elaborated on my philosophical approach to this research, in 

chapter five I will explain my practical approach, i.e., how I went about my 
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empirical investigation. In this chapter I will explain the methods I used to 

gather data and how I went about analysing it. Given the grounded theory 

approach and its emphasis on the empirical roots of substantive theory, 

the purpose of chapter six is highly significant as I explain the findings of 

my empirical investigation. Here I will explain how I have conceptualised 

the data and emergent conclusions as occupying one of three spheres i.e., 

social worlds in the walk of life where experiences take place and shape 

how individuals envision their career paths: family, education and 

employment. Referring to excerpts from interview transcripts I will illustrate 

how the Angolan context (cultural, political, socio-economic and historical) 

has shaped participant experiences, perceptions and aspirations of career 

development. I will also illustrate the profound impact experiences of 

international living have had for the Angolans interviewed. 

In chapter seven I will locate the empirical findings of this study within 

existing academic literature reviewed in chapters two and three. Given the 

iterative nature of grounded theory, as expected, novel concepts emerged 

from the empirical investigation and hence in this chapter I will also 

explore additional commentary accordingly. Through critical analysis I will 

illustrate how existing academic commentary within the management 

rubric in particular falls short when trying to make sense of how individuals 

coming from African developing country contexts make sense of their own 

career development. It is here that I also illustrate why, despite offering 

critical insight into career development in African developing country 

contexts, postcolonial theory alone does not provide sufficient insight and 

why postmodern thinking can help us make sense of some of the values 

that underpin urban Angolan society. 

In chapter eight, I will conclude my research journey. I will highlight 

the theoretical and empirical contribution that the study presented in this 

thesis makes to existing knowledge. It is here where I will also present the 

limitations of this study and outline potential lines of inquiry for the future. 
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CHAPTER TWO 

CONSTRUCTING CAREERS IN POSTCOLONIALCONTEXTS 

In this chapter my intention is to layout the theoretical underpinnings 

of this study and to pave way for the contribution to theory that the study 

presented in this thesis makes. This thesis fits into an increasingly large 

body of literature around how career development is theorised examining 

the types of factors influence how individuals go about making career 

related decisions. More specifically, I will build here on an area of career 

development theory that reflects constructionist and postmodern 

approaches (i.e., promoting a subjectivist, contextual and socially 

constructed view of reality) as opposed to traditionally positivist 

perspectives (see Chope, 2005) or indeed universalist approaches 

(Peiperl & Arthur, 2000) from which career development theory has arisen. 

I will extend on such approaches by critically examining what, if anything, 

postcolonial theory and critique, otherwise referred to as postcolonialism 

(A. Prasad, 2003), can offer to the ways in which career development is 

theorised within non-Western developing country contexts. The issue that I 

am particularly interested in addressing with this study is the relationship 

between colonial heritage, post-colonial present and perceptions of 

opportunities available to African individuals whose nations have been 

previously colonised. 

As the review to follow will demonstrate, career development theory 

has primarily been developed in European or US contexts and thus falls 

short when applied to non-Western developing country contexts (Inkson, 

2007; Ituma & Simpson, 2006; Khapova & Korotov, 2007). Within this 

constructionist frame of reference, culture and societal structures (e.g., 
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various forms of institutions) have been evidenced to influence the way in 

which individuals construct their careers (Blustein, 2004; Chope, 2005; 

Inkson, 2007; Ituma & Simpson, 2006; Kats et al., 2010; Khapova & 

Korotov, 2007; Peiperl & Arthur, 2000; Thomas & Inkson, 2007; Yakushko, 

2007). In essence, the purpose of this chapter is to highlight some of the 

questions that should be asked when seeking to develop a better 

understanding of career phenomena in postcolonial and developing 

country contexts. 

2.1 CHAPTER OUTLINE 

In light of the above, the first part of this chapter is dedicated to 

highlighting the key debates in conceptualising careers, critically analysing 

existing constructionist career development commentary, developing an 

understanding of how careers and career development can be 

conceptualised and how current career theory encapsulates international 

and cross-cultural perspectives. In the second part of this chapter I will 

then introduce postcolonial theory and critique to the discussion. In the 

final part of this chapter I will bring these two rubrics together and critically 

examine what insight the postcolonial prism can offer career development 

theory when applied in developing and postcolonial country contexts. 

2.2 KEY DEBATES OUTLINED 

Peiperl and Arthur contend that within disciplines such as 

psychology, sociology, education and management, the notion of career 

development has seen a ‘convergence around constructs of personality, 

social structure, vocation, and the organisation of work, respectively’ 

(2000: 2). However, the career development discourse as a whole remains 

‘segmented, incomplete, and lacking in comprehensiveness and 

coherence’ according to Patton and McMahon (2006: xiii). Peiperl and 

Arthur (2000) suggest debates around career theory can be divided into 

four lines of inquiry: 1) structure versus action (i.e., to what extent are 

careers the consequence of structures or vice versa); 2) stasis versus 
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adaptation (i.e., to what extent is the world of careers seen as static or 

subject to change); 3) universalism versus particularism (i.e., a universalist 

view purports that organisations despite being nuanced in distinct ways, 

are essentially the same and career theory is generalizable, whereas 

particularist approaches align with postmodernism’s endeavour to seek 

the particular, local, contextual and the subjective within phenomena); and 

4) institutional knowledge versus individual knowledge (i.e., to what 

degree can knowledge be seen as a feature of institutions and to what 

extent is knowledge seen as residing within the individual). I shall explain 

what these key debates may mean for how careers are conceptualised. 

In regards to particularist versus universalists perspectives, the 

distinction seems clear as one excludes the other by implication. Likewise, 

stasis and adaptation in this respect seem to be mutually exclusive. If 

phenomena are perceived to be adaptive, they cannot claim to be static 

simultaneously. As will become evident in the conceptual analysis 

presented here, the significance of contextual factors in non-Western 

developing country contexts means that particularist approaches are 

inevitable and universalist assumptions become counterproductive when 

seeking to understand career phenomena in such contexts. Similarly, this 

study is premised on the idea the world does not stand still and social 

interaction is not static. Thus, viewing careers as static inherently 

contradicts constructionist perspectives of careers premised on the idea 

that social ‘reality’ is constructed through social interaction and therefore is 

continuously evolving. 

However, when it comes to the role of institutional and individual 

knowledge divisions are not straightforward. This debate refers to tacit and 

explicit knowledge (Nonaka & Takeuchi, 1995) and specifically how tacit 

knowledge, that is individual knowledge and networks, is perceived, 

valued and harvested in organisational contexts. The way in which 

knowledge is perceived has implications for both the individual and the 

organisation when it comes to professional mobility. Tacit or implicit 
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knowledge is something that tends to travel with the individual, thus 

making it harder for organisations to capture. It also implies that if 

knowledge is viewed as individual, it can be viewed to increase the 

professional autonomy of individuals. According to Peiperl and Arthur 

(2000) the institutional versus individual knowledge debate is particularly 

relevant in the context of protean (Hall & Mirvis, 1995) and boundaryless 

careers (DeFillippi & Arthur, 1994), which I will return to a little later in this 

chapter. 

Finally, the structure versus action, otherwise known as structure-

agency, debate (Giddens, 1979) is one that underpins and gives 

disciplines such as anthropology, sociology and psychology their unique 

focus and perspective. The structured approach stems from Weber’s 

(1949) work and relates to the static role of bureaucracies in structuring 

careers. Arthur and Peiperl (2000) assert that in the twentieth century a 

common element that prevails in the structure discussion is power and 

how this is concentrated in a limited number of centralised organisations. 

Thus subscribing to the bureaucratic or structured view, progression within 

organisations is typically conceived as being dependent upon time served 

with the organisation and access to top positions would only ever be 

possible for a few selected high-potential individuals (Peiperl & Arthur, 

2000). 

An action based view then by contrast ascribes power to the 

individual. Maslow’s (1943) ‘hierarchy of needs’ is an ideal example of this 

view that largely derives from the field of psychology. The central tenet 

behind Maslow’s hierarchy if applied to career development is that the 

individual is driven by their need to ultimately achieve self-actualization. In 

this sense the individual’s ability to achieve self-actualisation is viewed as 

being ‘psychologically beyond external influences’ (Peiperl & Arthur, 2000: 

4). However, commentators since have argued that action-based views 

such as that of Maslow (1943) are not sufficient as they fail to 

acknowledge that careers can only be constructed by individuals within the 
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confines of what is made possible (Peiperl, Arthur, Goffee, & Morris, 

2000), be it by the employing organisation or the broader economic 

environment. 

Duberley, Mallon and Cohen (2006) argue that it is unhelpful to 

separate social structure from individual agency, but rather the interplay 

between the two warrants further attention. Although both subjective (i.e., 

action) and objective (i.e., structure) elements feature in contemporary 

career literature, there still seems to be a tendency to dichotomise 

individual action and social structure (Duberley et al., 2006). The work of 

contemporaries such as Inkson (2007), Inkson and Thomas (2007) and 

Peiperl, Arthur, Goffee and Morris (2000) reflect a shift towards a 

reconceptualization of careers as social constructions, but Duberley et al. 

argue that ‘such redefinition does not adequately address the duality of 

individual action and social structure in career’ (2006: 283). Structure and 

action appear to be simply different sides of the same coin and thus one 

shapes the other (see enactment of careers; Weick, 1996). 

In arguing that the construction of careers involves individual agency 

and social structure, social constructionist approaches can offer insight. 

Before I return to the structure-action debate argument introduced thus far, 

I will briefly explain by what I mean by social constructionist approaches to 

conceptualising careers and career development. Social contructionism, 

the ontological assumption that perceived reality is socially constructed, is 

a stance that underpins this study as a whole and one which I will 

elaborate on more in chapter four. However, an introduction is needed 

here. 

2.3 SOCIAL CONSTRUCTION OF CAREERS 

Social constructionism is concerned with understanding the impact 

of the contextual factors on the phenomena that is studied. It therefore 

advocates understanding of the complex relationships between social 

actors and structures (Burr, 1995; Gergen, 2003). The way in which we 
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develop our understanding of the world is contextual and culturally and 

historically specific according to Burr (1995) and Gergen (2003). 

According to social constructionism reality is not directly perceived, but 

rather constructed through social processes. Thus human worlds are 

socially constructed (James, 1996). This is in direct contrast to positivist 

assumptions that objective reality can somehow be observed, measured 

or captured independent of human interaction or interpretation (Berger & 

Luckmann, 1966; Blustein, Schultheiss, & Flum, 2004; Burr, 1995; P. 

Prasad, 2005; Schwandt, 2003). Questioning the status quo is an 

essential part of any social constructionist approach. Blustein, Schultheiss 

and Flum contend: 

‘social constructionist thought generates a critical view of a variety of 

traditions, questions taken-for-granted knowledge, and shakes the 

ground under long accepted assumptions of Western culture in 

general, and in the social sciences in particular’ (2004: 424). 

Patton and Mahon (2006) suggest that the emergence of 

constructionist approaches to career development over the last decade 

has brought together different career theories and has broadened the way 

in which career development is conceptualised. Career development 

studies can be broadly categorised into those that 1) deal with the impact 

of personality and traits on career development (e.g., Holland, 1997; 

Schein, 1996); 2) are concerned with stages of development (e.g., Super, 

1957); 3) address family and work life balance (e.g., Sanders, Lengnick-

Hall, Lengnick-Hall, & Steele-Clapp, 1998); and 4) are focused on career 

planning (e.g., Li et al., 2002; Magnuson & Starr, 2000). More holistic 

approaches suggest that career development studies should bring 

elements of each of these together. Inkson’s (2007) book on 

understanding careers is an ideal example of such an approach. 

In the introduction of this thesis I proposed that careers should be 

defined inclusively and holistically to encapsulate the notion of ‘life work’. I 
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also suggested that individuals develop their careers not in isolation, but 

within a social context and in interaction with others (Ingold, 2000). Patton 

and McMahon also concur with constructionist conceptualisations of 

careers arguing that the ‘individual’s career is developed by them on the 

basis of his/her perceptions of and attitudes towards career’ (2006: 4). 

According to Inkson careers are of interest to us because we derive not 

only our ‘daily bead’, but also ‘our sense of identity’ and ‘our means of 

achievement’ from our careers. (2007: xviii). So if careers in the 

constructionist frame of reference are best described as historically and 

culturally contextual and socially constructed, what does this mean for how 

we conceptualise career development? 

Brown conceptualises career development theories as ‘explanations 

of how people develop certain traits, personalities, and self-precepts and 

how these developments influence decision making’ (2002: xi). However, 

Brown’s definition of career development theory seems limited in that it 

does not seem to give much consideration to environmental factors that 

impact the career development process, but may not explicitly correlate to 

an individual’s personality, traits and self-precepts. For example, political, 

historical and socio-economic contexts can influence the career related 

decision making of individuals (e.g., Ituma & Simpson, 2006; Khapova & 

Korotov, 2007), but do not necessarily directly relate to the development of 

personality traits or self-precepts. In their review of qualitative career 

development research Blustein, Kenna, Murphy, DeVoy, & DeWine (2005) 

concluded that career development theory has tended to emphasise the 

perspectives of individuals who have exercised some volition over 

decisions in their working lives (e.g., Mayo, 1991). A more inclusive 

approach is needed that seeks to understand the experiences of work 

even when it is not reflecting of organised and planned careers (Blustein, 

McWhirter, & Perry, 2005). 
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2.4 SOCIETAL STRUCTURE VERSUS INDIVIDUAL ACTION 

Barley’s (1989) writing traces the structure-agency debate within 

career commentary to the work of Chicago School scholars, and in 

particular that of sociologist Everett C. Hughes (1958) and his students. 

According to Barley (1989) Hughes envisioned careers in terms of their 

‘ontological duality’ in that careers were constructed within both subjective 

and objective spheres. The subjective face of careers relates to the way in 

which individuals make sense of their careers and attribute meanings to 

them. The objective face of careers then relates to the external 

environment and what is public. In other words, the subjective relates to 

individual agency and the objective relates to societal structure as 

influential forces shaping the construction of careers. For Hughes (1958) 

the two faces were inseparable. This duality, the significance of the 

subjective and the objective faces of careers, is reflected in most 

contemporary career commentary. However the attention that is paid to 

each tends to be imbalanced (Barley, 1989). 

Consensus exists among scholars that careers need to be 

understood within societal context (Arthur, Inkson, & Pringle, 1999; Barley, 

1989; Y Baruch, 2004a; Crowley-Henry & Weir, 2007; Inkson, 2007; Ituma 

& Simpson, 2006; Thomas & Inkson, 2007). In this sense it is useful to 

view societal structure as a consequent construction of interplay between 

actors, various institutions and historical and cultural environments. 

Institutions in this context are defined broadly as established practice as 

well as established formal organisations that play an important role in 

society ('Institution' in Oxford Dictionaries [Online], 2012). Career 

development thus takes place within the context of and is shaped by 

various institutions that can be as specific as educational establishments 

or organisations or as broad defined as occupations, industries or even 

the family. Inkson (2007) argues that to look at careers in terms of 

individuals’ experiences in their occupations alone is overly simplistic as 

careers are shaped by the wider economic and social contexts in which 
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careers are enacted. This means that careers according to Inkson are 

influenced by structures such as employing organisations as well as family 

for instance. Akin to Granovetter (1995), Inkson argues that careers are 

dependent on the ‘opportunity structures that provide the work that people 

do’ (2007: 4). In other words careers are also shaped by the opportunities 

that are made (or are perceived to be made) available by the labour 

market. This labour market according to Inkson (2007) is naturally subject 

to change depending on a number of different factors (e.g., demographic, 

economic, labour, social, organisational and technological). 

Similarly Crowley-Henry and Weir argue that the significance of 

structure cannot be down played and agency (individual choice and 

action) are ‘but one part of a wider picture’ (2007: 256). Structural (i.e., 

institutional) influences such as education, family and organisation 

environment have been investigated within the context of careers, 

receiving varied attention depending on discipline. For example my 

analysis of career development literature indicates that associations are 

drawn between education, family-of-origin and careers most commonly, 

albeit not exclusively, within the field of psychology and education, 

whereas organisations and family (in terms of work-life balance) are 

associated with careers within sociology, occupational psychology and 

management studies, and to an extent within the field of anthropology. 

Interest in the influence of societal structure on careers derives from the 

field of sociology, whereas the impact of individual action on careers 

stems largely from the field of psychology (Barley, 1989). However the 

latter has certainly entered in to the management rubric through 

disciplines such as organisational behaviour. Issues around diversity, 

multiculturalism and international mobility are addressed from a variety of 

perspectives in each of these distinct disciplines. 

Although a convergence of the difference strands of literature is more 

notable in contemporary career literature (Peiperl & Arthur, 2000), due to 

the complexity and magnitude of the field and the focused nature of 
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academic research, existing empirical study tends to be focused on 

various combinations of specific elements that shape career construction. 

Understandably the parameters of research have to be drawn somewhere 

and it would be a challenging task to account for every potential influence 

(structural or individual) within a given study. However, the multitude of 

potential influential elements reflects the complexity of career construction 

as a phenomenon, and as such signals the scope to study it from a variety 

of angles and develop our understanding of what it means for people and 

organisations in different contexts. 

2.4.1 Protean and boundaryless careers 

Notable developments in contemporary career theory are marked by 

the emergence of the protean and boundaryless career concepts, 

presenting another layer analysis within the context of the structure-action 

debate. The dichotomisation of structure and agency – the objective and 

the subjective – is particularly evident is these two concepts. The protean 

(Hall, 1996; Hall & Mirvis, 1995) and boundaryless (DeFillippi & Arthur, 

1994) career concepts would lead us to believe that individuals in 

contemporary society exercise considerable volition over their careers. 

Both concepts are essentially premised on the idea that individual action 

guides career paths and views career development as multidirectional 

rather than linear. Protean and boundaryless careers have received 

considerable attention within contemporary career development literature 

and it is difficult to find a book published in the last decade that does not 

reference the work of Arthur or Hall. 

The emergence of the ‘protean career’ concept within career 

development commentary extends on broad definitions of careers 

suggesting that careers can no longer be perceived simply in terms of 

organisational influences and structures (Hall, 1996; Hall & Mirvis, 1995). 

Hall goes as far as to announce that ‘the organizational career is dead’ in 

the twenty-first century (1996: 8). The protean career is premised on the 

idea that careers are defined and led by the individual according to their 
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values. In order to survive and succeed in today’s rapidly changing 

environment, individuals must be flexible and self-generating (Hall & 

Mirvis, 1995). 

The term protean derives from the Greek mythological god Proteus 

who had the ability to transform himself (Arthur et al., 1999). Thus the 

concept of protean careers is associated with ideas around ‘morphing’ and 

ability to adapt professional roles (see for example female narratives of 

international protean careers; Crowley-Henry & Weir, 2007). 

However, the development of a protean career orientation in 

individuals has been linked to both contextual factors as well as deeply 

rooted personal values (e.g., Briscoe & Hall, 2006; Sargent & Domberger, 

2007) suggesting that career development in the protean sense is a 

combination of the two. According to Patton and McMahon (2006) the 

notion of protean careers suggests that linear models of careers have 

been substituted with more idiosyncratic and flexible conceptualisations 

that acknowledge the role of a variety of factors present within the 

individual’s environment that shape the construction of their careers. 

Baruch (2004b) also argues that a shift has occurred within career 

research from linear to multidirectional models. 

Similarly to the protean career concept, the boundaryless career 

concept also reflects a shift towards multidimensional career frameworks. 

Boundaryless in this sense means that organisations are no longer relied 

upon to provide structure to career development and individuals must 

become self-reliant (Arthur & Rousseau, 1996; Arthur, Khapova, & 

Wilderom, 2005; DeFillippi & Arthur, 1994). Thus the emphasis has shifted 

to developing competencies that that transferable so the ‘people in the 

new order move freely between firms’ (Gunz, Evans, & Jalland, 2000: 26). 

The intelligent career model (Arthur, Claman, & DeFillippi, 1995) is then 

best suited for ‘modern boundarylessness’ (Gunz et al., 2000: 26). 

According to Arthur et al. (1995) the core competencies of an intelligent 
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career are knowing-why (understanding why the work is important), 

knowing-how (how to do the work) and knowing-whom (the significance of 

knowing the right people and developing a network of contacts). 

Both protean and boundaryless conceptualisations of careers appear 

to make sense in a rapidly changing and increasingly globalised world. 

However, I will demonstrate in the remainder of this chapter that 

individuals in developing country contexts are confronted with a variety of 

intrinsic and extrinsic barriers to the way in which they are able to and do 

develop their careers. As such, neither protean nor boundaryless concepts 

may be suitable in explaining career development in these contexts. 

Indeed Gunz, Evans and Jalland (2000) suggest that despite 

organisational boundaries becoming more permeable, careers are 

constrained by different kind of barriers, even within Western contexts. 

In their review of contributions to Arthur and Rousseau’s (1996) 

edited book, Gunz et al. (2000) highlight that the vast majority of authors 

correlate boundarylessness to organisational boundaries. This seems to 

be an oversimplified approach as Gunz et al. (2000) argue that career 

boundaries are best examined in terms of their subjective and objective 

existence. By this they mean that individuals are constrained by subjective 

perceived boundaries. Such boundaries maybe based on the individual 

perceptions of the organisation, industry, occupation or even geography 

(Gunz et al., 2000). Objective boundaries on the other hand maybe real 

barriers to mobility set by the external environment, labour market 

dynamics, market economy etc. 

To summarise, although a motion can be made for individual action, 

alone it is insufficient to explain the complexities of career development. 

As I will demonstrate in the section to follow, evidence exists to suggest 

that careers are in fact constrained by a variety of societal factors 

(particularly so in developing country contexts) and thus notions of 

boundaryless and protean careers potentially fall short when attempting to 
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understand the complexities of career development within developing 

country contexts. 

2.5 CONCEPTUALISING CAREERS IN NON-WESTERN CONTEXTS 

Despite its multidisciplinary and extensive coverage, career 

development commentary is still largely focused on Western frameworks 

and values with the exception of a limited number of studies (e.g., 

Counsell, 1999; Ituma & Simpson, 2006; Manwa & Manwa, 2007; Mathur-

Helm, 2006; Okurame & Balogun, 2005; Salami & Aremu, 2007). 

Moreover, the cultural appropriateness, transferability and Eurocentricity of 

career theory have been questioned (Patton & McMahon, 2006). Unlike 

many of the commentators within the area of career development, Inkson 

(2007) explicitly acknowledges that within developing country contexts, 

other factors such as politics can also shape perceived opportunities and 

career attitudes. My reading of career development literature focused on 

non-Western contexts, suggests that research conducted in Russian or 

post-Soviet Union contexts offers useful insight. 

For instance, in the context of former Soviet Union states attitudes 

towards careers have been significantly influenced by communist political 

ideology (Khapova & Korotov, 2007; Scorikov & Vondracek, 1993; 

Yakushko, 2007). Within a communist frame of reference the virtue of 

work was seen in terms of collective gain and not individual benefit and 

individuals who succeeded in their careers were held in contempt 

(Scorikov & Vondracek, 1993). Thus, after the fall of communism in the 

1990s as authorities sought to encourage more Western styled 

individualistic career behaviour it became evident that changing 

individuals’ career behaviour was not straight forward. Khapova and 

Korotov (2007) and Yakushko (2007) vehemently argue that career 

development models developed with Western contexts, primarily in United 

States, are not sufficient to explain career development within contexts 

such as former Soviet Union states and call for alternative models and 
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measures that take into account the complex socio-economic and political 

contexts. 

Yakushko’s (2007) use of Bronfenbrenner’s (1979) ecological model 

of career development within the former Soviet Union offers a useful 

framework for understanding careers in developing country contexts. The 

model outlines five ‘nested systems’ that explain the various 

environmental factors that influence career development: 1) the individual 

system that is concerned with individual’s characteristics like personality, 

age, gender and genetic makeup; 2) the microsystem that includes the 

individual’s immediate environment (e.g., family members and friends); 3) 

the mesosystem that is concerned with relationships between the 

individual and different contexts (e.g., family and community); 4) the 

exosystem that includes environmental contexts and processes such as 

legislation and work policies; and 5) the macrosystem that is concerned 

with the ‘overarching societal values that define work attitudes, gender 

roles, cultural values, social identities and global resources’ 

(Bronfenbrenner, 1979; Yakushko, 2007: 300). Using Bronfenbrenner’s 

ecological model Yakushko (2007) examines how career development of 

people from the former Soviet Union post-soviet times is influenced by 

political and social changes as well as familial and educational factors. 

Yakushko’s use of the ecological model in the Soviet context illustrates the 

need to understand the potential impact political systems can have on how 

careers are and can be constructed in non-Western contexts. 

Within African contexts career development has been examined in a 

very small number of country contexts and mainly in relation to specific 

practices (e.g., mentoring within career development; Manwa & Manwa, 

2007; Okurame & Balogun, 2005) or phenomenon (e.g., career barriers for 

women in South Africa; Mathur-Helm, 2006) or in relation to a particular 

stage (see Super, 1957) within the career development process (e.g., the 

impact of parent child relationship on the career development of high 

school students in Nigeria; Salami & Aremu, 2007). Akin to former Soviet 
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contexts, Ituma and Simpson (2006) argue that in Nigeria societal context 

is an important factor that shapes career trajectories of individuals. Their 

qualitative study demonstrated that in the Nigerian urban IT sector, career 

trajectories appear to be influenced both by individual decision making as 

well as societal constraints. 

Significantly, in contrast to Western notions of individually lead 

careers premised on the assumption that individuals have ‘career freedom’ 

to choose the course of their self-development (Arthur & Rousseau, 1996; 

Brousseau, Driver, Eneroth, & Larsson, 1996; Hall, 1996; Hall & Mirvis, 

1995), Ituma and Simpson propose an alternative concept to understand 

the phenomena taking place in Nigeria: the chameleon effect (2006: 61). 

By changing its skin colour according to mood, temperature and lighting 

the chameleon adapts to its surroundings and blends in. Ituma and 

Simpson argue the concept of a ‘career chameleon captures the 

contextual constraints which shape career paths’ in developing country 

contexts such as Nigeria (2006: 61). 

Counsell’s (1999) work adopts a somewhat broader and culturally 

orientated approach in examining career development and career decision 

making in Ethiopia. His (1999) exploratory study of careerists’ perceptions 

and strategies of career development reflects the increasing body of 

career development commentary that acknowledges the role of context; 

political, economic and cultural. However, Counsell’s quantitative study 

seeks to prove (or disprove) the applicability of a specific Western 

framework (7 types of career strategy by Greenhaus and Callanan, 1994, 

cited in; Counsell, 1999: 46-7) in a Third World country context rather than 

provides any alternative lens 

2.5.1 Careers across cultures and international mobility 

Tams and Arthur (2007) contend that within the context of 

international assignment experiences the role of individual agency and of 

the organisation have been increasingly dichotomised. Under the broad 
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umbrella of careers across cultures Tams and Arthur’s (2007) analysis 

suggests that career studies tend to purport one of three distinct 

perspectives: international careers, cross-cultural and globalisation 

perspectives. Starting with the latter, globalisation perspectives reflect the 

idea that the career attitudes and behaviours of individuals portray their 

ability to adapt to changing economic, political and social environments 

(Tams & Arthur, 2007). Globalisation perspectives may be particularly 

useful as they associate careers with cultural change and convergence as 

well as viewing careers as vehicles for knowledge that have a potential 

global reach. 

However, in respect to the study presented in this thesis, global 

perspectives present a dilemma as they are concerned with macro 

perspectives and global interdependencies between economies, political 

systems, technology, social trends and the environment (Tams & Arthur, 

2007), thus ignoring the role of individual agency. Given the complex 

nature of globally operating multinational companies and the 

multidirectionally evolving nature of international mobility (Solimano, 2008) 

I question whether such perspectives will remain helpful when trying to 

make sense of careers that are enacted across geographical borders, but 

also across cultural borders within local contexts. 

In other words, international career development is not simply a 

matter for expatriates, but also for people who work in global environments 

(Tams & Arthur, 2007), thus international career perspectives that focus 

on careers that are enacted across international geographical borders or 

cross-cultural studies that are concerned with cultural comparisons of 

careers within distinct local contexts are no longer sufficient to explain 

careers in international contexts. Forster (2000) goes further to assert that 

the ‘international manager’, a globetrotting executive, is in fact nothing but 

a myth. According to Forster the notion of an international manager is 

meaningless as very few individuals actually envision continuous 

international assignments as part of their career progression. 
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For example Forster’s (2000) data collected from 500 British-born 

expatriates from thirty-six organisations across the UK suggested that the 

number of international assignments undertaken by individuals was 

significantly low, with only four per cent having been on more than one 

assignment. However, Forster’s data was collected in the mid 1990’s and 

limited to one country. Nonetheless, it raises an interesting point about the 

desirability of international careers. It could be argued that if an individual’s 

home country for example offers stability and a good standard of living that 

may be assumed to exist in most countries in the developed Western 

world, then the appeal of international careers, any potential self-fulfilment, 

opportunity for career development and financial gain has to be balanced 

against this. However if an individual comes from a developing country 

context, where a decent standard of living and welfare of one’s family are 

difficult to secure due to developing infrastructure, then international 

careers may have a more significant appeal and meaning. 

The work of Kohonen (2005) offers an alternative approach. In her 

analysis Kohonen (2005) argues that international assignments tend to be 

investigated from an organisational perspective. Literature around 

expatriation and repatriation is in general about how international 

assignment experiences can be managed by the individual and the 

organisation for the benefit of both as well as attention is given to the 

consequences of when they aren’t managed successfully and fail. 

Extensive research exists on adjustment and the various stages involved 

in expatriation (e.g., Arvinen-Muondo & Perkins, 2011; Black, Gregsen, & 

Mendenhall, 1992; Lee, 2005; MacDonald & Arthur, 2005; Mendenhall & 

Oddou, 1985; Osman-Gani & Hyder, 2008; Selmer, 2005; Selmer, 1999; 

Shaffer & Harrison, 2001; Stroh, Gregersen, & Black, 1998; Tarique & 

Caligiuri, 2007; Zakaria, 2000). However, limited attention is given to the 

processes of identity construction and changes that individuals undergo 

when experiencing an international assignment (Kohonen, 2005). 
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Within the acculturation process the expatriate continuously 

negotiates different roles and identities, personally, professionally and 

culturally (Arvinen-Muondo & Perkins, 2011). Kim (1995) argues that in 

order to acculturate into new cultural norms, a process of deculturation 

(i.e., the unlearning of old culture) is required to create a balance (i.e., 

'intercultural cultural identity). International assignees are expected to 

undergo this process during expatriation and again when they repatriate. 

Undergoing such a process within a relatively short space of time (3-5 

years) could have an astounding impact on an individual’s sense of self. 

Shaffer and Harrison’s study of expatriate spouse adjustment reported 

‘incongruences between an individual’s identity standard and the inputs 

received from the environment result in stress’ (2001: 240). A better 

understanding of the ‘personal consequences’ of international 

assignments on careers is needed according to. Kohonen (2005: 23). 

Similarly Sparrow (2000) suggests that the impact of multicultural 

experiences on identity need to be understood to align with more 

postmodern and social constructionist views of the world. 

To summarise, there is a small number of studies that seek to 

develop our understanding of how careers are constructed and envisioned 

within multicultural and non-Western contexts using alternative lenses 

(e.g., Ituma & Simpson, 2006; Khapova & Korotov, 2007), but on the 

whole the career theory is still dominated by models and frameworks that 

perpetuate Western ideologies. Moreover, organisational perspectives 

remain prevalent within international career development literature and 

more focus is needed on the impact of international exposure on identity. 

The shift from linear to more multidimensional models of career 

development is much welcomed, but a balance needs to be struck 

between individual agency and societal structure when investigating 

careers. Thus, the structure-agency dynamic offers useful conceptual 

framework to explore how careers are constructed in African developing 

country contexts. 
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However, with the aim of advancing our understanding around the 

roles that structure and agency play in constructing careers in post-

postcolonial contexts, I will draw on postcolonial theory and critique next. I 

will begin by introducing the postcolonial discourse. Although cross-

cultural and structural perspectives from African developing country 

contexts have been incorporated into career development and indeed 

human resource management discourse (e.g., Counsell, 1999; Debrah, 

2001; Ituma & Simpson, 2006; Jackson, 2002, 2004; Manwa & Manwa, 

2007; Ovadje & Ankomah, 2001; Salami & Aremu, 2007; Van der Colff, 

2003), postcolonialism goes largely unmentioned, and its absence within 

career theory is particularly notable. 

2.6 POSTCOLONIAL PERSPECTIVES 

Postcolonialism, as multifaceted a discourse as it is, is essentially 

concerned with radically critiquing Eurocentricism and dedicated to finding 

alternatives for Western ways of making sense of the non-Western world 

in a way that ‘restores a sense of historical cultural awareness’ (P. Prasad, 

2005: 280). The purpose of the postcolonial discourse is to allow 

marginalised voices of those previously colonised and their descendants 

to be heard (Loomba, 2005). However it is evident that the discourse is 

also excessively complex and often difficult to understand (Loomba, 2005) 

and thus criticised also for alienating those whose voices it is intended to 

give representation to. This is only too evident in the work of postcolonial 

heavyweights such Bhabha (1996), Spivak (1993) and Fanon (1986 

[1952]). Nonetheless, the diversity of the discourse is also its richness as 

there seems to be endless perspectives to draw from, some of which I will 

introduce here. So how can the prism of postcolonialism be used to better 

our understanding of how people make sense of their careers in non-

Western contexts? To quote Anshuman Prasad: 

‘Postcolonial theory and criticism (or postcolonialism, in 

short) represents an attempt to investigate the complex and 
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deeply fraught dynamics of Western colonialism and 

anticolonial resistance, and the ongoing significance of the 

colonial encounter for people’s lives both in the West and 

the non-West’ (2003: 5). 

A. Prasad’s (2003) words exceptionally capture what the postcolonial 

tradition can offer organisational analysis and the management rubric in 

general. Particularly the latter part of this description that draws our 

attention to the ‘significance of the colonial encounter’ suggests that within 

country contexts with a colonial past, the nature of that history plays a 

notable role in how societal structures have taken shape and continue to 

do so in contemporary society. Similarly Pushkala Prasad argues that ‘the 

postcolonial tradition is thus equally committed to understanding and 

reevaluating our colonial heritage and its current reformulations’ (2005: 

263). Returning to the structure-agency debate, I argue that societal 

structures shaped by the remnants of a colonial past inevitably in return 

influence individual action. Thus, even on this very rudimentary level, 

postcolonialism warrants attention when examining how individuals 

construct their careers within African postcolonial contexts. 

The term colonialism has been used to describe Western physical, 

economic and political domination over other nations. Although colonial 

empires have fallen, previously colonised nations have gained their 

independence, the postcolonial rubric persists that Western powers 

continue in their attempts to exercise power and authority economically, 

politically, culturally and ideologically within developing countries. Such 

domination involves a complexity of interrelated practices that seek to 

‘establish Western hegemony’ (A. Prasad, 2003: 5). According to A. 

Prasad (2003) the nature of the colonial encounter in the contemporary 

world has shifted from physical domination (i.e., colonialism), to economic 

and political domination (i.e., imperialism) to that of cultural and ideological 

domination (i.e., neo-colonialism). Postcolonialism is therefore dedicated 
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to ‘developing a radical critique of colonialism, imperialism and 

neocolonialism’ (A. Prasad, 2003: 7). 

Postcolonialism emerged as result of increasing criticism from 

nationalist political movements against colonial rule and as a consequence 

of writings by individuals concerned with the struggle for freedom (P. 

Prasad, 2005). The two endeavours are inevitably interlinked as is evident 

from the writings of liberation fighters such as Mao Tse Tung, Mahatma 

Ghandi, Leopold Sengor and Che Guevara that have ‘influenced 

contemporary thinking about practices of colonialism’ (P. Prasad, 2005: 

264). Although early well-known proponents of postcolonialism such as 

Bhabha (1994, 1996), Said (1978; 1994), Spivak (1993) have been 

affiliated with English literary discourse, postcolonialism has gained 

attention within disciplines such as cultural studies, anthropology and 

organisational and business studies within the last two decades (P. 

Prasad, 2005). In the context of management and organisational studies 

postcolonialism is immensely relevant as it provides alternative 

perspectives needed to understand practices that are rooted in colonial 

structures (Gopal, Willis, & Gopal, 2003) and shaped by neo-colonial 

influences. 

Colonialism, imperialism and neocolonialism all seek to assert 

Western hegemony within societal structures premised on Eurocentric 

ideas about the superiority of European ideas and institutions (P. Prasad, 

2005), but the nature of such structures are incredibly heterogeneous 

given the scope and reach of colonial encounters across the world (A. 

Prasad, 2003). As a consequence, the postcolonial rubric is also very 

diverse and thus generalising is difficult and potentially misleading. This 

means that if postcolonialism is adopted as a prism to investigate any 

phenomena, we must inevitably err on the side of particularism rather than 

any universalist generalisation. Universality implies the need to 

systematically undermine, marginalise and eliminate competing views 

(Kwek, 2003), which contradicts not only postcolonial, but postmodern 
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traditions. As such questions of representation and authority to represent 

become relevant. Issues of representation inevitably lead to stereotyping 

and its impact on identity. 

2.6.1 Representation, stereotypes and identity 

Perhaps somewhat simplistically put, the infamous writings of Said 

on orientalism (1978) leaves the reader with a sense that the West and the 

non-West can be categorised into containers of polar opposites. The 

central thesis of Said’s (1978; 1994) argument is that the West defines the 

non-West as its opposite and therefore also defines itself. The non-West, 

the Orient, becomes the ‘other’. So if we see the West as organised, 

familiar, normal and tame, then the non-West is defined as disorganised, 

exotic and wild. In other words orientalism enables the West to manage 

the Orient. Orientalism is concerned with the act of stereotyping, making 

presumptions about others. Ghandi draws attention to critics of orientalism 

who suggest that ‘cultural stereotypes are considerably more ambivalent 

and dynamic than Said’s analysis allows’ (1998: 78). Bhabha in particular 

is critical of orientalist stereotyping (Gandhi, 1998). 

Bhabha views the stereotype as ‘form of knowledge and 

identification that vacillates between what is always “in place”, already 

known, and something that must be anxiously repeated…’ (1994: 95). In 

other words, stereotypes are about what is believed to be already known 

and that which cannot be proved. According to Bhabha this process of 

ambivalence is essential to the colonial stereotype and indeed what gives 

the postcolonial discourse its ‘currency’ ensuring ‘its repeatability in 

changing historical and discursive conjunctures’ (1994: 95). Bhabha 

(1994) argues that the colonial discourse is full of ambivalence and 

contradictions. For Bhabha the boundaries that the colonial discourse 

posits between the West and the non-West are inherently contradictory 

and thus ambivalent. For instance, on one hand the colonial discourse 

posits the West and non-West as ‘radical “others” of each other’, which 

locates the non-West outside of the West rendering Western 
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epistemologies and ontologies as ‘incapable of knowing the non-West’ (A. 

Prasad, 2003: 20-1). Simultaneously, a departure point for colonial 

discourse is that the colonised non-West can be understood and can 

become ‘knowable with the help of Western categories/epistemologies’ (A. 

Prasad, 2003: 21). Early anthropological writings by colonial 

administrators are a clear example of this. Despite criticisms, Said’s 

orientalism epitomises a paradigm shift away from looking at the material 

factors that characterise empire and towards one of politics of 

representation, thus revealing a significant connection between power and 

knowledge (A. Prasad, 2003). Said’s writing marks an important change in 

the way in which postcolonial discourse has developed. Gandhi (1998) 

suggests that it was Said’s orientalism that acted as a catalyst for the first 

phase of postcolonialism as we know it. 

Kwek (2003) argues that management discourse is fraught with 

colonial representations of the non-West. According to Kwek, colonial 

discourses and the West are fundamentally dependent the ‘construction of 

an Ontological Other’ (2003: 129). Echoing the thoughts of Smith, using 

Hofstede’s (1991) cultural dimensions as an example, Kwek contends that 

frameworks developed by Western researchers in Western contexts 

simply ‘typologize cultures into universalistic dimensions’ and thus 

‘collude, wittingly or unwittingly, in the ongoing reproduction of (neo-) 

colonial domination’ (2003: 122). Ramone suggests that some ‘question 

how many postcolonial narratives actually achieve positive aims, 

suggesting that many simply represent the East in accessible packages 

for Western consumers’ (2011: 9). Smith (2001) goes even further to 

argue that all academic study, even that which is conducted by indigenous 

researchers among their own communities, essentially perpetuate 

Western intellectual dominance over indigenous knowledge simply 

because academia in itself is a Western pursuit. I will return to the 

relationship between research and representation in chapter four as I 

discuss my own relationship to the study presented in this thesis. 
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I understand the principle of Said’s and Kwek’s argument, but I 

question whether the continuous reference to ‘the West’ (which I am also 

guilty of) just enforces the very same universalistic assumptions in reverse 

as Kwek and Said (and I) are attempting to steer away from? In arguing 

the other side of the coin, so to speak Bonnett asserts that Western and 

non-Western narratives of the West are ‘almost invisible within social 

sciences and humanities’ (2004: 7). In other words what is referred to as 

the West is premised on pre-given generalising mediations, rather than the 

result of any indepth scrutiny. According to Bonnett (2004) the concept of 

the West has not been subject to deconstruction in the same way that for 

example postcolonialism seeks to deconstruct representations of the non-

West. The division according to him rests on how occidentalism (i.e., 

scholarly knowledge of the Western cultures, customs and people) is 

conceived either as ‘a Western project of self-invention’ extending on 

Said’s (1978) orientalism or as an examination of the West from across the 

globe (Bonnett, 2004: 7). Bonnett aligns himself firmly in the latter. In 

short, Bonnett argues that it is unhelpful to view occidentalism in terms of 

polar opposites, but rather more attention should be dedicated to 

understanding non-Western conceptualisations of the West. In order to 

develop our understanding of how people experience working in 

organisational environments where Western and non-Western 

conceptualisations are at play, deeper analysis of both would be helpful. 

Similarly, Said’s orientalism offers insight, but I argue here that the 

contemporary relationship between the colonised and the colonisers is 

more multifaceted than polar opposites can explain and return to Bhabha’s 

arguments about the ambivalence of the colonial stereotype. I argued 

earlier that dichotomising societal structure and individual agency in the 

context of career development was unhelpful and likewise I propose here 

that the increasing cultural, racial and ethnic hybridity in postmodern 

societies, Western and non-Western, calls for more multidimensional 

conceptualisations of the colonised/coloniser relationship. This is 

particularly so in African countries such as Angola, where the 
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contemporary political and economic environment encapsulates complex 

power dynamics not simply between Angola and its previous colonial ruler 

Portugal, but Chinese and Western interests. In fact recent down turn in 

the Portuguese economy has led the former rulers knocking on Angola’s 

door for help with their ailing finances ("Angola's eduardo dos santos 

offers help to portugal," 2011). Angola has one of the fastest growing 

economies in the last decade ("A more hopeful continent: The lion kings?," 

2011) and according to De Oliveira (2007) the power of Angola’s 

government, national oil company and the President largely remains 

unrivalled (I will discuss the Angolan context in further detail in the chapter 

to follow). This combination of historical events and shifts in the global 

economy raises interesting questions about power, authority and 

representation in the Angolan context. 

Returning to the notion of identity construction introduced earlier in 

this chapter, given the African context, the prominent and controversial 

work of Franz Fanon (1986 [1952]) warrants mentioning. Fanon (1986 

[1952]) presents a psychological critique of colonialism by exploring the 

‘psychological impact of white colonial culture on black colonized subjects’ 

(Ramone, 2011: 37). He went on to argue that the social construction of 

difference (i.e., classes) along racial lines is a direct consequence of 

colonialism. For Fanon the response of black colonised subjects to their 

demeaning situation was to imitate white behaviour, which led to the 

negation of black identity (Loomba, 2005; P. Prasad, 2005). Reflecting on 

Fanon’s (1986 [1952]) writings Bhabha (1994) contends that memory is 

what connects colonialism to the question of cultural identity. Bhabha’s 

notion of mimicry – of being ‘almost the same but not quite… almost the 

same but not white’ – offers us more insight into the postcolonial struggle 

(1994:127-8). 

Bhabha’s (1994) notion of mimicry cannot be overlooked in the 

discussion of identity within colonial and subsequently postcolonial 

discourses. To address the ambivalence of the colonial discourse, the 
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paradoxical desire for a ‘reformed, recognisable Other, as a subject of 

difference that is almost the same, but not quite’ Bhabha suggests this 

ironic compromise that he refers to as mimicry (1994: 122). Mimicry is 

about resemblance, about ‘representation of difference that in itself is a 

process of disavowal’ (Bhabha, 1994: 122). A. Prasad describes it in 

somewhat simpler terms as ‘the miming and imitation of colonizers by the 

colonized’ (2003: 21). Mimicry is thus premised on the idea that the power 

and authority of the colonisers has forced the colonised to imitate the 

values and norms of the colonisers (A. Prasad, 2003). However, Bhabha 

(1994) argues that it is specifically mimicry that represents the space of 

resistance that undermines colonial power. Mimicry is thus about 

repeating not representing values and norms of the colonised, which 

according to Bhabha (1994) means that the colonised are only partial 

copies of their colonial oppressors and therefore mimicry perpetuates a 

degree of ‘deference and disobedience’ (Gandhi, 1998: 149). It is this 

deference and disobedience that turns mimicry into mockery that signals 

the destabilisation of colonial power and authority. 

The notion of hybridity signalling ‘some level of cultural 

intermingling and/or fusion’ (P. Prasad, 2005: 275) also helps us 

understand some of the cultural values that underpin behaviour and 

attitudes of individuals and indeed how individuals construct their 

identities. Hybridity in this respect means that cultures cannot be viewed 

as somehow self-contained and uncontaminated (Bhabha, 1996). 

Bhabha’s description of hybridity as ‘a space in between the rules of 

engagement’ (1994: 277) captures the idea that as the boundaries 

between cultures begin to blur, interaction between actors and the 

negotiation of cultural identities becomes increasingly complicated. Within 

postcolonial contexts, individuals are therefore in continuous negotiation 

between various rules of engagement. Similarly if the argument is 

extended to contexts where individuals are not only negotiating the rules 

of engagement in the postcolonial sense, but also confronted with new 
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cultural environments, norms and values, the impact on one’s sense of 

identity is bound to be immense. 

2.7 EMERGENT ISSUES FOR INVESTIGATION AND CONCLUDING 
REMARKS 

In light of the foregoing, several issues and questions emerge from 

my conceptual analysis, which inform the subsequent empirical 

investigation. First, my analysis here has illustrated that the field of career 

theory is a multifaceted one and literature is abundant. Careers are clearly 

conceptualised from a variety of perspectives focusing on the impact of 

personality and traits, stages of career development, work life balance or 

career planning. However, like other others before me, I argue that a more 

holistic approach is needed that brings a variety of these elements 

together (e.g., Inkson, 2007). A better understanding is needed of work 

experiences that are not only reflecting of organised and planned careers 

(Blustein, Kenna, et al., 2005), but also of informal, unstructured and 

unplanned aspects of work experiences that as a whole make up an 

individual’s career. More specifically I want to explore if and how these 

different aspects that make up an individual’s career over the course of 

one’s life relate to one another and how understanding this dynamic will 

enhance our understanding of career construction. 

The crux of my argument presented here is that there is a tendency 

to dichotomise the role of societal structure and individual agency in 

shaping careers within existing current career research. Although some 

convergence is evident as my conceptual analysis illustrates, given the 

extensive scope of career theory spanning over multiple disciplines, 

constructionist perspectives that adopt an inclusive approach in this 

respect remains limited. The emergence of multidimensional models of 

career development is much welcomed, but a balance between individual 

agency and societal structure does not seem to exist when investigating 

careers. The argument put forward here is that by exploring the interplay 

between agency and structure a balance may be achieved. In this sense 
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the focus is not on individual action as separate from societal structure. 

Exploring the interplay between the two inductively, allows the data tell its 

own story and thus provide a more holistic empirically balanced view of 

the factors influencing careers. However, the question that remains open 

is if the scales tip differently in different contexts? For instance are there 

settings or contexts in which individual agency is likely to weigh more and 

others where the influence of structural elements is more evident? 

Due to the complexity and magnitude of the field and the focused 

nature of academic research, existing empirical study understandably 

tends to be focused on various combinations of specific elements that 

shape career construction. The multitude of potential influential elements 

reflects the complexity of career construction as a phenomenon and 

therefore signals the scope to study it from a variety of angles and develop 

our understanding of what it means for people and organisations in 

different contexts. Since I consistently maintain that career construction 

needs to be understood in particularist terms, adding to this diversity of 

scope multicultural and multinational elements means that the ways in 

contributions can be made to existing career theory with new and novel 

constructionist perspectives seem nearly endless. 

However, empirical investigation requires focus and as such the 

scope of such investigation must be sufficiently narrowed down to make a 

credible contribution. Based on the foregoing commentary, I argue that 

existing understanding of career development can be enhanced by 

empirically exploring, and subsequently theorising from, the career 

experiences of individuals focusing on the dynamic between individual 

agency (e.g., individual career decision making and aspirations) and 

societal structures (e.g., socioeconomic, political, historical and cultural 

contexts). 

Furthermore, increasingly multidirectional international mobility of 

professionals adds new dimensions to the way in which careers are 
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conceptualised in international and multicultural contexts. Given the lack of 

commentary on the international mobility of individuals from African 

developing country contexts two further questions for exploration emerge, 

one empirical and one conceptual. Empirically, the pertinent question to 

ask is simply: how do individuals from and African context expatriated to a 

Western country experience international assignments? Conceptually it 

may then be asked how suitable are theories around the impact of 

international assignments on careers premised on Western ideologies are 

for making sense of experiences of individuals coming from African 

countries? 

The conceptual analysis I have presented here has demonstrated the 

need to advance thinking around the impact of international and 

multicultural experiences on careers. Thus I contend that the scope of 

empirical investigation be further focused to gain insight into the personal 

consequences of international exposure rather than focus on 

organisational consequences. Organisational perspectives remain 

prevalent within international career development literature and given the 

increasing multidirectional mobility of professionals, the impact of 

international exposure on identity construction and consequently on career 

development also warrants empirical investigation. Advancement in this 

area of thinking also adds to the development of more inclusive and 

constructionist approaches to careers. 

In weighing the arguments reviewed, my conceptual analysis has 

showed that existing approaches to analysing careers within postcolonial 

and developing country contexts is limited. More importantly it has been 

demonstrated by a limited number of researchers (e.g., Ituma & Simpson, 

2006; Khapova & Korotov, 2007; Yakushko, 2007) who have investigated 

elements of career construction within such contexts, that models and 

frameworks which have been developed explicitly based on Western 

conceptualisations of careers may not sufficiently explain careers and their 

development in non-Western contexts. 
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I particularly question notions of boundaryless and protean career 

concepts that have emerged as significant frameworks within existing 

career theory when applied to developing country contexts. The limited 

evidence thus far suggests that careers of individuals in developing 

country contexts are shaped by boundaries that may be viewed as 

external (objective) physical constraints placed by the environment, or as 

internal (subjective) constraints that relate to perceived boundaries (see 

Gunz, Evans, & Jalland, 2000). Therefore further empirical insight is 

needed to understand what if any career constraints are experienced by 

individuals coming from developing county contexts. Akin to my earlier 

point, I question whether a balance between external and internal 

constraints in this sense exists, or whether the extent to which careers are 

shaped by either is dependent on context. In order to develop this 

understanding I argue that postcolonialism can offer insight. 

Combining the two bodies of literature, careers and postcolonial, 

suggests that the kind of actual and perceived boundaries that influence 

the career construction of individuals in postcolonial contexts are rooted in 

a complex dynamic of a colonial past and a post-colonial present. This 

dynamic implies a web of political, economic, intellectual and cultural 

structures that impact the kind of opportunities actually available to 

individuals within such contexts as well as the kind of opportunities which 

are perceived as available. So although societal structures have been 

subject to investigation within the career development discourse, the 

dynamics of societal structure, individual agency within the context of a 

colonial heritage has not. By adopting a postcolonial lens to make sense 

of the structure-agency debate prevalent in constructionist career 

development commentary rich insight can be gained about the nature of 

career construction in African contexts. However, as I have illustrated in 

this chapter the empirical evidence around how individuals construct their 

careers in developing country contexts, particularly in Africa, is sparse. I 

therefore propose that the structure-agency debate and the impact of 

international experiences already signalled as lines of empirical inquiry to 
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advance current knowledge around career theory be located within an 

African context. 

Therefore, the issue that I am particularly interested in addressing 

with the study presented here, is the relationship between colonial 

heritage, post-colonial present and perceptions of opportunities available 

to African individuals whose nations have been previously colonised. 

Career development theory is only in its infancy within the African context. 

African nations are incredibly diverse and hence generalisation seems 

impossible, thus making theorising within the African context challenging. 

However, by growing the empirical scope of career development research 

in Africa to include an increasingly diverse range of national and cultural 

contexts as well as industries, in time a more comprehensive cross-

analysis of how individuals construct their careers and what are the 

possible implications across different African nations may be achieved. 

The study presented here builds specifically on this body of knowledge by 

adding Angolan perspectives to the discourse. 

In this chapter I have highlighted some of the key debates in career 

theory and highlighted the structure versus action dichotomy as a specific 

framework within constructionist career development theory to enhance 

understanding of how individuals construct their careers. More significantly 

I have argued that a postcolonial theory and critique offers a critical and 

novel alternative perspective to understanding careers in African 

developing country contexts. By addressing the issues and questions 

raised here I pave way for the contribution to knowledge that I make with 

the empirical investigation that I present in this thesis. 

In order to advance understanding around career construction in 

African developing country contexts, I will focus my empirical investigation 

on Angolan professionals working for Western multinational organisations. 

In the next chapter I will build a backdrop of the socio-economic, political, 

historical and cultural landscape against which the narratives presented in 

45 



         

         

  

chapter six are played out against. This landscape is an essential element 

of my quest for contextual and particularist social constructions of careers 

in African contexts. 
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CHAPTER THREE 

THE ANGOLAN CONTEXT 

In this chapter my aim is to construct a socio-economic, political and 

cultural backdrop upon which the experiences of those who this study is 

focused on are played out. The complex and dynamic web of political 

power, a developing socio-economic environment and continuously 

transforming cultural setting that will be illustrated here provides a context 

that will enable the reader to make sense of the empirical findings that I 

present in chapter six. Given that my aim has been to investigate the 

impact of contextual factors relating to socio-economic, political, historical 

and cultural environments present within the Angolan context as well as 

the influence of international living on career development experiences 

and aspirations, an introduction to the milieu is necessary in order to 

understand the relationship between the theoretical underpinnings of this 

study and the empirical findings to be presented, and moreover to 

understand the theoretical and empirical contribution that I endeavour to 

make. 

3.1 CHAPTER OUTLINE 

The conceptual analysis of the Angolan context that I provide in this 

chapter is twofold: in the first part I will provide a macro level analysis on 

the country’s political economy and business systems that will specifically 

illustrate the significance of the oil and gas industry. I will narrate a brief 

history of Angola to explain the country’s encounter with Portuguese 

colonialism, civil war and consequent instability and underdeveloped 

infrastructure. I will discuss these further in a micro level analysis exploring 
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some of the potential implications for individuals who are negotiating their 

own career aspirations with the realities of the Angolan context and what 

this may mean for organisations seeking to employ Angolan professionals. 

I will also use this opportunity to illustrate that within the postcolonial 

countries, discussion of business systems and political economies 

requires acknowledgement of the colonial encounter and the multiple 

legacies that have been left behind as a result. I will draw on Kapoor’s 

(2002) analysis of dependency versus postcolonial in particular to highlight 

some of the nuances of each discourse as applied to the Angolan context. 

Examined in the context of Angola, Kapoor’s (2002) hypothesis that the 

two strands of theory despite their differences are also complementary 

appears logical. 

I will conclude this chapter by bringing together the Angolan context 

as presented here and the some of the core elements of constructionist 

career theory highlighted in the previous chapter to illustrate the main 

themes to emerge from this conceptual analysis to frame subsequent 

empirical enquiry. 

3.2 THE MACRO: BUSINESS SYSTEMS AND POLITICAL ECONOMY 

Whitley’s (1999) analysis of emergent capitalisms of Eastern Europe 

offers a useful conceptual lens for understanding the political and 

economic change that has thus far taken place in Angola and indeed 

continues to do so. In the context of former socialist Eastern European 

countries, Whitley proposes that differences in 

‘the nature of state socialist regimes’ and ‘pre-war predecessor 

societies’ have significantly influenced the way in which political 

economies in such countries were transformed two decades ago as 

well as the way in which currently economic systems are being 

established (1999: 209). 
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In contrasting two late socialist states, Hungary and Slovenia, 

Whitley highlights four key differences as points of comparison: 1) trust, 

authority and loyalty within governing relationships; 2) the nature and 

policies of state agencies and elites; 3) the banking and financial system; 

and 4) skill development and control system. 

Parallels can be drawn between these four features and those that 

feature prominently within a macro level analysis of Angola’s current 

political economy and business systems. These systems have developed 

as a consequence of the country’s colonial past, legacy of civil war, 

centralised power of a national elite group, wealth of natural resources (oil 

and diamonds) and associated power dynamics, and the involvement of 

foreign multinational organisations. 

3.2.1 Angola: legacies of colonialism and the present 

Angola is a sub-Saharan country that is estimated to have a 

population of over 18 million of which approximately 4.5 million are 

concentrated in the urban capital of Luanda. Angola is controversially 

known for its five hundred year colonial legacy, twenty-seven years of 

brutal civil war, diamonds and oil. Angola’s colonial relationship with 

Portugal dates back to 1482 when the Portuguese landed on Angola’s 

shores. Angola gained independence in 1975 following a 14 year colonial 

war against the Portuguese only to be succeeded with a civil war between 

nationalist movements lasting until 2002. The nature of Portuguese 

colonialism in Angola was essentially one of integration and assimilation 

(Bender, 1978). The Portuguese readily mixed with indigenous Angolans 

from the beginning and the result has been a racially and ethnically 

diverse society, but not without its complexities, conflicts and power 

struggles. As Bender (1978) illustrates this notion of diversity and what the 

Portuguese readily promoted as racial equality as their creation in Angola 

was used by the Portuguese to justify their right to remain in Angola when 

colonialism was clearly no longer seen as an acceptable way forward in 

global politics. However, it is obvious that colonialism, regardless of how 
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one might dress it, brings with it unequal power relations that within the 

African context is epitomised in racial inequality and Angola seems to be 

no exception (see e.g., Bender, 1978). Malaquias’ (2000) analysis of 

ethnicity and conflict in Angola demonstrates how the country’s conflicts 

are rooted in ethno-linguistic and racial divisions based on which Angola’s 

conflicting political parties were also founded upon, albeit divided also by 

distinct ideologies. 

Despite Angola’s position as sub-Saharan Africa’s second largest oil 

producer and a key player in the global oil market, the country’s oil wealth 

or indeed diamond wealth is hardly reflected in its socioeconomic 

development (Campos, 2008; United Nations Development Programme, 

2007; Vines & Weimer, 2011). Sectors such as agriculture, 

telecommunications, manufacturing, education and healthcare that have 

the potential to sustainably improve the quality of life for Angolans 

nationally remain underdeveloped. According to Vines and Weimer’s 

(2011) report one of the key threats to stability in Angola is urban poverty. 

With high percentages of the population living in urban areas (Angola -

The World Factbook, CIA, 2012; Vines & Weimer, 2011) and an estimated 

median age of 18.1 years, providing employment and educational 

opportunities to the public is key to not only keeping any future strife at 

bay, but also for sustainable national development (Vines & Weimer, 

2011). In addition, cost of living in Luanda is incredibly high and the vast 

majority of the populations still live below the poverty line (Redvers, 2012). 

Luanda is also known for being the most expensive city in the world 

(Jones, 2012). Although salary levels within the oil industry maybe 

comparable to those in developed countries such as the UK or the US, the 

high cost of living means that even as successful and educated 

professionals, individuals are still increasingly pressured to make ends 

meet financially. 
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3.2.2 Political economy, power and foreign players 

Reflecting what might be referred to as ‘new-institutionalism’ (e.g., 

Powell, 2007; Scott, 1995), the perception that foreign oil companies have 

control over African nations is outdated according to De Oliveira (2007). 

Western powers that previously controlled strategic resources in Africa no 

longer have explicit control and instead social groupings inside and 

outside of organisations established by state structures and policies are 

engaged in constant competition for control of resource (De Oliveira, 

2007). Frynas and Paulo (2007) argue that the power has shifted to 

African leaders. And nowhere more so than in Angola, where power 

appears to rest with the historically, politically and economically 

intertwined relationships between Angola’s President and the leading 

political party MPLA (Movimento Popular de Libertação de Angola), which 

by and large make up the country’s government) and its national oil 

company (NOC) Sonangol (see e.g., De Oliveira, 2007; Frynas & Paulo, 

2007; Shaxson, 2007). According to Vine’s and Weimer’s report, 

‘power in Angola is exercised through the distribution of oil and 

diamond rents and political and other influential posts, taking into 

account political, ethnic, subethnic, regional and racial balances. 

The overriding imperative is to maintain political and economic 

hegemony and stability, and to satisfy urban elites’ (2011: 7). 

That being said, the overwhelming sentiment that is reflected in 

Vines and Weimer’s report is that ultimately the power is concentrated with 

Angola’s president, who has held power since 1979. Recent changes in 

2010 to the country’s constitution eliminated the need for presidential 

elections as the leader of the majority party in parliament will automatically 

be the president of the country (Dugger, 2010). 

De Oliveira (2007) suggests that Angola’s economy is divided into 

two segments that are governed and regulated by distinct policy and 

practice: the oil economy and ‘the rest’. The Angolan oil industry stems 
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back to the 1950’s and became a major export when extraction began in 

the 1960’s. Despite the post-independence prevalent Marxist ideology, 

MPLA leaders recognised the country’s growing dependence on oil 

production and the sector was excluded from the socialist reforms that 

were imposed in other industries (De Oliveira, 2007). Consequently the 

Angolan oil industry has been ‘excluded from the domain of socialist 

policy-making’ according to De Oliveira (2007: 601). The oil industry exists 

within an enclave, operating within rules and laws of its own quite separate 

from those that govern business within other sectors (De Oliveira, 2007). 

Sonangol, the national oil company, originally an Angolan subsidiary 

(ANGOL) of a Portuguese oil company, was established in 1976 not only 

as an Angolan oil concessionaire, but also ‘sector regulator, and tax 

gathering agent’ (De Oliveira, 2007: 600). Moreover, the rise and role of 

Angola’s leading MPLA movement, key players of which comprise of the 

ruling ‘elite’ that govern Angola, are intrinsically linked to the emergence of 

Sonangol and have largely dictated the policy and practice within the 

Angolan oil industry (De Oliveira, 2007). Similarly to the Nigerian 

government’s significant role in the Nigerian economy (Ovadje & 

Ankomah, 2001), the national oil company’s and the oil ministry’s 

governing power over the oil economy as a whole remains unrivalled and 

its influence over foreign MNCs operating in Angola considerable (e.g., De 

Oliveira, 2007; Vines & Weimer, 2011). 

The allowance of fiscal incentives, for example tax-exemptions 

(Singh, 2004), make the otherwise politically and economically high risk 

country, at least in terms of the oil and gas, increasingly attractive to 

foreign investors. Unfortunately remaining sectors such as manufacturing 

and agriculture lag behind the oil sector in investment, both in terms of 

foreign and government investment (Vines & Weimer, 2011). In terms of 

international investment, Vines and Weimer (2011) report that despite 

heavy reliance on the oil industry and the significant presence of Chinese 

state-owned enterprises and private companies operating in Angola as 

part of bilateral agreements between the two governments, the Angolan 
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government is not likely to encourage dependence on any one nation or 

government. 

Given the duality of the Angolan political economy evidencing 

capitalist and socialist tendencies and its colonial past, dependency theory 

may offer some insight (Cardoso & Faletto, 1979; Frank, 1969; Kapoor, 

2002; Minter, 1972). The scope of this thesis does not leave room to 

explore this in detail, but what is useful to note here is that although 

Angola displays considerable autonomy and centralised power over how 

foreign investors are able to operate within the country within the oil 

industry (De Oliveira, 2007; Frynas & Paulo, 2007; Vines & Weimer, 

2011), as a developing country Angola’s national development and 

sustainability remains largely dependent on other nations. According to 

Minter the notion that ‘”A is dependent on B” implies that the effect of B on 

A is important to A’ thus making the relationship inevitably unequal 

between the two as there is no notion of full reciprocity (1972: 12). 

Furthermore dependency in this sense implies that the two actors do not 

hold the same amount of power over each other within the relationship. In 

the context of the modern/traditional (i.e., developed/developing world) 

dichotomy, Frank argues that the onset of capitalism inevitably implies that 

where the developed world (or ‘civilised world’ as Frank wrote in 1969) 

gains, the other, namely the developing world suffers. According to 

Kapoor, the dependency perspective views imperialism ‘as tied to the 

unfolding of capitalism’ (2002: 647). Based on research conducted in Chile 

and Brazil, Frank argues against ‘modernisation’s “dual society” thesis’ 

that views the modern (in today’s terms, the developed world) and the 

traditional (the developing world) as independent and suggest that the two 

are connected and parts of the same imperialist system (Frank, 1969; also 

cited in Kapoor, 2002). Moreover, Frank perceives the role of national 

bourgeoisie, which in the Angolan case would refer to the ‘elite’ mentioned 

earlier, as merely a collaborate or within an exploitative imperialist system 

that is only likely to exasperate the inequality between the core (i.e., elite) 

and the periphery (i.e., the remaining population) (Frank, 1969; Kapoor, 
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2002). Kapoor summarises how Cardoso and Faletto (1979) envision two 

distinct situations of dependency; the first one being one that has a 

‘relatively strong local state that allows for more national control over 

development’ and the second being an ‘“enclave situation, in which foreign 

interests dominate, thereby allowing for less national control’ (2002: 649). 

Given the commentary thus far, the first seems to explain Angola’s 

situation quite appropriately. Cardoso and Faletto (1979) conceive 

dependency as an interplay between external social forces such as foreign 

classes and groups, multinational organisations, international financial 

systems, foreign technology and internal forces centred around local 

societies made up of different classes and ethnic groups exhibiting 

different ideologies. Thus dependency envisioned as a ‘complex whole’ is 

not simply ‘based on more external forms of exploitation and coercion’ but 

is ‘rooted in coincidences of interests between local dominant classes and 

international one, and on the other side are challenged by local dominated 

groups and classes’ (Cardoso & Faletto, 1979: xvi). Furthermore, 

particularly relevant for the Angolan context, Cardoso and Faletto suggest 

that despite imperialism being a result of external forces, 

‘the system of domination reappears as an “internal” force, through 

the social practices of local groups and classes which try to enforce 

foreign interests, not precisely because they are foreign, but because 

they may coincide with values and interests that these groups 

pretend are their own’ (1979: xvi). 

Given the dominant role of the Angolan political elite and how 

indigenous Angolan and Portuguese cultural influences have intertwined 

within urban Angola, despite writing several decades ago, Cardoso and 

Faletto’s conception of dependency offers useful insight today. Returning 

back to the themes that I seek to explore in this study, the question that 

then arises is how aware are individuals who are negotiating their realities 

and aspirations of the complex dynamics between foreign and local 

interests and how do they envision themselves within it? 
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According to Kapoor’s analysis ‘from the perspective of dependency, 

postcolonial theory does not adequately appreciate the role of capitalism, 

resulting in significant political problems’ (2002: 658). Although Bhabha 

and Said are perhaps slight exceptions to this, both place greater 

emphasis on cultural analysis according to Kapoor (2002). Contrastingly 

‘dependenistas’ tend to overlook the influence of social context entirely 

and give little attention to cultural factors (Kapoor, 2002: 661). As pointed 

out earlier in my discussion of postcolonialism, postcolonial theory on the 

most part is focused on heterogenic conceptions focusing on local 

discourses (Kapoor, 2002) and thus according to Kapoor ‘tends to result in 

the neglect of broader influences’. 

However, it is clear that cultural influences cannot be overlooked. 

Bell argues that ‘culture mediates all political, economic and social 

processes. It influences on the one hand, national policy-making and, on 

the other, the response of the African people to changes in their 

environment’ (1986: 6). Bell suggests that cultural values impact the way 

in which individuals are able to use available ‘environmental resources in 

economic activities’ and also how individuals can overcome limitations set 

by their spatial environment on how they maintain social relations (1986: 

6-7). Therefore enhancing our understanding of how individuals negotiate 

the dynamics between their cultural value systems, the socio-economic, 

political and historical environments they occupy and the resources they 

see as attainable should also better our understanding of career 

development in the Angolan context. 

In the context of contemporary Africa (despite being written over 26 

years ago still evident today) Bell writes: 

‘The values and ideals enshrined in the European institutions 

which penetrated the continent challenged those of traditional 

society. Within each newly created colonial state the change in 

organisation of production influences the nature and location of 
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economic opportunities, the form of the urban hierarchy and the 

internal structure of urban centres, the physical character of the rural 

landscape, the disparities in income and welfare within and between 

rural and urban areas’ (1986: 2) 

Bell’s words capture the sentiment of Angola’s post-colonial situation. 

It is within this context of a Portuguese colonial legacy that individuals 

form their career aspirations, against a backdrop of perceived 

opportunities. In the next section I will provide a micro level analysis 

aiming to explore specifically the relationship between the wider political 

economy and socio-economic context and external foreign players within 

the oil industry. 

3.3 THE MICRO IN THE MACRO 

Within this ‘new-institutionalist’ frame mentioned earlier, ‘societal 

effects’ including state policies and regulatory regimes shape 

organisational structure and play a significant role in the way in which 

organisations are strategically developed (Whitley, 1999). I argue here that 

this point of reference seems appropriate also to explain some of the 

complexities of the Angolan market economy. The Angolan government’s 

and therefore Sonangol’s policies and practices have historically 

significantly impacted the way in which MNCs operate and thus 

strategically manage their own human assets within Angola (De Oliveira, 

2007). MNCs are under increased pressure to localise their workforces as 

part of their operating licenses and the Angolan government is seemingly 

tightening work permit regulations, thus restricting the number of 

expatriates companies are able to employ. Vines and Weimer (2011) 

report that human resourcing in foreign MNCs is challenged by the 30 per 

cent local content quota they are expected to fulfil as part of the bilateral 

agreements under which they operate. Such barriers bare implications on 

the success of knowledge transfer processes as well as operational 

effectiveness within MNCs and potentially places increasing pressure for 
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MNCs to send local employees abroad for training (i.e., impatriation; Adler, 

2002) rather than relying primarily on expatriates. The way in which 

foreign MNCs are perceived to develop their Angolan professionals is 

likely to have implications for the employee-organisation fit that such 

individuals are likely to envision and therefore impact their career 

development plans. However, institutional perspectives such as this, 

similarly to dependency theory, tend to lean towards economic and 

structural explanations (Kapoor, 2002) and overlook social and culturally 

rooted explanations. 

Accordingly, combining the macro and micro level analysis, a number 

of interlinked factors are identified here in contributing to the way in which 

Angolans are developed in the within the Angolan oil economy that 

potentially impact the way in which Angolans perceive their position within 

the labour market and the way in which individuals prioritise their needs. 

First, the nature of Angola’s struggle for independence from its Portuguese 

colonial rulers and subsequent declaration of independence in 1975 

resulted in a mass departure of Portuguese professional and semi-

professional settlers leaving a severe lack of skills and abilities across 

industries (Hodges, 2004). 

Second, the subsequent civil war between Angolan nationalist 

movements that ensued since independence until 2002 has resulted in the 

destruction of much of the country’s original subsistence industries (mainly 

agricultural), and had severe economic and developmental consequences 

on the country’s other sectors such as education, healthcare, tourism, 

retail and communications. Vines and Weimer (2011) suggest that 

development of the agricultural sector in particular would have the 

potential to provide jobs for Angola’s increasingly disenchanted youth, 

move people out of overpopulated cities and decrease the country’s 

dependence on foreign imports (e.g., majority of food commodities in 

Angola are imported; Vines & Weimer, 2011). The development of 

Angola’s infrastructure is highly reliant on oil exports, foreign direct 
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investment (FDI) in exchange for concessions and oil backed loans 

creating a path dependency despite the relative autonomous power of 

national government described earlier. Vines and Weimer (2011) also 

contend that even though the government seems to recognise the threat 

to sustainable national development that the country’s rapidly growing 

young population poses and are taking steps to address this through 

policy development (e.g., the Angolanisation agenda, the nationalisation of 

workforces; Bjerke et al., 2004; Paulo, 2006), they fear that improvement 

is not happening at a fast enough rate. A shortage of educated and skilled 

Angolans is a consequence of the lack of access and the quality of 

education, which is proving a major resourcing challenge not only for 

MNCs operating in Angola, but national companies. On the other hand it 

also implies that professional Angolans are competing in a smaller talent 

‘pool’. 

Developing Angolan human resources rapidly to address this skills 

shortage is central to growth in the oil industry ("Oil for sale: An interview 

with Lucinda Guimares, Sonangol's commercial editor," 2010). Similarly to 

Asia Pacific’s economy, the lack of skills supply (James, 1996), and in 

Angola’s case restrictions on expatriate quotas, could potentially slow 

down economic growth by making the economy difficult for foreign 

investors to invest. Akin to Angola, changing economic climate and lacking 

educational infrastructure has been evidenced to impact management 

development in Vietnam for example (Weber & Hsee, 2000). Accessibility 

to educational and career opportunities in Angola has also traditionally 

been determined by ethno-linguistic divisions (Oyebade, 2007). From a 

cultural perspective, family obligation, often perceived as nepotism in the 

West, is a widely practiced custom in Angola as it is in other African 

cultures (e.g., Ghebregiorgis & Karsten, 2006; McFarlin & Coster, 1999). 

Thus the socio-economic position of one’s family, in many cases rooted in 

ethnic heritage, can be a significant determinant in accessing educational 

and career opportunities (Oyebade, 2007). For example during the civil 

war, young Angolans whose families were in such a position were 
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government sponsored to study abroad in countries such as China and 

Russia ("Education, education, education," 2010). 

Opportunities for education inside Angola have grown post-

independence. Since 1991 several private universities have been formed 

in the capital, Luanda. According to an article published in the Universo 

monthly magazine, a Sonangol publication, higher education is seen as ‘a 

central plank of Angolan government policy and a key area of investment’ 

("Education, education, education," 2010:8). Without much regulation and 

lack of ‘reference’ as one rector of a newly founded university described 

the lack of established reputation via successful graduates in the job 

market, it is difficult to make any judgment yet on the skills and abilities 

and employability of graduates from such private institutions ("University 

challenge," 2010). In other words there seems to be no benchmark. 

Although an education from a private university maybe costly to the 

average Angolan, timetabling is arranged so that students are able to hold 

down a full-time job during their studies. Unlike in the largest and most 

reputable public university in Luanda, where places are limited relative to 

the number of applicants, in several private universities there are no 

entrance exams and a minimum of a high school diploma is required. Thus 

the rapid rise in the number of private universities is making higher 

education more accessible to ‘ordinary’ Angolans ("Education, education, 

education," 2010; "University challenge," 2010). From the country’s socio-

economic perspective, this is no doubt a positive development. From a 

corporate perspective, the increase in Angolan educated university 

graduates should imply that recruiting locals for local jobs in line with the 

government’s Angolanisation agenda would become easier for MNCs due 

to the higher availability of university educated candidates. However, the 

opposite may be true. As my previous unpublished research has indicated 

(Arvinen-Muondo & Perkins, 2009), the perceived value given to the skills 

and abilities of graduates even from highly regarded Angolan educational 

institutions may be perceived as unequal to the skills and abilities of 

59 



       

          

        

    

     

        

 

        

        

       

        

        

         

         

        

         

            

          

         

        

        

       

         

        

          

      

       

      

        

           

     

graduates from Western educational institutions, such as those from the 

UK, US or Portugal. The assumption then would be that graduates from 

newly established universities in a country with no national regulatory 

framework would exasperate multinational corporate perceptions of 

inequality between capabilities of Angolan educated graduates in 

comparison to their Western educated counterparts, rather than diminish 

the gap. 

Given the power and autonomy centralised within the dynamic trio 

(i.e., Angolan government, the president and Sonangol) that I described 

earlier in this chapter, current available evidence suggests that foreign 

multinational corporations (MNCs) are required to operate within the realm 

of possibilities determined by not only the Angolan financial, cultural and 

socioeconomic context, but also dictated by the needs of the Angolan 

government. Akin to the ‘legacy of selective modernization’ of socialist 

East European societies, the ‘ethical dualism’ described by Marody (1997) 

seems appropriate to describe the bureaucracy (need for laws), but yet 

individual selectivity on the applicability of it or indeed the trust that others 

will play by the rules, making the Angolan context a complex and 

challenging environment for any foreign player to take part in. 

Reflecting a resource based view (Penrose, 1959) of the way in 

which human capital is resourced, the government is driving forward the 

nationalisation agenda, referred to as Angolanisation and thus foreign 

MNCs are required to put into practice strategies that will develop local 

talent to meet their operational needs. Angolanisation has been 

associated with the development of future leadership potential, not only for 

its practical implications of developing technical expertise, but increasing 

corporate capacity for local know-how to establish ‘constructive 

relationships’ with local stakeholders and the Angolan government (Ernst 

& Young, 2004). However, the Angolanisation agenda, has been criticised 

in the media and online forums for its limited and short-term scope (Paulo, 

2006) and bias towards foreign educated Angolans implying that the 
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agenda in itself is selective (Paulo, 2006) and perhaps perpetuates the 

social and economic divisions that are prevalent in Angolan society. 

Thus, due to the lack of local infrastructure and resources in 

developing countries such as Angola, oil companies, like MNCs in many 

other sectors worldwide, utilise international assignments to train and 

develop the skills and abilities of their employees (Kohonen, 2005). 

Existing commentary on expatriation, international careers and cadres of 

international managers suggests that that exposing professionals; 

economists, accountants, geologists and engineers alike, to international 

business environments could be considered part and parcel of developing 

an international career (Brewster, Sparrow, & Harris, 2005; Ghemawat, 

2005; Gupta & Govindarajan, 2002; Kohonen, 2005). Indeed it has been 

suggested exposure to new organisational and social environments is a 

key ingredient in developing global mindset in individuals that have been 

identified as having leadership potential (Gupta & Govindarajan, 2002). 

Although sending employees from foreign subsidiaries to corporate 

headquarters for accelerated development (i.e., impatriation; Adler, 2002) 

is hardly a new phenomenon or one that is restricted to the Angolan oil 

sector, the increased pressure from Angolan government on foreign 

companies to develop local professionals for Angolan operations 

contradicts the notion of an international career. Angolans are needed in 

Angola. In other words, international development opportunities may not 

translate to international career prospects for Angolan professionals. Thus, 

using international assignments to develop Angolan professionals within 

what may otherwise be relatively universalist development programmes 

within multinational oil companies, managing career expectations of 

employees becomes a ‘marketability’ issue. Do Angolan graduates 

entering the oil industry understand the potential implications of the 

Angolanisation agenda on their own personal career aspirations? 
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3.4 CONCLUDING REMARKS AND CONCEPTUAL FRAMING OF 
EMPIRICAL ENQUIRY 

In this chapter I have endeavoured to provide a context in which the 

empirical narratives that I have captured in this study maybe situated in 

order to give them deeper meaning. Part of my constructivist endeavour is 

to understand the dynamic relationship between social actors and context 

or agency and structure and this chapter is an essential component of that 

construction. I have built upon the notion of new-institutionalism, which I 

introduced in chapter two and demonstrate how it could be helpful in 

making sense of the impact of institutional factors on wider societal, 

political and economic structures. I also argued that there is little doubt 

that Angola is still a developing nation and thus dependent on external 

forces, which impact the role of foreign players within the country’s 

economy. However, the duality of Angola’s political economy seems to 

suggest that power is increasingly centralised with national rather than 

international forces. Following in Kapoor’s footsteps I have argued that in 

a context such as Angola, political and economic systems cannot be 

examined without acknowledging and investigating the impact of broader 

social and cultural systems, which in the case of Angola include a 

significant colonial history. 

In Figure 3.1 I bring together some of the core elements of 

constructionist career theory presented in the previous chapter and the 

Angolan context which I have laid out here, to conceptually frame my 

empirical enquiry. So as not to compromise the grounded theory approach 

that I have adopted here, this framework is not intended as prescriptive, 

but rather to provide a conceptual summary of the some of the core 

elements to be explored in order to address the research questions set out 

in chapter one. The broad themes framed here and the way in which they 

relate to each other warrant attention if I am to the address areas where 

existing career theory falls short in answering what impact structural 

factors have in individual career experiences and aspirations in and 
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African postcolonial context such as Angola. The conceptual framework 

presented is intended to highlight the main themes for empirical enquiry 

that will allow the development of more idiosyncratic, flexible and 

multidirectional conceptualisations of career construction that recognise 

the influence of variety of macro and micro factors present within 

individuals’ environments. 

Figure 3.1 Preliminary conceptual framework of career construction within 

the Angolan context 

Having laid out the theoretical underpinnings of this study, located it 

within existing commentary and constructed a socio-economic, political 

and cultural backdrop for this study in the next chapter I will explain the 

epistemological and ontological stances that have guided my collection 

and interpretation of empirical data. In the course of doing so I will also 

explain how my role as a researcher has shaped the study presented here 

and thus I will dedicate considerable attention to exploring reflexivity. 
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CHAPTER FOUR 

RESEARCH TRADITIONS AND REFLEXIVITY 

My intention in this chapter is to explain the methodological stance 

that I have adopted in order to investigate the research themes outlined in 

chapter one and discuss the intellectual traditions that have influenced my 

thinking. This study is quintessentially reflexive as I endeavour to translate 

into text not only the expressions of experience of my participants (1986; 

Dilthey & Rickman, 1976; Geertz, 1986; Turner & Bruner, 1986), but also 

my own attempts at self-reflection and a critical analysis of my personal 

assumptions and beliefs against a backdrop of existing frameworks. The 

ways in which reflexivity in research can be conceptualised is inextricably 

linked to epistemological and ontological considerations. As Johnson and 

Duberley highlight ‘the complexity and terminological ambiguity’ of 

reflexivity inevitably leads us to thinking about ‘knowledge constituting 

assumptions about ontology and epistemology’ (2003: 1281). 

4.1 CHAPTER OUTLINE 

In the next section I will elaborate on the interpretivist and 

constructionist traditions that have influenced my own philosophical 

approach to this study. The latter part of this chapter is then dedicated to a 

critical overview of reflective and reflexive research to explain what 

reflexivity means in the context of the study presented here and how it is 

manifested. Within this context I will also introduce myself, if you will, in 

order to provide substance to the choices I have made and the way in 

which I have come to interpret the data. 

64 



  

        

     

         

     

        

       

          

         

        

       

    

     

      

      

      

         

         

        

        

          

        

       

        

         

          

     

        

      

4.2 POSTPOSTIVIST TRADITIONS: EPISTEMOLOGICAL AND 
ONTOLOGICAL CONSIDERATIONS 

Although the term paradigm is commonly used to describe shared 

epistemological and ontological thinking among researchers (e.g., Denzin 

& Lincoln, 2008), I have been greatly inspired by Pushkala Prasad’s 

(2005) alternative conceptualisation of the complexities of knowledge 

production. According to P. Prasad (2005), the term paradigm provides us 

with particular guidelines for conducting research. This seems to imply a 

need to fit within the confines of a particular paradigm, which does not 

reflect the reality or the complexity of doing qualitative research (P. 

Prasad, 2005). My interpretation of P. Prasad’s (2005) core argument is 

that by conceptualising these shared epistemological and ontological 

assumptions as traditions rather than paradigms, researchers are less 

constrained in exploring the advantages of working across multiple 

traditions. 

Moreover, traditions evolve and take shape within practice (2005). 

Traditions, according to P. Prasad (2005) ‘govern every sphere of 

[qualitative] craftwork’ and ‘intimates an entire way of conducting 

scholarship rather than merely offering choice of technique or a uniform 

set of assumptions’ (emphasis in the original; 2005: 8). Thus, within this 

study I draw on several postpositivist traditions, mainly interpretive 

traditions such as hermeneutics and ethnography premised on the idea 

that knowledge about the social world is a result of human interpretation, 

but also on traditions of the “Post” (P. Prasad, 2005) such as 

postmodernism and postcolonialism as already illustrated in chapter two. 

Here I align myself with P. Prasad’s thinking (2005), who appears to 

adopt a broad view of postpositivist traditions that encompasses a variety 

of traditions, including those that are interpretive and critical as well as 

traditions of the “Post” (e.g., postcolonialism, postmodernism and 

poststructuralism) and of deep structure. Contrastingly, writing in terms of 

paradigms, Denzin and Lincoln appear to view the positivist/postpositivist 
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paradigm as one of several interpretive paradigms (see Table 1.2 

Interpretive paradigms in; Denzin & Lincoln, 2008: 32) rather than vice 

versa. The key to P. Prasad’s vision of postpositivist traditions and indeed 

their relationships to each other relates to the way in which she 

conceptualises qualitative research as ‘craft’ (2005: 6). P. Prasad 

contends that 

‘proficient qualitative research can only develop within reputed 

and inspiring intellectual craft traditions. Such research is at once 

theoretically grounded and methodologically rigorous (even if its rigor 

takes different forms from that which is to be found in positivist 

research)’ (emphasis in the original; 2005: 6). 

Epistemologically this study rejects positivist conceptions and indeed 

epistemic notions of knowledge production that are concerned with 

universal applicability (P. Prasad, 2005). Interpretivism, like 

constructionism2 which I will discuss a little further down, is premised on 

the idea that knowledge is subjective and cannot exist independently of 

thinking (Grbich, 2007). Moreover, because every person experiences and 

interprets their environment differently, multiple realities are assumed 

(Grbich, 2007). Interpretive traditions can be traced back to Husserl’s 

(1960) philosophy of phenomenology which is premised on the idea that 

all experiences of reality are made possible through interpretation (P. 

Prasad, 2005). In other words, phenomenology is concerned with 

2 My review of literature around interpretivist and phenomenological research philosophies 
suggests that although constructionism and constructivism are two distinguishable paradigms in 
some respects (constructionism; see Papert, 1980; constructivism; see Piaget, 2002, c1959), they 
also share considerable similarities. Both are in essence concerned with the role of the external 
environment, other social actors and previous socialisation experiences in shaping individual 
interpretation, learning, development and consequently behaviour (see Ackermann, 2002, for 
further discussion on the nuanced diffrences between the two ontologies). Throughout this 
thesis I will primarily refer to constructionism. When discussing approaches such as grounded 
theory and making reference to specific arguments of authors occasionally the term 
constructivist is used. For example, Charmaz (2006) and Bryant (2003) refer to constructivist 
approaches to grounded theory, but Bryant and Charmaz (2007a) use the term constructionist. 
Neither author clarifies at any stage the difference between the two paradigms, which leads me 
to think that both terms are used under them same premises. 
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understanding how individuals make sense of their experiences within the 

world around them (Bryman & Bell, 2007; Grbich, 2007; Schütz & 

Natanson, 1982). Thus, human behaviour is a consequence of how people 

interpret their social worlds (Bryman & Bell, 2007). Phenomenological 

approaches are ideally suited for research questions that focus on the 

experiences of individuals, where what is of interest is the rich detail of 

people’s experiences of a phenomenon (Grbich, 2007). 

Different phenomenological approaches exist, however I draw on 

hermeneutic phenomenology (e.g., Gadamer, 2004) specifically. 

Hermeneutic phenomenology recognises that data is a co-construction 

between the researcher and the researched (Grbich, 2007) and thus is 

ideally suited for and requires a reflexive approach. Although variations of 

hermeneutics also exist, the basic tenet is premised on understanding and 

interpretation of text (Bruner, 1986; Gadamer, 2004; P. Prasad, 2005). 

Drawing on fundamental hermeneutics, the emphasis is placed on 

interpretation rather than representation of reality (Alvesson & Sköldberg, 

2009). As Alvesson and Sköldberg contend this process of interpretation is 

by no means value-free or detached from the researcher, nor does it ‘take 

place in a neutral, apolitical, ideology-free space’ (2009: 12). 

I have been particularly inspired by the work of Clifford Geertz 

(Alexander, Smith, & Norton, 2011; Geertz, 1973, 1986), Victor Turner and 

Edward Bruner (Turner & Bruner, 1986) in the field of cultural 

anthropology. Geertz has become ‘the emblematic figure for interpretive 

inquiry’ according to Alexander et al. (emphasis in the original2011: xv). 

Geertz’ (1973) approach to interpretive inquiry introduced a novel 

perspective that assumed ‘cultural representations and their meanings as 

a departure point’ (Denzin & Lincoln, 2008:24). In other words, Geertz 

suggested that writing (as the result of social interpretive inquiry) is an 

interpretation of an interpretation (Denzin & Lincoln, 2008; Geertz, 1973). 

Geertz argues that understanding what doing ethnography means is the 

only way of ‘grasping what anthropological analysis amounts to as a form 
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of knowledge’ and thus contends that as an intellectual effort ethnography 

must be seen in terms of ‘thick description’ (1973: 6). Broadly speaking 

‘thick description’ refers to understanding action within context (Clark, 

2011; Geertz, 1973). It is this context that encapsulates cultural meaning 

and intentions that gives action significance (Clark, 2011). I discuss 

ethnography as a method in more detail in the chapter to follow, however 

my intention here is to introduce ethnography as an intellectual tradition 

that has influenced the course of this project for its concern with culture. 

As P. Prasad (2005) points out interpretive traditions such as 

hermeneutics derived from literary efforts mainly within the field of 

sociology, whereas ethnography’s roots are distinctively anthropological, 

although influenced by similar phenomenological and social constructionist 

philosophies. Geertz likens ethnography to pursuing the ‘multiplicity of 

complex conceptual structures’ that are intertwined, which the 

ethnographer must unravel and grasp only to render again (1973: 10). 

Geertz further argues that ‘culture is not a power, something to which 

social events, behaviours, institutions, or processes can be causally 

attributed; it is a context, something within which they can be intelligibly – 

that is, thickly described’ (1973: 14). Thus, the narratives captured and 

presented in this thesis are best understood as expressions of 

experiences (Bruner, 1986; Geertz, 1986; Turner & Bruner, 1986). 

Turner’s original conceptualisation of anthropology of experience is 

rooted in Dilthey’s hermeneutics (Bruner, 1986; Turner & Bruner, 1986). 

Anthropology of experience is essentially concerned with how ‘individuals 

experience their culture, that is, how events are received by 

consciousness’ (Bruner, 1986: 4). Bruner and Turner (1986) view 

experience in terms of feelings, actions, expectations and reflections, not 

simply cognition. Dilthey (1976), like the Bruner and Turner (1986) 

subsequently, distinguishes between experience and an experience, by 

suggesting that the latter as an articulation of experience is essentially 

transformed into an expression. For Dilthey (1976) experience and 
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expressions are in a ‘dialogic relationship of mutual dependence’ as one 

gives structure to the other (e.g., the hermeneutic cycle; interpreted by 

Bruner, 1986: 6).3 Moreover expression of experience is processual, never 

static and derives from the social world through interaction with other 

social actors within a particular cultural and historical context (Bruner, 

1986). This contextuality of experience and its expressions is one of the 

key tenets of the study that I present in this thesis. 

Ontologically, this study is premised on the social constructionist 

notion that as humans our understanding of the world is socially 

constructed (Berger & Luckmann, 1966; Bryant & Charmaz, 2007a; 

Bryman & Bell, 2007) and is reflected in the way in which I have come to 

make sense of the data. Berger and Luckmann (1966), the pioneers of 

social constructionism who were greatly inspired by Husserl’s (1960) 

phenomenology as well as the work of Schütz (1982) argued that 

common-sense knowledge (i.e., the knowledge that is shared with others 

about everyday life) is a key ingredient of sociological knowledge. Berger 

and Luckmann (1966) held the view that human beings are social by 

nature and that the everyday world that human inhabit is intersubjective in 

that it is inevitably shared by others. They argued that within this shared 

reality, social order (i.e., form of stability) is needed, which is created 

through interaction (Berger & Luckmann, 1966). 

Human beings constantly create new habits and routines through 

their actions, which Berger and Luckmann (Berger & Luckmann, 1966) 

refer to as habitualization. As routines and habits become established 

ways of acting in specific situations, they become institutions. This 

institutionalization happens in different forms such as family, school 

systems and legal systems to name just a few (Alvesson & Sköldberg, 

2009). Therefore such institutions become to be seen as ‘something 

3 The hermeneutic cycle is used in a variety of ways in literature, but essentially it is concerned 
with iterative ways of understanding the world. Here I use the hermeneutic cycle to examine 
experience and expression. Other conceptualisations of the hermeneutic cycle for example focus 
on understanding text and context. 
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external’, despite originally having been created by people (Alvesson & 

Sköldberg, 2009: 26). Institutional meaning is in turn transmitted by 

individuals who act out different roles. So, although institution can be 

represented according to Alvesson and Sköldberg’s interpretation of 

Berger and Luckmann’s (1966) work, intitutions only ‘come to life’ via 

‘human enactment’ (2009: 27). 

As such, according to social constructionism individuals create their 

own reality through engagement with others in their environment, but ‘this 

created reality also creates the individuals’ (Alvesson & Sköldberg, 2009). 

This process whereby individuals ‘internalize social norms and knowledge’ 

is called socialization (2009: 28). Given that my aim in this study is to 

explore the impact of different kinds of contexts (cultural, historical, 

political and socio-economic) on the career development experiences and 

perceptions of individuals, the process of socialization is a central concept 

in this endeavour. As I come to discuss the findings in chapter six, I shall 

return to the concepts introduced here. 

Reflecting this social constructionist stance, I argue here that the kind 

of qualitative research that I present here premised on the idea that the 

research process and therefore the resultant data is a co-construction 

between myself as a researcher and the researched. Social 

constructionism can easily be related to ethnography as the ethnographer 

observes and sometimes participates in the life world of others 

(Timmermans & Tavory, 2007). Charmaz contends that a reflexive 

approach informs ‘how the researcher conducts his or her research, 

relates to the participants and represents them in written reports’ (2006: 

189; also cited in Mruck & Mey, 2007). What I aim to address in this thesis 

is how social actors within the field that I have chosen make sense of their 

life world as well as my relationship to the field and the social actors (i.e., 

my participants) within it. The remainder of this chapter will be therefore 

dedicated to exploring reflexivity in research and how it manifests in the 

study I present here. 
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4.3 REFLEXIVIVE INQUIRY IN POSTPOSTIVIST TRADITIONS 

It seems evident that no prescriptive list of how to do reflexive 

research exists (Alvesson & Sköldberg, 2009; Mruck & Mey, 2007; 

Warwick, 2011) and that the research process and its outcomes vary 

depending on the time and place in which the researcher is situated 

(Mruck & Mey, 2007). Echoing this Warwick (2011) calls our attention to 

the temporal nature of reflexivity. Alvesson and Sköldberg (2009), akin to 

Johnson and Duberley (2003), contend that a ‘sceptical approach’ in 

exploring how various elements are ‘woven together in the process of 

knowledge development, during which empirical material is constructed, 

interpreted and written’ is key for reflexivity. Johnson and Duberley (2003) 

argue that reflexivity in this sense is about unsettling and deconstructing 

assumptions, ideas, values and belief systems. The research I present 

here is shaped by reflexive enquiry, not simply because I intend to make 

myself visible and thus ‘vulnerable’ (Behar, 1996), but also because the 

nature of the empirical enquiry encourages participants to explore and 

actively reflect upon their own experiences and perceptions. 

Given the need to adopt a ‘sceptical’ perspective in reflexive 

research and the postcolonial developing country context of the study, I 

will continue exploring politics, power and authority in attempts to interpret 

and represent the ‘Other’ (Said, 1994), but specifically from a reflexive 

point of view. Following on from chapter two, although postcolonial theory 

and critique appears to be more often related with poststructuralism, areas 

of overlap between the two do exists, as both ‘pursue(s) the project of 

critiquing and resisting Western modernity’ (2005: 262). Postmodernists 

and poststructuralists are concerned with the ‘recovery of lost and 

marginal voices’, yet postmodernists are ironically criticised for doing so 

from an explicitly Western perspective (P. Prasad, 2005). Proponents of 

postmodernism are concerned with critiquing the rationality of modernity, 

its perpetuation of institutionalized differentiation that segregates health, 

work, education and family (P. Prasad, 2005), but fail to question it for its 
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perpetuation of Eurocentric ideologies. However, ideas stemming from 

postmodernism have inspired ‘interpretations of authority and 

representation (Alvesson & Sköldberg, 2009) and hence both postmodern 

and postcolonial conceptualisations of reflexivity can offer insight. 

4.4 CONCEPTUALISING REFLEXIVITY 

According to Johnson and Duberley’s (2003) critical analysis of 

reflexive discourse, reflexivity stemming from ontological and 

epistemological subjectivism can be viewed as hyper-reflexivity or 

deconstruction. It is based on the assumption that ‘what we take to be 

reality is an output of human cognitive processes’ (Johnson & Duberley, 

2003: 1282). It is based on a postmodern assumption that social 

constructions (like texts) are multilayered and can be reflexively 

deconstructed to reveal meaning that has been previously hidden. A 

deconstructionist view of reflexivity in this sense is relativist and does not 

lead to a ‘privileged truth’. Instead it exhorts the view that reflexivity is 

continuous and infinite and each layer of meaning that is revealed can be 

subjected to further deconstruction and questioning (Johnson & Duberley, 

2003). The main problem with adopting such a view is that there seems to 

be no end, no ‘discursive closure’. As the authors highlight in their review, 

from a practical management perspective, there is a danger that any 

insight gained using such an approach will be perceived as ambiguous 

and impractical as the derived criteria as a basis of practice are essentially 

always subject to revision (Johnson & Duberley, 2003). 

However, subscribing to a social constructionist view, I argue that 

any ‘reality’ that is constructed by social actors or the researcher (who is 

also a social actor) is inevitably situated within a specific time and place 

and therefore relative. For insight derived from this perspective to be 

practical in this sense therefore relies on the researcher’s ability to 

account for the contextual factors or subjectivities that may influence their 

interpretation and representation of the phenomena in question. Moreover, 
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if multiple perspectives are presented, there is potential to create multiple 

and versatile scenarios which can be adopted creatively and flexible to suit 

context. 

Reflexivity has various uses (Alvesson & Sköldberg, 2009; Johnson 

& Duberley, 2003; Lynch, 2000; Mruck & Mey, 2007; Warwick, 2011) and 

is often used interchangeably with reflection, however, reflexivity is 

commonly described as recursive and circular in nature (Lynch, 2000). 

The purpose of reflexivity or indeed reflection is ‘typically to draw attention 

to the complex relationship between processes of knowledge production, 

the various contexts of such processes, as well as the involvement of the 

knowledge producer’ (Alvesson & Sköldberg, 2009: 8). What can be 

discerned from Alvesson and Sköldberg’s approach to a reflexive 

methodology is that reflectivity in research - that is the ‘careful 

interpretation’ and ‘reflection’ of empirical data forms an essential part of 

reflexive research (2009: 9). 

Reflexivity in its various conceptions derives from multiple 

perspectives, for example psychology, systems theory and social and 

cultural theory (Lynch, 2000). My intention here is to focus on reflexivities 

conceptualised within the latter two, social and cultural theory. The need to 

account for one’s presence as a researcher in the field may be traced 

back to early anthropological greats such as Malinowski, Evans-Pritchard, 

Levi-Strauss, Boas and Mead. The overt and explicit voices of 

anthropologists can be heard in their ethnographies of distant peoples and 

their cultural practices. However, for early anthropologists who studied the 

foreign and exotic ‘Other’ (Said, 1994) the presentation of ethnography 

does not seem to be about being personal or giving something of 

themselves to the reader (Behar, 1996; P. Prasad, 2005). On the contrary, 

according to Malinowski the integrity and ‘unquestionable scientific value 

of ethnographic sources is determined by the consistency with which 

accounts of direct observation, native narratives and interpretations and 
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inferences of the author can be distinguished from each other within final 

written presentation’ (1932:3). 

Ethnographic study is about the endeavour to ‘understand culture 

from the native point of view rather than from an entirely detached outsider 

position’ (P. Prasad, 2005: 77), which can only be achieved through a long 

period of immersion within field (P. Prasad, 2005; Timmermans & Tavory, 

2007). P. Prasad argues that in order to negate the inevitable subjectivity 

within ethnography, early anthropologists sought to mask ‘this closeness 

by adopting dispassionate voice when writing about them’ (2005:78). As a 

result early ethnography according to Geertz (1973) comes across as 

‘person-specific and yet somehow not personal’ (as interpreted by Behar, 

1996: 8). In this sense traditionally anthropological paradigms have sought 

objectivity, abstraction and distance from the object of study (Behar, 

1996). 

Cultural anthropology has inherently colonialist roots, as European 

colonial powers attempted to gain better understanding of the foreign 

lands and peoples they conquered through logs and diaries kept by 

explorers, travellers, missionaries and early colonial administrators (P. 

Prasad, 2005). However, Bruner suggests in spite of this initial removal of 

the ‘personal and experiential’ from ethnography, there is an increasing 

tendency to reintroduce and incorporate personal narratives into our 

writings to give them life (1986: 9). 

The perspective that I advocate here draws on both relativism and 

(epistemological and ontological) subjectivism. I argue that the active and 

intentional ‘objectification of the social field’ is ideologically inconsistent 

with endeavours of non-hierarchical interpretation or representation of the 

‘Other’. Intentionally objectifying those whose experiences the researcher 

wishes to learn from could be seen as patronising and an attempt to 

impose some form of superiority. Whether such endeavours can even be 
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realised in practice remains questionable, but the endeavour in itself is 

admirable and inspirational. 

Steering clear from notions of social reality as somehow objectively 

accessible and meta-theoretical approaches to reflexivity that encourage 

detachment, I will explore the contribution of interpretive reflexivities. 

Simply put, interpretive reflexivities are concerned with sense making that 

identifies non-obvious alternatives to habitual ways of thinking and acting’ 

(Lynch, 2000). Lynch (2000) suggests interpretation is also an element of 

other forms of reflexivity to some degree (e.g., methodological and meta-

theoretical approaches which seek some kind of ‘objectivity’ by attempting 

to negate biases through reflexivity). However, interpretation is central to 

both hermeneutic and radical referential reflexivity. Briefly, Lynch explains 

that in hermeneutic reflexivity that stems from a notion of the hermeneutic 

circle ‘the reader’s presumptions about what the text can mean reflexively 

inform the temporal effort to make out what it does mean’ (2000: 32). 

Radical referential reflexivity goes further to exhort the view that 

‘interpretations establish the meaning and very existence of the social 

world’ and moreover call into question representation of such social reality 

(Lynch, 2000: 33). In other words radical reflexivity seeks to deconstruct 

and challenge positivist notions of social reality, which reflects the role of 

scepticism mentioned earlier. The role of scepticism in such radical 

conceptualisations of reflexivity suggests that such reflexivity may be a 

complimentary lens to postmodernism’s interest in questioning ‘centuries 

of received wisdom about knowledge and reality’ (P. Prasad, 2005: 231) 

and concern with plurality of voices as well as postcolonialism’s 

commitment to radically critique Western colonialism and imperialism (A. 

Prasad, 2003). 

Schneider suggests that postcolonial critique among other 

theoretical lenses draws ‘useful attention on the ethnographic I/eye’ 

focusing on ‘who sees, knows and writes’ through radical reflexivity (2002: 
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1). In his paper ‘Against Reflexivity’ in Theory, Culture and Society, Lynch 

essentially argues that reflexivity should not be seen as a methodological 

virtue, but a unavoidable quality of research, as it is said to surface ‘hidden 

alternatives’ and ‘empower voices which had been subjugated by objective 

discourse’ (2000: 36). According to Lynch’s critical analysis, radical 

reflexivity seeks to disrupt, delay or counteract the objectification of 

knowledge’ as it is concerned with ‘analysing the construction of 

constructionist arguments’ (2000: 39) 

4.5 THE ETHNOGRAPHICALLY SITUATED SELF 

Shipman (1997) contends that human complexity of not only the 

researched but also of the researcher raises the importance of 

autobiography in social science disciplines. The study presented here is 

not autobiographical in the sense that I am not an Angolan professional 

working in the oil industry, but I am the spouse of one as the paragraph to 

follow will reveal, and as such, I draw upon my own experiences and those 

of my husband for inspiration. Strauss and Corbin (1998) assert that 

preferences and experiences of the researcher are valid reasons for 

conducting qualitative research. This naturally raises concerns about 

validity, which I will address in more detail in the following chapter. 

However, I argue here that transparency about my position, values, beliefs 

and assumptions i.e., being reflective and reflexive is an essential 

component of demonstrating the credibility of my findings and emergent 

substantive theory. 

According to Vidich and Lyman postmodernism challenges 

ethnographic researchers to abandon preconceived ideas, values and 

prejudices as ‘resources for ethnographic study’ (2000: 60). However, my 

review of postcolonial critique suggests that this may be an impossible 

achievement, at least for a white Western researcher in the eyes of the 

non-Western critic. Particularly where the richness of the data is reliant 

upon the researcher being fully immersed within their field, practical and 
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moral boundaries of what is legitimate researchable territory are most 

often blurred. 

Johnson and Duberley (2003) draw attention to the centrality of 

language in postmodern perspectives of reflexivity as they explore what 

they have labled the antithesis of ontological and epistemological 

subjectivism. In a critical analysis of literature the authors highlight that for 

postmodernists ‘no meaning exist beyond language’ and that separation 

between the subject (i.e., the researcher) and the object (i.e., the 

researched) is contested (Johnson & Duberley, 2003: 1286-7). Indeed 

postmodernism exhorts multiple voices and the notion that the researcher 

and the subject share power in the construction of meaning (Alvesson & 

Sköldberg, 2009). Therefore the researcher’s ability to direct their gaze 

upon themselves critically, to be reflexive throughout the research process 

and translate that reflexivity into written word is essential to producing 

research that is practical, democratic and allows for a plurality of voices, all 

of which are qualities of sound qualitative research, according to Alvesson 

and Sköldberg (2009). 

The dilemma in writing reflexively is that there seems to be a fine line 

between being ‘confessional’ (Van Maanen, 1988) and ‘vulnerable’ (Behar, 

1996) in a way that adds value and is engaging rather than simply being 

overly self-indulgent. As Behar points out writing vulnerably requires skill 

as the writer takes a higher risk than those that don’t: ‘a boring self-

revelation, one that fails to move the reader, is more than embarrassing, it 

is humiliating’ (1996: 13). The worst that can happen to an invulnerable 

writer, according to Behar, is that their work comes across as boring. 

Behar is quite clear: ‘Efforts at self-revelation flop not because the 

personal voice has been used, but because it has been poorly used, 

leaving unscutinized the connection, intellectual and emotional, between 

the observer and the observed’ (1996: 13-14). So as I introduce myself 

here, I have given careful consideration as to what kind of ‘facts’ about me 
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are relevant for the telling of this story. As the thesis develops what I 

reveal here will take on more meaning. 

I am a white Finnish woman, married to a black Angolan man and we 

have a daughter. We don’t think about these different dynamics (i.e., 

black/white, European/African) a great deal in our everyday lives, but they 

seem to take on additional meaning in the context of this study. It has 

shaped the kind of access that I have been privileged to gain, the 

perceptions I have formed prior to embarking on this journey (and how 

they have taken shape during) as well as the way in which I feel I have 

been perceived in the ‘field’. My experiences of intercultural life combined 

with previous experiences of expatriate living as a child in Hong Kong and 

later working and studying in the UK have left me with a great need to 

understand cultures around us and what makes people ‘tick’ as a result of 

them. I am passionately interested in how we as individuals come to adapt 

and react to the different cultural environments that we inhabit and how 

our behaviour and that of others is influenced by the distinct kind of values 

that we as individuals hold. This need led me to study anthropology at 

university and later combined with my newly found interest in the world of 

business as a result of working the oil industry, I decided to return to 

university to complete a Masters in International Human Resource 

Management. If nothing else, my studies in anthropology left me with a 

way of looking at the world, certain perspective that I have come to 

recognise and appreciate when I re-entered academia to complete my 

Masters degree. Thus I am inclined to think qualitatively and ask 

qualitative questions. This predisposition has influenced the conception of 

the aims and themes that I have set out to investigate and the 

ethnographical methods I have chosen to investigate them with. Inevitably 

this reflects a subjective stance in my interpretation and representation of 

the data. A sum of coincidental timings in my personal and professional 

life has placed me on the path that I now find myself on. As a result, the 

study presented in this thesis is an amalgamation of personal 

circumstances, opportunities and choices as much as it is of the need to 
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contribute to our understanding of how individuals coming from an African 

country context experience and perceive career development within a 

rubric that is largely still dominated by Western ideology. 

Behar’s (1996) work also highlights the ethical complexities that arise 

when conducting research at ‘home’, a field that amalgamates personal 

interests and relationships with research agendas. I feel slightly 

uncomfortable using the term ‘field’ as it implies not only the existence of 

some kind of boundaries, but that it can be an ‘object’ of study, when in 

fact what I am describing for all intents and purposes is a space within my 

social world, which is personal and subjective. I am not only an observer, 

but also a participant. 

My position within this ‘field’ is paradoxically two-fold: and insider and 

an outsider. On one hand, I am insider. I am the wife of an Angolan 

expatriate and also a foreigner in the UK. I have been able to establish 

genuine relationships based on trust and familiarity with Angolans who 

have contributed to this study. Hence, I have also had the opportunity to 

demonstrate my awareness of local issues, which seems to have 

endowed me with some ‘credibility’ among my Angolan friends and 

colleagues. For those who participated, but were acquaintances to me, I 

came ‘recommended’. Over the years in my personal life I have 

encountered, experienced and assumed many ideas, notions, practices 

and values that may be seen as inherently Angolan. I have also rejected 

others that I cannot reconcile with the values that I have assumed from my 

own culture and upbringing. This process of critical self-analysis and the 

familiarity that I have developed with the Angolan context (e.g., people, 

culture, customs, values and beliefs) through personal and professional 

encounters as well as scholarly interest, has enabled me to gain privileged 

insight and access, at least to the extent that a non-Angolan ‘insider’ can 

possibly have. 
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On the other hand, particularly significant from the postcolonial 

perspective, I am an outsider; I am not Angolan, African or black, therefore 

as a researcher I am an outsider looking in and examining the ‘other’ 

(Said, 1994). I am not an indigenous researcher and proponents of the 

postcolonial rubric such as Smith (2001) suggest that even if I were, the 

Western discourse that I engage in would in itself render me an outsider to 

some degree. As a Westerner researching in a post-colonial context 

(research in this context is a contested term for Smith as it is ‘inextricably 

linked to European imperialism and colonialism’), it is a challenge to 

communicate the ‘vantage point of the colonized’ (2001: 1). Similarly to 

Smith, according to Kapoor’s analysis (2004) of Spivak’s work, Spivak 

contends that simply studying the ‘other’ perpetuates a colonial and 

impearialist view of the non-Western ‘other’ as a resource to be utlised. 

Throughout this project I have reflected on my authority and the 

legitimacy of my interpretations and subsequent representations and 

found myself conflicted. No more so than when upon completion of an 

interview with one of professional, a highly educated man, almost as an 

afterthought commented that he would like to see and Angolan researcher 

doing the same project. He commented that an Angolan would have an 

understanding of the cultural heritage (he had spent quite a considerable 

amount of time explaining the cultural roots behind the matriarchal 

structure of his society), despite complimenting me on how he had found 

my project very interesting and it had made him think about his own 

choices in way he had not done before (in a positive sense). I appreciate 

that I will always be an outsider in this respect and I humbly accept this 

position, but I also believe that sometimes as outsiders we are susceptible 

to notice things in others that we would not perhaps recognise in 

ourselves. This not to say that my observations would be superior in any 

way to those of an indigenous Angolan researcher, but that the 

conclusions I have come to offer an alternative voice. Like Denzin argues 

in his manifesto of ‘Emancipatory discourses and the ethics and politics of 

interpretation’, I also believe that non-indigenous scholars have a part to 
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play in the ‘global decolonizing discourse’, but how this endeavour that ‘is 

not yet’ is ‘implemented in specific indigenous contexts should be 

determined by the indigenous peoples involved’ (2008: 436). Spivak 

argues that by positioning themselves as outsiders, Western scholars 

avoid addressing their involvement in North-South politics and thus lay the 

responsibility for change on the ‘Third World subaltern’ and therefore 

Western researchers should not hide behind ‘naivety’ or ‘lack of expertise’ 

(1993). It is not my intention to hide behind either, but through reflexivity 

address my own biases and complicity in the interpretations I will 

represent in this thesis. 

In response to concerns about authority and legitimacy of 

interpretation and representation I have sought to engage in various 

‘conversational settings’ (Warwick, 2011) with individuals in the field 

including Angolans and professionals of other nationalities who have 

experiences of working and managing Angolans as well as other scholars. 

This engagement has allowed me to sound out ideas and concepts as 

they have emerged from the data and hence I feel confident that the 

findings that have emerged as a result of my analysis do some justice to 

those whose experiences and perceptions I have sought to capture. 

4.6 CONCLUDING REMARKS 

In this chapter I have sought to give substance to the conception 

and development of this study as a personal and academic endeavour. I 

have demonstrated the contribution of reflexive methodologies, particulaly 

intepretive conceptualisations and suggested that the reflexive researcher 

needs to go beyond self-relfection to critical self-analysis. I have surfaced 

the notion of ethics, power and politics of interpretation and representation 

as significant issue to be addressed thoughout this thesis. As the chapters 

to follow will show, the relationship dynamic between myself as a 

researcher, friend and as a colleague, the ‘field’ and those that occupy it 

have played a significant part in how this study has been played out. 
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I have also suggested that, perhaps somewhat unconventionally, 

postmodern and postcolonial perspectives may infact be complementary 

in making sense of the empirical data that I have collected and indeed my 

role in intepreting them. I must iterate that I am simply offering one 

interpretation of complex phenomena and data. My interpretation is 

influenced by my philosophical stance about the construction of 

knowledge and I have chosen a particular lens or indeed lenses to make 

sense of the data that I have collected. If another researcher with a 

different stance, different values, experiences and beliefs chose to look 

the same phenomena and data through a different prism, they would be 

likely to unearth different conclusions. In the next section I move on to 

discuss the specific research methods I have employed. 
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CHAPTER FIVE 

RESEARCH DESIGN 

I have been concerned with collecting rich data using ethnography 

that in its simplest form ‘involves the ethnographer participating, overtly or 

covertly, in people’s daily lives, for an extended period of time, watching 

what happens, listening to what is said, asking questions – in fact, 

collecting whatever data are available to throw light on the issues that are 

the focus of research’ (Hammersley & Atkinson, 1995: 1). My 

understanding of the cultural context derives from observations and 

personal experiences stemming back over ten years and extends far 

beyond the official data collection period 18 months. I started this project 

thinking that I would focus on interview data, but I quickly realised that it 

was quite impossible to separate data derived from formal interviews and 

those that surrounded me every day; the casual conversations I heard and 

took part in, the knowledge I had accumulated over the years being 

immersed in Angolan culture and involved with Angolan people. 

Like Timmermans and Tavory (2007) I consider myself an 

ethnographer first and then grounded theorist. I have used ethnography 

(i.e., fieldwork by the way of participant observation and semi-structured 

interviewing) to collect data, letting the grounded theory approach guide 

me in the direction in which to take the data collection and analysis 

processes. In other words, the grounded theory approach has given 

structure to the way in which I have managed this piece of ethnographic 

research. 
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5.1 CHAPTER OUTLINE 

In this chapter I will discuss the research methods used to 

investigate the research questions and themes outlined in chapter one and 

explain how I have analysed the empirical data collected. I will explain how 

I have collected empirical data, why I have chosen these particular 

methods and how this has consequently impacted the way in which I have 

interpreted the empirical data captured. I will begin here by critically 

examining what grounded theory has to offer as a research design in the 

context of this study as an iterative approach and how a reflexive 

approach can be adapted within this method. I will outline the practicalities 

of collecting data through fieldwork and interviews and explain some of 

challenges I faced, both from a moral and ethical perspective as well as a 

practical one. 

Therefore the structure of this chapter reflects the iterative research 

process involving formulation of research themes, collection of data as 

well as the way in which I went about analysing the data. In the course of 

doing so, I will explain how I have used ethnographic methods to collect 

data, utilised qualitative data software Nvivo 8 to organise and manage the 

data and how I have identified and organised emergent categories to 

make sense of my findings using conceptual mapping. Given the reflexive 

nature of this study, I will explore my role in shaping the processes of data 

collection as well as analysis. Naturally this gives rise to ethical and moral 

considerations and hence I will also explain how I have sought to address 

these throughout the various stages of this project. 

5.2 ETHNOGRAPHY AND GROUNDED THEORY 

The relationship between ethnography and grounded theory is a 

multifaceted one. Both have roots is hermeneutic traditions and are 

concerned with letting the data tell their own story by allowing themes to 

emerge. Charmaz highlights that ethnography is concerned with ‘recording 

the life of a particular group’ involving participation and observation in a 
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‘their social world’ starting from the ground up recording what catches your 

attention and thus differs from the data collection method of participant 

observation, which usually entails a ‘focus on a particular aspect’ of that 

social world (2006: 23). 

Grounded theory is an iterative approach where the formulation of 

research questions, collection of empirical data and comparison with 

existing frameworks are in constant interplay. This process involves a 

continuous reiteration of research questions, the ways in which you collect 

the data and how you relate this existing literature and ultimately construct 

theory that is grounded. One shapes the other. This means that new 

questions can be asked and new data can be collected during the process 

of analysis (Charmaz, 2006). Thus considerable attention in this chapter is 

dedicated to illustrating how the grounded theory approach has shaped 

the course of this research. In the following few paragraphs I will explain 

what is meant by ethnography and how this specifically fits with grounded 

theory before going on to critically examine what grounded theory has to 

offer in the context of this study. 

Ethnography is about gaining insight into the social world of those 

that one studies from their perspective. However, given that the 

ethnographer enters the field as ‘gendered and multi-culturally situated’ 

armed with their ‘set of ideas, a framework (theory and ontology) that 

specifies a set of questions (epistemology)’ which they will investigate ‘in 

specific ways (methodology and analysis)’ (Denzin & Lincoln, 2008: 28), it 

is likely that the end result of ethnography will inevitably be an outsider’s 

account (Charmaz, 2006; Pollner & Emerson, 2001). Hammersley and 

Atkinson (1995) point out proponents of ethnography are often reluctant to 

give prescriptive advice on how to go about doing ethnography. It is 

difficult to anticipate the course of ethnography and therefore any research 

design following an ethnographical approach is always dependent on 

contextual factors and events. It seems that the advice to students of 
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ethnography is to simply ‘go and do it’ (Hammersley & Atkinson, 1995: 

23). 

However, as Hammersley and Atkinson (1995) highlight it is not quite 

so simple and that all ethnographers should enter the field prepared in 

essence to manage themselves within it. This means according to the 

authors that a reflexive research design is essential (Hammersley & 

Atkinson, 1995). Ethnography complements the grounded theory 

approach that I have adopted, particularly in my data analysis. A grounded 

theory approach is intended to add structure to the way in which I manage, 

organise and ultimately analyse the data. It is evident that grounded theory 

has multiple applications and like reflexivity, there seems to be a variety of 

ways of conducting grounded theory research that are dependent on the 

contextual factors. The strength of this study is that it brings together a 

variety of qualitative and interpretive practices, appreciating that each of 

these practices ‘makes the world visible in a different way’ (Denzin & 

Lincoln, 2008: 5). 

Grounded theory is used to provide new perspective on existing 

knowledge or develop theory where little is known (Goulding, 2002) and is 

ideally suited to investigate phenomena that relates to the interaction 

‘between persons or among individuals and specific environments’ 

(Grbich, 2007). The basis of grounded theory is empirical data from which 

theory can be developed. That is not to say that I set out with a blank 

page, but rather a broad understanding of existing literature of the 

research area (theoretical underpinnings as described in chapter two), 

professional experiences in intercultural consultancy and personal 

experiences that have guided the formulation and development of my 

research themes as outlined in chapter one. Strauss and Corbin (1998) 

contend that the researcher’s ability to understand nuances in the 

observed actors or phenomena (i.e., sensitivity) can be derived from the 

researcher’s personal or professional experiences or through academic 

knowledge of a given topic. Considering the inductive nature of this 
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project, the limited academic literature that addresses the phenomena that 

I have sought to investigate and the small scale research environment 

(Grbich, 2007), I felt that a grounded theory approach, particulalrly 

constructionist/constructivist intepretations (e.g., Bryant & Charmaz, 

2007a; Charmaz, 2000; Charmaz, 2006) of the method that view data and 

consequent analysis as co-construction between the researcher and the 

researched are best suited for this project due to its flexibility and 

versatility (Mruck & Mey, 2007; Timmermans & Tavory, 2007). 

5.3 GROUNDED THEORY: A CRITICAL PERSPECTIVE 

Grounded theory as a method is concerned with the interplay 

between empirical data and theory. The emphasis that is placed on 

empirical material as a base of theory generation and provenance of 

existing theory seems to vary within different approaches to grounded 

theory method. However, the underlying premise is an inductive one rather 

than a deductive one and therefore the emphasis is on generating theory 

from empirical evidence rather than testing an existing hypothesis. As 

such exploration is a key part of the research process rather than 

hypothesis testing (Alvesson & Sköldberg, 2009). Adopting an inductive 

approach presupposes that the researcher is unconstrained by existing 

frameworks, thus letting the data tell its own story (Bryman & Bell, 2007). 

However, I question how possible it is to be truly inductive as the 

researcher does not enter the field in a vacuum and is therefore inevitably 

influenced by their exposure to academic knowledge. As I stated in the 

previous chapter, my background in anthropology means that I am inclined 

to ask qualitative questions and look at the world in a specific way. 

Alvesson and Sköldberg (2009) suggest that abduction maybe seen as an 

alternative to induction. Abduction according to them is concerned with 

revealing deep structures within the patterns that one seeks within the 

data. Following an abductive approach a researcher begins with a broad 

theoretical and empirical perspective, but quickly ‘leaps into one’s own 
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empirical material’ (Alvesson & Sköldberg, 2009:58). Given that abduction 

is concerned with looking at data in unconventional ways to unearth new 

rules where existing frameworks fail to explain the discovered phenomena 

(Reichertz, 2007: 219), an abductive approach appears helpful. However, 

my main issue with adopting such a strategy is its concern with discovery 

of theory rather than the (co)construction of interpretations of reality, which 

underpins the epistemological and ontological stance that I have assumed 

here. 

Covan (2007) draws attention to the ‘legacy of multiple mentors’ of 

the grounded theory method. She refers back to C. Wright Mills’ work The 

Sociological Imagination (1959) highlighting that grounded theory (as a 

method), seeks to generate theory by observing the interplay between 

three significant dimensions, namely ‘individual biographies, history and 

social structure’ (2007: 58). The grounded theory method emerged in the 

1960s from the work of Barney Glaser, a psychologist, and Anslem 

Strauss, a sociologist, but the approach has continuously evolved and 

takes shape influenced by contemporaries. In other words, as Covan 

(2007) highlights grounded theory as it was originally conceptualised by 

Glaser and Strauss (1967), has developed significantly in varying 

directions influenced by the research traditions and practices that various 

practitioners of grounded theory bring with them. Glaser and Strauss’ 

(1967) version of the approach emerged as ‘a way of shifting researchers 

from theory directed to theory generating research using observations of 

reality to construct both meaning and theories’ (Grbich, 2007: 71). 

However, Glaser and Strauss went on to highlight fundamental 

differences in how they envisioned the approach. Where Glaser (1978) 

views the development of theory as interpretive, emergent and contextual, 

Strauss who developed his approach further with Corbin (1998) 

emphasises the mechanical and systematic process of coding. Goulding 

suggests that Strauss and Corbin’s (1998) approach overlooks ‘insightful 

meaning’ in observed phenomena that may only be discernible by allowing 
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the ‘data to tell their own story’ which is central to Glaser’s later version of 

the methodology (2002: 47). This has led to writers on grounded theory to 

initially view the approach as being divided between two versions of the 

method: the Straussian approach ‘focused on the fragmentation of a three-

stage coding process’ and the Glaserian approach that is more concerned 

with ‘field-based or hermeneutic qualitative research with lesser emphasis 

on coding’ (e.g., Grbich, 2007: 71). 

As a learner of grounded theory, I too was initially engrossed with the 

task of situating myself and my methods within the scope of these two 

approaches, but I found that although aspects of each were applicable to 

what I hoped to achieve, neither seemed to entirely fit with my aims. As a 

result of this conundrum that I found myself in, I turned to several 

alternative texts by authors such as Goulding (2002) and Charmaz (2006) 

as well as an edited volume by Bryant and Charmaz (2007b), chapters of 

which draw upon here. Charmaz (2000) in particular has suggested that 

the evolution of grounded theory has essentially led to two distinct 

approaches: positivist (i.e., assumes that the researcher is an objective 

observer and categories emerge from data) and constructivist4 (i.e., 

assumes that the researcher co-constructs data through interaction with 

those that they observe; Bryant, 2003). 

The way in which grounded theory was originally conceptualised 

(e.g., Glaser & Strauss, 1967) and its subsequent variations by these two 

proponents are primarily insufficient for the purpose of the investigation I 

present here for their lack of concern with reflexivity (Alvesson & 

Sköldberg, 2009) and positivist underpinnings (Charmaz, 2000). A process 

of analysis within grounded theory involving rigorous coding was originally 

intended to demonstrate that qualitative data analysis could be carried out 

meticulously that warranted consideration alongside those in quantitative 

traditions (Grbich, 2007). The Straussian approach to rigorous coding of 

data is an ideal example of this. Although Glaser’s approach was focused 

4 See footnote 2 in chapter four for further details 
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more on hermeneutic principles, which reflect more the approach I have 

adopted within this study, Glaser opposes constructivist notions of the 

researcher as part of the construction of reality that is being studied 

(Bryant, 2003; Glaser, 1978; Grbich, 2007). Glaser acknowledges that the 

researcher is inevitably biased, but he argues the researcher’s biases 

should be minimised and the researcher should be able to distance 

themselves from the data to conceptualise underlying patterns within the 

categories that emerge from the data (Bryant, 2003; Glaser, 1978; Grbich, 

2007). This fundamentally contradicts the approach that I advocate here, 

which as outlined in the previous chapter is premised on a hermeneutic 

and social constructionist notion that all empirical data, i.e., the social 

reality that I endeavour to observe and capture in recorded and written 

form, is a co-construction (Mruck & Mey, 2007) and essentially already the 

result of interpretation (Alvesson & Sköldberg, 2009), be it mine as a 

researcher or that of the social actors that I seek to study. 

Thus, Alvesson and Sköldberg (2009) argue that traditional 

approaches to developing grounded theory are detached from the context. 

This seems ironic, given that the aim of the method is to examine the 

interplay between persons and individuals and the environment that they 

occupy. Mruck and Mey (2007) suggest that standardization of the 

grounded theory method is highly optimistic and that instead its advantage 

should be seen in terms of its flexibility and versatility. Charmaz (2006) 

highlights that grounded theory guidlines demonstrate the steps in the 

research process, but it is up to the researcher to decide how to adopt and 

adapt these to fulfil their purpose. Naturally, the danger in adopting a 

methodological approach that is flexible is that the end result may leave 

you with a mess of data to detangle. Also having the freedom to develop 

your own adaptation also leaves you open to criticism. 

However, I have accepted the challenge and I will endeavour to 

demonstrate here how drawing on various grounded theory approaches, I 

have collected rich accounts of data using ethnography methods, from 
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which I have developed and conceptulised categories that give ‘as much 

attention to their theoretical provenance as to their empirical base’ (Dey, 

2007: 177) in order to construct grounded theory through my own ‘past 

and present involvements and interactions with people, perspectives and 

research practices’ (Charmaz, 2006: 10). 

In the section to follow I will explain the stages in which my research 

process has developed, using practical examples of some of the 

challenges I faced to address ethical concerns that arose during this 

process. 

5.4 FIELDWORK 

I started my data collection with fieldwork, which I carried out formally 

between October 2009 and April 2011. I kept a field journal recording 

observations and notes of events and encounters. Most often these were 

recorded in hindsight as most of the events and conversations that I 

wished to take note of occurred in social settings where it was impractical, 

not to mention counterproductive, to remove myself from the situation to 

take notes as I would possibly have missed some of the event itself. I 

engaged in fieldwork within my own social world. As Charmaz contends: 

‘Our respect for our research participants pervades how we collect data 

and shapes the content of our data’ (2006: 19). 

Most of my friends and acquaintances were aware that I was carrying 

out research focused on the career development of Angolans, but other 

than formal interviews, my fieldwork in the form of participant observation 

was not always overt. This led me to give considerable thought to what I 

may ethically or morally include in my field notes. Thus the field notes I 

have recorded are more concerned with constructing a picture of the 

context, rather than recording conversations concerned specifically with 

the personal lives of individuals. For example if an individual talked about 

their family during a personal conversation, I would take note of attitudes 

or cultural undertones that were evident, rather than the specific 
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circumstances or events. This process of context building also involved 

two weeks of fieldwork carried out in Angola while visiting family in July 

2010 as I will go on to demonstrate. 

Having been immersed in Angolan culture as a wife of an Angolan 

who worked for a Western MNC, an expatriate and a student of 

anthropology and international human resource management, influenced 

by my past and present experiences and interactions, I began to see 

questions emerging about how individuals from Angola, an African 

context, were experiencing international assignments and working within 

Western organisational environments. I became particularly interested 

from a cultural perspective and to see how these experiences and 

perceptions shaped the way in which they viewed their future career plans. 

This is the original premise from which this project emerged from and as is 

evident from the research themes outlined in chapter one, these initial 

concepts have gained focus since. I felt that the best way to investigate 

this further would be to capture individual narratives, biographies if you 

will, through intensive semi-structured interviewing. 

5.5 SAMPLING 

I selected the interviewees using a variation of theoretical sampling. 

Theoretical sampling does not need to be extensive, but it does need to be 

representative in a way that allows for comparison between groups and 

categories (Stern, 2007). According to Mruck and Mey (2007) sampling 

using the grounded theory method develops as you go along depending 

on the direction of theory development. The open sampling technique 

used has been largely based on convenience sampling (i.e., locating 

individuals who have experienced the kind of phenomena that the 

researcher is interested in and importantly are available; Morse, 2007) 

followed by snowball sampling (i.e., requesting introductions from initial 

participants or informants to their colleagues and friends; Morse, 2007; 

Strauss & Corbin, 1998). Within the grounded theory method convenience 
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sampling is an excellent starting point, but failing to move beyond this may 

lead to ‘premature closure’ if the researcher feels that no new concepts 

are emerging or the researcher may ‘ignore variation in experience or 

within the sample’ or ‘define the phenomenon too narrowly’ (Morse, 2007: 

235). As I will demonstrate in Stage One to follow, once I had terminated 

convenience sampling, I used a snowball technique to sample further 

participants, by requesting introductions from via an Angolan confidant, my 

husband. As I was interested in a particular phenomenon, my sampling 

was also ‘purposeful’ (Morse, 2007: 236). 

The main focus of the study is on Angolan professionals working 

within Western MNC organisational environments associated with the 

Angolan oil industry, however, spouses were interviewed where possible. 

At the time of choosing to include spouses, I felt their narratives may 

provide rich insight into the identity formation of Angolans who have grown 

up post–independence. I also anticipated that their narratives could 

contribute to building a holistic account of the socialisation experiences of 

their partners in relation to their international assignments. Spousal 

adjustment has been recorded as a contributing factor in successful 

expatriation (e.g., Richardson, 2006; Shaffer & Harrison, 2001). 

Furthermore given that the grounded theory method encourages 

comparison between data, I feel that these accounts contribute to the 

richness of the data. 

5.5.1 Sample characteristics 

In total I interviewed 24 individuals, 15 of whom were male 

professionals working within the oil industry in areas such as geology, 

engineering and finance and nine were female spouses of the 

professionals interviewed. One of the assignees interviewed was single, 

hence no partner was interviewed, two assignees had partners who were 

not Angolan and had no previous connection to Angola, and three 

spouses were not available for interview (two were living in Angola and 

one declined for unknown reasons). All male interviewees were 
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professionals with university education and working within a Western MNC 

environment associated with the oil industry. Three of the spouses had 

completed their university education and the remaining six had various 

educational and employment experiences. Given that my interest was to 

investigate the impact of international living experiences, all interviewees 

had experiences of living in the UK for one year or more, but the purposes 

of their international living varied from education, employment and to 

accompany a spouse. Out of the 24 interviewees 21 were between the 

ages of 25-35 and two interviewees were between the ages of 36-40 and 

one interviewee was between the ages of 41-49. 

All interviewees were Angolan nationals, except for one spouse, who 

was Portuguese, of Cape Verdean descent. Although the focus of the 

study is on the perspectives of Angolans, I felt that the experiences of the 

Portuguese spouse could be insightful as she shares a Portuguese 

colonial past and African heritage. At the time of writing she lives in Angola 

with her family where the family intends to settle. Given the postcolonial 

rubric, I anticipated that her experiences could be similarly applicable to 

those of the Angolan women interviewed. Drawing on her experience, 

Stern estimates that 20 to 30 interviews generally suffice to reach 

saturation of the categories (2007). A limited sample size may be criticised 

for potentially resulting in ‘skimpy data’ (Charmaz, 2006), however, I 

strongly believe that the time and effort that I have spent on establishing 

mutual respect, trust and familiarity within relationships and rapport 

between myself and the participants has led to rich accounts that 

counteract any such concerns. 

5.6 INTERVIEWING AND THE RESEARCH PROCESS 

I completed all interviews over eleven months between December 

2009 and November 2010. Before I go on to describe my iterative 

approach to interviewing and analysing over three stages, a note about 

language. 
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All participants were native Portuguese speakers and they were 

interviewed in English – their second language (occasionally using 

Portuguese phrases, spouses more so than the professionals). All the 

professionals worked in settings were English is the language of business 

and therefore I did not foresee language as a barrier to communication. 

Moreover, my ability to engage in Portuguese was sufficient to translate 

were needed. Commenting on the presence of more than one language in 

data when following grounded theory Stern contends that: ‘researchers 

need to focus on the accuracy of their discovered truth, rather than the 

less important what-did-they-say-exactly’ (2007: 119). Interviewing in 

English was not an issue as such during the data collection process, but 

as I will go on to show in the next chapter this presented an unexpected 

dilemma when presenting empirical evidence in support of my findings. 

5.6.1 Stage One 

5.6.1.1 Organising interviews 

The first 16 interviewees were initiated and organised by me with 

individuals whom I was socially acquainted with. I initially approached 

Angolans within my personal circle of friends within the Angolan expatriate 

community (i.e., convenience sampling). This group consisted of 

professionals who at the time of interview worked for MNCs associated 

with the Angolan oil industry and their spouses. Every individual whom I 

approached, consented and were interviewed. The remaining eight 

interviews were initiated by my husband on my behalf (i.e., snowball 

sampling). He sent an email to six of his Angolan colleagues (one female 

and five males). All six participants initially expressed interest and agreed 

to be contacted by me directly. The five male professionals all were 

eventually interviewed, including three of their spouses. The one female 

professional initially approached did not respond after I contacted her 

directly by email for reasons unknown although having initially consented 

to being contacted. Individual perspectives were captured through semi-
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structured interviewing only after I had obtained informed consent from the 

participants individually in accordance with the University of Bedfordshire 

guidelines on ethical research. As I approached individuals to request an 

interview, I forwarded each a copy of an information letter and informed 

consent form (Appendices A and B – slightly varying copies were provided 

for three participants who were interviewed over the phone due to 

logistical issues). Once the interview was organised, I provided a verbal 

overview of the letter before asking the participants to consent by signing, 

leaving them a copy and keeping one for myself. I conducted all interviews 

outside any organisational setting and therefore the data are not 

constrained by any formal corporate sanction (e.g., Martin, 1992). 

5.6.1.2 Interview guides and iteration of approach 

The first two couples were interviewed in December 2009. The 

original interview guide (see Appendix C) that I used to conduct the first 

four interviews was loosely structured around themes such as personal 

history, educational background, international living experiences and 

future plans, which had emerged from my initial fieldwork. Capturing 

participant experiences in these areas would enable me to gain insight into 

not only how international living experiences shape personal and 

professional development also what kind of contextual factors influence 

how careers are constructed within the Angolan context, thus enabling me 

to begin addressing the research questions that I had set. Grounded 

theory is aimed at allowing themes to emerge from the data (Charmaz, 

2006; Glaser & Strauss, 1967; Strauss & Corbin, 1998), hence the 

interview schedule was purposefully designed with open-ended questions. 

According to Charmaz (2006) intensive interviewing is about encouraging 

participants to reflect on their experiences in a manner that is often not 

done on a daily basis. Upon reviewing the recordings shortly after the first 

three interviews, I could already see exciting ideas emerge from the data. 

Although interviewing has been and insightful process, recordings have 

been at times lengthy (often up to two hours) and as a relatively 
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inexperienced researcher I spent considerable amount of time learning 

how to identify what according to Stern (2007: 118), Glaser and Strauss 

refer to as the ‘cream’ that rises to the top and eventually sticks in the 

researcher’s mind. After completing the first couple of transcriptions, 

admittedly I was rather overwhelmed. 

5.6.1.3 Analysis 

As a result of these first three interviews (one couple was interviewed 

together, as due to their schedule it was not possible to make time to 

interview separately) some expected themes that emerged included: 

education, communication, family, relationships with colleagues and line 

managers, importance of standard of living, perceived employment 

opportunities, perceptions of traditional male/female roles within the family 

and job mobility as a networked activity. Shifting perceptions of gender 

roles appeared to be linked to experiences of living in the UK and hence I 

wanted to explore this further. I thus altered the interview guide to include 

a question on experiences around gender roles within the family and made 

a note to engage the interviewees’ opinions and experiences in regards to 

the other new themes as mentioned above. Constant comparison between 

data and emergent themes is essential to the grounded theory 

development process (Charmaz, 2006; Goulding, 2002; Strauss & Corbin, 

1998) and therefore each interview situation has drawn from the previous 

interviews conducted. 

5.6.2 Stage Two 

5.6.2.1 Analysis and emergent themes 

The next four interviews were conducted in February 2010. In 

addition to similar themes that had already emerged, some new themes 

were discernible upon initial review of interview narratives. For example 

the impact of lack of career opportunities for spouses during international 

assignments was highlighted and the importance of family, shifts in 
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traditional gender roles and the role of foreign MNCs versus the national 

oil company as future employment alternatives were significantly 

reinforced within these participant narratives. 

5.6.2.2 ‘Research conversations’ 

From a reflexive point of view this second stage was significant in 

developing my own thinking and approach to this project. I found myself 

engaging in several ‘conversations’ (Warwick, 2011), which have shaped 

the development of this study. First of these ‘conversations’ that had an 

impact on the course of my data collection was an informal discussion I 

had with a senior HR manager who worked within the oil industry in April 

2010. Although race and nationality had emerged in some of the 

interviews thus far as a factor in career development related decisions, at 

this stage I had not worked with the idea in any particular detail. However, 

it emerged during this conversation that a perception appeared to exist 

within the Angolan oil sector (not entirely clear among whom) that the tone 

of one’s skin could determine the kind of opportunities that are available, 

i.e., if you are lighter skinned Angolan you would have better chances for 

career progression in foreign MNCs, but less so in the national oil 

company and if you were black Angolan the opposite would be the case. 

My intention here was not to find out whether this was true or not, but it 

was definitely a perception that I wanted to find out more about from my 

participants. Engaging corporate perspectives on an issue such as this 

unfortunately did not fall within the scope of this doctoral thesis, but would 

make a fascinating topic for future research. 

The second ‘conversation’ took place in May 2010 when I attended a 

workshop on qualitative data analysis software Nvivo 8. This allowed me 

to engage with other novice researchers as well as the experienced 

workshop leader and explore different ways of looking at my data and how 

I could begin to organise the material that I had collected thus far. I did not 

end up using the software to complete my analysis as I felt that beyond 
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the first stage of highlighting initial significant concepts, using the software 

did not allow me to visualise the data in way that I wanted. Computer 

software can assist in managing data, but the process and decisions 

within qualitative analysis are essentially ‘based in investigator-insight’ 

(Morse, 2007: 233). 

5.6.2.3 Metaphorical containers 

However, Nvivo 8 introduced the idea of thinking of emergent themes 

or categories (i.e., nodes as they are called in Nvivo) as sort of 

metaphorical containers. In other words, emergent themes/categories 

were ‘containers’ where we can deposit anything that relates to this 

‘container’. For example, I created a ‘container’ for family. As I worked 

through the interview transcripts I highlighted sections that related to 

notions or experiences of family and so forth. To begin with the 

‘containers’ that I identified contained segments of raw data in the form of 

quotes. As my interpretation of the data developed, I began to 

conceptualise different themes from the empirical material that I had 

collected, so that as I came to complete my analysis these different 

containers could also be used to organise various subthemes that 

emerged as a result of my interpretation of the empirical material (see 

Figure 5.1). 

Once I had completed all 24 interviews (see stage 3 below) this 

allowed me to come up with 48 different initial containers in which to 

organise the empirical data (see Appendix D for a complete list). In 

hindsight as my thinking developed, the items identified at this stage were 

not strictly containers, but rather a mix of containers and themes, that at 

later stages would be organised to reflect this (e.g., Figure 5.1). At this first 

stage of analysis I also noticed themes that had already emerged during 

my fieldwork that had initiated my line of enquiry as I embarked on the 

interviewing. These initial containers were identified simply by highlighting 

events, experiences, perceptions and emotions that seemed intuitively 
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significant. Hence each container attracted a considerable amount of data 

with significant overlap. Although the idea of the Nvivo is that ultimately it 

will allow you to narrow down your categories and see areas of overlap to 

highlight the relationships between the emergent themes so that they 

become theoretically useful, this is where I found that as a visual person, I 

was not able to engage with the data using Nvivo as I had hoped. So 

instead I used this idea of containers and reverted to manual sorting and 

coding working my way through interview transcripts, my field notes and 

an immense amount of post-it notes and drawing countless conceptual 

maps as I worked through the data. 

5.6.2.4 Contextualising data 

An important aspect of my study was to understand the narratives 

that I had collected as holistically as possible. If I was to address the 

research questions that I had set, I needed to understand the relationship 

between context, individual experiences and perceptions as well as be 

able to draw connections between the experiences of the participating 

individuals. I felt that although Nvivo allows you to conceptualise 

relationships between different participant narratives, individual context 

was lost, at least to me. Mruck and Mey (2007) highlight that within 

reflexive research the context of the interview situation is often lost in the 

analysis. For the purposes of my investigation I felt understanding that the 

participant narratives were told in a specific place at a specific time is an 

important factor in seeing the conclusions that are ultimately drawn as 

valid and useful. To record this these contextual factors, I kept record of 

not only when and where the interview took place, but also of at what 

stages in their careers interviewees were at, the number and nature of the 

organisations they worked for in the present and past, how old they were, 

whether they had family and at what stage in their international 

assignment they were in at the time of interview. 
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An essential part of grounded theory is memo-taking (Charmaz, 

2006; Stern, 2007) as it allows you to track the advancement of your 

theory. Memos should be recorded throughout the research process from 

collection to analysis (Stern, 2007). In addition to the manual notes that I 

recorded, I also kept a research diary to trace back how my thinking has 

shifted during the research process. This has been an essential part of my 

reflexive approach as well as key to the development of substantive 

grounded theory (Morse, 2007; Mruck & Mey, 2007; Reichertz, 2007; 

Stern, 2007). Memo-taking and keeping a research diary bring together 

the data and my feelings towards it. As a result is a co-construction of the 

experienced and perceived reality that eventually useful theory will arise 

from. 

5.6.2.5 Interviewing spouses 

It is also at this stage in June 2010 having conducted four of the nine 

interviews with spouses that I began to question what kind of contribution 

the data from spousal interviews could actually make. As I initially 

reviewed my interview material I was unable to see many significant 

relationships emerging and felt rather frustrated. In hindsight I realise this 

was not because they were not there, but rather that without further data 

to compare them with I was unable to understand the significance of what 

I had captured. I also found the interviews with spouses to be much 

shorter than I expected and the interview situations to be more restrained. 

I perceived myself as having more in common with the female spouses 

(being a woman, an expatriate wife of an Angolan professional and a 

mother) than the male professionals and thus thought this would work to 

my advantage. However the opposite seemed to be true and I found that 

the spouses as a group either had less to say or were less willing to share 

their experiences with me. There could be a number of reasons this: a 

perceived language barrier or the presence of their husbands in some 

instances (due to the language barrier), my identity as a white European, 
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my role as a professional or perhaps I had not managed to establish 

adequate trust and familiarity. 

However, given that I had started the endeavour I decided to 

continue with the interviews that I had at this point started arranging. As it 

turned out that once I had completed my data collection, I was able to look 

at the wider picture and the first four narratives of spouses that I had 

captured ended up being the most insightful, albeit perhaps not as 

insightful as most of the interview material derived from the interviewees 

with the professionals. As Morse points out that researchers also sample 

their data since not all data are equal – some stories are simply ‘better 

illustrations, or better descriptions than others’ (Morse, 2007: 243). This 

reflects the iterative nature of the grounded theory method and the 

advantage of having a flexible methodology that allows you to work with 

the data throughout the research process. 

5.6.2.6 Collecting data in Angola 

In July 2010 I visited Angola for two weeks, during which time I took 

the opportunity to collect data which has contributed to context building. In 

particular I was able to collect more information about salary levels in 

other sectors to develop a more holistic picture of the oil industry in 

comparison and contributed to my findings about the importance of socio-

economic factors as well as observe behaviour that reinforced my 

perceptions of prominent cultural values. Although I had been to Angola 

before, being immersed in my research enabled me to look at what I 

observed from alternative perspectives. 

5.6.3 Stage Three 

5.6.3.1 Widening my sample 

Reflecting on data collected during my trip to Angola and from 

interviews to date, in August 2010 I made the decision to widen my 
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sample, feeling confident that this would allow for better comparison which 

grounded theory method encourages (Charmaz, 2006; Glaser & Strauss, 

1967; Strauss & Corbin, 1998). Given that my field of study was largely 

defined by my own social world, the first nine interviewees were all 

associated with one large organisation. As I worked with the data and 

began to see different categories emerge, I felt that further insight from 

individuals who may work within alternative Western MNC settings can 

potentially add to my findings. The findings at that point suggested that the 

propositions that I was exploring could potentially be applied to and 

complemented by the experiences of Angolans, who have been exposed 

to the UK environment not only through assignments, but through 

education and who are working within oil companies that are inherently 

Western. I therefore approached three friends through a social networking 

site who attended university in the UK, and were now employed by 

Western MNCs, who agreed to be interviewed (via telephone). This 

proved to be a fruitful endeavour and has led to some excellent insight into 

the impact of international exposure on experiences and perceptions of 

career development in the Angolan context. 

5.6.3.2 Transcribing 

During this third stage I completed the remaining interviews and 

finished the transcription process. All interviews were recorded and then 

transcribed using intelligent verbatim (i.e., omitting utterances such as 

‘uhm’, ‘you know’ etc.). Since my analysis was concerned with emergent 

themes and relationships between concepts, the way in which individuals 

used language was not of concern here as it would be in discourse 

analysis for example. In the context of grounded theory, Covan recalls her 

teacher Strauss arguing that analysing data from verbatim is not 

necessarily needed emphasising that ‘if something were important, we 

would see it or hear it again’ (Covan, 2007: 69). True or not, my analysis 

of the data is not concerned with how language is used within interaction 

(e.g., discourse analysis; Bryman & Bell, 2007), but rather what is being 
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communicated and from a methodological point of view given the reflexive 

approach I have adopted, the context of the communication is also of 

interest. 

5.7 COMPLETING DATA ANALYSIS 

5.7.1 Constructing ‘containers’ 

I went on to complete the initial analysis of interview transcripts that I 

had started during the second stage of data collection identifying what I 

conceived as containers to sort the empirical data into (see Appendix D). 

Around the seventeenth interview transcript, I could see increasingly 

similar themes occurring and by the time I had finished the first phase of 

analysis (see Figure 5.1 below) having worked through all interview 

transcripts and field notes no new themes were discernible to me and I felt 

confident that the data had reached saturation. 
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PHASE 1 

48 INITIAL CONTAINERS 
(SEE APPENDIX 5) 

PHASE 2 

EVENTS / EXPERIENCES 

EXPATRIATION 

REPATRIATION 

INT. LIVING 

UPBRINGING 

EDUCATION 

EMPLOYMENT 

PHASE 2 

EMOTIONS 

USED 

ENTICED 

CONTENTMENT 

SATISFACTION 

DISSAPOINTMENT 

HAPPINESS 

FRUSTRATION 

SADNESS 

SURPRISE 

CONFLICT 

CONTRADICTION 

RESIGNATION 

HOPE 

OPTIMISM 

EXPECTATION /
ANTICIPATION (POSITIVE &

NEGATIVE) 
SKEPTICISM 

DETERMINATION 

LOYALTY 

TRUST 

EXPOSURE 

PHASE 3 

CONCCEPTUAL MAPPING TO IDENTIFY RELATIONSHIPS 
BETWEEN THEMES IDENTIFIED IN PHASE 2 

PHASE 2 

CONCEPTS 

CONTEXTS: SOCIO-
ECONOMIC, POLITICAL, 

HISTORICAL AND CULTURAL 

FAMILY 

EDUCATION 

EMPLOYMENT 
RELATIONSHIPS 

CAREER PATHS 

CAREER DECISIONS 

CAREER OPPORTUNITIES 

JOB MOBILITY 

NETWORKING 

COMMUNICATION 

NATIONALITY 

RACE 

ETHNICITY 

ANGOLANISATION 

SOCIAL RESPONSIBILITY 

STEREOTYPING 

WAR 

INFRSTRUCTURE 

Figure 5.1 Data analysis: process of interpretation 
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The containers/themes identified in the first phase of my analysis 

were the result of reading through the interview narratives and highlighting 

sections that broadly related to the phenomena that I was interested in 

(i.e., international living, careers and contexts) as defined by my research 

questions and the research themes I set out to explore. As a result, I was 

still left with a vast amount of data to interpret and manage. 

As I moved on to the second phase of my analysis, the containers 

that I had thus far identified gained focus and were subject to considerable 

revision. As result of this process of interpretation I organised the data into 

three broad containers: 1) events/experiences; 2) emotions; and 3) 

concepts, in which I then ‘deposited’ the themes that had emerged from 

the data. In this sense themes may also be viewed as ‘sub-containers’ of 

the main containers were empirical data is deposited. These containers 

and themes may be viewed as broadly as substantive in that they refer to 

empirical substance of the research material (similalrly to substantive 

coding of Glaser, 1978). 

In the third phase, exploring the different segments of text organised 

according to themes, I then identified areas of overlap to identify 

relationships between experiences/events, emotions and concepts. I used 

conceptual mapping as a flexible way of structuring relationships between 

these various elements (Charmaz, 2006; Dey, 2007) i.e., events, 

experiences, emotions and concepts. I was interested in ‘commonalities 

and differences between incidents’ and by engaging in such comparison 

the intention was to reveal, what Kelle refers to as ‘two kinds of theoretical 

properties: possible sets of subcategories [i.e., themes or ‘sub-container’] 

of a given category [i.e., container], and relations to the other categories 

[i.e., categories and themes]’ (Kelle, 2007: 196). For example, several 

similar themes appear in different containers (i.e., one segment of text 

from interview transcript has been deposited into more than one container 

under more than one theme). For example, this is evident with family and 

upbringing or employment and employment relationships to name a 
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couple. In fact, an overwhelming number of themes within the ‘concept’ 

container where linked to experiences of upbringing (in terms of impact of 

family), education and employment. The themes within the ‘emotions’ 

container in turn characterised the nature of these relationships. This 

suggested to me that family/upbringing, education and employment are 

significant concepts in how career development in the Angolan context 

and warranted further exploration . 

5.7.2 Theoretical sensitivity and inductive interpretation 

In order to develop categories within grounded theory, theoretical 

sensitivity is needed. Glaser and Strauss (1967) unfortunately are 

somewhat vague as to how they envisioned theoretical sensitivity in their 

original work and indeed diverged in their opinions significantly in later 

years. From my review of grounded theory literature (Bringer, Johnston, & 

Brackenridge, 2004; Bringer, Johnston, & Brackenridge, 2006; Bryant & 

Charmaz, 2007a; Charmaz, 2006; Covan, 2007; Dey, 2007; Glaser, 1978; 

Glaser & Strauss, 1967; Goulding, 2002; Grbich, 2007; Holton, 2007; 

Kelle, 2007; Morse, 2007; Mruck & Mey, 2007; Reichertz, 2007; Stern, 

2007; Strauss & Corbin, 1998; Timmermans & Tavory, 2007), I have 

deduced that theoretical sensitivity relates to the notion of inductivity, as in 

that theory should emerge from empirical data and not be forced 

according to or contaminated by existing conceptual frameworks. 

However, in tandem with Kelle’s observation, researchers need 

conceptual frameworks or ‘lenses’ to ‘observe and describe meaningful 

events’ (2007: 197). For example some of the containers and themes 

highlighted in Figure 5.1 have emerged unanticipated, but others such as 

international living, expatriation, employment and career decisions to 

name a few, have inevitably been predefined by the nature of enquiry. As 

these themes are relatively descriptive, they may be considered as limited 

in their own right and thus theoretical sensitivity and an open mind is 

needed in conceptualising what has taken place, why and how it was 
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experienced, i.e., exploring the relationships between all the containers 

and themes. 

In order to make these substantive containers and themes 

meaningful, theoretical categories (referred to an containers and themes in 

the context of this research) need to be established (similarly to theoretical 

codes of Glaser, 1978). Theoretical categories are generally born from a 

much wider epistemological lens and as a result are much more abstract 

concepts (Glaser, 1978; Kelle, 2007). Reflecting the theoretical and 

philosophical underpinnings of this study described in previous chapters, 

the broader theoretical themes that in my interpretation tie the various 

substantive containers and themes together relate to notions perception, 

structure and agency. 

However, the emergence of significant theoretical themes should not 

be mistaken for the development of some kind of grand theory. Indeed, my 

contribution here is to substantive theory premised on the understanding 

that I make no claims to universalisms. The purpose of the substantive 

contribution to theory that I have developed here, as I envision it, is to offer 

alterative perspectives when attempting to make sense of how individuals 

from Angola perceive themselves, others and their environment in relation 

to their careers. As a result, I have envisioned a new framework based on 

core concepts such as family, education, employment grounded in 

empirical evidence that may be considered useful in making sense of how 

individuals an African country context experience their career 

development. The nature of this specific contribution will be the subject of 

chapter seven as I discuss my findings in relation to existing literature. 

Before I move on to the next chapter and explain my findings, to conclude 

I will summarise the potential limitations of the research methods adopted 

and highlight additional concerns. 
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Peculiarities of the research process 

In organising interviews I have sought to minimise distractions, such 

as bringing my husband or daughter with me despite the invitations, it has 

not always been possible. Indeed, my interview experiences have been 

varied, ranging from interviewing people in their homes over cups of 

coffee, dinner and lunch, in a restaurant over drinks and in my own home 

having cooked dinner as a thank you (and since the interviewee was a 

man living on his own, I suspect it would have been considered 

inappropriate for me to go to his house on my own given social 

conventions in Angolan society). 

Needless to say, that more often than not, I found myself in 

interesting situations that highlight the complexities and sometimes 

peculiarities of doing qualitative research. For example, for the first 

interview I had arranged to come to the house of the couple with the 

intention of interviewing the husband first and then his wife. When I 

showed up in the pouring rain at the agreed time, no one was home. He 

appeared twenty minutes late, having called to apologise for his tardiness. 

We then sat down at the kitchen table surrounded by an immense amount 

of stuff, including several microwaves and a bathtub. They were preparing 

to repatriate and the movers were coming the next day to pack all that 

they had bought in preparation for their move back home. Afterwards I 

interviewed his wife as she fed her baby and I, whilst attempting to ask 

questions and listen, simultaneously entertained their older daughter by 

drawing with her. 

Although engaging with my interviewees in such social situations has been 

challenging at times, it has also been a way for me to attempt to create 

‘non-hierarchical relationship[s]’ (Mills, Bonner, & Francis, 2006: 10) in 

interview situations, which aligns with constructionist approaches to 

grounded theory (even though as I pointed out in the previous chapter 

according to some postcolonialists, e.g., Smith, it is questionable whether 
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such equality is ever achievable). Ethnography is often opportunistic and 

as researchers we collect and record what we can when we can 

(Hammersley & Atkinson, 1995) in sometimes peculiar situations. 

5.8 RESEARCH LIMITATIONS AND TRIANGULATION 

In addition to the concerns that have already been highlighted in the 

preceding chapter, one the major concerns with any piece of qualitative 

research is perceived intrusion of subjectivity (Bryman & Bell, 2007). Given 

the epistemological and ontological underpinnings of this study, 

subjectivity is inevitable. As Denzin and Lincoln point out: ‘Objective reality 

can never be captured. We know a thing only through its representations’ 

(2008: 7). I have sought to address this inevitable subjectivity by adopting 

a reflexive methodology (Alvesson & Sköldberg, 2009) and demonstrating 

transparency (Bryman & Bell, 2007) in my actions and processes. The 

purpose here has been to capture rich narratives and theorise 

substantively from such empirical evidence to develop alternative ways of 

looking at phenomena. 

One of the limitations of the grounded theory approach and reflexive 

research, is that each interview situation is unique and a snapshot in a 

specific time and place, so even if you interview the same person twice 

about the same topic it is highly likely to result in different kind of data 

(Mruck & Mey, 2007). For example, one interviewee I had also interviewed 

for a previous project looking at cultural adjustment. As I interviewed her 

for the second time I entered the interview situation with expectations. 

However some of the issues I expected her to talk about did not arise at 

all. Familiarity with your interviewees may also mean that some things may 

be left unsaid between the researcher and the interviewee as the 

interviewee may assume that the researcher is already familiar with their 

story. An interview that I conducted with a close friend for example was 

rather awkward because over the course of our friendship we had 
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discussed so many issues already that the interview felt like we were 

simply repeating previous conversations for the sake of the recorder. 

Issues around validity and reliability are always of concern within 

academic research, but perhaps harder to justify within research that is 

underpinned by interpretivism rather than positivism. Moreover, given the 

relatively small sample size and particularist focus on a single industry 

within this study, concerns relating to validity and reliability are 

understandable. However, the value of this study stems from rich 

narratives captures and significant effort has been made to triangulate the 

findings via ‘research conversations’ with informants and industry 

professionals. According to Denzin and Lincoln ‘Triangulation is not a tool 

or a strategy for validation, but an alternative to validation’ (2008: 7). In 

this context, Denzin and Lincoln (2008) are referring to the way in which 

qualitative research is multimethod in focus (Flick, 2002). Collecting data 

by interviewing, through participant observation and then subsequently 

engaging in various ‘research conversations’ (Warwick, 2011) with 

confidants and professionals who have related experiences I have sought 

to triangulate my data. Through continuous conversations with people that 

have not necessarily formally contributed to this study, but have expertise 

and experience of the phenomena that I am investigating I have sought to 

sound out my thoughts and interpretations as they developed during the 

course of this study by ‘putting them out there’ in social settings with 

Angolans to engage their feedback to my interpretations. In the context of 

my intercultural consultancy work, I have been alert to the perceptions of 

my non-Angolan clients, many of whom have considerable experience 

working with Angolan professionals in the oil industry to highlight any 

contradictions or affirmations of my findings. 

One of my concerns, which may be also perceived as a limitation of 

this study is its focus on a single sector. I had a particularly insightful 

conversation with a highly experienced HR professional who had worked 

in Angola in a non-oil related industry that I had become acquainted with 
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via a professional networking site for our shared passion of Angola. His 

experiences were clearly from a very different industry, yet the way in 

which he articulated his perceptions were very much in tandem with the 

conclusions that I have drawn. This suggests that the way in which I have 

come to interpret the data, has potential wider relevance. I make no claims 

that the conclusions I have drawn in this thesis can be generalised or 

replicated universally (Bryman & Bell, 2007). However, they do offer an 

alternative perspective when looking at career development in African 

contexts that is based on rigorous and credible empirical researched. 

My intention here has not been to follow an ‘exact technique in order 

to specify concepts’ but rather to ‘create sensitizing concepts that 

stimulate [me] to perceive new relations, perspectives and world views’ 

(Alvesson & Sköldberg, 2009: 55). As Alvesson and Sköldberg (2009) 

point out that it is not perhaps helpful to talk of ‘verification’ or ‘testing’ 

within grounded theory, even if Glaser and Strauss (1967) did envision this 

as part of theory generation, but look at the grounded theory in terms of its 

application. Indeed Geertz also rejects the idea of verification when it 

comes to ‘soft science and suggests that ‘appraisal’ of our work is more 

helpful (1973: 16). He contends: 

‘It is not against a body of uninterpreted data, radically thinned 

descriptions, that we must measure the cogency of our explications, 

but against the power of scientific imagination to bring us into touch 

with lives of strangers’ (Geertz, 1973: 16). 

5.9 CONCLUDING REMARKS 

In this chapter I have explained how I have gone about collecting rich 

data using ethnographic fieldwork and interviewing. I have also explained 

how inspired by constructionist approaches to grounded theory in 

iteratively collecting and interpreting the intriguing narratives I have arrived 

at substantive conclusions about how individuals construct their careers. I 
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As always, there are always lessons to be learnt about things that 

could have been done differently. For me in terms of managing data, I was 

rather overwhelmed by the amount of data to emerge from each interview 

situation. The relatively unstructured and informal approach I adopted in 

interviewing served well to unearth incredible stories and rich data. 

However, as I discovered transcription and their analysis was very time 

consuming. Moreover, I found it too easy to get carried away with the 

momentum of the narratives and refocusing back to the original research 

aims that I had set out to fulfil and the research themes that I had set out 

to explore was challenging. In future, I will not underestimate the benefits 

of a more structured approach and will endeavour to find a better medium. 
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CHAPTER SIX 

RESEARCH FINDINGS 

What this study has revealed is that ultimately career development, 

like my research journey, is about reconciling aspirations and dreams with 

reality and with what is perceived possible. I started out wanting to 

discover how the Angolan context, both structural and cultural, influences 

the way in which individuals working for Western multinational companies 

(MNCs) in the oil industry perceive their own career development and 

identify what have been some of the key factors that have impacted on the 

decisions they have made. I was particularly interested in learning about 

the experiences associated with international living and how such 

experiences may have influenced these career development experiences. 

6.1 CHAPTER SUMMARY AND INTRODUCTORY COMMENTS 

Drawing on the conceptual underpinnings centred on postcolonial 

and indeed postmodern perspectives outlined in previous chapters, I have 

made sense of the data and organised my findings in a particular way. 

Addressing the first research question I set out in chapter one, the 

empirical data captured reiterates the influence of micro and macro 

structures (see Figure 3.1) on individual career construction and highlights 

the importance of understanding how these structures relate to one 

another. The way in which I have conceptualised the data and emergent 

conclusions are illustrated as occupying one of three spheres i.e., social 

worlds in the walk of life where experiences take place and shape how 

individuals envision their career paths: family, education and employment 

(see Figure 6.1). These spheres may be viewed as micro structures (i.e., 
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the institution of family, educational institutions and work organisations) 

that form the immediate environment in which careers are formed and 

developed as highlighted in chapter three. These micro structures are in 

turn shaped by broader macro structures such as political, historical, 

socio-economic and cultural environments. The influence of micro and 

macro structures on individual career construction have been highlighted 

as significant within existing career theory, however, the way in which the 

role of family underpins career construction and is manifested as an 

impacting element within the narratives captured here offers unique insight 

how careers are shaped in the African context of Angola. 

Therefore, reflecting the preliminary conceptual framework introduced in 

chapter three (see Figure 3.1) this chapter is structured in principal 

according to the core micro structures that shape individual career 

experiences, perceptions and aspirations defined here as family, 

education and employment. The broader political, historical, cultural and 

socio-economic environments (i.e., macro structures) underpin and shape 

the way in which careers are formed within the context of these micro 

environments and therefore findings illustrating the influence of these 

macro environments will be discussed within the context of these micro 

structures. 

1. 
FAMILY 

2. 
EDUCATION 

3. 
EMPLOYMENT 

Figure 6.1 Core micro structures within which careers are constructed in 

the Angolan context 
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The institution of family, as both a sphere in which people are 

socialised into the values and norms that shape their identity as individuals 

and within collectives and as a motivational factor that drives career 

related decisions, is evidenced as a significant factor in the career 

development of Angolans interviewed, it seems the most logical point to 

begin. Reflecting the brief outline of the findings I have presented above, I 

will then move on to present the findings in relation to the educational 

sphere and explain how the socio-economic context in particular and 

cultural dimensions such as hierarchy have shaped participant 

experiences of education. I will then move on to the third sphere of 

employment and examine participant perceptions and experiences of 

working in Western MNCs and what role wider national political and MNC 

corporate agendas have played on participant experiences. 

To address the second research question I set in chapter one, I will 

present the findings relating to international living experiences in the 

context of both education and employment, but are discussed in greater 

detail in the latter. Experiences of international living are inherently linked 

to education and employment experiences in the context of this research 

and therefore need to be discussed in tandem. 

Before I go on to discuss the findings in detail, in the next few 

paragraphs I will summarise the main findings. 

The data captured suggests that for the Angolans interviewed, first 

and foremost, the welfare of their families was the most significant priority, 

followed by their personal welfare. ‘Welfare’ in the Angolan context is 

largely linked to ‘social conditions’ (standard of living) as described by 

interviewees, i.e., access to adequate housing, energy, water, education 

and transport. The reasons why providing for one’s family and ensuring 

their wellbeing by improving their ‘social conditions’ is considered so 

important in Angola are deeply rooted in cultural values and the socio-

economic context, which in turn has been shaped by a legacy of 
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Portuguese colonialism, politics and war. The desire and sense of 

responsibility to contribute to the welfare of one’s family therefore induces 

a need to succeed in education and employment. Family therefore not 

only provides a structure, an environment, which informs the early 

socialisation experiences that shape career aspirations and decisions, but 

the need to provide for one’s family is also a significant motivational factor 

for career development (see Figure 6.2). 

Education and employment are not motivating factors in the same 

sense as family. Instead the educational and employment spheres, 

experiences within a collection of various institutional environments, may 

be viewed as means to an end (i.e., the welfare of one’s family). They are 

‘stops’ en route. It is evident from the data that education is perceived as 

the most valuable means of achieving the kind of future employment 

opportunities that can enable the fulfilment of individual responsibilities 

towards ones family. Career success in both education and employment 

are therefore seen as necessities, but the desire for status within a highly 

hierarchical society appears also important. Professional and personal 

development appears to be more a means of achieving status, providing a 

‘better life’ for one’s family as well as contributing the development of 

Angola on a national or community level, rather than a goal independent 

of the wider context. 

The Angolan professionals interviewed were in agreement that the 

opportunity to gain knowledge, develop their technical and language skills 

as well as exposure to networks and HQ operations were key components 

of professional development within multinational organisations. However, 

narratives also revealed that international living experiences (for education 

or on assignment) in the context of this study should be considered 

influential. For some participants international living experiences were 

considered to be imposed upon them as part of a wider political and 

corporate agenda, but for several interviewees international living was 

seen an opportunity, a motivational factor within their career development. 
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However, significantly it is also evident from narratives that exposure 

to new social and organisational environments shapes career aspirations 

and expectations of the Angolan individuals interviewed in ways that 

maybe not be reconcilable with the reality of wider national and corporate 

agendas resulting in feelings of cynicism, scepticism and unfulfilled 

dreams. Some narratives tell a story of inner conflict; individuals torn 

between aspirations of international careers, the possibility of being able 

offer one’s family stability, comfort and security in the developed world and 

a sense of responsibility towards one’s country and it’s much needed 

development. Several individuals expressed that they have not only an 

opportunity, but also a responsibility to contribute to the development of 

their country by sharing the skills and knowledge they have gained. In 

addition to family, this sense of social responsibility appears to be a 

significant motivational factor in the repatriation of Angolans interviewed. 

A further note I wish to make relates to the quotes presented in this 

chapter to illustrate the conclusions that I have come to. An argument can 

be made (and indeed often is) to say that direct participant accounts 

should be presented as they were originally conveyed to minimise the 

perceived intrusion of the researcher’s own biases. Particularly given the 

postcolonial dimension of this study, I wrote the first draft of this chapter 

strongly believing that by presenting participant narratives as they were 

told to me was morally and ethically the right thing to do, if I were to 

attempt to represent what may be considered the ‘Other’ given my position 

as a Western researcher. 

However, as I completed the first draft I asked a confidant of mine, 

an Angolan professional also, but one who I had not interviewed to read it 

so that I could sound out the conclusions that I had come to. On the whole 

he did not seem to have qualms about my findings, but to my surprise he 

was somewhat horrified that I had not ‘tidied up’ the quotes that I had 
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included into grammatically correct English. He felt that the individuals 

who had shared their experiences with me did so to convey their ideas 

and had they known that I would present them as speaking anything but 

grammatically correct English, they would most likely be offended and 

possibly have chosen to do so in their native Portuguese. 

Although I was initially very surprised as I truly believed I was doing 

the right thing, the more about it I could see his point. After all, one of the 

main reasons I feel inhibited to speak other languages (such as 

Portuguese) is because I fear I am not able to express myself and my 

ideas succinctly or fluently in a way that reflects my actual understanding 

and knowledge. This is ironic as I truly believe that what is important is the 

ability to communicate regardless of the level of fluency. This belief has 

also made me to an extent deaf to the way in which individuals speak any 

language as long as I understand. When spoken word is transcribed to 

text, these differences tend to become more prominent. Contextual factors 

that nuance the communication are not evident to an outside audience in 

the same way that they were for the interviewee or the interviewer when 

the communication took place. Although contextual factors such as the 

relationship between the interviewees and I has played a significant role in 

the kind of access I have managed to gain, it does not have role in the 

language or words that were used to tell their stories. 

I was so immersed in the narratives that I found it difficult to detach 

myself from the nuances that to me brought the interview transcript to life, 

thus blinding myself from the possible interpretations others may have. 

Furthermore, as the participants are all part of our social circle, I feel I 

have a moral and ethical responsibility to do their experiences and 

thoughts justice. Therefore, the some quotes presented in this chapter, 

where needed have been grammatically corrected. Given that the act of 

transcription in itself; the choices that are made about punctuation etc. 

means that the transcript itself is already to a degree ‘interpreted’ and as 

already evident from the previous chapter I am not concerned with 
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discourse analysis here, grammatical correction of quotes used here 

should not detract from their value. 

6.2 FAMILY 

The concept of family in Angolan culture is a broad one. Family is 

not defined in terms of partner and children or parents and siblings. 

Instead cousins, aunts and uncles, even individuals with no biological ties 

have equal importance within the family dynamic. In other words, family is 

not determined by biology alone, but by the relationships one establishes. 

The nature of one’s relationships is reflected in terms used to describe and 

refer to one another. It is common for biological first cousins to be referred 

to as brothers and sisters, likewise distant relatives become cousins, or 

aunties and uncles and all elders in the family can be referred to as 

grandmother or grandfather. For example, following my husband’s lead, I 

call both my husband’s biological mother and stepmother, mãe (mother). 

Family is rooted in a sense of collectivism and importance is placed 

on maintaining relationships in your community. Identity in Angola appears 

to be defined in relation to collectives. Inherently an individual does not 

exist in a silo independently, but rather in relation to others. It is evident 

from both my experiences of participant observation and the narratives 

that I collected that family brings mutual expectations, obligations and 

responsibility. 

The welfare of one’s family appears to be a primary goal in life for 

the individuals interviewed, which is made possible through successful 

personal and professional development. So beginning with the family 

environments in which the participating individuals were brought up, 

narratives indicate that paths to career development begin with the values 

perpetuated within the home. The influence that parents and elders 

appear to have in shaping individual experiences and perceptions is 

significant from a cultural perspective, but also very much linked to the 

structural environment in which they exist as I will illustrate in the section 
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to follow. Narratives suggest that family as an impacting factor on career 

construction in the Angolan context is twofold (see Figure 6.2). 

Environment in 
which individual 

grows up 

AND 

New formations in 
later life 

FAMILY 
WELFARE AS 
MOTIVATOR 

Cultural Values 

E.g. Collectivism, 
interpdependence,
social confirmity,

obligation,
responsibility,

hierarchy 

Challenging
Socio-economic 

Environment 

e.g. Lack of 
consistent access 

to basic amenities , 
poor infrastructure,
lack of educational 

resources 

Figure 6.2 The role of family in shaping career construction in the Angolan 

context 

6.2.1 Upbringing, values and the family environment: Cultural 
perspectives 

Parents and elders are highly respected within Angolan society and 

their opinion bears significant weight for those they seek to guide. The 

data suggests that the role of elders is an essential component of the 

social structure of society and the care and guidance that is given by 

parents also implies a sense of obligation to reciprocate later in life. The 

role of elders as advisors and as key figures in maintaining social 

cohesiveness is particularly evident in educational decisions, which I will 

explore further in the next section. The sense of social and financial 

responsibility for one’s family appears to be inherent, assumed and 

unquestioned. Although the participating individuals clearly displayed 

121 



         

  

       

        

            

           

         

         

         

         

           

  

          

     

        

          

          

           

          

   

           

             

            

        

       

         

            

          

       

personal career aspirations, it is evident that these are interlinked with 

wider family responsibilities. 

This notion of obligation and responsibility toward ones family is 

reflected in several participant narratives. For example one participant, 

who did not have his own family (i.e., wife and children) at the time of 

interview explained to me that being the youngest child in his family (his 

elder sisters also had successful careers) he felt less pressured financially 

and therefore felt that he was free to make decisions about his career 

based on what he wanted without having to consider the needs of a 

partner or children. However he also explained that as his older brother 

was unable to work due to a disability, he felt he had a responsibility 

towards his family as a man. 

There seems to be a real pressure on many Angolans who are now 

successful in their careers (e.g., professionals with employment in 

industries like the oil and gas sector) and perceived comparatively as 

‘wealthy’ by their extended families, to not only provide financial support 

(e.g., school fees, books, clothing etc.) for extended family, but often there 

is also an expectation that they to take in younger relatives to live with 

them. For example one participant reflected on the notion of entitlement 

within the Angolan family dynamic: 

‘... people in Angola, family in particular, they feel that if you are my 

sister, if you have an apple it means that I’m entitled to your apple as 

well and you need to share that with me... People in Africa - if you 

live in better conditions - they will all come to your house.’ 

Individuals, particularly those who have been living abroad 

anticipate this expectation to be one of the major challenges when they 

return. A participant who had been living outside of Angola for over a 

decade for example explained how he viewed the expectations of his 

family using a metaphor of a sinking boat: 
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‘They [relatives] will stay in your boat until you sink. That’s the aim. If 

the boat is still steady they will go away until you start sinking... 

There are lots of things that I’m not… I’m different now...’ 

However, it is clear that escaping these responsibilities is not really 

considered an option. Instead individuals must develop strategies that will 

not only enable them to cope with the pressures and expectations placed 

upon them, but also will benefit their families in the long run. The same 

participant who had been away from Angola for over a decade told me: 

‘… I will tell them [his siblings] that children need to learn and the 

experiences they are having is a ‘school’ for them [the children of his 

siblings] . They will teach their children something and they cannot 

run away from that. The children need to grow up and they need to 

understand the conditions they live in. They shouldn’t fight for that -

they should fight for better... So they will stay in my house for couple 

of days, but they have to return to their families, to their parents. The 

children cannot be separated from their parents just because they 

don’t have what I have. They need to respect their parents and they 

have to be there... They have to agree. What do you think: is that a 

selfish position?’ 

He explained that he had a meeting with his family to discuss his 

return to Angola and he explained: 

‘...I told them: “you are my brothers and you’ve got children and you 

are responsible for your children... This is the way that European 

people are used to. And my wife is European and she will think the 

same way. It doesn’t mean that you are not allowed to come to my 

house and stay one day or one week, but don’t take for granted that 

you are now going to be living in my house. I have my own family as 

well... As part my strategy I will help all of them to balance their 

standard of living. I’m going to develop a family business in order to 
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increase their standard of living to be similar to mine, so they won’t 

really have the need come to me and stay in my house’. 

In other words, individuals having been abroad have developed 

boundaries, which contradict the inherent social structure of Angolan 

society. However, there is also a sincere appreciation, empathy and 

understanding based on first hand experiences of what it means to live in 

Angola and the challenges that the environment poses. As a result 

individuals often feel torn between individual desire and the collective 

good. The standard of life in Angola and the way in which it influences 

family structures and dynamics can be traced back to Angola’s history of 

colonial and civil war as I will explore in the section to follow.------

6.2.2 Family structures and identities: Impact of political, historical 
and socio-economic context 

The importance that is placed on family welfare is very much 

influenced by the challenging socio-economic environment and poor 

infrastructure (e.g., poor energy and water provision, cramped housing, 

poor road conditions, lack of medical services and poor educational 

resources) with no social welfare system to rely on. The legacy of a 

colonial war from 1961 till independence was declared in 1975 and a 

subsequent civil war until 2002 implies that success in life has to a large 

degree been equated with day to day survival, at least within the 

environment in which all of the participating individuals grew up. The 

interviewees all come from slightly varying socio-economic backgrounds, 

some slightly better off than others, but all existing within the same 

situation touched by the same environmental difficulties like the 

destruction and deterioration left behind by the war that has surrounded 

them since they made their way into this world. None of the interviewees 

explicitly described themselves or their parents as having financial wealth. 

Several individuals on the other hand did refer to the poverty in which they 

grew up in and the need to contribute financially to the welfare of their 

family. 
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From my experience of Angolan culture it is very difficult to 

determine ‘real’ financial wealth that people may or may not possess. 

From the many ‘confessions’ I have witnessed over the years, image is an 

important component of social life in urban cities like Luanda. There 

seems to be a sentiment that one should reflect their wealth in their 

appearance, whether it is by the car one drives or the clothes one wears. 

What is of importance is not always real wealth, but perceived wealth. So 

in terms of my interviewees, I listened to their stories and picking up 

nuances like where their parents were from, or what they did for a living, 

and combining it with my knowledge of the Angolan context, I attempted to 

piece together picture of the individuals that had agreed to share their 

experiences with me. What seemed evident to me was that most of the 

interviewees, although now maybe argued to represent the small, but 

growing middle class of Angolans, did not start out that way, but rather 

have climbed their way up the social ladder by hard work and 

determination. 

The data suggests that the socio-economic and political 

background of one’s family does impact the kind of opportunities 

perceived as available by the interviewees. First, several interviewees 

described how they felt that their options were restricted and shaped by 

financial circumstances in which they lived. For example one interviewee 

talked about his intentions after finishing high school: 

‘I was looking for a job really. I was still thinking about going to 

university, but because of a couple of things that happened to my 

family, by then I felt that the biggest priority was to find a job to help 

my mum, brother and sister, the family. Especially [because] from my 

mum’s side I’m the oldest one’ 

Second, several interviewees described political connections within 

their families (of their fathers), which appear to have been an impacting 

factor in the participants life experiences and in some cases particularly 
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relevant for educational opportunities, which I will discuss in more detail in 

the section to follow. The Angolan civil war and accompanying politics has 

also influenced the life experiences of all the interviewees as it has 

inevitably shaped the environment into which they were born and in which 

they have been brought up in. Especially individuals who were not 

originally from the capital, Luanda, described how they had come to the 

city, some with their families, others alone to escape the war in other parts 

of the country. I have encountered heart breaking stories of perseverance 

and separation told now calmly, almost as if it were simply the course of 

life. As my husband once pointed out to me, if in Angola one were to start 

thinking too much about such things, by Western standards the whole 

nation would be made up of individuals with post-traumatic stress disorder. 

So there is little point in dwelling over the past and one must just get on 

with life the best they can. 

From my experience and observation of Angolans in and out of 

Angola, my husband’s sentiments characterise Angolan mentality towards 

the past quite poignantly. It is not to say that the past does not matter nor 

that is has had no influence, quite the opposite. But rather, from the stories 

that I have encountered about the Portuguese or the war, an absence of 

bitterness is notable and instead people seem to accept this rather more 

simply as the course of life. Even for the individuals who have grown up in 

the capital considered a ‘safe haven’, instability (political and financial) and 

the vast gaps in the country’s infrastructure appear to be concrete factors 

in determining life priorities for participating individuals. 

In terms of family structure and life experiences, war and politics 

has had a significant impact for three interviewees in particular. One 

individual told me how his father had to flee Angola when he was young as 

his father left the leading political party to join an opposition party. 

Although his father later returned to Angola, the interviewee’s family 

structure changed as a consequence and he describes many the values 

that he now holds as ones that were passed on to him by his mother and 
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stepfather. Similarly, another interviewee spent a significant part of his life 

in Nigeria as his father, now deceased also belonged to what the he 

described as a ‘guerrilla’ movement, one of the two main parties opposing 

Angola’s leading party in government. 

Many Angolan friends and family that I have, have a story of 

separation to tell (whether they choose to tell it is another matter), of family 

left behind as they were sent to Luanda or places such as Cuba to study 

and to escape the war. As such, the way in which individuals value and 

view family is inevitably forever shaped by their experiences. Although on 

the whole individuals interviewed either did not express concern or did not 

consider another war a real threat and explained that it did not play any 

role in their plans for the future, one interviewee, a close friend who had 

fled from her home town in central Angola with her parents merely days 

before it was largely destroyed and leaving behind family, felt otherwise. 

She expressed uncertainty about the future of her country and that she felt 

afraid, not so much for herself, but for her children. As a consequence one 

of her priorities was to ensure financial security, a good education and a 

decent standard of living for her children and be prepared to flee if things 

go ‘wrong’ in Angola. She explained that she does not want to be 

pessimistic, but as she closely follows how here country develops, she 

can’t help but feel that she needs to be prepared for every eventuality. 

6.2.3 Post-colonial identity: urban perspectives 

Narratives as well as data collected through participant observation 

suggest that the legacy of Portuguese colonialism has influenced urban 

Angolan identity on an individual level, but in relation to collectives such as 

family. My encounters with Angolans suggest that urban Angolan identity, 

customs and culture is an intertwined amalgamation of what may be 

considered indigenous Angolan and those that may be seen as 

Portuguese. Data that I have collected through participant observation in 

particular, but also supported by interview data suggests on that Angolans 

have a strong sense of national identity; a sense of self deeply rooted in 
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Angolan soil, but also some practices and values that urban Angolans 

have appear to be more Western, or Portuguese than what may be 

considered indigenous African (by Angolans themselves). Yet, if asked to 

describe Angolan culture, black, mixed race and white Angolans alike 

describe a hybrid of practices, customs and values. They tell a story of the 

sensual rhythms of Angolan kizomba and the urban beats of kuduro, 

candonqueiro drivers with overloaded blue and white minivans manically 

making their way through the streets, tastes of Angolan beans and funge, 

of ladies carrying babies on their backs and bread on their heads, of belief 

in witchcraft and superstition and a society structured on inherent 

hierarchy in a place where Angolan time means urgency has little value 

and everyone knows their neighbours (for good or bad), even in a city of 

nearly five million people like Luanda. They tell a story of corruption and 

nepotism, of obligation, loyalty, hope, faith and fate. On the other hand 

urban Luanda, is about success and image, about expensive cars, 

Western designer clothes, restaurants that serve foreign food, movie 

theatres and clubs, shopping centres and supermarkets full of imported 

food, a material world that is equated with success even by those that 

cannot afford it, in a country where Portuguese is the lingua franca and 

Catholicism brought by the Portuguese continues to dominate and shape 

customs today. 

Angolan identity does not appear to be an exclusive identity, quite 

the opposite. It seems that ‘being Angolan’ is equally about parental 

heritage and the culture they have assumed as it is about being born in 

Angola and thus being forever tied to the land. Both are not necessarily 

required. Although examples are many, the story of one Angolan individual 

who shared his experiences with me reflects this diversity well. He is very 

light skinned, what many Angolans would consider white. He describes his 

mother as Portuguese who came to Angola as a child, and his father as an 

Angolan, an Ovimbundo, of a Portuguese father and an Angolan mother. 

He speaks only Portuguese and described himself as Angolan. As he was 

growing up he did not feel that Portuguese culture was a particularly 
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explicit influence in his life. As he returned from studying abroad, he felt 

that things had changed in Angola as a result of a political shift: 

‘...When I grew up there was communism, so everyone had the same 

opportunities. When communism ended we started seeing very rich 

people and very poor people. I think that, in a sense, people looked 

at the rich as people who had more opportunities, and who mostly 

had European influences, and racism increased...’ 

The participant described his return to Angola and how he began to 

identify more with his Portuguese heritage. 

‘...I felt that we experienced some racism in South Africa and when I 

came back to Angola I felt that my country is going through the same 

route as South Africa, which was very sad to me. At that time I 

probably started connecting a bit more with Portuguese culture. And 

it is a bit funny because sometimes I don’t feel like I belong to either 

place, because when I go to Portugal my accent is not Portuguese, 

so they will notice I’m not Portuguese. When I am in Angola people 

look at me and they don’t believe I’m Angolan …’ 

In my experience it is not uncommon to find Angolans who hold 

Portuguese passports due their parents or grandparents nationality, nor is 

it uncommon to find Angolans who have spent majority if not all of their 

lives in Portugal, but yet identify themselves as Angolan. 

The remnants of Portuguese colonialism are possibly most evident in 

the dominance of Portuguese as the official national language and as 

lingua franca over indigenous languages. Angola has hundreds of different 

dialects and several main indigenous languages. However, all the 

participants explained that they primarily only spoke Portuguese. Several 

interviewees explained that at the time when they were growing up (post-

independence), speaking indigenous languages was equated with being 

uneducated and peasantry, to quote two interviewees: 
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‘Angola has really a big problem in terms of national languages, 

because it’s not really common in Angola, especially in Luanda. It’s 

not common for young people to speak national languages.’ 

‘If you are well educated you are not supposed to talk or teach your 

child these national languages... This is what the Portuguese taught 

us.’ 

A small minority told me that they were able to understand the 

languages of their parents and perhaps speak on a very basic level. 

Another interviewee explained how during Portuguese colonialism fluency 

in Portuguese was equated with successful assimilation. Successful 

assimilation in this sense was in turn associated with being ‘smart’ and 

‘intelligent’. 

Another interviewee explained why he thought he was not taught the 

indigenous languages that his parents spoke: 

‘... I think I was born during an interesting time: independence. The 

country was going through a lot of changes quite rapidly and 

probably, I cannot guarantee this, but probably the reason me and 

many others don’t speak the language is because my parents had 

the perception that I would be better off speaking Portuguese, or 

being fluent in Portuguese rather than being distracted by a language 

that was considered indigenous and thus inferior. That was certainly 

a view that many people held at the time’. 

Although several interviewees referred to regional differences 

across Angola in attitudes towards indigenous languages (e.g., people 

from the north of Angola, like the Bakongo have retained their indigenous 

language more than those in the south of Angola or Luanda, which was 

described as a ‘melting pot’), all the interviewees from a range of regions 

with distinct ethno-linguistic backgrounds gave similar reasons for the 

dominance of the Portuguese language within their homes. It was 
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suggested by one individual that since in Angola people from different 

ethno-linguistic groups have mixed readily, many families are ethnically 

and linguistically diverse and for the sake of unity Portuguese was 

language common to all and thus the easiest form of communication. As 

one interviewee reflected on his own multilingual family where three 

European languages are spoken noted: 

‘These are the sort of things that don’t really happen in Angola, 

because they [Angolans] come from different tribes so the common 

language is Portuguese.’ 

Anecdotal evidence of wider institutional policy towards languages 

in Angola suggests that Portuguese was adopted as an official language 

at the time of independence for this very same reason, to unify rather than 

divide people. This sentiment is supported by interviewee perceptions. To 

quote one individual who reflected on Portuguese as lingua franca: 

‘... I think it’s a good thing what is happening in Angola. In the past 

we used to have more divisions... but now we are seen as Angolans, 

as just one nation.’ 

Although all individuals when questioned expressed some degree 

of sadness or regret at their inability to speak indigenous languages, I was 

left with the impression that it was perhaps considered unfortunate, but not 

an outrage in any sense. Nor was it perceived to have any significant 

material impact on their lives, or somehow detrimental to their sense of 

identity as Angolans and definitely of no importance to their career 

development. Narratives do suggest that Portuguese language ability has 

traditionally been considered a prerequisite for career success and access 

to educational opportunities and thus encouraged by elders in the home. 

The notion of language skills, in this case English, was also 

associated with career success in the oil and gas industry by several 

interviewees, which I will discuss in more detail when I present the findings 
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relating to the sphere of employment and discuss the role international 

assignments in shaping participant aspirations and experiences in more 

detail. 

The pressure and desire to contribute to one’s family’s overall 

welfare appears to be a considerable motivating factor for Angolan 

professionals interviewed and is certainly supported by my observations 

within a wider Angolan community. Education as already mentioned is 

then perceived as the means to fulfilling both personal and professional 

aspirations as well as a way of meeting social and financial expectations, 

set by family. In the next section I will therefore explore interviewee 

experiences and aspirations within the sphere of education. 

6.3 EDUCATION 

In this section I will present the findings that reveal how interviewee 

experiences in education and the decisions they have taken in relation to 

their education have been shaped by macro structures that make up 

Angolan cultural socio-economic, historical and political contexts. I will 

demonstrate that cultural values, particularly respect for elders (as I’ve 

already alluded) and hierarchy, also play a significant role in the decision 

making process within the educational sphere. Finally I will present the 

findings relating to the impact of international educational experiences on 

career development experiences, suggesting that such experiences have 

had a profound impact on the aspirations of Angolan professionals 

exposed to international environments during their higher education. 
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EDUCATION: 
ASPIRATIONS, 

DECISIONS, 
OPPORTUNITIES 

Influence  of family and 
elders (cultural values:

hierarchy) 

Poor socio-economic 
infrastructure (lack of

resources and 
opportunities) 

International education 
(exposure to alternative
perspectives, networks 

and career 
opportunities, personal

development) 

Figure 6.3 Factors influencing educational choices and experiences 

Before proceeding I will provide some background to put the 

findings presented here into context. Out of the 24 interviewees (nine 

spouses and 15 professionals working in the oil and gas industry) eight 

interviewees obtained their undergraduate degrees in Angola (one of 

whom also completed a postgraduate degree in the UK), three in the UK, 

two in Cuba, three in South Africa, one in Portugal, one in Nigeria (this 

individual also has a doctorate from a UK university). Three of the 24 of 

interviewees (one spouse and two professionals working in the oil and gas 

industry) have experiences of higher education in more than one country. 

(e.g., Angola and UK, UK and France and Nigeria and UK). The remaining 

six interviewees were female spouses who had not completed university. 

All six spouses interviewed who had not completed university expressed 

desire to either continue the studies they had interrupted to come on 

assignment with their husbands or start university studies when they 

repatriate to Angola. However, they also expressed desire to start their 

own businesses, but the subject of either endeavour seemed vague at 

best in most cases. After close analysis of these six interview transcripts I 

was left unclear as to what exactly these individuals hoped to do in terms 
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of their own personal career development. However it seemed evident that 

it was important to each of these individuals to apply themselves to 

something in addition to being a wife and mother. 

Education in the Angolan context is highly valued and is seen as 

key to building a better life and successful career. The notion of education 

as a route to a more successful life in the Angolan context seems to be 

rooted in the upbringing and values derived from the family environment 

as much as it is in the wider socio-economic context that appears to place 

significant pressure on individuals to succeed in improving their physical 

living environment. The key to succeeding in life and having the ability and 

opportunity provide for one’s family appears to be through education and 

thus great emphasis appears to be placed on education within the home. 

Interviewees explained very similarly, to quote two individuals: 

‘...they [parents] saw education as the only way to have a prosperous 

future.’ 

‘...My parents, my mum and my stepfather, who was a father to me, 

really encouraged me or us, all five of us, to embrace the books and 

study. I remember my father used to say that the wealth of the poor 

is knowledge’ 

Moreover, narratives reveal stories of perseverance in an 

educational system and infrastructure that is severely lacking in resources; 

both in terms of facilities as well as qualified teachers. They also reveal 

stories of triumph, success and camaraderie among fellow students as 

well as exposure to a whole new world and access to networks tinged with 

a somewhat bitter realisation that reconciliation of dreams and reality is 

perhaps more challenging than expected. 

6.3.1 Defined by context: Aspirations, decisions and opportunities 
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Narratives reveal that education is not considered choice as such, 

nor is the subject that one ends up studying. It seems that education in 

itself is perceived to a large extent the only choice and all decisions made 

by individuals and their parents appear to be geared towards making 

education a possibility. In Angola this means sometimes sending children 

to other provinces or even to another country such as Cuba (as was the 

case for two interviewees) at a relatively young age to secure an 

opportunity for secondary education. Educational opportunities therefore 

are also related to networks of family and friends who are in a position to 

enable individuals to study by helping them obtain a place to study or by 

providing a place to stay and care for such young adults away from their 

parents. 

The choice of discipline at entry to university is not therefore 

chosen based on individual likes and dislikes as such. In the Angolan 

context discipline choice appears to be about necessity, available 

opportunities and often influenced by guidance from elders. For some it is 

about taking the first educational opportunity that comes along, whether 

made accessible through entrance exams or a family member that is 

connected and able to ‘open a door’ or financially enable education. As 

one female interviewee (a spouse) explained she had wanted to study 

journalism and ended up studying social sciences which led her to law 

through an opportunity made accessible through family connections: 

‘I did social sciences, because it was really difficult to get into 

colleges... Basically I didn’t have a choice. I wanted to study 

journalism, because I like to speak, but I didn’t make it. It was really 

difficult and they were asking for a lot of money and my mum didn’t 

have it. So I went to this school because my uncle knew the director 

and he helped me get into this particular school.’ 

Another interviewee working in finance in the oil industry described 

how a relative who was also an accounting teacher made him an offer: 
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‘...I have an aunt, she’s an accounting teacher and she was my first 

accounting teacher. She was the one who asked me: “Do you want 

to go and see the school where I teach?” So I went and I liked the 

school.’ 

In addition to the general encouragement towards education, 

interviewees described how their educational choices had been guided by 

their elders. When asked how they came to choose their discipline one 

individual told me: 

‘It was accidentally. My intention was to become a doctor or an 

economist. Then I went to the economy college, but they were not 

open… so I bumped into my teacher on the street and he asked: 

“[name omitted] where are you going to continue your studies?” and I 

said: “I’m going to study economics”. He said: “Economics? You are 

a good student, so you have to go and do engineering. If you are a 

really good student you should go to study engineering to see if you 

are strong”. So I took that into consideration and I went to study 

electrical…’ 

Another interviewee described how as he was faced with the choice 

of selecting a discipline he wrote to his brother to ask for guidance. His 

brother suggested geology as ‘very good’ option and he agreed. 

The significance of the oil industry within the broader economic 

context and the need for structural development on a national level as a 

consequence of the war were also highlighted by several interviewees as 

motivating factors in their discipline choice since both were seen as factors 

which would increase employment opportunities in the future. For example 

one interviewee explained how he had wanted to study civil construction 

because Angola would eventually need reconstruction on a large scale 

and thus this area would be likely to provide employment opportunities. 

Growing up it was not his ‘intention to go and study abroad’. However, he 

found studying and living in Luanda with limited financial means, long 

136 



      

         

           

           

       

       

         

          

   

         

      

         

          

          

      

         

          

        

         

            

         

           

      

         

          

        

      

          

          

           

journeys to school and poor educational facilities and resources 

challenging and therefore he began to look for scholarship opportunities 

abroad. This ultimately led him to change his discipline; a change that was 

dictated by necessity rather than desire. He described how he felt that 

studying in an Angolan university could ‘detrimental to one’s career’ 

because of the lack of teachers and facilities such as laboratories. He 

pointed out that success in his studies in Angola was unlikely if one cannot 

carry out the necessary work due to the physical facilities simply not being 

available. He went on: 

‘So that’s how my mindset started changing and I started looking for 

these opportunities [scholarships abroad]. In fact, during my last year 

of high school I was already very active in searching for these kinds 

of opportunities… And then my brother got a scholarship, so that was 

already a point of reference for me. I already knew that they do the 

selection process between this and this time, so I was already 

waiting for the next one and that’s how it came across.’ 

The impact of the Angolan context, the time and situation is 

particularly relevant in the following passage from another individual’s 

interview transcript. The interviewee is one of eight children and his father 

is a driver and mother is a housewife. Now working for a large MNC as an 

engineer, having studied first in Angola and then completing his university 

studies in the UK after receiving a scholarship, he tells a story of many 

challenges, success, realisations, disappointments that have shaped his 

path to date. The following passage conveys the individual’s position as an 

eldest child in his family and it also characterises the experienced reality of 

living in Angola and the kind of opportunities participating individuals 

perceived as possible, albeit expressed in distinct words. 

‘...When we finished [industrial school] I wasn’t supposed to go to 

university, because at that time it was getting hard to pay for my 

schooling… the situation had changed a lot and there was a new 
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government, new things. Democracy – whatever you call it – came 

along and things got quite tough back home... I was the oldest one 

and I was the one that managed to get to that point so I was more on 

my own, because my parents had to deal with my brothers and help 

them... Financially things were not so good... When I finished college 

my intention was to start working... Then because of the time [war] 

my options were either to stop working and go to war and be a 

soldier or avoid being a soldier by going to university. So when this 

option [joining the army] was given – it was not given – there was no 

option... At that time when you’re 18 you only got excused from 

joining the army if you were at university, I had to change my plans 

again and I went straight to apply for university...’ 

Other interviewees who related further education to avoiding 

subscription to the Angolan army, or ‘avoiding the war’, were individuals 

who studied in Cuba. It was explained to me that during the war, children, 

mainly sons in their teenage years, of families with some link to the 

Angolan government were sent to study in Cuba as part of an agreement 

between the Cuban and Angolan governments. The subjects individuals 

would study were determined by previous grades and government officials 

who determined what professions were anticipated to be useful for future 

national development in Angola. The pupils worked as part of agricultural 

projects among other things during their studies and lived in purpose built 

accommodation with other fellow Angolans and students of other African 

nationalities and as well Chinese students, I was told. When asked about 

his parents’ attitude towards education one of the two interviewees replied: 

‘There was no choice. They [parents] were worried about me going 

out anywhere. [They said]: “just go”, because otherwise they will 

catch me an take me to the army’ 

He was only 14 years old when he left for Cuba on his own and 

describes his time in Cuba as the best part of his life that equipped him 
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with skills to culturally adapt, perseverance and work ethic. Both Angolans 

interviewed who completed their high school and university studies in 

Cuba spoke fondly of their time in the country and friends who had 

become family. Likewise, they spoke of the challenges that they faced 

when returning to Angola after over a decade in Cuba, with little family and 

no work to return to. 

Another interviewee explained how growing up he had always 

wanted to be an archaeologist. He talked passionately about his 

fascination with the past and ‘the thrill of discovery’ he imagined 

archaeology was about. He described how had been surrounded by books 

in the home that he grew up and how reading about the rest of the world 

had opened up a whole new world to him. He told me: 

‘...I think through those books and through those films I was able to 

understand and to know that there is much more than I was given. I 

think it all came together when I realised that after all we are not the 

same and I have to sort myself out. But I have this huge fascination 

for the past, to uncover these stories, to go back and understand not 

only how people lived, but how animals lived.’ 

However, in Angola at the time in the mid 1990’s it was not possible 

to study archaeology at university level, so he had to compromise and 

applied to the only public university in Luanda to study geology. His 

expectations and subsequent experiences of university life were stark 

contrasts to each other. He had embarked on university life with what he 

described to be ‘a romantic view’, but like others interviewed the hardship 

reality of university life was quite to the contrary, plagued by hierarchical 

attitudes of teachers, lack of resources and poor facilities. He told me: 

‘...it was difficult because we had strikes all the way through and 

revision of the curriculum... And some of these real world scenarios 

started to come into play and that romantic view of a university life 

style was not there. The university was full of very old, very angry 
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and stressed people. That was not what I was expecting to find and 

the teachers weren’t very pleasant towards newcomers.’ 

This participant, like others interviewed and individuals whom I have 

interacted with during the course of my fieldwork perceived the Angolan 

educational system to be tough and challenging for several reasons: 1) 

many of the teachers were not qualified teachers, but rather industry 

professionals who were often perceived to lack commitment to teaching; 

2) books that were in English, when English was not taught at university 

nor was it a prerequisite to university entry; and 3) teachers whose jobs 

were characterised as set to test you, to fail you rather than encourage 

you to succeed. Another participant like the participant quoted above, both 

of whom studied in Luanda’s only public university explained: 

‘I had a few good ones [teachers], but most of them were bad. As I 

said, they’re not teachers by trade, they are just there to make 

money and most of them were bad because of that. They don’t teach 

you because they love teaching. …A lot of Angolan students who 

went to university in my time, I think are really heroes, because 

students did a lot of learning by themselves. Obviously teachers -

even when we have bad ones - always teach you something, which 

is good… I met a lot of students better than my teachers.’ 

Naturally narratives also revealed exceptions to these and several 

participants also had fond memories of teachers who had a positive 

impact on their educational experiences, but on the whole the Angolan 

educational system was perceived to be one that required both 

perseverance and dedication, an inevitable and necessary hurdle that 

must be crossed. 
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6.3.2 Beyond education: Transitions, possibilities and perceptions of 
employment 

University was also equated by one interviewee with access to 

networks within the oil and gas industry that enabled him to meet 

professionals who worked within the industry in which he later sought 

employment. Although this idea was only voiced by one interviewee, 

cross-examining the interview transcripts and career paths shows that he 

alongside two colleagues, whom I also interviewed, attended the same 

university during a similar time period and were colleagues and share 

almost identical career paths starting with one US MNC, moving to another 

and finally all three ending up working at the same British MNC. 

Interestingly this same individual explained how after graduation he had 

approached the national oil company (NOC) for a job, but was essentially 

told that if he was not ‘connected’ (i.e., referred - not necessarily 

recommended - by someone who has influence in the company) he had 

very little hope of getting a job. I will return to interviewee perceptions of 

the NOC and of MNCs when I begin to explore the findings relating to 

experiences and perceptions within the employment sphere. 

Similarities can be detected in the movement of individuals between 

companies within the oil industry (for example all but one graduate of an 

Angolan university were employed in at least one US MNC - some in two -

before moving to a British MNC), however interview data does not indicate 

that any of these employment opportunities were explicitly obtained 

through ‘connections’, but rather by submitting CV’s to the companies in 

question. Likewise the four interviewees who graduated from UK and 

Portuguese universities described their entry to companies within the oil 

industry upon graduation as possible by ‘sending out CV’s’ and no 

comments were made to imply that they had connections with any 

influence within the companies that they applied for. Only one interviewee 

working in the oil industry and one spouse who worked prior to coming on 

assignment to the UK, explicitly described that they had obtained their first 
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employment out of university through ‘connections’. This suggests that the 

way in which individuals transition from education to employment and 

establish their working careers within the context of MNCs operating in the 

Angolan context may be networked in the sense that people move in 

similar patterns and thus know each other, but is not necessarily as 

‘nepotistic’ as perceived in more traditional Angolan organisational 

contexts. 

Another three interviewees also revealed that they had each hoped 

to go on to develop academic careers after their studies. Although each of 

the three participants experiences are uniquely nuanced, essentially each 

chose to pursue careers in a sector that was seen as more profitable, i.e., 

the oil and gas industry, due to the perceived poor pay and ‘social 

conditions’ of academic staff at the time. One of the three interviewees 

described his love of teaching and how he reluctantly chose to pursue a 

career as a geologist in a MNC after a promised scholarship for doctoral 

studies failed to materialise and the pressure of a young family took its toll. 

He also explained that seeing his fellow classmates who had entered 

employment in the oil and gas industry making money and ‘changing their 

lifestyles’ was a motivational factor in his career decision. Another of the 

three participants who had plans to study pedagogy at university 

explained: 

‘At that time [early 1990’s] teacher’s wages were very low and when I 

finished [studying] and started teaching, just to give you an idea, I 

was being paid $50 [USD] per month. That’s very difficult. So I asked 

myself: Will I do pedagogy at university? No way. That’s when 

decided to try to do engineering.’ 

Almost a decade later in 2002, the third interviewee expressed a very 

similar sentiment, but also pointed out that now the government is 

investing more into higher education and salaries are getting better. 

142 



           

            

         

   

           

         

        

            

  

    

     

     

     

         

       

      

       

         

            

          

         

      

       

          

         

       

        

          

          

‘...At that time in Angola being a teacher or an academic at university 

was just about the title... I just thought I don’t want to be like this: 

people call you Doctor but in terms of your social conditions 

[materially], life is not improving...’ 

Although as empirical data that I will present in the remaining part of 

this chapter will show, status is important in the Angolan context and can 

be considered a motivational factor in career decisions, status does not 

appear to be sufficient on its own, if it does not lead to an improved 

standard of living. 

6.3.3 International living: Discovery of possibilities 

It is evident from individual narratives that experiences of 

international education have significantly influenced interviewee 

perspectives and aspirations and consequent career choices. This is 

evident in the narratives of each of the individuals who have educational 

experiences abroad, but particularly obvious in the narratives of the three 

individuals who completed their undergraduate degrees in UK universities 

enabled by scholarships. All three narratives share common features such 

as challenges arising from being separated from family for the first time, 

learning to cope with a new environment, a new culture and adapting to 

new ways of learning in a foreign language within an academic 

environment that seemed inherently different from the one they had 

experienced thus far. Separation from family was also theme that emerged 

from other narratives as was learning to cope with new environments and 

cultures. 

What seemed striking to me was the passion with which the three 

individuals who had completed their degrees in the UK spoke about the 

impact of their experiences and the consequent realisations about their 

future prospects. Each narrative conveyed a sentiment that such 

international exposure opened up a world of possibilities, only to realise 

that the possibilities that were presented to them may be unobtainable due 
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to complex dynamics of broader political factors (i.e., Angolanisation, 

which I will elaborate on shortly). This notion of being exposed to and 

enticed by opportunities previously perhaps unfathomed is one that is 

more evident in subsequent employment experiences of these three 

individuals, but also evident in the narratives of individuals exposed to new 

environments through international assignments within employment as I 

will come to demonstrate in the next section. 

One interviewee described his time in the UK as a ‘life changing 

experience’. Another participant told me about his experiences of 

separation from family and coping with life outside the societal structure 

that he and his fellow Angolans were accustomed to: 

‘Leaving Angola, leaving my family behind, my friends, my country, 

which when I was there I didn’t think were so important for me, made 

such a big difference in my life... Coming to the UK really made me 

realise how much I care for all the things I left behind. There were a 

couple of other challenges as well once I came here: different 

culture, structure and attitudes in terms of government, society and 

organisation as well as different food and weather. Also having to live 

with other Angolan guys coming from different backgrounds and 

different kind of education in terms their values and family... I didn’t 

think that was going to be too challenging, but in a way it was. We 

were all free. There was nobody here to look after us or say... So if 

someone wanted to do something there wasn’t much I could do in 

order to change this person’s attitude... And that was a new 

experience, because I never really lived with other people away from 

my family. I always had my family around and it was always a family 

controlled environment, where I was boss because I was the eldest 

and I had to look after the younger ones...’ 

If I think back to the time that this interviewee is referring to, having 

been friends with him then already as well as several other Angolans (who 
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have not participated in this study), including my husband, the sense of 

freedom and the different reactions to it described by this individual was 

something I noticed then too. From my observations and experiences, the 

pressure to conform to societal norms of what is considered appropriate 

behaviour in a given situation or relationship appears immense in the 

Angolan context. It seems inevitable then that when the constraints of 

societal norms are removed or indeed changed, it is bound to impact the 

kind of experiences one has in many and sometimes conflicting ways. 

Another interviewee summed up his experience as follows: 

‘It was my first time ever out of the country [Angola]... In general I 

would say it was a very good experience, one that really changed me 

in different ways: the way I deal with things and the way I react. It 

made me quite an independent guy. So yes, it was a good 

experience.’ 

In addition to the day to day living experiences, the third interviewee 

described how exposure to knowledge and access to people in the 

industry during his time at university in the UK has shaped his aspirations 

and opinions of employment prospects. He explained: 

‘Initially in the situation I was in, the whole Angola thing, difficulties, 

poverty… the NOC was a good option, like a dream for most people.’ 

He went on to explain how his perceptions began to change as his 

experiences and knowledge about the NOC and foreign MNCs operating 

in the oil industry broadened during his time in the UK. He explained: 

‘It’s when we got to [the UK] and you start getting to know people in 

the oil sector, you start learning things about the oil industry and then 

you start re-evaluating… You start setting different kinds of goals. 

And that’s when it started to become clearer and clearer that with the 
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information that I had, it would be - with my attitude, me as a person -

probably a difficult match. Me and the NOC.’ 

6.4 EMPLOYMENT 

The data indicates that values shaped by the Angolan structural 

and cultural context, inherent in the institution of the family and 

experiences of education are antecedents of career development within 

the employment sphere. Although the welfare of one’s family appears to 

remain a main priority, several other motivational factors and contextual 

influences come to play here that shape interviewee experiences of career 

development and indeed their job mobility within the industry. Although the 

findings suggest that culturally rooted values such as loyalty, desire for 

status and importance of family and relationships play a role in shaping 

career related decisions and aspirations of the Angolans professionals 

interviewed, contextual factors such as organisational culture and 

structure as well as corporate context shaped by broader political agendas 

emerged as more significant influences within the sphere of employment 

experiences. 

Figure 6.4 Key factors that influence career construction in employment 
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The first part of this section is intended to further address the first 

research question set out in chapter one in examining what types of 

contextual factors influence career development experiences, perceptions, 

decisions and aspirations or professional Angolans. I will begin by 

presenting the findings relating to the perceptions participants held of the 

complex relationship between foreign MNCs and government policy of 

Angolanisation and what this was inferred to mean for their career 

development prospects of Angolan professionals within the oil and gas 

industry. Second, I will explore how stereotyping within the MNC 

organisational environment has shaped employment experiences. Third, I 

will focus on perceptions of foreign MNCs and experiences of working 

within MNC settings and juxtapose these with perceptions of the NOC as 

an alternative career setting. Within this context I will examine what role 

relationships and networks play in the mobility of professionals interviewed 

and the importance placed on availability of learning and development 

opportunities. The final section of this chapter will be dedicated to 

exploring the findings in relation the impact of international assignments 

on career aspirations and decisions, which is aimed at addressing the 

second research questions set out in chapter one. 

One final note about terminology: the 15 professionals interviewed, 

combined had experiences of working within British, US and French MNC 

settings and two professionals were revealed also to have experiences of 

working in the Angolan NOC in addition to experiences of working in US 

MNCs. Therefore, I will continue to use the term ‘MNC’ to refer to all three 

Western organisational settings inclusively. ‘MNC X’ and ‘MNC Z’ and so 

forth with will be used when more than one MNC is referred to in one 

quote. All professionals had either lived in the UK for educational purposes 

or on international assignment. 

6.4.1 MNCs and the politics of Angolanisation 

Both my own observations as well as narratives reveal that foreign 

MNC operations in Angola are perceived to be determined by the broader 
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political agenda perpetuated by the Angolan government and the NOC. 

The government’s nationalisation agenda is perceived to place significant 

pressure on MNCs to invest in the recruitment and development of local 

technical and managerial talent. The NOC and government (the two 

seemingly used somewhat interchangeably by interviewees) are perceived 

to hold power over MNCs. Narratives suggest that it is in the interest of 

foreign MNCs to maintain good relationships with the Angolan 

government. Opinions and experiences of Angolanisation are twofold: on 

one hand it is perceived to place Angolans in an advantageous positions 

in terms of promotion and accelerated development opportunities, thus 

adding value to them, but on the other hand the opportunities Angolans 

are perceived to have available to them in a global context are limited 

because of the very same agenda. Narratives implied that Angolans are 

perceived to be developed solely for Angolan operations. According to 

interviewee interpretations of the context, foreign MNCs must be seen to 

comply with terms set by the Angolan government to develop and recruit 

Angolan nationals at professional and management level and therefore the 

goal of MNCs is ultimately to have skilled and experienced Angolans in 

Angola, rather than develop them for international operations. 

All the interviewees recognised that the value of this national effort 

in principle and generally agreed that professional and managerial 

positions should indeed be filled by Angolans and not expatriates. 

However, Angolanisation on a conceptual level was seen by and large as 

positive, but the implementation on a practical level within MNCs was 

perceived to be fraught with problems resulting in feelings of cynicism and 

scepticism. The way in which MNCs are perceived and experienced to 

respond to Angolanisation has clearly impacted perceived career 

prospects and the kinds of career decisions individuals envision 

themselves making in the future. As one interviewee described his 

experience of working with an oil and gas service company in the UK as a 

graduate and why he sought new employment: 
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‘During my time there, I would have to say I always did my best. I 

was always available and from the feedback I got from my manager 

– line manager – was that I was doing a great job. But a few things 

that happen in between, I think, mainly being a graduate, one of the 

main reasons that really made me move was a problem I had with 

the HR department over there [UK] and their attempts to show the 

Angolan government that they have [Angolan employees]. While I 

was an engineer working for them they kind of tried to push me too 

quickly into returning to Luanda. I felt that the whole thing was 

handled very badly by the HR department, which I felt was a very 

unprofessional and bad treatment on their part. So at that moment I 

realised that maybe I was being used. As for the HR management, I 

was just a number to them.’ 

The participant left the company for another large MNC, resigned to 

feeling that regardless of the company there was a high likelihood that as 

an Angolan professional in the oil industry his path would lead back to 

Luanda. 

As a result, reflecting what seems like a very practical approach to 

career development already evident in educational decisions, there seems 

to be a certain acceptance that Angolans are developed differently, to a 

different purpose and have different opportunities available from Western 

counterparts within Western MNCs. On one had this was experienced as a 

restriction and seen negatively, but on the other it was also seen to add 

value to Angolans and their skills as individuals felt that they were 

competing in a ‘smaller pool’ of talent that in an environment that favoured 

local talent over foreign talent, at least in terms of recruitment and 

development. It was seen as advantageous to be Angolan within this job 

market. For example one interviewee, who was working in the UK at the 

time of the interview told me: 
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‘Of course I’m over here and I’m getting the whole working 

experience and the more I get, the better... In Angola I’ll be even 

more valued.’ 

Although perceived differences in available opportunities (positive 

and negative) were echoed in all narratives, the three individuals who had 

completed their degrees in the UK in particular expressed strong feelings 

about this and felt that as Angolans the opportunities that were available to 

them were different than for their Western colleagues. The following 

passage from one individual’s interview transcript captures several of 

these sentiments poignantly: 

‘…This is a decision [Angolanisation] that has been made by the 

government and has been imposed on the international oil 

companies. They [government] don’t want the international oil 

companies to keep on having only decisions made by people who 

are foreigners. They want nationals to be involved in decision 

making. They want posts with responsibilities to be filled by nationals 

and that’s where these differences start. Then of course what I’ve 

been told is that you can have a semi-international career, in MNC X 

at least. I’ve been told that the best you can do is one post in Angola, 

then one post outside, then one post in Angola and keep on doing 

that. That is as international a career as you can dream of having. 

And that will be based on your competencies, on the potential that 

you demonstrate... there are very few people who manage to have 

that kind of a career.’ 

When I asked how it made him feel to realise that the image he had 

when joining his current employer, a MNC, did not quite match the reality 

he encountered, he replied: 

‘At that point it was disappointing for me as that’s not what I would 

have necessarily liked it to be. I want to know that I have the same 

opportunities that for example my flat mates with whom I did the 
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Masters with have... Then when you start working, when things go 

completely differently just because you are Angolan... If you don’t 

think about the country and the strategy of the government, it can be 

a bit frustrating... especially if that is not what you want for your 

career. So it is frustrating in that sense, but at the same time when 

you think about what is best for country and what is bigger than your 

personal circumstances you kind of understand why things are that 

way. You just have to live with it...’ 

There was a considerable cynicism expressed towards MNC 

approaches to local human resource development. It was expressed by 

several interviewees that although MNCs are seen to invest in the 

development of local content, the intent is superficial and simply an 

exercise of appearances; for MNCs to be compliant with government 

regulations. Seven out the fifteen professionals explicitly expressed 

scepticism about the nature and purpose of local HRD in terms of 

Angolanisation within MNCs and all professionals talked about the 

perceived inequality between Angolans and Western counterparts within 

the MNC organisational environments; Angolans being perceived to be in 

a disadvantaged position. Furthermore three interviewees went as far as 

to suggest that the opportunities given to Angolans within MNCs are often 

given a way that sets them up for failure to ensure that MNCs are seen to 

comply, but in reality never relinquish any real control to Angolans. 

‘...Sometimes it’s not in their [MNC leadership – nationality removed 

to protect the identity of the interviewee and organisation] best 

interest to try to help. They try to pick Angolans for opportunities, but 

at the same time “break their legs” so that they can say that: “We are 

trying, but they are never competent enough”.’ 

‘I guess the leadership within Angolan MNC X has made it clear 

that they will have to in some cases accelerate. Now the most 

important thing is that this acceleration comes with help, comes with 
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appropriate support and it’s not just about putting people positions 

because they are under pressure... And I guess even as Angolans, 

we get very sceptical: so are they putting you there just to test you? 

So there is a lot of scepticism about the reasons why people are in 

the positions they are in and whether they are getting the right 

support or whether they are just being tested so that when they 

make mistake, they can to say, “Well, we tried, but it doesn’t work”.’ 

‘Sometimes I think you are pushed to fail, because I think 

sometimes you could have been more exposed to experiences prior 

to taking on a particular role. When I think they [MNC leadership – 

nationality removed to protect the identity of the interviewee and 

organisation] are pressured they say: “We need an Angolan quickly 

into this role” and they pick an Angolan and this Angolan will not be 

ready.’ 

It was also suggested by one interviewee that the promotion of 

Angolans for leadership positions is positive and should be seen as a 

more financially viable option for MNCs rather than continuing to utilise 

expatriates, however the Angolanisation agenda lacked commitment and 

support from team leaders within the MNC that he worked for. It was also 

evident from other narratives that lack of confidence in Angolans’ abilities 

to perform in managerial roles meant that nationalisation at leadership 

level was perceived to be a significant challenge. However, it was 

interesting to note that it was not solely negative perceptions of Western 

managers of Angolans’ managerial abilities that were highlighted by 

interviewees. Doubt was also expressed by some of the Angolans 

interviewed, as one interviewee told me: 

‘The Angolan government wants senior management to be occupied 

by Angolans and MNC X is aware of that. So they are making the 

effort, or they should be making the effort to select Angolans they 

feel have the potential to go up to that level, to fill those posts… One 
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of the challenges they face is that, if I am really honest, when you 

see the performance of the [HQ national] people that they have in 

management positions and you compare them with the Angolans 

who you could argue should be in those positions… Well, I’ve not 

been in Angola that long really to know who are the best Angolans 

MNC X has, to say that they don’t live up against the [HQ national] 

people who are in the management posts, but they don’t. What I 

know about Angolans, the kind of education we have etc., I know that 

it is hard to find Angolans that would really be able to be as good. It 

is a reality that is very difficult to come up to terms with, but it is one 

of these things that does happen.’ 

Another interviewee explained how he felt that within his team people 

tended to bypass their Angolan line manager for the line manager of 

another team as he was perceived to ‘act like a manager’ referring to the 

Angolanisation process implying that the Angolan manager was not 

perhaps acting as a skilled and competent manager was expected to act. 

Moreover, it was implied in narratives that a ‘glass ceiling’ does 

indeed exist within foreign MNCs that may inhibit the promotion of 

Angolans to senior positions. Interestingly, when reflecting on Angolan 

senior leadership within one MNC, it was implied by one professional that 

in order for Angolans to achieve such status in a foreign MNC, ulterior 

motives such as politics and the individual’s connections to the Angolan 

government would likely have played a part in such a promotion. In other 

words, he felt that for an Angolan to be promoted within an MNC to such a 

high ranking position it would perhaps have had less to do with merit or 

competence, but more to do with connections and fulfilling local quotas. 

‘So there are positions in MNC X which are possible for Angolans to 

get... those positions are for Angolans, but Angolans with big 

connections. So you first need to have your connections that you can 

bring to the company… It is difficult for me to one day be in the 
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CEO’s position, because I need to get my connections outside MNC 

X first’. 

This notion of a ‘glass ceiling’, a point within the hierarchy of the 

organisation beyond which it seems impossible to progress was a theme 

that was alluded to by several interviewees, but less explicitly. I will return 

to this notion as I move on to discuss stereotyping as well as future career 

plans. 

On a more optimistic note, despite the professionals interviewed 

recognising that significant challenges existed in the development of local 

future leadership and managerial potential in Angola, several interviewees 

were less cynical and more hopeful about the future. They felt that it will 

be a slow process, but there was already evidence of Angolans in 

managerial roles. 

‘I’ve got no doubt that Angolans are one day going to be able to do 

these jobs and that MNC X is going to let them. I’ve got no doubt 

about it. The only thing I’m doubtful of is when it’s going to be and I 

understand MNC X. I told you about stereotyping. It’s not something 

that is going to change… MNC X has put a lot of money. It’s a big 

investment…You want to put your money where you feel confident, 

where you’ve got people with skills, because it’s a lot of money. Also 

oil business is a very profitable one. It doesn’t take long to get your 

money back, so I can see Angolans starting to take over managerial 

jobs in about seven years time.’ 

As evident in several of the quotes presented here, a number of 

interviewees, particularly those who had aspirations of an international 

career, perceived Angolanisation as a limitation for their personal career 

development. Echoing my personal experiences and those of my 

husband, the three Angolan professionals interviewed whose spouses 

were not Angolan found this dimension of the oil industry particularly 

frustrating, because despite having a desire to also work in Angola for a 
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variety of reasons (e.g., extended family and a sense of social 

responsibility) which I will explore further later in this chapter, this desire 

was contradicted by feelings of anxiety and uncertainty about how non-

Angolan spouses and children would adapt to living in Angola and indeed 

the available job opportunities for spouses. 

6.4.2 Stereotyping: race, abilities and career paths 

A significant characteristic of the kind of inequality that was evident 

within narratives and evidently plays a part in the experiences of 

professional development seems to be stereotyping; stereotyping of 

Angolans by other Angolans as well Western managers and indeed 

stereotyping of Western managers by Angolans. Three different 

stereotypes thought to be flawed in different ways, but shared, emerged 

from the narratives and appear to be significant in career related decisions 

and employment experiences: 1) Skin colour to some degree correlates to 

educational background, capabilities and access to career opportunities; 

2) Angolans educated or trained abroad (e.g., in the UK) perceived as 

more capable and skilled than those educated or trained in Angola; and 3) 

all Angolans want to become managers (as opposed being technical 

experts). 

Stereotype 1 

The first stereotype that relates to race is multifaceted. The 

underpinning sentiment is that an individuals’ skin colour appears to 

impact both the kind of opportunities they perceive as being available to 

themselves and to their colleagues. That being said, from the narratives 

and my observations I am left with the sense that it is not skin colour in 

itself that is an impacting factor in peoples’ perceptions, but rather than the 

assumptions that are made about ones upbringing and level of education 

associated with skin colour that are deeply rooted in colonialist thinking. A 

longstanding and common stereotype that is perceived to exist in Angola 

is that having lighter skin or being mixed race (mestiço) implies that the 
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individual comes from a more privileged family than black Angolans and 

therefore has also received better educational and career opportunities. 

Vice versa the stereotype appears to perpetuate a view that black 

Angolans are then disadvantaged in comparison. However, it was evident 

from the narratives that the persistence of this stereotype in general and 

particularly in a MNC context seemed outdated and almost ironic as the 

stereotypes the participants found themselves frequently perpetuating, 

when applied to them were found to be incorrect. Angola has an incredibly 

racially and ethnically diverse nation. As a result if I think of the individuals 

who participated in this study, they represent an ethnically and racially 

very diverse group. Although, the majority of the interviewees consider 

themselves black Angolans, the group also included a mix of individuals 

who perceived themselves to be mestiços, and also individuals who 

felt that their skin colour seemed to be more defined by the society 

they lived in rather than themselves. Reflecting on the data it is not 

possible (nor is it my intention) to draw any kind of conclusions that 

would indicate any correlation between actual skin colour, ethnicity, 

education or indeed heritage. It is simply a mix. However, if I reflect 

on the kind of interpretations individuals such as those in this study may 

have of each other rooted in such stereotypes and compare these with 

what I know about how those whom I interviewed see themselves, their 

heritage, upbringing and education it is evident that many of these 

assumptions would most likely prove to be inaccurate. One individual 

captures this sentiment well: 

‘I think we excel in making stereotypes and just as you described I 

happen to fall into one of those characterisations. Well I’m mixed 

race, light skinned and people [make assumptions]: “So he’s 

[referring to himself] mulatto [mixed race] and he lives in London and 

he works for MNC X. And he seems to have a good life. Surely his 

parents must be well off… And surely he must have double 

citizenship [Portuguese and Angolan]”. No. “And surely his parents 

are both mulattos and surely his wife is mulatto”. Well sometimes 
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they are right and sometimes they are not. In this particular instance 

they are not. My father is actually black. And people seem surprised. 

Because there is this perception if you are educated, if you can 

present yourself as a respectful member of the community or society, 

you must have connections, you must have been privileged… In my 

case it all comes down to the education I received from my parents… 

It’s not because I am educated, it’s because of the way I was 

educated. Well it’s not because I’ve been privileged, this is what I 

wanted to say, it’s because the way I was educated. Thus, I can feel 

privileged for being educated, but it has nothing to do with my skin 

colour...’ 

In the MNC organisational context, stereotyping was perceived to 

be related to skin colour to an extent, but possibly more related to 

nationality, to being Angolan. An overwhelming sentiment that Angolan 

professionals working within Western MNC organisational environments 

were perceived either unequal or different in terms of skills and abilities 

from their Western counterparts emerged from the data. As my concern 

with this study has not been the MNC perspective as such, it is not 

possible to say whether this is the case or not. However it does indicate 

that Angolan professionals working in such settings feel pressure to prove 

their worth and value professionally and disprove negative stereotypes 

individuals believed Westerners to have of Angolans as the following 

quotes of two interviewees show: 

‘I think professionally you have to break the ice first... Because here 

[UK organisational environment] people don’t trust you, you have to 

earn it. You have to work on that every day...’ 

‘I think for the Angolans, they [MNC non-Angolan management] still 

think you are not good, unless you show them that you are good...’ 

When asked about what he has learnt from his international 

assignment experience another interviewee described scenario he had 
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experienced that seems to enforce negative stereotyping by Western 

colleagues: 

‘I have been in meetings via teleconference with people in Angola 

and sometimes they [non-Angolan colleagues] have forgotten that I 

am Angolan, because only a few people know that I’m Angolan 

here... And sometimes during the teleconference they forget that I’m 

an Angolan, so sometimes they put the phone on mute and start 

laughing about people from the other side... When I go back I will 

be very sceptical when I take part in this kind of meetings, because 

I will know what people here think.’ 

Following on from this, when asked about whether he feels that 

Angolans are often stereotyped, the same interviewee replied: 

‘Yes, quite often, which I think is very unfair because you have so 

many different people. Like everywhere in every culture you have 

good people, bad people, but I think they [non-Angolan colleagues] 

like to stereotype Angolans, which I think is very sad.’ 

Another interviewee who had been promised an opportunity to 

complete a Masters degree sponsored by the MNC when recruited 

explained how he had been warned by colleagues not have too high 

expectations of his new employers’ promises: 

‘When I finally joined the company a lot people warned me: “They 

[MNC management] say this to everybody and at the end of the day 

they only choose wh… you know, very few people to do that 

[Masters] and you know you are Angolan, you are black. So don’t 

take this too seriously. If you don’t get it, you’ll get de-motivated”. But 

I just went on trying to work hard and to show that I was committed 

and I was hungry and that’s how I was offered the opportunity, 

because it was very early after I had started’. 
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Although, majority of the interviewees did not explicitly talk about 

racism when talking about their experiences of being what could be 

described as comparatively disadvantaged as Angolans within large 

Western MNCs, one participant who worked in the UK for a medium sized 

oil and gas company did have a negative experience, which he attributed 

to discrimination for being black and an African. The interviewee felt that 

the quality of his work was continuously questioned by management and 

he felt that as was singled out as somewhat of a ‘curiosity’ in a 

predominantly white British office environment. The discrimination he 

experienced ultimately led him to change organisations. It is evident that 

assumptions made or perceived to be made based on race is an impacting 

factor in the employment experiences of professional Angolans in the oil 

industry. However, the nature of the impact is complex and the narratives 

collected for this study only provide a glimpse into this multifaceted 

phenomenon. 

Stereotype 2 

The second stereotype relates to the way in which individuals feel 

they are stereotyped for having been educated abroad or having 

international assignment experience by both Western managers as well as 

other Angolans. The data suggests that Angolan professionals exposed to 

international environments through education or assignments feel that 

they are perceived differently than their peers who have been educated or 

trained in Angola. The perception that Angolans with international 

exposure are more qualified, capable or skilful within MNC context has 

emerged out of my fieldwork and previous study and hence I was 

interested to engage participant opinions and experiences on the issue. I 

found that the notion was explicitly expressed within two narratives and 

further alluded to by all interviewees when talking about the benefits of 

international assignments. On one hand benefits gained from international 

assignments by interviewees (e.g., English language skills, exposure to 

HQ operating environment, organisational culture and industry experts as 
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well as training opportunities) could be interpreted as acquired skills that 

individuals felt will contribute to their professional career success. The 

skills that Angolan professionals are able to gain from international 

assignments therefore contribute to their competitive advantage as 

individuals within the Angolan job market. However, it was evident also 

from the narratives that individuals felt that even though some differences 

exist, they did not feel that Angolan trained colleagues were any less 

capable. Albeit not limited to, this notion emerged most frequently within 

participant narratives in the context of experiences of a formal graduate 

development programme. One interviewee who had studied in Angola and 

was sent to the UK on an international assignment with a large MNC for 

development purposes explained: 

‘When I first came here [to the UK] from Angola, I found that people 

do have stereotypes. If you have a student who has gone to Oxford 

of Cambridge University you will look at them differently... There’s a 

difference. Also having gone to school in Angola, means everyone in 

the UK look at you in comparison to those who have gone to school 

here in the UK. That’s just something I have found in my opinion... 

Now if you’ve done the graduate development programme in Angola 

or if you end up coming to the UK [to complete the programme], the 

manager will look at you differently, because the manager knows you 

and he may not know the other guy. Since he knows you and when 

he knows that you have learned from UK guys, he is more likely to 

look at you with different eyes...’ 

When asked about his experiences another interviewee who had 

been educated in Portugal and was on international assignment in the UK 

at the time of interview with a MNC told me that people who have been 

trained abroad are seen ‘in a different way’: 

‘… They [colleagues and managers] think that being trained Europe 

you are better qualified…’ 
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He further explained he felt that Western managers see Angolans 

who have trained abroad as having potential since the company has 

invested the money in their training. In other words Western managers see 

such Angolans as ‘assets for their team’. However, the perceived 

advantages of being exposed to new environments, learning English and 

having access to industry experts and training also appear to bring 

pressure to perform, to live up to expectations. When asked about how he 

thought other Angolans colleagues perceived Angolans returning from 

international assignment, an interviewee explained: 

‘First of all they [Angolan colleagues and managers] expect more, 

because they will think that you are supposed to be a very skilled 

employee. They are going to expect more of you. But at the end of 

the day it’s probably not that different. Probably the way that you will 

approach problems will be different and the way that you will produce 

results… It will be down to the individual how you perform whether 

you are in the US, UK or in Angola. The first impression will be that 

since you have come from abroad you are seen as a skillful 

employee. They will expect that you are above average… So the 

expectation for us is very high… My line manager told me that “the 

expectation we have of you is very high”. It’s a pressure. The team I 

will be part of in Angola will also expect me to do a lot better than 

them and be good source for the team. So I really need to excel 

myself and do really well…’ 

To summarise, this is a stereotype that Angolans who have 

international exposure feel that others have of them. This is not to say that 

the data proves that such professionals are more qualified or even to 

deem the perception to be true, as it is not within the scope of this study. 

However, it does appear to be perception that does influence the way in 

which the individuals interviewed view and place value on their own 

professional abilities in relation to others. 
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Stereotype 3 

The third stereotype that all Angolan professionals working in the oil 

industry want to be managers was a perception actually highlighted as a 

misguided assumption by my eighth interviewee in August 2010. 

Admittedly, given the importance of status in Angolan culture I had noticed 

and the informal conversations I had with both Angolans and Western 

professionals who worked in the industry, I found that I too had embarked 

on this research journey with this very same assumption. As a result, when 

talking about future career plans, if it was not mentioned by the 

interviewees, I explicitly asked which career path, a technical or a 

managerial, they aspired to. Prompted by this eighth interviewee to 

explore the narratives from an alternative perspective in my analysis, I 

found that, yes, status is important, but status was something that could 

be achieved by being an ‘expert’ in a technical sense rather than a 

manager. In other words, the Angolans that I interviewed had immense 

ambition and although a couple of individuals did express desire to go 

down the managerial path, the development of technical expertise and 

being recognised for it appeared to be an overwhelming priority for the 

individuals interviewed. Even for those that saw themselves in managerial 

roles, technical expertise was an essential component of being a good 

manager. I found that professional development seems to be correlated to 

technical competence. As one interviewee poignantly pointed out: ‘It’s not 

just about being a boss. Being a boss means being capable.’ All the 

professionals, regardless of whether they had managerial or technical 

career aspirations agreed that part of being a competent manager within 

fields such as engineering or geology required solid technical skills. My 

eighth interviewee felt that this stereotype had emerged as a result of a 

shift towards ‘streamlining the production of local leaders’: 

‘… Another challenge that we are witnessing in our company is that 

we are moving towards the sort of energy company that streamlines 

the production of local leaders. I think that is has created a view that 
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all the Angolans want to become team leaders and managers. I don’t 

think I want that. I’m happy to be a leader, but in a technical sense. 

From the outset I don’t think I have the skills to manage people… I 

don’t know if it’s something I would enjoy doing, but I would certainly 

like to work and help other people to develop technical and that’s 

pretty much what I want to do. I want to work, gain experience, really 

be knowledgeable…’ 

As this study is not focused with the corporate perspective, I cannot 

conclusively say whether the perception that all Angolans aspire to being 

managers is a view that is largely held by Western managers working with 

Angolans. However, if this were to be the case the implication could be 

that the pressure to localise at managerial level somehow distorts the way 

in which aspirations of such Angolan professionals are interpreted by 

Western corporate leaders. In other words, if MNC managers responsible 

for the development of Angolan professionals work on the basis that the 

managerial path is an overwhelming priority for Angolan professionals, 

then succession planning in organisations operating in Angola may not 

correspond to the aspirations of those that the organisation seeks to 

develop. As evidenced here the managerial path does not appear to be as 

significant of a motivating factor for Angolan professionals as they believe 

Western managers perceive it to be. 

In the next section I will then move on to exploring interviewee 

perceptions of MNCs, juxtapose these with some of the images of the 

NOC that emerged and highlight how these relate to career decisions and 

indeed job mobility. The findings suggest that in addition to context and 

the career prospects that are perceived to be offered by MNC, cultural 

values also play a significant part in shaping job mobility of Angolan 

professionals in the oil and gas sector. 

6.4.3 Multinational corporations versus the national oil company: 
perceptions and experiences 
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Contradictions emerged as I started analysing the data in regards 

to interviewee perceptions and experiences of MNCs. Particularly when I 

began to examine why individuals have chosen to work for the 

organisations that they were employed by at the time of interview and if 

there are any indicators that may be useful to anticipate future career 

decisions, I found interviewee perspectives to be multifaceted, at times in 

contradictory ways. The majority of the interviewees as explained earlier 

worked within one organisation, but several interviewees also had 

experience of working in other MNC contexts. A key theme to emerge was 

that MNC working environments were perceived to be less hierarchical 

than traditional Angolan organisations and the absence of rigid boundaries 

between employees and managers was found to cultivate an 

organisational culture where individuals felt they could express their 

opinions freely, i.e., without having to take into account contextual factors 

like status and hierarchy. I was also left with the sense that despite the 

inherent collectivism with in Angolan culture, individuals whom I 

interviewed appreciated and favoured being judged on their individual 

performance and likewise knowing that others’ success was dependent on 

their abilities and efforts. However, as one observant interviewee pointed 

out, such practices that are essentially based on individualism and self-

interest seem contradictory and perhaps somewhat ironic in an industry 

that is known for its successes based on team work. Furthermore, in the 

Angolan cultural context the adjustment from one frame of mind to another 

that seems contradictory to what is so quintessential about being Angolan 

can be 

‘..The approach that you have to do things on your own and you have 

to think about yourself it’s quite interesting for me. Well it’s not, the 

idea that I have to do things on my own, because I’ve always done 

that, but it’s that you have to do things thinking solely about you… 

This sort of selfish approach was or IS something that I am still trying 

to reconcile with. Well, I was raised and taught to work for a 

community, not thinking that the benefits were solely for me, but to a 
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group of people... But what these companies are really saying is that 

think about yourself and it’s all about you and we want you to do this 

and that, but it’s all about you and it’s quite odd, because we are an 

industry that work on, or are famous for successes based on team 

work…’ 

Echoing these sentiments, the NOC as a possible career option 

was disregarded by several interviewees for being perceived as nepotistic, 

bureaucratic and highly hierarchical; an environment where one’s 

opportunities where perceived to be defined not by ability, but by who you 

know. For example one interviewee explained: 

‘We all know that behind closed doors everyone makes jokes and not 

very nice comments the people from the NOC. But it’s changing, 

there are really people working hard trying to do things right. I think 

that it’s not being arrogant to say that we would certainly help 

improve their performance. But why I never considered to work for 

the NOC? I don’t know, I think, I think it’s still shrouded in a lot of 

processes, it’s still - despite all the changes - it’s still a company 

driven pretty much through individuals or personalities rather than 

actual systems and processes. So you have to have the right 

connections or the right people.’ 

However, two individuals in particular considered the MNC 

environment to be unfair. The first, interviewee A, had experience of 

working in a US MNC as well as the NOC and the other, interviewee B had 

experience of working in a British MNC, but considered that the NOC may 

be an option in the future. The interviewees were referring to unequal pay 

between local employees and expatriates. They viewed expatriates who 

were perceived to have the same skills as being paid more. In talking 

about his decision to move from an MNC to the NOC, interviewee A felt 

that the development of local content was not in fact supported by MNC 

leadership: 
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‘Well, the money and social conditions [referring to fringe benefits 

often included in salary packages in Angola] were not enough. So, it 

was to do with the salary pack and the development of local content 

was not getting enough support from the employers... So, you would 

see that the expats were getting more even though you could get and 

do the same job as the expats... When I joined the company after 

one year with MNC X I became supervisor... So, I actually made 

MNC X replace two expats and I was doing the job of two expats, but 

my salary was still the same. It didn’t increase in any way. So, that’s 

why I left, mainly.’ 

However for interviewee B, who only had experience of working in 

one MNC thus far, a potential move to the NOC was seen really only as an 

option if he hit the ‘glass ceiling’ within the MNC in which he worked. He 

felt that the training and development he had received thus far within the 

MNC he worked for as very positive, but felt that his opportunities were 

limited due to the (perceived) inequality in pay between expatriates and 

locals. He therefore felt that once he had acquired enough experience and 

developed his skills sufficiently, the NOC could potentially offer better 

opportunities to progress and a less pressured working environment. He 

felt little difference existed among the various MNCs operating within the 

Angolan oil and gas sector. However, interviewee B also pointed out that a 

more likely scenario for the future would involve self-employment and 

consultancy as he admitted that coming from an MNC working 

environment, adapting to the bureaucracy and hierarchy of the NOC might 

prove to be an overwhelming challenge. 

As expected, given the focus of my study on the impact of Western 

organisational environments and international exposure and thus having 

selected individuals with such experiences, it was not surprising that the 

majority of the interviewees favoured the organisational environments and 

cultures offered by foreign MNCs. However, narratives reveal considerable 

discontent at the approaches and practices adopted by MNCs to develop 
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local Angolan professionals. Although all the interviewees agreed that the 

training opportunities made available to them, including coaching and 

mentoring, met their needs and beyond, MNCs were criticised for lack of 

flexibility and inability to adapt to the local context. I will provide more 

detail below as I discuss interviewee experiences of professional 

development within the MNC environment, but particularly in relation to 

one MNC where a majority of the professionals had work experience, it 

was felt that more needs to be done to adapt practices to fit in with the 

Angolan socio-economic and cultural context. Some interviewees also felt 

that there seemed to be lack of consistency between business operations 

and development plans, suggesting individuals were not always clear on 

their personal succession plans. However, the lack of flexibility was not 

entirely attributed to Western corporate management. One interviewee felt 

that Angolans themselves have a need to import models and behaviours 

from the West, which do not fit or function as intended within the Angolan 

context. He likened it to trying to fit a square into a circle. 

‘… My view is that we tend to import things, models and even 

behaviours… I don’t think it works and I’m not convinced you can 

import models in this way. Just because it worked in England doesn’t 

mean it will work in Angola. When it comes to development for 

instance, yes we need to be developed and the country still has a 

long way to go, but we have to approach this development in a way 

that matches our own cultural behaviours in the way we operate.’ 

6.4.4 Job mobility and relationships 

Data collected from interviews as well as fieldwork suggest that the 

relationship dimension is a significant component of job mobility of 

Angolan professionals. Commitment to cultivating and nurturing 

relationships appears to be an essential part of both social and 

organisational life. It is evident from the narratives that job mobility is 

largely about networks. However it is also evident that the mobility that 

interviewees described was not about nepotism as such. In terms of 
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internal mobility within organisations, narratives suggest as echoed in 

several quotes already, that it is not simply enough to know the ‘right’ 

people, but it is important to prove ones abilities and only then by 

performing well and being noticed by the ‘right’ people can one progress 

within the MNC organisational environment. The idea that career 

progression is possible in this sense was echoed by all the professionals 

interviewed. Despite all the challenges perceived by individuals thus far 

identified, I was left with the sense that the individuals I interviewed felt 

confident in their abilities to succeed within the MNC environment should 

they so choose. 

There is also evidence to suggest that mobility within the sector, 

i.e., from one organisation to another is also dependent on networks. I 

illustrated earlier in this chapter how several individuals had very similar 

career histories and how they had studied and worked together in the 

same organisations. Two of these interviewees told me of a very similar 

scenario, which could even be the same event given their history. They 

explained how they had decided to leave an MNC for another. Their 

manager at the time was Angolan. When being told that the individuals 

were leaving, the manager was not happy and made it quite clear that they 

had no business coming back. One of the interviewees explained to me 

that as far as their Angolan manager was concerned their relationship was 

over, the manager had been betrayed and their mutual trust was broken. 

There was no going back. The interviewee told me: 

‘When the people they see our CVs [referring to him and his 

colleague], each one is copy of the other...’ 

As the pair resigned from the company they thanked their manager: 

‘My friend was saying: “thank you very much for all your support...”. 

He [the Angolan MNC manager] said: “No. I don’t want thanks from 

you. Once you go out this office, forget this company”. We said: “Ok, 

that’s fine” and we left MNC X.’ 
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When I asked about some of the reasons why individuals had moved 

from one company to another or more in the first couple of years of their 

careers, work life balance was highlighted as a primary reason for all. 

Given the nature of disciplines such as engineering and geology within the 

oil industry, it is not uncommon for graduates to begin their careers 

working offshore on rotation, usually working on the rig for four weeks and 

then coming home for four weeks. As the narratives reveal, this can be an 

‘addictive’, albeit a stressful lifestyle and often difficult to manage, for 

example for people with young families. One interviewee for example, 

found it disrupting as he felt that life was going on in his absence and he 

had no part in it. 

‘… And we didn’t have children, so but it was getting tough. You 

would come home and decisions were made and life was moving 

without you and you could feel it. When MNC X were looking for 

geologists, the salary was better than MNC Z’s salary at the time, but 

it was a difficult decision at the time because I was professionally 

quite happy, very happy to be at MNC Z. The working environment 

was very good, I knew the people… There was a relationship already 

established and they had good clients, the development plan was 

good, the ideas we had to go forward were good… and we were very 

well supported so it was a very difficult decision to make. But I had to 

decide at the end what was best for me. Despite the salary, if I had 

the chance to work in Luanda [i.e., office based – not offshore] at the 

time for MNC Z I would, despite the fact the salary in MNC X was 

much better.’ 

To an extent foreign MNCs for many of the interviewees were seen 

as stepping stones to something else, but it was not always shared or 

entirely clear to what. Although most interviewees were not able to say 

specifically what they envisioned for their careers in the long term, it was 

clear that most thought felt that they would like to take the knowledge and 

skills that they had acquired working for MNCs and go into business for 
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themselves. It seems to be a common perception that MNC offer decent 

salaries that enables individuals to get established. However, given the 

extreme high cost of living in Luanda, professionals such as those 

interviewed for this study felt that financially MNCs are not able to offer the 

kind of salaries that are needed to support extended families and sustain a 

good standard of living in the long term. Many professionals in Angola 

seek to develop business opportunities in addition to their full-time jobs for 

this reason. It is also believed that entrepreneurship is a way of creating 

employment opportunities for family and friends who would otherwise 

struggle and thus considered an important activity. In addition to self-

employment aspirations, a minority of individuals said that they would 

consider a move to the NOC in the later stages of their careers. Two of the 

15 professionals interviewed had experiences of working for the NOC as 

well as Western MNCs. They envisioned themselves as working for the 

NOC in the future. The NOC as an employer was viewed to offer better 

employment security. Two other interviewees, who had never been 

employed by the NOC, also felt that perhaps sometime in the future they 

would consider working for the NOC as opposed to another MNC. 

6.4.5 Perspectives of personal professional development 

As is already noticeable from several of the passages provided 

above, the narratives indicate that in the Angolan context professional 

development is made up of several important components such as 

challenging opportunities that enable learning and development, solid 

technical training, support and understanding from line managers and pay 

that is perceived equitable in relation to effort expended as well as in 

relation to others. Reflecting on perceptions of MNCs for example, it is 

possible to also see that an organisational culture that cultivates personal 

growth and encourages sharing of ideas appears to be conducive to job 

satisfaction. 

‘I like to work for a company where I can pass my ideas and work 

with people that believe in me, to feel like I am important and I’m 
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giving my support to the company. Because at the end of the day, 

you want the money, but you have to, because you spend most of 

your time at work so you want to have fun too.’ 

The majority of the professionals whom I interviewed were either 

participating or had recently participated in a graduate development 

programme (GDP) on average lasting three years. I found that their 

experiences and perceptions of the programme influenced their 

experiences of working within the MNC environment as the two were 

intertwined. Within the particular organisation, I was left with the 

impression that the majority of Angolans who join the company are placed 

on the GDP, regardless of the number of years they may previously have 

had working in the industry. I also understood from the interviewees that 

the programme itself was a company-wide programme and implemented 

on a global basis. Out of the 15 professionals interviewed 11 had been 

placed on the organisations GDP. Out of the four that were not, two were 

secondees from another company and two were employed by other 

organisations at the time of interview. Out of the 11 individuals eight, most 

of whom had more than two years of work experience in the industry 

working for another MNC, but were placed on the GDP nonetheless. 

Even though on the whole the training opportunities provided within 

the GDP were experienced positively, particularly mentoring and coaching, 

several individuals felt that the GDP was not the ‘right route’ for them. 

Several individuals also had not understood that when they were 

employed by the organisation that they would be placed on such a 

programme nor did they fully understand the nature of the GDP and its 

implications. For example one interviewee who had several years of 

experience working in two different MNCs prior to joining his current 

company explained to me when asked if he was on the GDP: 
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‘Yes, the programme was not sold in the interview. The interview 

was: “we want a geologist to help us in, because we will soon be 

drilling”’ 

And when I asked him how it made him feel when he realized that he 

had been placed on the GDP, he replied: 

‘Well, it only dawned on me when I came to London. That was crap. 

That was not what I wanted… I was certainly not impressed and 

that’s a criticism that I certainly conveyed to people at the time and 

now to whatever situation I see. It’s the fact that it’s part of the 

culture. People don’t tell me things, you know. Or they are not direct. 

Or they can be very eloquent when they put their ideas forward and 

paint a very colourful picture, or a very delightful picture, but I didn’t 

buy it. I’m not saying that because I’ve done it and I’m at the end. I 

felt the same way at the time.’ 

To another interviewee the GDP was experienced as an impediment 

to development, not so much from a technical perspective, but from a 

career progression and pay point of view. The interviewee felt that the 

programme was slow when he compared his career progression to his 

colleagues in Angola who were not on the programme. In other words the 

sentiment that has come across from this narrative as well as fieldwork is 

that individuals feel that inconsistencies exist within the GDP in terms of 

technical competence, responsibilities given and pay grades. Pay grades 

are not perceived to correlate to the skills and abilities individuals feel they 

have. Within the Angolan oil industry this seems to be a particularly 

complex issue. An essential component of the GDP in the Angolan context 

seems to include an international assignment, which I will discuss further 

in the next section. 

Furthermore, English skills were also perceived to be a key to a 

successful career in the oil industry as the operating language in MNCs 

tends to be English. One interviewee who had learnt English during his 
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school years felt that at the time when he began to look for employment 

opportunities after graduating he was in an advantageous position 

because of his English language skills. Learning English was identified as 

both a motivating factors as well as a positive outcome of international 

assignments for both professionals and to an extent for spouses as I will 

go on to reveal in the next section as I reveal what part international 

assignment experiences have on career development experiences and 

aspirations. 

6.5 INTERNATIONAL ASSIGNMENTS: VEHICLES OF PERSONAL AND 
PROFESSIONAL DEVELOPMENT 

As I explore the interviewee experiences of international 

assignments, I find myself returning to the beginning of the circle, to the 

family. Before concluding, in this section I will examine the impact of 

international assignments from professional and personal perspectives. 

Narratives reveal that international assignments were seen in terms of 

positive outcomes, but the decision to take up an assignment was not 

experienced as a choice as such by most. Although majority of 

interviewees also expressed positive attitudes towards going on an 

international assignment to the UK, the opportunity was perceived as one 

that was to a degree imposed upon individuals. 
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Figure 6.5 International assignment experiences 

From the perspective of the professionals, some felt that their 

international assignment was not optional, but rather a part of the job that 

they had accepted and as such it was a ‘task’ that had to be done. For 

others an international assignment was seen as an essential part of career 

success. They felt that regardless of how they felt about going abroad, in 

order for them to develop professionally and remain competitive in the 

Angolan job market, international assignment experience was necessary. 

Three interviewees explicitly expressed that the prospect of the 

international assignment was one of the motivating factors in seeking a 

career in foreign MNCs. One of the two professionals who had experience 

of working in the NOC also described how within the company if one 

wanted to progress, international exposure with an operating company 

was seen as essential. 

With regards to the nine spouses that agreed to be interviewed, all 

expressed some hesitation towards coming to the UK on assignment and 

a common theme to emerge was a sense of responsibility to be with their 
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husbands. That is not to say that they did not have positive experiences 

during their assignment, but the initial reaction was sadness for having to 

leave their families and friends behind as well as jobs and studies. The 

assignment was for most spouses seen as an interruption. 

The major motivating factors that contributed towards positive 

attitudes of international assignments were: 1) learning English language 

skills; 2) professional training and development opportunities; and 3) 

financial gain. First, both spouses and professionals perceived learning 

English as advantageous for future career prospects. English skills were 

seen to add value to them as professionals. 

Second, professional training and development opportunities were 

mainly anticipated by the professionals I interviewed, but also several 

spouses expressed that they had come to the UK expecting to engage in 

work or study. Although not expressed in all interviews, this expectation 

that employment or educational opportunities are also available for 

accompanying spouses is certainly one that I have heard echoed in the 

experiences of several Angolan friends. The realisation that educational 

and employment opportunities are limited, given limited English skills, cost 

of university education and simply the challenges of negotiating your way 

through an environment that is alien has been a hard one to come to 

terms with for many accompanying spouses. One interviewee, a qualified 

lawyer, who had just completed her studies and work placement before 

coming to the UK with her husband, explained her disappointment at what 

she perceived to be lack of opportunities for her in the UK: 

‘Well, I think this is what made me feel very disappointed. When I 

came to London, I never imagined that I would become a housewife, 

because my whole life I have been independent…’ 

This feeling was also accompanied by an expectation that the 

company that had deployed her husband to the UK should carry some 

responsibility in assisting spouses in finding suitable career opportunities, 
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even if it was in an unpaid voluntary capacity. Three out of the nine 

spouses studied for further qualifications in their areas during their 

assignment in the UK. These three women were also the only ones from 

the group of spouses that had already obtained a university degree before 

coming to the UK. In addition to these three women, one other woman 

who had left behind her career expressed frustration at having to stay at 

home full-time and actively sought alternative opportunities with varying 

success that would add value to them as professionals when returning to 

Angola. 

Thirdly, international assignments were perceived to be financially 

rewarding, although this seems to have been experienced with mixed 

feelings. It seemed that several participants were disappointed at the 

expatriate pay package offered to them by their company. However, 

reflecting on the many conversations that I have had with Angolan friends, 

it struck me that this disappointment seemed to stem from a comparison 

between what other MNCs were perceived to offer, since the expatriate 

pay packages actually received had also enabled several individuals build 

houses for themselves or buy land in Angola in preparation for their return. 

Since I conducted interviews with the participants either 

approximately halfway into their assignments or near the end, I had the 

opportunity to engage with their experiences of their time in the UK. It 

seemed that each interviewee had experienced and overcome challenges 

of adapting to new environments, socially and organisationally but the 

overwhelming sentiment was a positive one. 

However, common challenges that emerged from the data included 

communicating and building relationships with locals in the UK, English 

language skills (particularly for accompanying spouses, but also 

professionals), separation from extended family and friends and lack of 

support network. Interviewees felt that the ‘rules of engagement’ in the UK 

differed from Angola and many struggled to understand what they 
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perceived to be lack of interaction with neighbours and colleagues at work. 

For example one interviewee, whose comments echoed those of many 

others collected during data collection, told me about how he grappled 

with the way in which he viewed the behaviour of his British colleagues 

when he first arrived: 

‘So, another shock that I had was British culture. A British person can 

be your friend, but he can just pass by you without saying anything. 

In Angola this would never happen. If you are my friend and you just 

pass by me, it means that our friendship is over. You have to say at 

least something’ 

Another male interviewee explained: 

‘I will give you an example. In the office in Angola, if you area really 

well dressed woman and if I say to you: “You are beautiful”, you 

would be really happy. If my wife’s workmate said to her that “you 

look good”, she will be happy. It’s nothing sexual. But in the UK, if 

you say to a colleague that “You are beautiful today”, she will think 

it’s harassment or something... Another thing is that, in Angola if we 

are in the same team and you don’t come a greet me, something is 

really wrong. Not only wrong, but really wrong. You are really sad, 

unhappy or angry with me... Here it’s like when we [colleagues] 

speak and discuss late into the night [for example over a drink after 

work] and tomorrow you come and just sit and don’t greet me. It’s 

challenging. It’s not easy for us.’ 

That being said, the international assignment experience was 

overwhelmingly perceived as one of professional and personal growth. 

From the personal perspective two significant themes emerged: 1) a new 

experience of being a nuclear family; and 2) developing alternative ways 

of seeing things as a result of exposure to a new culture and society. The 

idea of being a nuclear family, functioning and making decisions within the 

family without the influence of relatives meant that couples grew closer as 
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they came to rely on each other more on a daily basis. An overwhelming 

majority of interviewees, both male professionals and the spouses who 

were interviewed, explained that during their time abroad, they had 

become accustomed to and enjoyed the new sense of closeness with their 

nuclear family that they had developed being away from extended family. 

In talking about her experiences of living in the UK as an expatriate, one 

spouse explained to me that in the absence of her extended family in 

Angola, she had learned more about caring for her children; about being 

with them and giving them attention. She explained that in Angola, she 

was busy studying and working since she always had family, friends and 

neighbours to rely on to look after her child. In the UK, she explained, this 

was not an option since she had no family here and she did not know her 

neighbours and therefore she had to learn ‘a different’ way of being with 

her family. 

Likewise, men, especially those whose wives had had a baby 

during the assignment, described how their traditional roles as men within 

the family had changed as a result of being away from extended family. 

Fathers described how they had the opportunity to spend time with their 

children during their assignment in a way that did not seem possible within 

the confines of Angolan culture where men still had a very traditionally 

masculine role. They described how in Angola, even if one was personally 

inclined to help with house work for example, a task traditionally 

considered work of women, the pressure from society, both men and 

women, to conform to a more ‘macho’ image of man was immense. Being 

abroad, unrestricted by societal norms and expectations on one hand and 

unsupported by their family and community on the other, meant that men 

were more engaged in family life within the home, which included helping 

with housework and caring for children. However it also meant that there 

was a lack of a social support network which majority of participants, 

especially the spouses interviewed missed. This isolation from family 

seemed to lead to a new divisions of labour within the household, where 

the men interviewed participated in other household tasks that in Angolan 
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culture are traditionally though to be ‘women’s work’. As one interviewee 

told me: 

‘In terms of my personal life, the assignment has been very good for 

my relationship with my husband. I think we are closer, we are better 

friends. When we got married, we lived in Luanda for a year and a 

half, but my husband was working for another company on rotation 

and sometimes we had problems… It was a little bit difficult at the 

beginning of our relationship. But when we came here [UK], it was 

completely different. It had a very positive effect on my relationship 

with my husband and my son as well.’ 

Echoing the experiences of several Angolan men and women, 

another interviewee explained when I asked if there were any positive 

things that he will take away from his experience in the UK: 

‘Yes, of course there are, especially for my daughters and my 

personal life is much more stable comparing to when we were in 

Angola... There were so many influences from our family and from 

our friends that we couldn’t stand as a family, as myself and my wife 

and my kids. Because in Angola the way in works in our culture is 

that you let other people influence your heart... I think they have good 

intentions, but sometimes they don’t give the right opinion. So I think 

in that sense we have grown as a family, because we have been 

apart, no influence from anyone... I would take that as the best 

thing…’ 

Interviewees also described the international assignment 

experience as one that has developed their cultural awareness and ability 

to deal with people with different values to their own. This cultural 

awareness and exposure to diversity was seen very much as a positive: 

‘I think I’ve learnt a lot of things. I’ve learnt how to deal with different 

people from different countries... In Angola we just have our Angolan 
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culture. Sometimes when you don’t understand other people’s culture 

it is very difficult for you to deal with them. You judge people from 

[the perspective of] your own culture. That was the big change in my 

life.... My approach to life now is completely different than when I 

came from Angola, it’s completely different. I think it has been a good 

school for me, I have learned a lot of things... Professionally I had a 

lot of ups and downs, but overall I have to say it has been positive. 

This is part of life... Life is not just a straight line.’ 

Another interviewee described how he the realisation of how 

diverse a society London has had a profound impact on him. 

‘…If I can talk a bit about the social aspect of all these experiences is 

that the striking thing that I witnessed when I came to London was to 

realize how diverse, how heterogeneous this society or this city is. 

And if I used to think that I was a patient and tolerant person, I think I 

am going out being even more tolerant and more patient because 

you have to cultivate these qualities if you want to survive in a society 

like this. And it’s really fascinating, because in a way we have now in 

Luanda, what I believe to be very diverse and heterogeneous society 

as well. Ok, we are all the same colour, or roughly, we share the 

same citizenship, but we are all different and I’m aware of that fact. 

And the differences stem from these social differences.’ 

Professionally international assignments were equated with adding 

value to individuals. In addition to the English language skills already 

discussed, the key benefits of international assignments as described 

were: exposure to HQ operating environment, organisational culture, 

industry experts and access to networks and therefore international 

assignment experience was also believed to lead to advanced career 

opportunities. A central component of the exposure to HQ corporate 

culture and operating environment that individuals felt they had received 

during their assignment was developing networks and understanding the 
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politics and structure within group dynamics. These were perceived to be 

almost ‘essential for survival’ in the corporate world as one interviewee 

described it. The professionals who shared their experiences with me felt 

strongly that international exposure has enabled them not only to gain 

exceptional technical training and access to expertise, but also to develop 

an understanding of the ‘bigger picture’ of how their companies operate 

globally and what this means when placed into the Angolan context. 

‘I think I have the benefit of being Angolan, knowing how we operate 

and understanding our flaws and the advantage this four years of 

exposure to this environment, which is so dynamic and fast paced 

that I consider it to be a plus. I will certainly use these experiences to 

not only improve the way I do business in Luanda, conduct myself 

but try to inspire other people as well…’ 

Another interviewee described his experiences of working in the UK office: 

‘Professionally, I would say here in MNC X we have more exposure, 

because [in London] you can find all the experts and you can gain 

experience from them, which is good. In Angola, I think the oil 

industry is reasonably recent and you don’t have experts like you 

have here... I think that’s the main thing that I take away from here.’ 

Furthermore as the first passage above demonstrates, it does not 

seem to be simply enough to acquire these skills, but passing on such 

skills and knowledge emerged as a significant theme in several narratives. 

As I worked my way through the narratives that I had captured, what 

struck me was the need for individuals to contribute to development in 

Angola through the transfer of acquired knowledge and skills to colleagues 

and communities. This sentiment emerged from the majority of the 

narratives that I had captured, albeit expressed in distinct words and 

contexts. The need to return home because of a belief that one can - as 

an individual - make a difference to the greater good of their society, 

nation or country is one that I have come to notice over the last 10 years. 
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6.6 RETURNING HOME: CONFLICTING INTERESTS AND 
ASPIRATIONS 

The need to return home because of a belief that one can - as an 

individual - make a difference to the development and greater good of their 

society, nation or country is a characteristic that emerged from participant 

narratives, but one that I have also come to notice over the last 10 years. 

There seems to be an inherent need among the professionals interviewed 

to be a part of the country’s nation building process as it emerges from 

over three decades of war. Although experienced to different degrees, 

there seems to be a sentiment that returning home from abroad is 

important, not just to be closer to family and to live in an environment that 

individuals seem to feel is part of who they are, but also they have a desire 

and a duty to contribute to the development of their country and their 

communities. 

Figure 6.6 Perceptions and experiences of repatriation 
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This sense of responsibility often leaves individuals feeling conflicted, 

particularly those who also have a desire not only for an international 

career, but hope they could provide their families a more comfortable 

standard living abroad. On one hand individuals are enticed by the 

prospect of international careers and tempted by the possibilities and 

infrastructure available in developed countries such as the UK, but on the 

other there seems to be almost an element of betrayal of one’s country 

and one’s people if succumbed to temptation. As one interviewee reflected 

on his own choices: 

‘I may sound confused… on one hand I now think that I can be out of 

here [Angola] any time soon. If I have the right things in place, the 

conditions and everything and I can be out of Angola and be 

somewhere else in the world. But on the other hand I really want to 

be there… to help as much I can to change the status quo. It may 

sound very romantic, but changes are needed and we are not going 

to have change by any other means, we will not have another war, 

another fight. We will have to change the way our society has been 

shaped by empowering people with knowledge. If I happen to have 

this knowledge I want to be part of this change. But on the other 

hand, I think my family deserves [better].’ 

What was striking to me is that even those that were very anxious 

about returning to Angola because of the difficult conditions and 

challenges they would face, everyone had a need to return home. For 

some it was an opportunity for professional development not to be missed, 

but for all it was about family and belonging to a land that gives birth to 

values inherent to the way of being. Angolan culture is about the present 

and not about the distant future. It is evident that although one can have 

hopes and dreams, an element of fate prevails and what will happen, will 

happen. I have struggled to find the right words to describe what home 

means for Angolans. It is a quintessential concept for Angolan identity and 
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it is where values and family are rooted, from which they grow. Home is 

rooted in the land, one needs to have land. 

When I look at the narratives that I have collected, all stories 

regardless of the different routes taken, seem to lead home. There is a 

sense of belonging and a sense of family, which ultimately takes priority. 

Seven out of 15 professionals expressed that they would like to live 

outside of Angola at some point in the future. Three of those seven had 

non-Angolan wives and their desire did not seem to be entirely personal, 

but rather rooted in concern for their families’ ability to cope in the Angolan 

environment. The remaining four who had Angolan wives, liked the idea of 

living abroad for both professional and personal opportunities they felt it 

offered. However, each seemed quite resigned to living in Angola, as if it 

were their fate; that is just the way it is. To conclude, I want to leave you 

with a passage from one person’s story. Having spent most of his 

childhood and adult life abroad, enticed by the democracy he had enjoyed, 

he describes his return to Angola: his return home: 

‘...I started enjoying democracy. [I thought] I’m going to settle in the 

UK and go into academia... And then my uncle, my mum’s cousin, 

came to talk to me in our mother tongue: “You know, you are one of 

us, you are a model for these youngsters. You know if you go they 

will always come and ask: “What are you chasing?”... In Bakongo 

society, we say you teach your children indirectly. You teach them in 

terms of proverbs... So the proverb my uncle told me: “Do you see a 

train? A train cannot go forever. It will leave London, it goes to Paris, 

to Hong Kong, and you know, it goes to India. There is no way. It will 

still return to London. It departed from London. It cannot go… you 

departed from here. You saw it was time to return here”. And this 

man is my uncle. My maternal uncle... I had no choice but to listen. 

Then my cousin came... My uncle said: “Look at your brother. Your 

cousin, he wants to leave Angola. We are going to lose him again. 
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We lost him for so many years, now that he is back…” so he came. 

He told me, “You are joking! You are kidding! There are so many 

people, us Angolans who are looking forward to coming and working 

in Angola. There are Angolans here who don’t even have jobs. And 

you end up with a job. You just want to go. Go and do what?... 

People bank on you. The family. You are an elder. Whatever. And 

you just want to go... And now we have peace. You have nothing to 

complain about… why do you want to leave?” And I said: “Okay, I’m 

going to settle”. And I settled...’ 

6.7 EMIPIRICAL CONTIRBUTION AND CONCLUDING REMARKS 

To summarise the empirical contribution that my analysis brings to 

existing understanding of career development, the findings revealed that 

multiple and distinctly nuanced dynamics between institutional micro 

structures (e.g., family, education and employment) and societal macro 

structures (e.g., socio-economic, political, historical and cultural 

environments) significantly shape individual career decision making, 

behaviour and aspirations in the Angolan context. 

More specifically to address the research questions outlined in 

chapter one as to what types of contextual factors influence career 

development experiences, perceptions, decisions and aspirations of 

professional Angolans, narratives demonstrate that family and the welfare 

of one’s family is a major driving force and motivator of career 

development, beginning with the family environment in which individuals 

grow up in, to new formations of families later in life. The significance of 

family can be understood as a consequence of two interrelated factors: 1) 

prominent cultural values such as collectivism, interdependence and social 

conformity as; and 2) challenging socio-economic environment manifested 

as lack of consistent access to basic amenities (e.g., water, gas, and 

electricity), poor infrastructure, lack of educational resources etc. The 
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experiences individuals therefore have of socialisation within their family 

environments shaped by broader macro contexts influence the kinds of 

educational choices they come to make and indeed the opportunities they 

perceive as available and attainable. 

Employment experiences of the individuals whose stories I have 

captured with this study have been significantly influenced, not only by 

other institutional factors such as family and educational experiences, but 

by broader societal structures. Political context, in the sense that it 

encapsulates the dynamic and complex relationship between foreign 

multinational organisations, Angola’s national oil company and the 

Angolan government, plays a significant role in shaping individuals’ 

perceptions of available professional opportunities. Acute awareness of 

the government’s nationalisation agenda on the impact of MNC resourcing 

in the oil industry is a significant factor in how individual’s define 

themselves professionally and the value that they perceive is placed on 

them for their nationality over skills. Related to this, the historical context is 

significant in shaping experiences and aspirations of the Angolans 

individuals interviewed as the perceptions and stereotypes relating to race 

and nationality can be traced back to Angola’s colonial encounter with 

Portugal. Thus colonial encounters of the past are also prevalent in the 

contemporary dialectical relationship between the West and Angola. 

I also found experiences of living and working in Western settings to 

have a profound impact on personal and professional development as well 

as aspirations for international careers. From the point of professional 

development, however, I discovered the Angolan politico-economic 

context that defines the nature of foreign multinational operations in the oil 

industry was a significant constraint to individual’s possibilities to realising 

their aspirations for international careers. In other words, international 

assignment experiences exposed individuals to possibilities outside of 

Angola, which they found were contradictory to the government’s 
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nationalisation agenda imposed on foreign MNCs that is intended to have 

Angolans developed for Angolan operations. 

In addition to the constraints that the external environment was 

perceived and experienced to place on individual career development, I 

also found that other subjective, culturally rooted constraints shaped the 

actual enactment of careers. In the previous chapter I suggested that 

these perceived constraints relate to the importance that is placed on 

collectivism, interdependence and conformity as underpinning societal 

values in Angola and connected to this a notion of social responsibility and 

nationhood. 

To address the second research question examining what if any 

influence experiences associated with international living have on the 

personal and professional development of Angolan professionals, I found 

that on a more personal level that has implications for self-precepts and 

identity, international living experiences shaped conceptualisations of 

family. The absence of extended family meant that both men and women 

re-evaluated and adapted their assumed gender roles to fit the 

environment. As a consequence the narratives revealed that the 

individuals experienced significant personal growth as a result of their 

international assignment experiences in the UK. Moreover, the narratives 

captured here suggest that several individuals experienced a shift in their 

priorities and cultural values away from collectivistic thinking towards more 

‘Westernised’ notions of individualism as a result of their international 

experiences. 

In summary, the way in which professionals in the Angolan oil 

industry conceptualise and accordingly develop their careers is dependent 

on institutional and broader societal structures. Thus individual career 

attitudes, behaviours and aspirations cannot be understood without an 

appreciation for contextual structural factors. Moreover, these institutional 

micro structures and societal macro structures are interconnected in 
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dynamic ways, and thus it is the interplay between these that shape career 

construction and not any isolated contexts. Given the significance of 

history in shaping current dynamics, careers need to be understood 

holistically in the Angolan context in ways that recognise the different 

stages in which careers develop over the course of an individual’s life. 

In the next chapter I will discuss these findings in relation to the 

theoretical underpinnings outlined in chapter two and map out how the 

empirical findings presented here can contribute to our existing 

understanding of career development, particularly in African and 

postcolonial contexts. In my discussion I will critically explore how 

postcolonial and postmodern perspectives can help make sense of the 

relationship between societal structures relevant to the Angolan context 

and individual agency. I will also explore to what extent can career 

construction in the Angolan context be understood using frameworks 

premised on Western ideology and limited existing non-Western models of 

career development. Reflective of postcolonial and postmodern 

endeavour, my discussion will ultimately focus on formulating alternative 

ways of looking how individuals envision their career development and the 

driving forces behind their visions and decisions. 
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CHAPTER SEVEN 

DISCUSSION AND ANALYSIS: SITUATING NARRATIVES 

My intention in this chapter is to bring together the conceptual 

analysis of existing career and postcolonial theory, the socio-economic, 

political and cultural context of Angola and the empirical findings 

presented thus far to illustrate how the study presented in this thesis as a 

whole provides a unique contribution to existing understanding of career 

theory in African postcolonial contexts. As such the purpose of this chapter 

is to place the substantive contribution outlined at the end of the previous 

chapter and illustrated in figures 6.2, 6.3, 6.4 6.5 and 6.6 in context with 

existing theory and thereby address the research questions set out in 

chapter one conceptually and empirically. 

7.1 CHAPTER OUTLINE 

I will begin this chapter by presenting the career construction 

framework that amalgamates the conceptual underpinnings and the 

empirical findings of this study. Reflective of the conceptual framework I 

introduced in chapter two and the empirical findings I presented in the 

previous chapter I will then discuss the significance of family in 

constructing careers in the postcolonial context of Angola. The findings 

indicated that family is an important influencing factor in career decision 

making and the reasons for its significance has derived from cultural as 

well as socio-economic context, my discussion will touch on both. The 

influence of family in terms of previous socialisation experiences and as a 

motivator was highlighted as important factor in educational aspirations 
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and decisions for cultural and socio-economic reasons also and thus this 

will form a part of my analysis here to illustrate how the empirical findings 

of this study contribute to developing a more holistic understanding of 

career construction. 

I will then focus my discussion on experiences of employment 

including international assignments and how the way in which the 

experiences captured here add insight to existing knowledge about career 

aspirations and how these are enacted within an African postcolonial 

context. The final part of this chapter will be dedicated to exploring how 

more Africanised models present in current commentary offer insight and 

ways in which they fall short in the Angolan context. 

7.2 CAREER CONSTRUCTION FRAMEWORK 

As the findings have revealed the way in which careers are 

constructed for the Angolans interviewed is context specific. Career 

development experiences, decisions and aspirations are shaped by 

contexts in which they take place, be it from an institutional perspective or 

from a broader macro one. Drawing on existing conceptualisations of 

careers, and career development theories, the substantive contribution 

that I make in this thesis is illustrated in Figured 7.1. I argue that in the 

Angolan context, the ways in which careers are constructed can be viewed 

as a dynamic multi-layered construct, in which the individual career 

construction forms the core. More specifically, careers in the Angolan 

postcolonial context are constructed by individuals within the context of 

micro structures (i.e., institutions) that can be viewed broadly as family, 

education and employment. This notion of micro structures combines 

elements from Bronfenbrenner’s (1979) microsystem, mesosystem and 

the exosystem (as discussed in chapter two), in that it encapsulates the 

roles played by the individual’s family, friends, environmental/institutional 

contexts and the relationships between the individual and these various 

elements. The institutions of family, education and employment are not 
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only interrelated, but exist and are shaped by broader macro structures 

such as the political, historical, socio-economic and cultural environments. 

These macro structures also draw from Bronfenbrenner’s (1979) 

ecological framework as I interpreted these macro structures to 

encapsulate societal (including cultural) values that define career attitudes 

and behaviour. 

Bringing together my conceptual and my empirical analysis suggests 

that rather than being ‘equal’ counterparts, the historical and political 

context in fact precede the socioeconomic context. I argue here that the 

socio-economic landscape of Angola has been shaped Angola’s colonial 

encounter, rather than vice versa. With regards to the impact of cultural 

contexts, we can argue that it precedes all other structures and I would not 

disagree. However, for the purpose of understanding career aspirations 

and decisions, I argue that it is helpful to view the cultural values that 

individuals hold and that are prevalent in society as a mechanism to 

manage the uncertainties or challenges that the socioeconomic situation 

brings. The relationship between the various components of micro 

structures and the broader macro structures is dynamic and continuously 

evolving. The relationships that I have identified here draw from recent 

development in postcolonial theory as well as postmodern perspectives to 

offer unique insight. However, this is simply one interpretation and using 

the career construction framework as a conceptual model in other contexts 

would most likely highlight different kinds of relationships. 
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Figure 7.1 Career construction framework: Angolan perspective 

In chapter two I critically examined various existing Western and non-

Western frameworks to develop a broad understanding of the field in 

which to locate this study. I situated the study presented in this thesis 

within existing constructionist career development literature, being mindful 

of transnational and multicultural issues. Referring to the key debates 

highlighted by Peiperl and Arthur (2000), I suggested that the study that I 

present in this thesis has the potential to contribute to current 

understandings of the interplay between individual action and societal 

structure. Given the African post-colonial context of this study, I proposed 

that postcolonial theory and critique offers useful conceptual lenses to 

make sense of empirical findings. Postcolonial perspectives remain largely 

unexplored within career development theory. Thus, postcolonialism 

provides a novel approach to making sense of career development 
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experiences and offers alternative ways of understanding the dynamic 

relationships which connect individual enactment of careers and societal 

structures within the developing country context of Angola, a context I 

examined in chapter three. 

Having adopted a grounded theory approach to guide my data 

collection and analysis, new themes have emerged as a result of such an 

iterative approach. Therefore, the discussion here not only locates the 

empirical findings within career and postcolonial commentary analysed in 

chapter two, but also incorporates additional literature needed to give 

meaning to the empirically emergent concepts. My analysis here therefore 

also reveals there are elements at play that when analysed through the 

prism of postmodernism useful insight can be gained. In addition to 

exploring ways in which postcolonialism has helped me make sense of 

participant narratives to bring new insights to the foreground in existing 

career theory, I will also explore how it potentially falls short in the Angolan 

context. Drawing on hermeneutics and social constructionism I have 

analysed the findings presented in the previous chapter in a particular way 

and thus come up with one interpretation. Should the findings be analysed 

using another paradigm, the consequent discussion and analysis would 

likely differ. 

Also a further point to take a note of as I explore postcolonial rhetoric 

here and its significance to the empirical findings is that the Angolan 

context that forms the landscape for this investigation may be analysed 

from two distinct but interrelated postcolonial perspectives: Angola’s 

colonial encounter with Portugal and Angola’s post-colonial encounter with 

Anglo-Saxon multinational corporations (MNCs). From a colonial and 

imperialist point of view and relevant to postcolonial critique, there are two 

dialectical layers within Angola’s encounter with the West. 

The first layer relates to the physical, political, economic, cultural, 

ideological and linguistic domination by Portuguese colonial powers over 
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all aspects of Angolan society and how that encounter is reflected in 

Angolan culture, customs and systems today. With Angola’s 

independence in 1975, shifts in the global economy since then and 

particularly with Portugal’s economic downturn in recent years, the 

balance has shifted in several ways. Portugal no longer has a physical 

foothold in Angolan territory and as my conceptual analysis of the Angolan 

context in chapter three demonstrates, political and economic power in 

Angola has shifted away from its former colonial rulers into the hands of 

the Angolan government. However, Portugal’s colonial imprint remains 

evident in many facets of Angolan society, culture and customs and 

especially in urban areas such as Luanda. 

The second layer then relates to the influence of Western, more 

specifically Anglo-Saxon elements. Anglo-Saxon influences are relevant 

for the study presented in this thesis since my research question relates 

specifically to the living and working experiences of Angolans within 

Western settings and the impact of such experiences on career 

development. Moreover, data were collected from individuals whom all 

had experiences of working or living in British settings. 

7.3 FAMILY, EDUCATION AND CAREER CONSTRUCTION 

The significance that is given to family when making career related 

decisions, even at a young age, is shaped by both the cultural values that 

are embedded in the environment and by the Angolan socio-economic, 

political and historical context (see Figure 6.2), the Angolan situation as 

Justin Pearce, a journalist who has written about Angola aptly put it. 

Family, an extended concept, epitomises what it means to be Angolan and 

ultimately life is about providing for family. This sentiment appears to 

inherently underpin the kinds of decisions individuals make about their 

careers. I will begin with by exploring cultural reasoning for this. 

General consensus exists within career development and vocational 

development literature that family is a significant factor in shaping career 
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development of individuals (Blustein, 2004; Brown, 2004; Bullington & 

Arbona, 2001; Chope, 2005; Counsell, 1999; Keller & Whiston, 2008; 

Vondracek, Lerner, & Schulenberg, 1986; Whiston & Keller, 2004). 

Academic commentary that examined the influence of family on career 

development is abundant as Whiston and Keller’s (2004), Brown’s (2004) 

and Blustein’s (2004) extensive reviews demonstrate. The impact of family 

in shaping vocational decisions has been investigated from a variety of 

proximal and contextual perspectives ranging in focus from family 

expectations, interaction, demographics and configurations (see Whiston 

& Keller, 2004). Vondracek et al. (1986) argue that career development 

needs to be understood as developmental and contextual or dynamic and 

interactional recognising the continuously changing individual and 

environment. In doing so, Vondracek et al. (1986) also contend that 

culture influences learned roles and family role expectations of children as 

they grow up. 

Building on this, Brown’s (2004) analysis of existing studies that 

investigate the relationship between family influences, racial and ethnic 

dimensions and career development indicates that the influence of 

parental aspirations, parental involvement, perceived parental support and 

the support and encouragement of extended family in career decision 

making is particularly evident in studies conducted among ethnic minority 

groups and within collectivist cultural contexts (e.g., Tang, Fouad, & 

Smith). The influence that elders (e.g., family members or teachers) 

seemingly have on vocational choices in the Angolan context according to 

the narratives here echoes Brown’s conclusions. 

Adding to Brown’s review, other studies on career development in 

non-Western contexts or in relation to non-Western individuals also 

highlight the significance of family in career development (e.g., Bullington 

& Arbona, 2001; Counsell, 1999; Salami & Aremu, 2007; Singaravelu, 

White, & Bringaze, 2005). For instance, Singaravelu et al.’s comparative 

study of factors influencing career decision making of international 

195 



          

      

         

         

     

        

         

 

          

       

       

           

       

      

        

        

        

      

         

   

    

          

         

 

        

       

         

       

        

         

        

students in the US found that ‘family influence was most prominent in non-

Asian international students…. these students originated primarily from 

Africa, Latin America, and the Middle East, where economic growth is 

relatively slower…’ (2005: 53). Salami and Aremu also observe that where 

in individualistic cultures parental dependence is viewed negatively, as 

immature, in collectivist cultures children ‘derive a greater sense of 

psychological security from their obedience to and dependence on parent’ 

(2007: 598). 

In light of the state of the country’s developing, but poor infrastructure 

and the difficulties described by individuals in dealing with issues as traffic 

and transport, power and water cuts, lack of educational opportunities and 

poor medical care on a daily basis to name a few, suggests that the 

benchmarks for living standards is different to those in Western developed 

nations. In Maslow’s (1943) terms, greater emphasis is placed on the 

fulfilment of physiological needs (e.g., breathing, food, water, and sleep) 

and safety needs (e.g., security of body, employment, resources, morality, 

the family, health and property) simply because the environment makes 

their achievement more challenging. In African developing countries 

security and support comes from the family and social networks. My 

analysis affirms existing arguments proposed about significance of 

collectivism, interdependence in African cultures (Ghebregiorgis & 

Karsten, 2006; Ituma & Simpson, 2006; Karsten & Illa, 2005; Lynham, 

Nafukho, & Cunningham, 2009; Okurame & Balogun, 2005; Salami & 

Aremu, 2007). 

As is evident, the significance of family in shaping career decisions 

and aspirations nor the importance of family in career development as 

such is not a novel concept. As my analysis here illustrates the role of 

family in shaping careers has been covered from many angles. The 

findings of the study presented here support such existing understandings 

of the impact of family on career development experiences. However, my 

analysis suggests that influence of family tends to be examined from a 

196 



         

        

        

   

           

         

         

         

           

      

          

        

      

     

        

    

      

          

        

        

       

        

         

   

       

        

          

         

       

         

family-of-origin perspective, thus focusing on the impact of family that one 

has grown up with, rather than the new family configurations formed later 

in life as adults (Blustein, 2004; Brown, 2004; Keller & Whiston, 2008; 

Whiston & Keller, 2004). 

When the family is considered in relation to work, it tends to be done 

so from a work-life balance perspective (e.g., Sargent & Domberger, 2007; 

Shortland & Cummings, 2007), but not expressly looking at how providing 

for one’s family can be a motivational aspect of career development. 

Building on this idea of family as not only a starting point, epitomising an 

environment which shapes and guides individual aspirations, family and 

more specifically providing and ensuring the welfare of one’s one family on 

a physically challenging environment is a key motivational element in the 

career development of Angolan professionals within professional lives. 

The challenging socio-economic environment also accentuates the need 

and the difficulty in achieving a balance between professional 

commitments and aspirations and family life. 

The findings presented here suggest that achieving work-life balance 

in the Angolan context cannot be viewed from an individual perspective 

because the quality of life (access to basic amenities and more importantly 

education) of extended family is often dependent of the professional 

success of a few selected individuals such as those whose experiences 

have been captured here. Certainly current commentary on work-life 

balance does not reflect the nature of this compromise as it is perceived in 

African developing country contexts. 

By demonstrating why family welfare is a perceived as a priority and 

how family as an environment for early socialisation as well as formations 

in later life explicitly shape career decisions, the empirical study presented 

here brings to the foreground novel perspective on career development in 

non-Western contexts. The findings presented here offer a more holistic 

and comprehensive perspective of the influence of family in shaping 
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career development in the Angolan context thereby offering a sense of 

continuity throughout the different stages of career development. In this 

sense deepening our knowledge about the impact of family also 

contributes to understanding the unstructured and unplanned aspects of 

careers that take place outside organisational settings, but yet make up an 

individual’s career as a whole. 

7.3.1 Colonial encounters post modern perspectives 

To understand the challenges that Angola’s socio-economic or 

indeed political context poses that amplified dependency on others within 

your family and indeed community, a closer look at the country’s colonial 

legacy is needed. By examining Angola’s colonial encounter a better 

understanding of the changing nature of Angolan society and prevalent 

inequality can also be attained. Angeles’ (2005) analysis demonstrates 

that economic inequality in developing countries directly correlates to 

colonialism. His primary proposition is that the nature of economic 

inequality in the developing world relates to different types of types of 

experiences during the colonial period (Angeles, 2005). In other words, 

where the presence of European settlers was greater, so is the economic 

inequality. Moreover, Angeles (2005) makes an important point as he 

contends that understanding the significance of colonialism is essential in 

addressing problems of inequality between the rich and poor in developing 

nations on the long term. 

Angeles (2005) also draws a useful distinction between settler and 

peasant colonies, the latter being one where the number of European 

settlers was relatively small and exploitation was focused on tax collection 

rather than direct seizure and control of land and resources. European 

settler communities on the other hand were significantly larger, albeit still a 

minority, but took control over both land and resources. Thus income 

inequality in such countries became particularly high. Portuguese 

presence in Angola can be characterised as a settler colony, but one that 

differed from those of the British colonial empire in Eastern Africa (Chabal, 
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2007). I will elaborate on this as move on to discuss employment 

experiences, career construction and notions of race and nationality. 

Bringing together my own observations and findings with existing 

commentary on Angolan politics and economy, the shift towards more 

Western economic and political systems and emerging middle class of 

Angolans in a society that has been previously been simply characterised 

by the rich-poor divide, urban Angola today resembles that of a capitalist 

consumerist society - albeit with an African twist. Thus post modern 

perspectives can offer an alternative perspective. The findings indicate 

that the acquisition of material wealth is important in the Angolan context, 

not only out of necessity. Material wealth is seen as the way to improve 

standard of living for one’s family and the only way to access to basic 

amenities given the country’s developing infrastructure. Money is also 

important for the perceived status that it brings. Utility of goods is clearly 

significant in Angola, given the country’s developing infrastructure as 

evident in the findings presented in the previous chapter, but the emphasis 

on representational value of goods in an increasingly free market economy 

focused on consumerism is also evident in the urban Angolan context. 

Referring to the ‘African industrial manager’ Jaja (2003) for example 

observes the significance of impression management within African 

organisational dynamics. Jaja suggests that the twenty-first century 

African industrial manager seeks to ‘regulate the image others hold of him 

in many different ways’ relating to the way in which they communicate, 

dress and even furnish their offices (2003: 76). Thus the way in which 

individuals represent themselves depending on context and what they 

hope to achieve is important. 

Reflecting on the significance of material wealth in the Angolan 

context, Jean Baudrillard’s (1975) controversial visions of postmodern 

society offers intriguing insight. In critically reevaluating Marx’s arguments 

around utility and exchange, Baudrillard (1975) argues that as a result of a 

199 



        

           

        

    

          

       

          

      

      

    

       

    

       

          

       

        

    

        

         

         

     

          

   

        

          

   

       

       

      

      

       

transformational shift in society from production to consumption, material 

goods can be understood in two terms: goods that have a utility value and 

goods that have an exchange value (P. Prasad, 2005). In his ‘Translator’s 

Introduction’ to Baudrillard’s (1975) book Mirror of Production Poster 

explained that where Marx focused on the ‘real’ act of production and 

consumption, Baudrillard argued the ‘process of signification is the true 

essence of capital’ (1975: 5). In other words, what is of importance is the 

value that is placed on the goods produced or consumed. 

The significance (i.e., the value) of goods is therefore socially 

constructed according to Baudrillard (1975) through processes of 

communication and marketing (P. Prasad, 2005). According to Coulter’s 

(2011) analysis of Baudrillard’s criticism of Marx suggests that capitalism 

thus produces the social. Baudrillard’s major criticism of Marxist theory of 

productivism is that it offers no real or radical alternative to a capitalist 

production as it defines utility and exchange in terms of political economy 

(Coulter, 2011). Thus what Marx produces is simply a mirror of production 

(Baudrillard, 1975: 152). Baudrillard’s (1975) contrastingly argues that 

postmodern society is saturated with goods of symbolic value; what is 

significant is what these goods represent rather than what they are or 

indeed what their use it (P. Prasad, 2005). According to Baudrillard 

postmodern society is epitomised by this consumption of goods with 

symbolic value which also in turn has an impact for how selfhood and 

experience in constituted (Baudrillard, 1975). 

The aspect of postmodern society reflected here has significance for 

the findings that I presented in the previous chapter in two respects. It 

indicates that capitalism creates social structure, i.e., classes (Coulter, 

2011). Returning to chapter three and De Oliveira’s (2007) arguments 

regarding the dichotomised nature of Angola’s political economy would 

suggests that in Angola’s case social classes are products of two 

distinguishable systems. Although some media reports suggest that 

Angola has no middle class (see Redvers, 2012) and society is simply 
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epitomised by a small but very significant rich elite and the vast majority 

who live in poverty, others suggest that a middle class is emerging, albeit 

hard to define (see Aherns, 2012). My observations and findings indicate 

that the latter is more probable. 

Aherns (2012) article suggests Angola’s middle class is not easily 

defined, but education seems to be central as she reports that in general 

middle class Angolans are university educated and hold professional jobs. 

Referring to an interview with Mark Weimer of Chatham House, Aherns 

(2012) reports that the problem in defining a middle class in Angola 

according to income is that the income of the individual tends to be 

distributed among family. Thus, determining how well-off one is financially 

is also dependent on how widely one’s monthly earnings are dispersed. In 

the end, a person earning $5000 a month and another earning $9000 may 

well reflect similar kinds of lifestyles depending on their family 

circumstances. This latter point raises an interesting issue about the 

significance of family and how individuals experience, or rather assume, 

financial responsibility for their immediate and extended families and how 

this is reflected in the way in which they make decisions about their 

careers. I will return to this shortly. Within the context of the oil industry I 

suggest that the findings presented here support the notion that urban 

Angolan society, in Luanda at least, cannot be seen entirely in terms of a 

rich/poor divide. 

So against this backdrop that I have presented thus far, in the next 

section I will discuss some of the more specific aspects of interplay 

between structural influences and individual enactment of careers in 

relation to the institutional micro structures highlighted by the career 

construction framework. In doing so, I will highlight where existing 

commentary on career development falls short and how therefore the 

study presented here advances theoretical and practical understanding 

about career s and career development in African developing country 

contexts. 
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7.4 EMPLOYMENT, CONTEXT AND POSTCOLONIAL ENCOUNTERS 

The novel insights that this study brings to the foreground derive from 

postcolonial perspectives used to understand the dynamic relationship 

between Portuguese colonialism, Western Anglo-Saxon influences, 

notions of nationality and race in defining perceived available opportunities 

and therefore career development of individuals. These dynamics highlight 

the interrelated nature of political, historical, socio-economic and cultural 

elements when examined in the context of careers. The analysis I present 

here suggests that the above mentioned dynamics also influence 

perceptions of employment relationships and psychological contracts, 

which in turn have important consequences for how individuals in the 

Angolan context envision their careers. Empirical findings also suggested 

that professional success in the Angolan contexts is viewed in terms of 

growth and development; technical development as well as the ability to 

understand and negotiate within the complex dynamics of organisational 

culture, political agendas and networks of interpersonal relationship. 

Career development and the decisions that are taken within the 

sphere of employment are significantly shaped by the political agendas in 

the Angolan oil industry according to the findings. The perceived value and 

self-value of Angolans as professionals within this context appears to be 

determined by the Angolan government’s nationalisation agenda 

(Angolanisation) and MNCs ability or need to address it (see Figure 6.3). 

Perceptions and experiences of Angolanisation and MNCs’ perceived 

responses to the agenda impact how Angolan professionals view their 

employment relationships and psychological contracts (i.e., ‘the Individual 

beliefs, shaped by the organisation, regarding terms of an exchange 

agreement between individuals and their organisation’; Rousseau, 1995: 

9). In other words, career development experiences in the organisational 

settings are shaped by objective external career constraints and subjective 

perceived constraints (Gunz et al., 2000). 
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In light of the foregoing, two main themes of the main themes that 

emerged from the empirical findings, stereotyping and Angolanisation may 

be interpreted as career boundaries. The insights that emerged are 

founded in the interplay between perceived reality and the wider societal 

context and how this interplay influences career decisions and aspirations. 

Thus career constraints in the Angolan context can be explained from 

historical, political, socio-economic and cultural perspectives. Postcolonial 

theory particularly offers useful insight into making sense of the Angolan 

professionals’ perceptions and experiences of stereotyping and 

Angolanisation as well as the implications for employment relationships. 

Existing career development commentary, particularly in non-

Western contexts suggests that contextual factors such as political, socio-

economic and cultural environments are important factors in determining 

career development in developing country settings (e.g., Counsell, 1999; 

Ituma & Simpson, 2006; Khapova & Korotov, 2007; Yakushko, 2007). 

Counsell’s (1999) study for instance demonstrated that one of the most 

mentioned factors influencing career thoughts and behaviours of Ethiopian 

careerists was political and economic issues, which in developing country 

contexts tend to be closely related. Studies conducted in former Soviet 

states also related career attitudes and behaviour with legacies of 

communist policies and culture (Khapova & Korotov, 2007; Yakushko, 

2007). Deft and Laurent (1989) associate culture explicitly with careers by 

arguing that cultural context defines how individuals see their careers. 

Indeed cross-cultural classics such as Hofstede’s (1980, 1991) cultural 

dimensions are frequently referenced in career development commentary 

that explore cultural approaches to careers. In addition to bringing new 

insight to the foreground, the findings of this study support such 

arguments. 

7.4.1 Stereotyping and postcolonial critique 

Findings in relation to the three different significant stereotypes (i.e., 

in relation to race, education and the desire to choose management over 
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technical career path) that emerged from my empirical analysis reflect the 

kind of subjective perceived career constraints that Gunz et al. (2000) 

describe. In chapter six the first stereotype that I highlighted related to 

racial stereotyping, suggesting that assumptions about individual’s 

background and status based on the tone of one’s skin remain an issue in 

the Angolan context. The narratives here do not reveal if such stereotypes 

are true or not, but indicate that skin colour is still interpreted to imply 

certain status, upbringing and educational attainment, admittedly often 

leading to incorrect assumptions. 

The second stereotype referred to the perceptions that Angolan 

educational qualifications at university level were less valued than 

qualifications obtained from universities in Western countries, thus 

implying that the skills and abilities of professionals who obtained their 

degrees in Angola are valued differently to their Western educated 

counterparts. The third stereotype was concerned with the misconception 

that all Angolan professionals in the oil industry want to be managers. 

These stereotypes derive from Angolan individuals’ perceptions 

about how their abilities are valued and the kind of opportunities they 

perceive as available. Reflective of social constructionist approaches, I 

argue here that such perceptions have derived from the individuals’ 

interpretation of other peoples’ actions within the context of their past 

socialisation experiences. My analysis of participant narratives indicated 

that perceived stereotyping of Angolans by Westerners as well Angolans 

plays a part in the career development experiences of Angolan 

professionals working the oil industry. However as I pointed out the nature 

of the impact is not conclusive within the narratives that I have collected 

nor in the fieldwork that I have carried out. The perception of inequality or 

discrimination was strongly evident in all narratives, but the ways in which 

they manifest, have been experienced and indeed their consequences felt 

vary from person to person. 
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Perceptions of available opportunities professionally were associated 

with nationality and in some instances race (the two frequently used 

interchangeably in participant narratives), suggesting that individuals feel 

different opportunities exist for different nationalities. The interview 

narratives revealed that differences in the types of working environments 

and professional opportunities perceived available within the Angolan 

national oil company (NOC) and Western multinational corporations 

(MNCs) exist. These perceived differences were related to nationality and 

race. 

These findings can be interpreted within a postcolonial frame of 

reference and broken down to associations between racial and economic 

inequality in developing nations and colonialism. Indeed, race and class 

have received attention within the postcolonial discourse, most notably 

from Fanon (1986 [1952]) and Gilroy (1987) and we can also return to 

Angeles (2005) thesis regarding the nature of colonialism in correlation to 

economic in equality in developing nations. I will return to Angola’s colonial 

encounter with Portugal to illustrate where perceptions of inequality hail 

from. 

Early Portuguese settlers in Angola were poor and poorly educated 

rather than aristocrats (Chabal, 2007). It took little time for Portuguese 

settlers to mix with indigenous Angolans and consequently we have the 

emergence of a mixed race (mestiço) Creole society, or the Afro-

Portuguese. Thus the arrival of the poor and the poorly educated subjects 

of the Portuguese crown in Angola, according to Chabal, ‘skewed the 

economic development of the country and resulted in certain forms of 

racial discrimination’ (2007: 7). 

Significant to the development of my analysis here is also Angeles’ 

observation that independence in such nations was done by the 

descendants of European settlers. Angeles observes: 
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‘This implied that the privileges that this group had obtained 

during the colonial period were not removed with the change of 

political status. If anything, European descendants were freer to 

impose their views and secure their advantages since they did not 

need to accommodate to the orders of the metropolis anymore’ 

(2005: 7). 

In the Angolan context, Malaquais links the extensive colonial 

encounter and subsequent tensions between Angolan nationalist 

movements with ethnicity, race and class (2000). He contends that 

although the country’s nationalist movements can be divided along ethnic 

lines, racial and class divisions were prominent elements of the post-

colonial discourse and conflict. Malaquais writes that for the opposition 

parties UNITA and FNLA, their concern was what they perceived to be the 

exploitation of the country’s resources by and to the benefit of a small 

portion of Portuguese settlers. Moreover, the two parties viewed the key 

figures in the leading MPLA party to be Portuguese-descendants or 

descending from economically privileged classes (Malaquias, 2000). 

According to Malaquais race was not on the agenda for the Luanda-based 

MPLA, but class was. MPLA was founded very much on Marxist-Leninist 

ideology, which the party managed to use to gain the support of ‘the 

embryonic proletariat, the emerging intelligentsia, and revolutionary mixed-

race Angolans (mulattos)’ (Malaquias, 2000: 96). 

However, with the fall of the Soviet Union MPLA renounced their 

Marxist-Leninist ideology in the early 1990’s and ‘embraced Western 

political and economic models’ and thus ideology lost meaning towards 

the end of the conflict (Malaquias, 2000: 96). Although class is no longer 

an explicit item on the agenda, the imprint left behind by not only the 

government’s past ideologies, but over five centuries of colonial history 

inevitably has left a mark that is still visible in Angolan society today. 
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The way in which Portugal’s colonial legacy is evident in urban 

Angola today is multifaceted. Modern Angolan culture and cultural identity 

seems to be as much characterised by what may be considered 

indigenous African customs and beliefs as it is by those that stem from 

Portugal, but have ingrained into society over five centuries of Portuguese 

assimilationist colonial policy (Bender, 1978). The findings suggest that 

although these sentiments still linger today, the nature of the race-class 

dynamics are shifting. I therefore question to what extent it is helpful to 

dichotomise between Portuguese and Angolan elements within the context 

of urban Angolan culture and identity. 

Rather than attempting to distinguish between Angolan and 

Portuguese cultural values, attitudes and customs, perhaps in the urban 

Angolan context a reconceptualization of identity and culture is warranted. 

In addition to the hybridity of urban Angolan culture – a fusion of 

Portuguese and Angolan elements (Chabal, 2007), the nature of current 

Angolan politico-economic landscape, remnants not only of racial struggle 

but of class struggle – has also left me questioning to what extent can 

postcolonial rhetoric alone help interpret how urban professionals in 

Angola make sense of their careers now and in the future. 

I return now to the second stereotype about how Angolans are 

perceived by their Western and Angolan managers as well as colleagues 

influences the nature of their current employment relationships and the 

psychological contract. The narratives revealed that several Angolan 

professionals interviewed believed that Western management and 

leadership viewed their skills and abilities as less than those of their 

Western counterparts. This stereotype was perceived to influence the kind 

of progression and developmental opportunities available. 

This stereotype can also be subjected to ‘classic’ postcolonial 

analysis about the power of Orientalist definition (Said, 1978). By defining 

the non-Western ‘Other’ as inferior, the Western thus defines themselves 
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as superior. By doing so, according to postcolonial critique, Western 

corporate management simply justifies their subjugation of the Angolan 

‘subaltern’ Angolan (Spivak, 1993). As I revealed in the previous chapter 

some of the comments made by interviewees about the need for MNCs to 

be seen giving Angolans opportunities, but setting them up for failure and 

thus ‘demonstrating’ the incapability of Angolans to take on decision 

making responsibility and therefore proving their own Western superiority 

reflects specifically the kind of colonial encounter that postcolonial 

theorists seek to critique. 

Ironically, similar views about the skills of foreign educated and 

Angolan educated professionals were also believed to be held by some 

Angolans. Narratives also revealed a certain admiration for ‘Western’ style 

management practices premised on more egalitarian approaches than 

those conceived in highly hierarchical Angolan settings. Classical 

postcolonialists would argue that this is simply evidence of the West’s 

attempt to colonise of the mind of the subaltern. 

Within the postcolonial frame of reference such perceptions can be 

analysed in relation to Fanon and Bhabha’s observations about imitation, 

mimicry and hybridity introduced in chapter two. In analysing the social 

construction of classes along racial lines Fanon argued that the response 

of black colonised subjects to their demeaning situation was to imitate 

white behaviour, which led to the negation of black identity (Loomba, 

2005; P. Prasad, 2005). However Fanon’s argument suggests that 

imitation of one identity implies the loss of another. Given the hybridity of 

modern urban culture that brings together indigenous Angolan and 

Portuguese elements, I am not convinced that Fanon’s radical views are 

necessarily helpful in understanding what is happing in contemporary 

Angola and how that shapes individual appropriation of surrounding 

valued. 
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Bhabha’s (1994) notion of mimicry characterised as an ironic 

compromise is about resemblance and ‘miming and imitation of colonizers 

by the colonized’ (2003: 21). Although mimicry is associated with the idea 

that the power and authority of the colonisers has forced the colonised to 

imitate the values and norms of the colonisers (A. Prasad, 2003), Bhabha 

(1994) argues that it is specifically mimicry that represents the space of 

resistance that undermines colonial power. Mimicry for Bhabha is about 

repeating, not representing values and norms of the colonised, therefore 

mimicry perpetuates a degree of ‘deference and disobedience’ (Gandhi, 

1998: 149). It is this deference and disobedience that turns mimicry into 

mockery that signals the destabilisation of colonial power and authority. 

Returning to my earlier point about equating success with the ability to 

understand and negotiate the dynamics of the Western organisational 

settings, from Bhabha’s perspective, the ‘imitation’ of Western values and 

practices could be interpreted as simply as a way of learning the rules of 

the game to ultimately turn the tables around. 

Reflecting on the third stereotype and the assumptions that Angolan 

professionals feel are made about their career aspirations by Western 

corporate leaders could be interpreted to derive from a broader cultural 

assumption about hierarchy and significance of status within Angolan 

culture. The stereotype raises significant questions about the management 

of employee and employer expectations. The importance of aligning 

individual employee interests with organisational needs and objectives in 

achieving success has been highlighted in existing people management 

commentary numerous times (e.g., Boswell, 2006; Sullivan, Sullivan, & 

Buffton, 2001; Ulrich, 2001) and the study that I present here is no 

exception. If individual aspirations are misunderstood by those responsible 

for succession management in organisations because of culturally rooted 

misconceptions then the training and development offered by the 

organisation is likely not to match individual’s needs. 
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As I pointed out in chapter two, according to Bhabha (1994) 

stereotypes are preconceptions based on what is believed to be already 

known, but cannot be proved. However, the narratives presented this 

thesis demonstrate that although status that comes with a managerial 

position is important for some, it would be simplistic and counterproductive 

for Western management to view career development in the Angolan 

context as driven purely by a need for status. The narratives here clearly 

illustrate that managerial position is equated with technical expertise and 

individuals are reluctant to take on board title and responsibility that they 

feel technically ill-prepared to deal with. In Kwek’s (2003) terms such 

stereotyping is an evident example of unhelpful cultural typologies 

perpetuated by the West. 

In summary, the management of the employment relationship 

between Angolan professionals and between Western MNC corporate 

management is clouded by stereotypes that perpetuate Western 

ideologies of the ‘ideal’ employee, i.e., ‘talent’ as well as wider culturally 

rooted miscommunication and misinterpretation of priorities. On this micro 

level, the dynamic between Angolan employees and Western employers 

reflects a struggle against colonial thinking that is still perceived to persist 

within the particular setting reported in this study. 

However, the dynamic highlighted here is more complex, because 

organisations in question here are not Portuguese, but rather a mix of 

large Western MNCs. Thus the dynamic must be understood in terms of 

Portuguese colonial as well as Anglo-Saxon influences. My analysis of the 

empirical findings support the conceptual proposition that I made in 

chapter two where I suggested that the increasing cultural, racial and 

ethnic hybridity in postmodern societies, Western and non-Western, calls 

for more multidimensional conceptualisations of the colonised/coloniser 

relationship. Considering the hybridity of urban Angolan cultural identity 

that I have argued for and the nature of the power dynamics between 

national and foreign interests in the Angolan contexts, I cannot help 
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thinking that postcolonial perspectives that perpetuate the view 

Angola/Angolans in the context of this study as the ‘subjugated Other’ as 

too simplistic and possibly somewhat patronising. 

From a corporate perspective, it raises the question that if flawed 

stereotypes are used to interpret skills and abilities of Angolans, then on 

what basis can organisations operating in such contexts define and 

develop local leadership potential? Surely, if such stereotypes are 

perpetuated and left unquestioned to shape MNC leadership perceptions 

of Angolan talent, then the pool is bound to be small. Furthermore, if 

Angolan professionals feel that they are perceived negatively by their 

leadership then the psychological contract is bound to crack, if not break, 

leaving individuals feeling de-motivated and cynical. The way in which 

Angolan’s felt they are perceived and valued was also found to relate to 

the Angolan government’s nationalisation agenda, which I will discuss 

next. 

7.4.2 Angolanisation 

The findings have indicated that Angolanisation plays a significant 

role in shaping perceptions and experiences of working in the Angolan oil 

industry. The Angolan government’s agenda to increase the recruitment 

and development of local skills across industries appears to be taken very 

seriously by national organisations as well as foreign MNCs alike (Vines & 

Weimer, 2011). My recent attendance at a recruitment fair aimed at 

African nationals who are interested in returning to Africa and recent 

personal communications with talent agents specialising in African 

recruitment seem to affirm that the era of the expatriate is fading on the 

continent and organisations need local talent. In the case of Angola, the 

desire to nationalise and the consequent need to develop local skills is 

challenged by the shortage of skilled experienced and higher educated 

Angolans. As a result of the country’s poor education system 

("Operational risk: Angola," 2009) and difficulty in accessing university 
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education due to limited educational institutions and disproportionate fees, 

educated and skilled Angolans are in short supply and in high demand. 

The findings revealed that foreign MNC operations in Angola are 

perceived to be determined by a broader political agenda perpetuated by 

the Angolan government. Angolanisation is perceived to place significant 

pressure on MNCs to invest in the recruitment and development of local 

technical and managerial talent. In the previous chapter I asserted that 

opinions and experiences of Angolanisation are twofold: on one hand it is 

perceived to place Angolans in an advantageous positions in terms of 

promotion and accelerated development opportunities, thus adding value 

to them, but on the other hand the opportunities Angolans are perceived to 

have available to them in a global context are limited because of the very 

same agenda. 

Narratives implied that Angolans are perceived to be developed 

solely for Angolan operations. According to interviewee interpretations of 

the context, foreign MNCs must be seen to comply with terms set by the 

Angolan government to develop and recruit Angolan nationals at 

professional and management level. Therefore the goal of MNCs is 

ultimately to have skilled and experienced Angolans in Angola, rather than 

develop them for international operations. However, on a conceptual level 

Angolanisation was seen by and large as positive, but the implementation 

on a practical level within MNCs was perceived to be fraught with 

problems resulting in feelings of cynicism and scepticism. The way in 

which MNCs are perceived and experienced to respond to Angolanisation 

has clearly impacted perceived career prospects and the kinds of career 

decisions individuals envision themselves making in the future. 

In light of the foregoing, Angolanisation could be likened to 

affirmative action programmes. Affirmative action programmes, rooted in 

the United States emerged in the 1960s and 1970s as a form of 

addressing (or compensating as proponents of affirmative action view it; 
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Van Jaarsveld, 2000) unequal representation of women and racial ethnic 

minorities in employment (Smith, Wokutch, Harrington, & Dennis, 2004). 

Affirmative action is based on the idea that an a member of a minority 

group can be given an employment opportunity over a member of the 

majority group even if they are more qualified in order to achieve balance 

(Van Jaarsveld, 2000). Affirmative action programmes have also gained 

significant momentum in post-Apartheid South Africa understandably 

(McFarlin & Coster, 1999; Van Jaarsveld, 2000), where the need to 

balance out inequalities in employment opportunities between minority 

white South Africans at the expense of majority black South Africans is 

needed. Van Jaarsveld argues that in the South African context, despite 

being viewed as reverse discrimination by some, affirmative action is 

‘controversial, but necessary’ (2000: 5). From an organisational 

perspective affirmative action programmes are often seen a costly 

because of the resources needed for training and education (Van 

Jaarsveld, 2000). 

Admittedly different, affirmative action is also considered mutually 

supportive of managing diversity (Smith et al., 2004) and associated with 

equal opportunity. However, the three are not one and the same. Equal 

opportunity policy refers to ensuring equal opportunities for individuals or 

groups indiscriminately where as managing diversity is essentially 

premised on capitalising on diversity of skills, abilities and values 

manifested in diverse workforces (Kirton & Green, 2010; Riley, Metcalf, & 

Forth, 2008). An agenda like Angolanisation is bound to have an effect on 

any diversity or equal opportunity policies that organisations may 

implement and this would offer fascinating scope for future research. 

Indeed, it strikes me that Angolanisation actually works against the 

principle of both equal opportunity programmes and diversity management 

since it promotes opportunities for one group (i.e., Angolans - justifiably 

so) and by doing so seeks to negate diversity. Ironically, the professionals 

interviewed all experienced Angolanisation, an agenda that is aimed at 

providing Angolan individuals like them better opportunities for 
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employment very substantively, yet all also felt in some respects that they 

are perceived unequal for being Angolan returning back to my earlier 

analysis relating to stereotyping. 

In the Angolan context, Angolanisation does not promote equal 

opportunities based on racial or ethnic background, but rather on the basis 

of nationality. Thus is a country with high unemployment and where 

majority of national revenues derive from the oil economy where foreign 

players have a significant presence, the promotion of local people over 

foreign expatriates is beneficial for national development. Moreover, from 

a corporate point of view investment in the development of local human 

resources makes long term business sense, particularly when success 

depends also upon understanding local dynamics. However, as already 

highlighted the pressures of such a nationalisation agenda also bring 

controversy as individuals feel sceptical about whether they are valued for 

their skills and abilities or for their nationality to fill some government 

quota. The consequences, whether intended or not are felt in the 

employment relationship. 

7.4.3 Graduate development programmes 

The majority of professionals interviewed had taken part in a 

graduate development programme (GDP). Narratives revealed that these 

were experienced with mixed feelings. On one hand GDPs were 

associated with exceptional training opportunities, but on the other several 

individuals felt that their progress within their organisation was constrained 

by the GDP. Narratives also revealed that several individuals who had 

considerable work experience in previous organisations in the oil industry 

when entering the company they were employed by at the time of 

interview were placed on a GDP that is essentially intended for recent 

graduate or individuals with less than two years of experience. For these 

individuals this resulted in significant feelings of disappointment and 

frustration. 
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Moreover, by placing Angolan professionals who are over 

experienced or over qualified on a training programme that is known to be 

intended for entry level applicants in Western MNC contexts does nothing 

to negate the kind of stereotypes that Angolans already believe Western 

managers already have of them. It is perceived to simply affirm the 

perception that as Angolans their skills and abilities are not on par with 

Western counterparts. However, as my focus in this study was not on 

corporate perspectives and given the relatively small sample size, it is 

impossible to say how wide spread this practice is or of it is indeed limited 

to Angolans only. Further investigation would be needed to discover 

whether this phenomenon extends to other subsidiaries in other 

developing country contexts and how this compares relative to the 

experiences of professionals from developed Western countries. 

However, in the context of the study presented and for the individuals 

whose experiences I have captured here is that the actions of the 

organisation and the management who are perceived to represent the 

employing organisation are interpreted as lacking flexibility and contextual 

understanding. MNC practice in this sense is perceived as universalistic, 

thus inappropriate and unconducive to enhancing organisational 

commitment. Logically, one would think that cultivating organisational 

commitment in collectivist societies where individuals are more like to 

identify with groups would be easier than in individualistic societies, where 

the focus is on individual achievement. Ironically contemporary forms of 

Western best practice management emphasise the importance of 

participation and team work, yet MNCs that adopt such practices 

perpetuate individual performance management practices for example. 

Approaches that are perceived as universalistic by Angolans seem to have 

a negative impact on organisational commitment, thus leading to more 

individualistic career behaviour that is more reflective of protean careers 

(Hall, 1996). Considering that one of the major challenges that 

organisations operating in the Angolan oil industry face is retaining 
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individuals they have invested cultivating organisational commitment is 

imperative to sustainable business. 

The flipside of GDPs is that in large MNC contexts, they are 

associated with fast track development for individuals who have been 

identified as high potential and earmarked for ‘high-calibre’ executive 

positions in the future (Doherty, Viney, & Adamson, 1997). In the Angolan 

context a point that seems to distinguish those considered ‘high-potential’ 

from the rest who may also be participating on GDPs is the opportunity to 

uptake training abroad in the form of an international assignment. 

Resources and facilities for training in country appear to be limited in 

Angola and thus those identified has somehow ‘high potential’ are 

earmarked for one or more international assignments. 

Angolan professionals interviewed seemed to be aware of this and 

as they all were on assignment or had been on one previously it would 

suggest that each professional interviewed understood that their 

development as future managers or technical experts received investment 

and attention. As such individuals interviewed also felt that what was 

expected of them by colleagues and managers was high. The 

management of graduate’s expectations has been highlighted as a 

significant challenge (Doherty et al., 1997). As such within the context of 

this study, the expectations of professionals offered international exposure 

through assignments or education were experienced as high by the 

individuals themselves. I will return to the impact of international 

assignments later in this chapter, but before I do so, I will explain how 

organisational commitment in this sense relates to conceptualisations of 

the employment relationship in more general terms and the potential 

impact of such perceptions on career development. 

7.4.4 Conceptualising the employment relationship 
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Stereotyping, Angolanisation and experiences of GDPs have 

implications for the employment relationship and more specifically on 

commitment. The evidence suggests that the employment relationship in 

the Angolan context is a more personal one than traditionally viewed in the 

West. What seems clear is that in the Angolan context, the employment 

relationship is not solely about the relationship between the organisation 

and the employee, but rather greater emphasis is placed on the 

relationship dynamic between the employee and their managers. This 

finding seems to affirm the interpersonal focus in relationships in the 

Angolan context and vice versa. The employment relationship is about 

managing promises and expectations, which seem to be played out and 

personified in relationships between employees and their managers 

according to the findings. 

The employment relationship is not merely about a transaction of 

reward (extrinsic or intrinsic) in exchange for effort, although this is 

important too. It is not so much about the organisation and the employee, 

but rather the manager and the employee. This presents a problem 

because managers change and each brings with them their own values 

shaped by their personal experiences. The empirical findings of Chi and 

Chen’s study into the relationship between the psychological contract, 

counterfactual thinking and job commitment among Taiwanese repatriates 

suggests that ‘a subjective perception of psychological contract fulfilment 

is a more important predictor of job attitudes than actual changes in 

position, pay, and skill improvement’ (Chi & Chen, 2007: 474). Thus, the 

management of expectations once the employment relationship has been 

initiated seems to require nurturing of relationships between individuals 

and their superiors in the Angolan context. 

According to Jackson in African contexts ‘commitment and mutual 

obligations stem from group pressures to meet one’s promises and to 

conform to social expectations’ (2002: 1011). However, this commitment 

necessitates the establishment of a mutually rewarding relationship 
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between the two parties. If the organisation, which I propose here based 

on the empirical findings presented in the previous chapter is personified 

by leading organisational members does not invest into cultivating 

relationships with employees, employees are unlikely to identify the 

organisation as a collective that warrants mutual obligation and 

commitment. 

7.5 INTERNATIONAL LIVING EXPERIENCES 

Within international career development commentary organisational 

perspectives remain prevalent (Kohonen, 2005). Furthermore the impact 

of international assignments on the career development of expatriates 

from African countries, remain largely unexplored. Therefore, the findings 

presented in this thesis add individual perspectives of African 

internationally mobile individuals to the discourse. The findings here 

provide particular insight into the controversial side of using international 

assignments as a developmental strategy in large MNCs where such a 

strategy involves transitions between developing and developed country 

contexts. This study also links, cultural values of collectivism, 

interdependence and conformity, social responsibility and notions of 

nationhood with repatriation and career development in the Angolan 

contexts. 

International assignment experiences have been shown to impact 

perceptions of the self and have an impact on identity for both assignees 

and their spouses (Kohonen, 2005; MacDonald & Arthur, 2005; Shaffer & 

Harrison, 2001). From a socialisation and social constructionist 

perspective we are a sum of our experiences. With regards to the impact 

of international assignments it is clear that such experiences have been 

profound for both the professionals interviewed and their spouses. One of 

the most notable findings that relates to both assignee and spouse 

experiences is the changes in family dynamics. 
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The absence of extended family and friends for support was 

experiences as a challenge, but the positive in terms of outcome. The 

international assignment experience has resulted in a shift in traditional 

gender roles. Due the absence of familial influence and support narratives 

suggested that men took on tasks during their assignments that have been 

traditionally considered the work of women, such as childcare and 

household chores. This was perceived positively by both men and women 

interviewed. Similarly the absence of ‘interfering’ family members was 

perceived as liberating. The temporary independence from extended 

family has marked an increased prominence given to the nuclear family, 

which in turn indicates a shift towards more individualistic values and less 

interdependent self-precepts. Indeed some interviewees explicitly 

questioned how they would handle the demands of extended family when 

returning to Angola. The fact that these were highlighted as significant 

issues by the interviewees supports the idea that social conformity in 

Angolan society is important and thus contributes empirically to our 

understanding of the broader African context. For the same reason these 

findings demonstrate a change in a significant aspect of Angolan cultural 

attitudes as a consequence of an international assignment experience. 

Such experiences could be more broadly related to shifts in self-

perception and identity. However, an international assignment maybe 

considered as a temporary space, using Bhabha’s (1996) analogy - a 

culture in-between - and as such I question the permanency of the kind of 

changes that have been noted occurring here during international 

assignments. Reflecting social constructionist and socialisation (Bandura 

& Walters, 1963) perspectives that I have engaged to make sense of the 

data I have collected, I argue that individuals are essentially a sum of their 

experiences and thus international living experiences inevitably shape 

individual identity. However, the question remains is whether such 

changes in behaviour, attitudes and identity will continue to be reflected 

once repatriated. Particularly given the pressure to socially conform to 
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familial or societal pressures, are the transformations made during time 

abroad salient enough to withstand such pressures? 

The narratives captured here illustrate variety of journeys leading to 

personal discovery and development, awareness of others and the big 

wide world out there. From a professional perspective the impact of 

international assignments is notable. The findings indicate that exposure 

to new organisational and social environments, people from diverse 

backgrounds, industry experts and the opportunity to observe operations 

and organisational dynamics from a headquarter perspective is perceived 

as a positive element on international career development. However, 

exposure is also bitter sweet for some. It is evident that for a few 

individuals, mainly those who have studied abroad as well as worked, 

international living has shaped their aspirations for international careers 

and the frustration of reconciling those dreams with MNC agendas to 

nationalise is immense. 

However, the data suggests that the need for family, to belong, to 

return home and the ability to resolve oneself and adapt to what they 

perceive as ‘just the way things are’ perhaps surpasses the need for an 

international career. Angolan identity appears to be very much rooted in 

the land. Nationality is an important component of Angolan identity, but it 

is not one than defines it alone. In fact the meaning of being Angolan 

seems to derive from ancestry to the nation. For instance even individuals 

who hold foreign nationality and have spent considerable amount of time 

in their lives, if not all their lives outside of Angola, can still make a claim to 

being Angolan. This suggests that the cultural identity runs deeper than 

simple citizenship. 

Cultural identity according to Jameson ‘refers to an individual’s sense 

of self derived from formal or informal membership in groups that transmit 

and inculcate knowledge, beliefs, values, attitudes, traditions, and ways of 

life’ (Jameson, 2007: 207). Jameson (2007) observes that culture tends to 
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be equated with nationality in existing discourse and suggests that cultural 

identity thus needs to be reconceptualised in a way that it is inclusive of 

other components such as religion, race, ethnicity, class, language and 

vocation in addition to nationality. Nationality, according to her, is not the 

most ‘salient factor in a particular situation or the most central factor in an 

overall sense of identity’, even if it is perhaps the easiest one to focus on 

from a data collection perspective (Jameson, 2007: 205). 

The findings of this study revealed that individuals had a strong 

sense of being Angolan and expressed a strong sense of obligation to be 

a part of the country’s national development. The salient feature of being 

Angolan is not nationality as such, but a shared project of nation building. 

Basch, Glick, Schiller and Szanton’s notion of ‘nation’ envisioned as ‘a 

people with a common past and biological bond of solidarity’ (1994: 268) 

perhaps offers insight in sight here. Perhaps it is this idea of a shared past 

and a biological bond of solidarity that draws Angolans to Angola, 

sometimes in conflict with individual needs and desires. 

In light of this, international living experiences do impact career 

development experiences and aspirations and can influence career 

decisions, but do not necessarily lead individuals to actively seek 

employment opportunities abroad. Experiences of working within a 

Western MNC environment as a whole seem more pertinent to career 

decision making in this context. In summary, there are a multitude of 

reasons why international assignments bring about positive outcomes. 

However these must be balanced out with the compromises one must 

make between individual needs, welfare of the family, greater good of 

extended family, community and ultimately the nation, all within the realm 

of possibilities presented by the broader environment. 
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7.6 CONVERGING PERSPECTIVES AND ALTERNATIVE 
CONCEPTUALISATIONS 

In light of the foregoing, I argue that some convergence of 

approaches and perspectives is needed to fully understand the 

complexities of career construction in the Angolan context. This part of my 

analysis will focus on bringing together non-Western and Western 

approaches to career development. In doing so, my analysis will also 

examine culturally premised explanations and those that are focused on 

the impact of societal structures such as political, historical and socio-

economic contexts to deepen understanding about the kind of factors that 

impact career construction in African developing country contexts. 

In contrast to most existing cross-cultural career development 

commentary in African contexts, Ituma and Simpson’s (2006) metaphor of 

chameleon careers explicitly proposes an alternative way of understanding 

careers in African contexts. In chapter two I explained on the basis of their 

study of Nigerian IT workers, Ituma and Simpson (2006) argued that the 

most adequate way to describe the flexibility and the need to adapt to 

changing environments was using the chameleon metaphor. The 

chameleon changes colour according to mood, but also according to 

changes in temperature and lighting. The chameleon metaphor is telling of 

the relationship between individual action and structure within the context 

of the findings presented in the previous chapter. On one hand if the 

individual’s career success is dependent upon their ability to adapt to 

changing surroundings which are out of their control implies that societal 

structure is inevitably the shaping force behind career construction. 

Similarly the chameleon cannot control changes in temperature or light, 

but must adapt. Structure in this sense dictates what is possible and gests 

to the individuals what it is that they need to do in order to both survive 

and succeed. Not simply for their own sake, but for the sake of their 

families who depend upon them. However, this does not mean that the 

individual has no volition, although the emphasis is on structure. Within 
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this context of possibilities, perceived or real and perhaps limited, the 

individual makes their decision. In other words, although individual volition 

exists, the scope of decisions to be made is perceived to be and actually 

determined by broader societal structures. Thus the chameleon metaphor 

offers insight into career construction in the Angolan context also as it 

describes individuals’ ability to adapt, at times seemingly resign 

themselves to the opportunities that the environment has presented them 

with, or not presented as the case may be. 

The way in which individuals navigate within socio-economic 

environments can be examined by understanding the cultural context. 

Returning to the findings and the emergent concepts such as the 

significance of family, the sense of social responsibility towards one’s 

community and nation and job mobility as form of collective activity, 

cultural perspectives offer insight. A concept that has emerged specifically 

from South African collective action movement in the 1980’s (Swartz & 

Davies, 1997), but has gained momentum since as an Africanised 

management concept is ubuntu (Mbigi & Maree, 1995). According to 

Lynham, Nafukho and Cunningham ‘Ubuntu is a worldview grounded in a 

way of being, a code of unwritten ethics, deeply embedded in the African 

culture’ (emphasis in the original; 2009: 61). It is about acknowledging 

human interconnectedness and interdependence. Ubuntu emphasises the 

need for consensus building, spirituality, trustworthiness, fairness, respect, 

truth, compassion (Lynham et al., 2009; McFarlin & Coster, 1999). Ubuntu 

appears to be primarily referred to in the South African context, but has 

potential wider African applicability to explain some of the cultural nuances 

that emerged from the empirical findings I presented in the previous 

chapter and have referred to in this chapter also. 

However, the ubuntu worldview tends to be used to understand 

how people may best be managed or developed in African organisational 

contexts from organisational perspectives and thus tends to be treated as 

an Africanised alternative to Western management models, not explicitly 
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to explore implications of such values on career construction. In their 

review of Mbgigi and Maree’s work (1995) Swartz and Davies (1997) 

observe that the concept of ubuntu overlooks its negative aspects. The 

positive desire for dialogue, consensus in decision making, reconciliation 

and harmony, core elements of the concept, can also be interpreted as a 

pressure to conform by giving up individual desires and needs for the 

greater good of the collective. These needs and desires ultimately form a 

‘metaphorical baggage’ of unwanted behaviours and feelings (Swartz & 

Davies, 1997: 291). 

From a career development perspective the need to conform to 

expectations of and to the greater good of collectives can inhibit 

individuals from realising their individual potential if the two do not equate. 

The importance given to the opinions of elders in the context of 

educational decisions according to narratives could be interpreted to 

support this notion of conformity taking precedence over individual volition 

in career decision making. However, the narratives did not in any way 

imply that elders’ opinions were received reluctantly or negatively. This 

suggests that even if the influence of elders over career decision making is 

the consequence of a hierarchical society that emphasises conformity, it is 

not necessarily experienced as such by individuals. 

The concept of ubuntu as originally conceptualised as a 

management approach by Mbigi and Maree (1995) ‘lacks rigour in terms 

of empirical data to support claims about the usefulness of the metaphors 

in organizational development terms’ (Swartz & Davies, 1997: 292). In the 

context of career development it provides a useful frame of reference for 

examining commonalities across African cultural values, but fails to explain 

the nuances in different African contexts. Moreover, the concept of ubuntu 

paints an overly positive caricature of African culture that offers little critical 

perspective. But perhaps this is an understandable response to centuries 

of colonial representational repression by the West. 
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The Angolan cultural context also offers an explanation for perceived 

constraints to professional mobility. Hooker (2009) accounts a scenario of 

an employee moving from one organisation to another in the middle of an 

ongoing project in search of better prospects. In a North-American or a 

European setting this kind of behaviour can be tolerated and employees 

are seen more or less replaceable as they value derives from their 

qualifications and technical skills. Business between companies is 

perceived as a relationship between the organisations and not specific 

employees according to Hooker (2009). 

However, in relationship focused cultures, cooperation between 

organisations relates to the individuals who represent them (Hooker, 

2009). Trust and familiarity has been noted as a key component of 

relationships, personally and especially in business in African contexts 

(McFarlin & Coster, 1999). Similarly, I recounted a conversation between 

one my interviewees and his manager in the previous chapter (see 6.4.4) 

about the interviewee’s intention to leave his employer to take up 

employment with a new company. The response of his Angolan manager, 

essentially voiding their relationship due to what he perceived as betrayal, 

makes sense if the cultural importance of relationships and the values that 

underpin them are understood. 

The comparatively limited research conducted in African contexts 

around employment, organisations and culture point to the fact that in 

African contexts, regardless of the heterogeneity across the continent, 

emphasis is placed on relationships as opposed to rules or transactions 

(e.g., Counsell, 1999; Ghebregiorgis & Karsten, 2006; Hooker, 2009; 

McFarlin & Coster, 1999). This echoes Africentric approaches that are 

premised on the idea that even though each individual, group, nation and 

culture in Africa are unique, some shared ‘core values and philosophical 

assumptions that originate from a shared African history’ are notable 

(Alfred, 2001: 111). My analysis here supports the possibility of some 

common cultural elements that prevail across distinct African contexts. 
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This thesis is premised on the idea that theories, frameworks and 

models developed in Western contexts alone are insufficient to explain 

phenomena in non-Western contexts. This is not to say that they cannot 

offer insight and be useful, but that more contextual approaches are 

needed that take into account societal and cultural nuances. Postcolonial 

rhetoric is premised on the idea that the West desires to subjugate and 

perpetuate hegemony and power over the non-Western ‘Other’ through 

representation. Said’s (1978) Orientalism, considered a cornerstone of 

contemporary postcolonial theory, suggests that the West continuously 

seeks to define the non-Western ‘Other’ as its polar opposite. Smith 

(2001) argues that academic knowledge in its entirety is a perpetuation of 

colonial mindsets and Kwek (2003) asserts that even the cross-cultural 

management rubric continuously typologizes the non-West into neat 

cultural universalisms that perpetuate Western stereotypes. 

In chapter two I suggested that understanding career construction in 

postcolonial contexts meant that we needed to explore the continuing 

‘colonial encounter’ (A. Prasad, 2003) between the West and the 

previously colonised. I see that postcolonialism offers a valid and critical 

lens to analysing what is taking place in the Angolan context today, but I 

also question to what extent the postcolonial rhetoric in fact perpetuates 

the stereotypes that it seeks to negate. Returning to Bonnett’s (2004) work 

that I referred to in my conceptual analysis, the postcolonial rubric 

enforces pre-given generalising mediations of the West. By defining the 

West according to such mediations, doesn’t postcolonialism then also 

define the non-West in a particular way? Either way, the encounter 

between the West and the non-West seems fraught with mutually 

perpetuating stereotypes. 

As the empirical evidence has revealed that in the African context, 

more balanced and holistic approaches are needed that include various 

structural and individual elements that make up an individual’s career. 

However, this does not mean that Western models of career development 
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and Western conceptualisations of careers are redundant and inapplicable 

in African contexts. Returning for example to the work of Gunz et al. 

(2000) and the notion of objective and subjective career boundaries we 

can see that concepts such as these have wider relevance, albeit nuanced 

differently depending on context. In the context of researching human 

resource management practices in Eritrea, Ghebregiorgis and Karsten’s 

(2006) findings indicate that some ‘cultural patterns are conducive to 

Western management practices’. 

Echoing a similar view, the narratives captured here suggest that 

Western styled organisational environments manifested in MNCs 

perceived as more egalitarian and informal as well as encouraging of 

participation and open communication were experienced positively by the 

interviewees in comparison to the more hierarchical and formal 

organisational cultures of the Angolan national oil company for example. 

Although the emphasis on individual performance in MNC organisational 

cultures was experienced with some mixed feelings, on the whole the 

notion of career progress based on performance was favoured more 

traditional Angolan approaches where opportunities for promotion are 

perceived to be based not necessarily what you know, but who you know. 

Thus, when examining the interplay between work experiences and 

career decisions of urban Angolan professionals in MNC contexts, there 

are cultural elements at play which suggest that career construction in this 

contexts may also be understood using Western conceptualisations of 

careers. However, the hybridity in Western organisations that operate in 

African countries such as Angola also means that there is no one 

prescriptive model. Echoing existing career research in developing country 

contexts (e.g., Budhwar & Baruch, 2003; Ghebregiorgis & Karsten, 2006; 

Ituma & Simpson, 2006; Khapova & Korotov, 2007; Manwa & Manwa, 

2007; Okurame & Balogun, 2005; Yakushko, 2007) the empirical findings 

presented in this thesis indicate that in understanding career construction 

in such contexts requires recognition of broader societal structures as well 
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as the influence of institutional elements. Moreover, the impact of such 

societal structures, both macro and micro on individual action needs to be 

recognised and understood. 

In the conceptual analysis presented in chapter two I raised the 

question whether frameworks developed in Western contexts and 

premised on inherently Western ideologies are appropriate for 

understanding career development in African contexts. Bringing together 

conceptual and empirical elements to develop the career construction 

framework I presented at the beginning of this chapter (see Figure 7.1), I 

have drawn from Western frameworks as well as the more limited number 

of models that propose some form of non-Western alternatives. In respect 

to career development theory specifically, as I have highlighted in my 

review of existing commentary, consensus exists that contextual and 

constructionist approaches are needed that recognise the significance of 

structure, including cultural value systems that shape individual 

construction of careers. 

7.7 CONCLUDING REMARKS 

Returning idea of representation and my authority to represent the 

‘non-Western Other’ as a ‘Western Other’, I wonder how Angolans 

themselves would go about make sense of their own experiences. My 

experiences and the findings suggest that in Angola the focus is on the 

present, rather than the distant past or indeed too far in the future. 

Moreover, the prevailing sentiment, despite difficult experiences and 

challenging circumstances, is one of hope and faith. The past and the 

present may be explained by colonialism, but would Angolans want to 

define their future by it too? Angeles (2005) for example argues that the 

problems of economic inequality cannot be addressed of the future cannot 

be solved without looking at the past, but does that kind of retrospective 

logic underpin the way in which Angolans would construct their futures? 

Obviously this is a question that is far beyond the scope of this study, it is 
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         one that lingers in my mind and encourages me to ask alternative 

questions. 
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CHAPTER EIGHT 
CONCLUSION 

The study I present in this thesis primarily contributes to the 

increasing body of literature around constructionist career development 

theory in developing country contexts, by bringing to the foreground 

alternative perspectives informed by developments in postcolonial theory. 

Career development research in non-Western contexts is increasing (e.g., 

Budhwar & Baruch, 2003; Bullington & Arbona, 2001; Counsell, 1999; 

Ituma & Simpson, 2006; Khapova & Korotov, 2007; Yakushko, 2007), and 

yet the discourse is still dominated by Western frameworks for 

understanding career development. Moreover, the consequences of 

international assignments on career development have received 

considerable attention within international human resource management 

and career development literature (e.g., Baruch, Steele, & Quantrill, 2002; 

Kohonen, 2005; Lazarova & Caligiuri, 2001; Riusala & Suutari, 2000; 

Selmer, 1999), but the career development experiences of African 

internationally mobile individuals remain relatively unexplored. 

Thus the purpose of the study presented in this thesis was to 

investigate factors influencing the career development of professional 

Angolans working in the oil and gas industry and how experiences 

associated with living and working in Western contexts influences the 

career development of such individuals. My intention was to go beyond 

discovery of factors and analyse data in the form of highly personalised 

accounts from key informants to deepen understanding of African career 

development in transnational settings, being mindful of postcolonial 

factors. 
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To address the research questions and to explore the themes I 

outlined in chapter one, I have discovered and analysed how various 

dynamics of institutional micro and societal macro structures shape the 

way in which individuals coming from Angola, a developing, post-colonial 

country context make career related decisions and envision the 

development of their career paths. In addition to the rich personal 

narratives I have captured using indepth interviewing, I have reflexively 

drawn on personal fieldwork experiences to gain insight. Within an 

ethnomethodological framework and drawing on developments in 

postcolonial theory, I have managed and made sense of the empirical data 

using constructionist grounded theory approaches to inform my 

hermeneutic analysis. As a result we have a social construction of a reality 

as experienced by the individuals who contributed to this study to enable 

the development of existing theory. 

As I have illustrated in the previous chapter existing postcolonial and 

career development commentary falls short in several ways when trying to 

understand the complexities of the Angolan context and its impact on 

individual career construction. However, this is not to say that existing 

theory, even when it is based on Western conceptualisations of careers, 

cannot contribute to building a comprehensive framework to understand 

how careers are constructed in the Angolan context. Similarly, existing 

Africanised models of career development or world views also do not offer 

a complete answer, which is expected given the heterogeneity of the 

African continent. Therefore the career construction framework that I 

presented in the previous chapter draws on a variety of Western and non-

Western frameworks to account for the variety of factors that influence 

career development in the Angolan context. In the section to follow I will 

outline the specific contribution to existing knowledge that I make with the 

study presented here. 
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8.1 THEORETICAL IMPLICATIONS AND CONTRIBUTION TO 
KNOWLEDGE 

In light of the above, the research that I have presented in this thesis 

extends on existing constructionist career development commentary by 

gaining insight into the interplay between societal structures and individual 

action in an African context. This study adds to existing career theory by 

incorporating career development experiences that go beyond planned 

structured careers in organisational settings and by focusing on the 

individual consequences of international assignments in transnational 

contexts. The unique contribution that the career construction framework 

(Figure 7.1.) that I outline here makes stems from the postcolonial and 

postmodern perspectives used in the analysis from which the framework 

emerged. Given the insights that I offer here derive from the perspectives 

of Angolan professionals working in Western multinational organisational 

contexts and therefore characterise some of the significant career 

motivators and constraints of such individuals, the findings of this study 

also have value also for multinational organisations that are engaged in 

developing African talent. 

Returning to the findings relating to the significance of family in 

shaping career decisions and aspirations, the importance of family in 

career development as such is not a novel concept. As my review of 

literature illustrated the role of family in in shaping careers has been 

covered from many angles. However, existing research tends to focus on 

the influence of family-of origin, or alternatively the role of family from a 

work-life balance perspective, but the study that I present here suggests 

that the influence of family in shaping career development can be 

understood from a more holistic and comprehensive perspective thereby 

offering a sense of continuity throughout the different stages of career 

development. In this sense deepening our knowledge about the impact of 

family also contributes to understanding the unstructured and unplanned 
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aspects of careers that take place outside organisational settings, but yet 

make up an individual’s career as a whole. 

Exiting career development commentary, particularly in non-

Western contexts suggests that contextual factors such as political, socio-

economic and cultural environments are important factors in determining 

career development in developing country settings. The findings of this 

study support such arguments. However, the novel insights that this study 

brings to the foreground derive from postcolonial perspectives used to 

understand the dynamic relationship between Portuguese colonialism, 

Western Anglo-Saxon influences and racial and national stereotypes in 

defining perceived available opportunities and thus career development. 

Furthermore, postmodern perspectives offer new insight on the nature of 

contemporary consumerism among urban middle class Angolans and the 

impact of material wealth as a motivator on career development. 

Within international career development commentary organisational 

perspectives remain prevalent. Furthermore the impact of international 

assignments on the career development of expatriates from African 

countries, remain largely unexplored. Therefore, the findings presented in 

this thesis add individual perspectives of African internationally mobile 

individuals to the discourse. The findings here shed particular insight into 

the controversial side of using international assignments as a 

developmental strategy in large MNCs where such a strategy involves 

transitions between developing and developed country contexts. This 

study also links, cultural values of collectivism, interdependence and 

conformity, social responsibility and notions of nationhood with repatriation 

and career development in the Angolan contexts. 

In light of the foregoing, the primary contribution made here relates to 

the development of constructionist approaches that account for the 

interplay between societal structure and individual agency in 

conceptualising and constructing careers within the context of African 
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developing countries. By bringing together experiences relating to 

elements such as family, education and employment, this study offers an 

more inclusive approach to career construction that is limited in existing 

career development research that tends to treat significant elements such 

as the individual agency, stages of career development, work-life balance 

and career planning as separate. 

8.2 RESEARCH LIMITATIONS 

Beyond the methodological limitations, which I discussed in chapter 

five, the main limitations of this study derive from its relatively small 

sample size and particularist focus on a single country and industry. 

However the value of this research stems from the rich narratives that I 

have captured and significant effort I have made to triangulate findings via 

‘research conversations’ with informants and industry professionals. My 

intention has not been to generalise from the findings to broader African 

contexts, but to highlight the experiences and perceptions of individuals, 

from which insight can be gained to enhance existing career development 

theory as outlined above. Given the diversity and heterogeneity across the 

African continent, rather than providing a prescriptive model to be applied 

universally, my purpose here is to offer an alternative perspective and 

raise critical questions when trying to make sense of career construction in 

African developing countries. 

Moreover, by growing the empirical scope of career development 

research in Africa to include an increasingly diverse range of national and 

cultural settings as well as industries, in time a more comprehensive 

cross-analysis of how individuals construct their careers and what are the 

possible implications across different African nations may be achieved. 

The study presented here builds on this body of knowledge by adding 

Angolan perspectives to the discourse. 
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8.3 RESEARCH IMPLICATIONS FOR PRACTICE 

The findings of this study has value for MNC corporate leaders, 

people management practitioners and international mobility professionals 

involved developing African, more specifically Angolan future leadership 

potential. My intention here is not to provide a prescriptive model to be 

universally applied across African or even Angolan organisational contexts 

since the evidence points to the contrary. Instead, in order to successfully 

develop Angolan professionals in the oil industry and for organisations to 

retain the potential they have invested in, greater understanding of the 

Angolan context and its impact on individual career decision making is 

needed. This is not to say that all Western based practices and policies 

need to be abandoned, but practitioners need to be more discriminate 

about how and when they go about implementing them. Greater flexibility 

and recognition for the complexity of the Angolan context and how it 

shapes individual perceptions, experiences and aspirations is needed. 

8.4 ISSUES FOR FUTURE CONSIDERATION 

This study has added to several important areas of career 

development theory as I have illustrated in this chapter. However new 

insight, also raises new questions and reveals novel avenues open to 

discovery. In light of the findings presented in this thesis, extending the 

scope of research in the Angolan context alone in several ways could add 

significant further insight. By widening research focus to other sectors, or 

to include the perspectives of working class Angolans, those whose 

livelihood depends on the informal labour market or recent graduates 

entering the work of employment would allow for considerable 

comparative analysis. Would the values and career attitudes, behaviour 

and aspirations of such individuals be the same as those whose 

experiences I have captured here? 

Another significant avenue of future research relates to the career 

development experiences of Angolan women. Although the study that I 
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present here provides important insight into the international assignment 

experiences of Angolan women and in doing so highlights some significant 

cultural dynamics present in the Angolan context that are supportive of 

wider African values, the data in relation to their career development is 

more limited. Furthermore combining narratives from male and female 

interviewees brought to the foreground some interesting insights about the 

gender roles. It strikes me that examining the dynamic between Angolan 

women’s career experiences and aspirations and role expectations would 

offer fascinating insight into the life of contemporary African women. 
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Appendix A 

PARTICIPANT INFORMATION LETTER AND CONSENT FORM 

Dear Participant, 

I am a postgraduate researcher at University of Bedfordshire Business School. I am 
conducting research into the professional and social experiences of Angolan 
professionals and their partners, currently living in or recently returned from the UK (and 
other European countries) and working within a multinational organisational environment. 
In line with the nationalisation agenda, organisations in the Angolan oil industry are 
challenged to design practices and policies that sustainably develop local human 
resources in line with strategic operational objectives. Many organisations opt to develop 
future management potential via international assignments. Therefore, my research 
focuses on how individual experiences professionally and socially during international 
assignments impact the way Angolans view their personal career development. 

I would like to invite you to take part in this project. I am requesting that you take part in a 
face to face interview to share your experiences with me. Interviews are expected to last 
approximately 60-90 minutes and will be conducted at a mutually convenient location. If 
you are repatriating between August 2010 and November 2010, I hope you will consider 
being interviewed twice (one during your assignment and a follow-up conversation within 
12 months of you and your family returning to Angola). 

Interviews will be tape recorded. This is so that I can focus on your experiences and not 
get distracted by note taking. You will be provided with a summary of your interview. 
Once transcription is completed, I will destroy the audio recording. You and your 
organisation are guaranteed anonymity. I will remove your name from the information you 
provide and the results will not identify you or your family. All information will be kept 
securely. You have the right to withdraw your participation for 30 days from the date of 
the interview. The results of this study will be presented in a doctoral thesis and may be 
presented at conferences and in published academic journals. 

By collecting experiences of individuals like yourself, I hope to make a contribution to 
what is currently understood and known about how Angolans interact and develop within 
a multinational environment and hence I do hope you choose to take part. Should your 
partner (if applicable) consider participating (together or separately), I would very much 
value their contribution also. Your participation would be very much valued and 
appreciated. Please do not hesitate to contact me at any time if you have any questions 
regarding this study. 

Yours sincerely, 

Raisa Arvinen-Muondo 
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__________________________________________________________ 

PARTICIPANT CONSENT FORM 

I (Participant name) 

voluntarily consent to take part in the above research project. 

 I believe I understand the purpose, extent and possible effects of my involvement in 
this project. 

 I have had an opportunity to ask questions and I am satisfied with the answers I have 
received. 

 I understand I will receive a copy of this Participant Information Statement and 
Consent Form. 

Participant Signature ___________________________________ Date ___________ 

I have supplied an Information Statement and Consent Form to the participant who has 
signed above, and believe that they understand the purpose, extent and possible effects 
of their involvement in this project. 

Researcher Signature ___________________________________ Date ___________ 

Note: All parties signing the Consent Form must date their own signature. 

Should you have any concerns regarding this project or the way that it is being conducted 
that you wish raise independent to the researcher, please contact the Angus Duncan, 
UREC, University of Bedfordshire, Graduate Research Office, Park Square, Luton, LU1 
3JU. 

University of Bedfordshire 
Department of Strategy and Human Resource Management 
Park Square 
Luton LU1 3JU 
Tel: +44 (0) 7717131281 
Email: raisa.muondo@beds.ac.uk 
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Appendix B 

PARTICIPANT INFORMATION LETTER AND CONSENT FORM 

Dear Participant, 

I am a postgraduate researcher at University of Bedfordshire Business School. I 
am conducting research into the professional and social experiences of Angolan 
professionals and their partners, currently living in or recently returned from the 
UK (and other European countries) and working within a multinational 
organisational environment. In line with the nationalisation agenda, organisations 
in the Angolan oil industry are challenged to design practices and policies that 
sustainably develop local human resources in line with strategic operational 
objectives. Many organisations opt to develop future management potential via 
international assignments. Therefore, my research focuses on how individual 
experiences professionally and socially during international assignments impact 
the way Angolans view their personal career development. 

I would like to invite you to take part in this project. I am requesting that you take 
part in a telephone interview to share your experiences with me. Interviews are 
expected to last approximately 45-60 minutes and will be conducted at a mutually 
convenient time. Interviews will be tape recorded. This is so that I can focus on 
your experiences and not get distracted by note taking. You will be provided with 
a summary of your interview. Once transcription is completed, I will destroy the 
audio recording. You and your organisation are guaranteed anonymity. I will 
remove your name from the information you provide and the results will not 
identify you or your family. All information will be kept securely. You have the 
right to withdraw your participation for 30 days from the date of the interview. The 
results of this study will be presented in a doctoral thesis and may be presented 
at conferences and in published academic journals. 

By collecting experiences of individuals like yourself, I hope to make a 
contribution to what is currently understood and known about how Angolans 
interact and develop within a multinational environment and hence I do hope you 
choose to take part. Your participation would be very much valued and 
appreciated. Please do not hesitate to contact me at any time if you have any 
questions regarding this study. 

Yours sincerely, 

Raisa Arvinen-Muondo 
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__________________________________________________________ 

PARTICIPANT CONSENT FORM 

I (Participant name) 

voluntarily consent to take part in the above research project. 

 I believe I understand the purpose, extent and possible effects of my 
involvement in this project. 

 I have had an opportunity to ask questions and I am satisfied with the 
answers I have received. 

 I understand I will receive a copy of this Participant Information Statement 
and Consent Form. 

Participant Signature ____________________________ Date ___________ 

I have supplied an Information Statement and Consent Form to the participant 
who has signed above, and believe that they understand the purpose, extent and 
possible effects of their involvement in this project. 

Researcher Signature ___Raisa Arvinen-Muondo _____ Date ___________ 

Note: All parties signing the Consent Form must date their own signature. 

Should you have any concerns regarding this project or the way that it is being 
conducted that you wish raise independent to the researcher, please contact the 
Angus Duncan, UREC, University of Bedfordshire, Graduate Research Office, 
Park Square, Luton, LU1 3JU. 

University of Bedfordshire 
Department of Strategy and Human Resource Management 
Park Square 
Luton LU1 3JU 
Tel: +44 (0) 7717131281 
Email: raisa.muondo@beds.ac.uk 
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Appendix C 

INTERVIEW GUIDE - ASSIGNEES 

Careers 

Personal background 

Educational background 

How did you choose your discipline? 

Professional background/history 

International assignment 

Adjustment 

Tell me about your experiences of coming to and living in the UK? 

Has the experience matched your expectations? How? 

Any particular challenges (socially and work wise)? 

Any particular positives (socially and work wise)? 

Can you tell me about your relationships with your teammates and your line 
manager? 

Repatriation 

How do you feel about returning to Angola? 

Do you know what you will be doing (work role) when you return and how do you 
feel about it? 

If any, what kind of expectations do you have (professionally and personally)? 

Can you tell me about what you feel you may have gained from the experience? 

Future 

Can you tell me a little bit about what you see yourself doing in the future? 

What do you feel if anything, you have gained from completing the graduate 
development programme? 

Do you see your current organisation playing a role in your future career plans 
and if so what kind of role? 
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INTERVIEW GUIDE - SPOUSES 

Careers 

Personal background 

Educational background 

How did you choose your discipline? 

Professional background 

International assignment 

Adjustment 

Can you tell me about your role within your family? 

Tell me about your experiences of coming to and living in the UK? 

How did you feel about coming to the UK? 

Has the experience matched your expectations? How? 

Any particular challenges (socially and work wise)? 

Any particular positives (socially and work wise)? 

How do you feel now about the assignment? 

Repatriation 

How do you feel about returning to Angola? 

If any, what kind of expectations do you have (professionally and personally)? 

Can you tell me about what you feel you may have gained from the experience? 

Future 

Can you tell me a little bit about what you see yourselves doing in the future? 

Do you have any plans in terms of work or study when you return, if so can you 
tell me a little bit more about them? 
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Appendix D 

Initial emergent ‘containers’: 

. Education 

. Family 

. Material wealth 

. Language 

. Organisational Adjustment 

. Relationships 

. Communication 

. Repatriation 

. Positive Experiences 

. Negative Experiences 

. Race 

. Ethnicity 

. Stereotyping 

. Trust 

. International living 

. Job mobility 

. Identity 

. Positive expectations 

. Negative expectations 

. Professional development 

. Personal development 

. Upbringing 

. War 

. Connections 

. Lack of connections 

. Infrastructure 
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27

28

29

30

31

32

33

34

35

36

37

38

39

40

41

42

43

44

45

46

47

48

. Career decisions 

. Networks 

. Respect 

. Loyalty 

. Business operations 

. Disappointment 

. Hope 

. Scepticism 

. Lack of choice 

. Socialisation 

. Determination 

. Status 

. Exposure 

. Networking opportunities 

. 'The Big Picture' 

. Social responsibility 

. Financial responsibility 

. Inequality 

. Lack of career opportunities 

. Frustration 

. Values and behaviour 

. Class 
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Appendix E 

PARTICIPANT DETAILS 

Date: Location: 

Participant: 

Age: 20-24 25-30 31-35 36-40 41-49 
50 < 

Nationality: 

Home region: 

Children: 

Partner: 

Length of assignment and location: 

Stage of assignment at time of interview: 

Length of time with company before assignment: 

Discipline/occupation: 
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Appendix F 

PARTICIPANT DETAILS (Telephone) 

Date: Location: 

Participant: 

Age: 20-24 25-30 31-35 36-40 41-49 
50 < 

Nationality: 

Home region: 

Children: 

Partner: 

Length of assignment and location: 

Stage of assignment at time of interview: 

Length of time with company before assignment: 

Discipline/occupation: 

246 



         
   

      
      

      
  

        
      

          
        

          
        
  

        

        
       

       
  

            
     

            
   

            
     

            
         

 

              
     

REFERENCES 

A more hopeful continent: The lion kings? The Economist. (2011) 6th January ed. 
London: The Economist Group Ltd. 

Ackermann, E. (2002). Piaget’s constructivism, Papert’s constructionism: What’s 
the difference? Massachusetts Institute of Technology, 2 December. 

Adler, N. (2002). International dimensions of organizational behavior. Canada: 
South-Western Thomson Learning. 

Aherns, L. (2012). Angola's missing middle class and the elections. This is Africa 
31 August. Retrieved 1 September, 2012, from 
http://www.thisisafrica.me/city-life/detail/19571/Angolas-missing-middle-
class-and-the-elections 

Alexander, J. C. Smith, P., & Norton, M. (Eds.). (2011). Intepreting Clifford 
Geertz: Cultural investigation in social sciences. New York: Palgrave 
Macmillan. 

Alfred, M. V. (2001). Expanding theories of career development: Adding the 
voices of African American women in the white academy. Adult Education 
Quarterly, 51(2), 108-127. 

Alvesson, M., & Sköldberg, K. (2009). Reflexive methodology (2nd ed.). London: 
Sage. 

Angeles, L. (2005). Income inequality and colonialism. Paper presented at the 
Centre for Growth and Business Cycle Research Discussion Paper 
Series. 

Angola's Eduardo dos Santos offers help to Portugal. (2011). News Africa, 2012 
(8 September). http://www.bbc.co.uk/news/world-africa-15790127 

Arthur, M. B., Claman, P. H., & DeFillippi, R. J. (1995). Intelligent enterprise, 
intelligent careers. Academy of Management Executive, 9(4), 7-22. 

Arthur, M. B., Hall, D. T., & Lawrence, B. S. (1989). Handbook of career theory. 
Cambridge: Cambridge Univeristy Press. 

Arthur, M. B., Inkson, K., & Pringle, J. K. (1999). The new careers: Individual 
action and economic change. London: Sage. 

Arthur, M. B., & Rousseau, D. M. (Eds.). (1996). The boundaryless career: A new 
employment principle for a new organizational era. New York: Oxford 
Universirty Press. 

Arthur, M. B., Khapova, S. N., & Wilderom, C. P. M. (2005). Career success in a 
boundaryless career world. Journal of Organizational Behavior, 26(2), 
177-202. 

247 

http://www.bbc.co.uk/news/world-africa-15790127
http://www.thisisafrica.me/city-life/detail/19571/Angolas-missing-middle


         
       

      
        

      
  

          
        

      

         
     

          
              

      

         
      

        

         
     

  

            
       

  

        
     
  

       

       

       

           
    

            
      

       

Arvinen-Muondo, R. J., & Perkins, S. J. (2009). Cultural self-knowledge: An 
intermediating factor in the ‘development’ of African non-managerial 
assignees in a Western multinational organization? Paper presented at 
the British Academy of Management HRM Special Interest Working 
Group - Beyond the Enterprise: Widening the Horizons of International 
HRM, Cardiff Univeristy. 

Arvinen-Muondo, R. J., & Perkins, S. J. (2011). Developing Angolan talent along 
a cross-cultural pipeline. BMRI Working Paper Series. Working Paper 
(Draft December 2010). Business School. University of Bedfordshire. 
Luton. 

Bandura, A., & Walters, R. H. (1963). Social learning and personality 
development. USA: Holt, Rinehart and Winston Inc. 

Barley, S. (1989). Careers, identities and institutions: The legacy of the Chicago 
School of Sociology. In M. B. Arthur, D. T. Hall & B. S. Lawrence (Eds.), 
Handbook of career theory. Cambridge: Cambridge Univeristy Press. 

Bartlett, C., Ghoshal, S., & Beamish, P. (2008). Transnational management: Text, 
cases, readings in cross-border management (5th ed.): McGraw Hill. 

Baruch, Y. (2004a). Managing careers: Theory and practice. Harlow: Prentice 
Hall. 

Baruch, Y. (2004b). Transforming careers: From linear to multidirectional career 
paths. Organizational and individual perspectives. Career Development 
International, 9(1), 58-71. 

Baruch, Y., Steele, D. J., & Quantrill, G. A. (2002). Management of expatriation 
and repatriation for novice global player. International Journal of 
Manpower, 23(7), 659-671. 

Basch, L., Schiller, N., & Szanton Blanc, C. (1994). Nations unbound: 
Transnational projects, postcolonial predicaments and deterritotialized 
nation-states. Abingdon: Routledge. 

Baudrillard, Jean. (1975). Mirror of production (M. Poster, Trans.). St. Louis: 
Telos Press. 

Behar, R. (1996). The vulnarable observer. Boston: Beacon Press. 

Bell, M. (1986). Contemporary Africa. Harlow: Longman Group Ltd. 

Bender, G. J. (1978). Angola under the Portuguese: The myth and the reality. 
Berkley: University of California Press. 

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

Bhabha, H. (1994). The location of culture. London: Routledge. 

248 



           
    

        
     

             
        

  

           
     

  

            
       

           
      
 

              
        

        
  

            
       

    

           
       

      

         
  

      
           

   

           
      

 

           
         

         
 

            
        

   

Bhabha H. (1996) Culture's in-between. In: Du Gay P. and Hall S. (Eds) 
Questions of cultural identity. London: Sage. 

Bird, A. (1994). Careers as repositories of knowledge: A new perspective on 
boundaryless carees. Journal of Organizational Behavior, 15, 325-344. 

Bjerke, J. O., Strømsøe, E., Tanum, T. Ø., Heilemann, N., & Sande, S. (2004). 
Private sector development study: Angola. Oslo: Norwegian Agency for 
Development Cooperation (NORAD). 

Black, J. S., Gregsen, H. B., & Mendenhall, M. E. (1992). Global assignments: 
Successfully expatriating and repatriating international managers. San 
Francisco: Jossey-Bass Publishers. 

Blunt, P., & Merrick, L. J. (1997). Exploring the limits of Western leaderhip theory 
in East Asia and Africa. Personnel Review, 26(1/2), 6-23. 

Blustein, D. L. (2004). Moving from the inside out: Further explorations of the 
family of origin/career development linkage. The Counseling Psychologist, 
32(4), 603-611. 

Blustein, D. L., Kenna, A. C., Murphy, K. A., DeVoy, J. E., & DeWine, D. B. 
(2005). Qualitative research in career development: Exploring the center 
and margins of discourse about careers and working. Journal of Career 
Assessment, 13(4), 351-370. 

Blustein, D. L., McWhirter, E. H., & Perry, J. C. (2005). An emancipatory 
communitarian approach to vocational development theory, research, and 
practice. The Counseling Psychologist, 33, 141-179. 

Blustein, D. L., Schultheiss, D., & Flum, H. (2004). Toward a relational 
perspective of the psychology of careers and working: A social 
constructionist analysis. Journal of Vocational Behavior, 64, 423-440. 

Bonnett, A. (2004). The idea of the west: Culture, politics and history. 
Basingstoke: Palgrave Macmillan. 

Boswell, W. (2006). Aligning employees with the organization's strategic 
objectives: Out of ‘line of sight’, out of mind. The International Journal of 
Human Resource Management, 17(9). 

Brewster, C., Sparrow, P., & Harris, H. (2005). Towards a new model of 
globalizing HRM. International Journal of Human Resource Management, 
16(6), 949-970. 

Bringer, J. D, Johnston, L. H., & Brackenridge, C. H. (2004). Maximizing 
transparency in a doctoral thesis1: The complexities of writing about the 
use of QSR Nvivo within a grounded theory study. Qualitative Research, 
4(2), 247-265. 

Bringer, J. D., Johnston, L. H., & Brackenridge, C. H. (2006). Using computer-
assisted qualitative data analysis software to develop a grounded theory 
project. Field Methods, 18(3), 245-266. 

249 



             
     

 

       
       

            
    

   

        

           
    

   

             
      

         
   

           
         

     

         
  

         
  

          
      

          
      

      

        

       

          
        

          
         

Briscoe, J. P, & Hall, D. T. (2006). The interplay of the boundaryless and protean 
career: Combinations and implications. Journal of Vocational Behavior, 
69(1), 4-18. 

Bronfenbrenner, U. (1979). The ecology of human development: Experiments by 
nature and design. Cambridge, MA: Harvasrd University Press. 

Brousseau, K. R., Driver, M. J., Eneroth, K., & Larsson, R. (1996). Career 
pandemonium: Realigning organizations and individuals. Academy of 
Management Executive, 10, 52-66. 

Brown, D. (2002). Career choice and development. San Francisco: Jossey-Bass. 

Brown, M. T. (2004). The career development influence of family of origin: 
Considerations of race/ethnic group membership and class. The 
Counseling Psychologist, 32(4), 587-595. 

Bruner, E. M. (1986). Experience and its expressions. In V. W. Turner & E. M. 
Bruner (Eds.), The anthropology of experience. Chicago: University of 
Illinois Press. 

Bryant, A. (2003). A constructive/ist response to glaser. Forum: Qualitative Social 
Research, 4(1, Art. 15). 

Bryant, A., & Charmaz, K. (2007a). Grounded theory in historical perspective: An 
epistomological account. In A. Bryant & K. Charmaz (Eds.), The Sage 
handbook of grounded theory (pp. 31-57). London: Sage. 

Bryant, A., & Charmaz, K. (Eds.). (2007b). The Sage handbook of grounded 
theory. London: SAGE. 

Bryman, A., & Bell, E. (2007). Business research methods (2nd ed.). New York: 
Oxford University Press. 

Budhwar, P., & Baruch, Y. (2003). Career management practices in India: An 
empirical study. International Journal of Manpower, 24(6), 699-719. 

Bullington, R. L., & Arbona, C. (2001). Career development tasks of Mexican 
American adolescents: An exploratory study. Journal of Career 
Development (Before September 1, 2005), 28(2), 139-153. 

Burr, V. (1995). An introduction to social constructionism. London: Routledge. 

Campos, I. (2008). Angola's elections: A democratic oil giant? . London: Chatham 
House. 

Cardoso, F. H., & Faletto, E. (1979). Dependence and development in latin 
america (M. M. Urquidi, Trans.). London: University of California Press. 

Chabal, P. (2007). E pluribus unum: Transitions in Angola. In P. Chabal & N. 
Vidal (Eds.), Angola: The weight of history (pp. 1-18). London: Hurst & 
Company. 

250 



          
        

     

        
   

           
       

    

          
     

         

             
       

    

       
  

       

        
     

        
     

             
         

    

          
    

 

           
      

       
  

        
          

            
         

 

Charmaz, K. (2000). Grounded theory: Objectivist & constructivist methods. In N. 
K. Denzin & Y. S. Lincoln (Eds.), Handbook of qualitative research (2nd 
ed., pp. 509-535). Thousand Oaks: Sage. 

Charmaz, K. (2006). Constructing grounded theory: A practical guide through 
qualitative analysis. London: Sage. 

Chi, S. S., & Chen, S. (2007). Perceived psychological contract fulfillment and job 
attitudes among repatriates: An empirical study in Taiwan. International 
Journal of Manpower, 28(6), 474-488. 

Chope, R. C. (2005). Qualitatively assessing family influence in career decision 
making. Journal of Career Assessment, 13(4), 395-414. 

CIA. (2012). Angola - the world factbook Retrieved 24 July, 2012, from 
https://www.cia.gov/library/publications/the-world-factbook/geos/ao.html 

Clark, S. (2011). Thick description, thin history. In J. C. Alexander, P. Smith & M. 
Norton (Eds.), Intepreting Clifford Geertz: Cultural investigation in social 
sciences. New York: Palgrave Macmillan. 

Coffey, A. (1999). The ethnographic self: Fieldwork and the representation of 
identity. London: Sage. 

‘Context’ in Oxford Dictionaries [Online]. (Ed.) (2012). Oxford Univeristy Press. 

Coulter, G. (2011). Jean Baudrillard’s Karl Marx – productivist ideology, and the 
future of the left. Fast Capitalism, 8.2. 

Counsell, D. (1999). Careers in Ethiopia: An exploration of careerists perceptions 
and strategies. Career Development International, 4(1), 46-52. 

Covan, E. K. (2007). The discovery of grounded theory in practice: The legacy of 
multiple perspectives. In A. Bryant & K. Charmaz (Eds.), The Sage 
handbook of grounded theory (pp. 58-93). London: Sage. 

Crowley-Henry, M., & Weir, D. (2007). The international protean career: Four 
women's narratives. Journal of Organizational Change Management, 
20(2), 245-258. 

D'Costa, A. P. (2008). The international mobility of techinical talent: Trends and 
development implications. In A. Solimano (Ed.), International mobility of 
talent: Types, causes, and development impact (pp. 44-83). Oxford: 
Oxford University Press. 

De Oliveira, R S. (2007). Business success, Angola-style: Postcolonial politics 
and the rise of sonangol. Journal of Modern African Studies, 45(4), 595-
619. 

Debrah, Y. A. (2001). Human resource management in ghana. In P. R. Budhwar 
& D. Y. A (Eds.), Human resource management in developing countries. 
London: Routledge. 

251 

https://www.cia.gov/library/publications/the-world-factbook/geos/ao.html


           
      

             
            

     
 

           
         

       
  

             
          
        

           
       

          
    

    

         
  

          
     

          
       

         
 

     
  

            
          

        

        

         
    

        
        

DeFillippi, R. J., & Arthur, M. B. (1994). The boundaryless career: A competency-
based prospective. HJournal of Organizational Behaviour, 15(4), 307-324. 

Deft, C. B., & Laurent, A. (1989). The internal and external career: A theoretical 
and cross-cultural perspective. In M. B. Arthur, D. T. Hall & B. S. 
Lawrence (Eds.), Handbook of career theory. Cambridge: Cambridge 
Univeristy Press. 

Denzin, N. K. (2008). Emancipatory discourses and the ethics and politics of 
intepretation. In N. K. Denzin & Y. S. Lincoln (Eds.), Collecting and 
interpreting qualitative materials (pp. 435-471). Thousand Oaks, CA: 
Sage Publications Inc. 

Denzin, N. K, & Lincoln, Y. S. (2008). Introduction: The discpline and practice of 
qualitative research. In N. K. Denzin & Y. S. Lincoln (Eds.), Collecting and 
interpreting qualitative materials (pp. 1-44). Thousand Oaks, CA: Sage. 

Dey, I. (2007). Grounding categories. In A. Bryant & K. Charmaz (Eds.), The 
sage handbook of grounded theory (pp. 167-190). London: Sage. 

Dickmann, M., & Doherty, N. (2008). Exploring the career capital impact of 
international assignments within distinct organizational contexts. British 
Journal of Management, 19(2), 145-161. 

Dilthey, W., & Rickman, H. P. (1976). Dilthey: Selected writings. Cambridge: 
Cambridge University Press. 

Doherty, N., Viney, C., & Adamson, S. (1997). Rhetoric or reality: Shifts in 
graduate career management? Career Development International, 2(4), 
173-179. 

Duberley, J., Mallon, M., & Cohen, L. (2006). Exploring career transitions: 
Accounting for structure and agency. Personnel Review, 35(3), 281-296. 

Dugger, C. W. (2010). Angola moves to make president stronger. New York 
Times. http://www.nytimes.com/2010/01/22/world/africa/22angola.html 

Education, education, education. (2010). Universo Sonangol, London: Impact 
Media Custom Publishing, 8-13. 

Ernst & Young. (2004). Jose Patricio, president of BP Angola talks about building 
a diverse local business in Angola Retrieved 21 January, 2010, from 
www.bp.com/liveassets/bp.../Africa_Jose_Patricio_ANgola_2004.pdf 

Fanon, F. (1986 [1952]). Black skin, white masks. London: Pluto. 

Flick, U. (2002). An introduction to qualitative research. London: SAGE. 

Forster, N. (2000). The myth of the 'international manager'. International Journal 
of Human Resource Management, 11(1), 126-142. 

Frank, A. G. (1969). Capitalism and underdevelopment in Latin America: 
Historical studies of Chile and Brazil. Harmondsworth: Penquin Books. 

252 

www.bp.com/liveassets/bp.../Africa_Jose_Patricio_ANgola_2004
http://www.nytimes.com/2010/01/22/world/africa/22angola.html


             
      

        

       
  

        

             
     

  

            
     

         
      

      
  

        
     

          

            
      

   

       
       

          
     

             
       

       
     

        
    

          
      

        

Frynas, J., G., & Paulo, M. (2007). A new scramble for African oil? Historical, 
political, and business perspective. African Affairs, 106(423), 229-251. 

Gadamer, H. G. (2004). Truth and method (2nd ed.). London: Continuum. 

Gandhi, L. (1998). Postcolonial theory: A critical introduction. Edinburgh: 
Edinburgh University Press. 

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

Geertz, C. (1986). Making experience, authoring selves. In V. W. Turner & E. M. 
Bruner (Eds.), The anthropology of experience (pp. 373-380). Chicago: 
University of Illinois Press. 

Gergen, K. (2003). Knowledge as social construction. In M. Gergen & K. Gergen 
(Eds.), Social construction: A reader. London: Sage. 

Ghebregiorgis, F., & Karsten, L. (2006). Human resource management practices 
in Eritrea: Challenges and prospects. Employee Relations, 28(2), 144-
163. 

Ghemawat, P. (2005). Regional strategies for global leadership. Harvard 
Business Review, 83(12), 98-108. 

Giddens, A. (1979). Central problems in social theory: Action, structure and 
contradiction in social analysis, . London: Macmillan. 

Gilroy, P. (1987). There ain't no black in the union jack. London: Hutchinson. 

Glanz, L., & Van der Sluis, E. C. (2001). Employing organisations and expatriate 
spouses: Balancing self-knowledge and knowledge about options. Career 
Development International, 6(3), 169-176. 

Glaser, B. G. (1978). Theoretical sensitivity: Advances in the methodology of 
grounded theory. Mill Valley, CA: The Sociology Press. 

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

Gopal, A., Willis, R., & Gopal, Y. (2003). From the colonial enterprise to 
enterprise systems: Parallels between colonization and globalization. In A. 
Prasad (Ed.), Postcolonial theory and organizational analysis: A critical 
engagament (pp. 233-254). New York: Palgrave Macmillan. 

Goulding, C. (2002). Grounded theory: A practical guide for management, 
business and market researchers. London: Sage. 

Granovetter, M. S. (1995). Getting a job: A study of contacts and careers (2nd 
ed.). Chicago: The University of Chicago Press. 

Grbich, C. (2007). Qualitative data analysis: An introduction. London: Sage. 

253 



           
           

       
 

          
    

         
 

              
         

      
  

         

        
       

        

        
   

             
      

 

        
     

         

         
  

         
   

        
   

        

Gunz, H., Evans, M., & Jalland, M.. (2000). Career boundaries in a 'boundaryless' 
world. In M. A. Peiperl, M. B. Arthur, R. Goffee & T. Morris (Eds.), Career 
frontiers: New conceptions of working lives (pp. 24-53). Oxford: Oxford 
University Press. 

Gupta, A. K., & Govindarajan, V. (2002). Cultivating a global mindset. Academy 
of Management Executive, 16(1), 116-126. 

Hall, D. T. (1996). Protean careers of the 21st century. Academy of Management 
Executive, 10(4). 

Hall, D. T., & Mirvis, P. H. (1995). The new career contract: Developing the whole 
person at midlife and beyond. Journal of Vocational Behavior, 47, 269– 
289. 

Hammersley, M., & Atkinson, P. (1995). Ethnogrpahy: Principles in practice (2nd 
ed.). London: Routledge. 

Hodges, T. (2004). Angola: Anatomy of an oil state. Norway: Fridtjof Nansen 
Institute. 

Hofstede, G. (1980). Motivation, leadership, organization: Do american theories 
apply abroad? In D. Pugh (Ed.), Organization theory (pp. 223-249): 
Penguin. 

Hofstede, G. (1991). Cultures and organizations: Software of the mind. London: 
McGraw-Hill. 

Holland, J. L. (1997). Making vocational choices: A theory of vocational 
personalities and work environments (3rd ed.): Psychological Assessment 
Resources. 

Holton, J. A. (2007). The coding process and its challenges. In A. Bryant & K. 
Charmaz (Eds.), The sage handbook of grounded theory (pp. 515-538). 
London: Sage. 

Hooker, J. (2009). Corruption from a cross-cultural perspective. Cross Cultural 
Management: An International Journal, 16(3), 251-267. 

Hughes, E. C. (1958). Men and their work. London: Collier-Macmillan Ltd. 

Husserl, E. (1960). Cartesian meditation : An introd. To phenomenology. The 
Hague: M. Nijhoff. 

Ingold, T. (2000). The perception of the environment: Essays in livelihood, 
dwelling and skill. London: Routledge. 

Inkson, K. (2007). Understanding careers: The metaphors of working lives. 
Thousand Oaks, CA: Sage 

'Institution' in Oxford Dictionaries [Online]. (Ed.) (2012). Oxford Univeristy Press. 

254 



       
     

           
       

   

          
     

  

            
     

           
     
 

           
     

          
   

  

        
    

            
            

         

      
  

       
    

        
      

           
      

     

              
        

        
  

International Energy Agency. (2006). Angola: Towards an energy strategy. Paris: 
Organization for Economic Co-operation and Development (OECD). 

Ituma, A., & Simpson, R. (2006). The chameleon career: An exploratory study of 
the work biography of information technology workers in Nigeria. Career 
Development International, 11(1), 48-65. 

Jackson, T. (2002). Reframing human resource managament in Africa: A cross-
cultural perspective. International Journal of Human Resource 
Management, 13(7), 998-1018. 

Jackson, T. (2004). Hrm in developing countries. In A.-W. Harzing & J. V. 
Ruysseveldt (Eds.), International human resource management. London: 
Sage. 

Jaja, S. A. (2003). Impression management metaphors: An agenda for the 21st 
century African industrial managers. Management Research News, 
26(12), 73-94. 

James, W. (1996). Human worlds are culturally constructed: For the motion. In T. 
Ingold (Ed.), Key debates in anthropology (pp. 105-112). London: 
Routledge. 

Jameson, D. A. (2007). Reconceptualising cultural identity and its role in 
intercultural business communication Journal of Business 
Communication, 44(3), 199-235. 

Johnson, P., & Duberley, J. (2003). Reflexivity in management research. Journal 
of Management Studies, 40(5), 1279-1303. 

Jones, B. (2012). Hamburgers cost £32 and a one-bed flats go for £7,500 a 
month... This boy lives in the most expensive city in the world (sadly for 
him, he's on the wrong side of the tracks). Mail Online. 
http://www.dailymail.co.uk/news/article-2183616/Luanda-The-capital-
Angola-expensive-city-world.html 

Kamoche, K. (2000). Sociological paradigms and human resources. Aldershot: 
Ashgate Publishing Limited. 

Kapoor, I. (2002). Capitalism, culture, agency: Dependency versus postcolonial 
theory. Third World Quarterly, 23(4), 647-664. 

Kapoor, I. (2004). Hyper-self-reflexive development? Spivak on representing the 
third world ‘other’. Third World Quarterly, 25(4), 627-647. 

Karsten, L., & Illa, H. (2005). Ubuntu as a key African management concept: 
Contextual background and practical insights for knowledge application. 
Journal of Managerial Psychology, 20(7), 607-620. 

Kats, M. M. S., Hetty Van Emmerik, I. J., Blenkinsopp, J., & Khapova, S. N. 
(2010). Exploring the associations of culture with careers and the 
mediating role of HR practices: A conceptual model. Career Development 
International, 15(4), 401-418. 

255 

http://www.dailymail.co.uk/news/article-2183616/Luanda-The-capital


         
          

     

              
      

          
      

        
 

           
     

       
     

 

      
       

       
     

          
       

         
    

             
           

        

     

         
      

             
            
     

         
     

Kelle, U. (2007). The development of categories: Different approaches in 
grounded theory. In A. Bryant & K. Charmaz (Eds.), The sage handbook 
of grounded theory (pp. 515-538). London: SAGE. 

Keller, B. K., & Whiston, S. C. (2008). The role of parental influences on young 
adolescents' career development. Journal of Career Assessment, 16(2), 
198-217. 

Khapova, S. N., & Korotov, K. (2007). Dynamics of Western career attributes in 
the Russian context. Career Development International, 12(1), 68-85. 

Kim, Y. Y. (1995). Cross-cultural adaptation: An integrative theory. Thousand 
Oaks: Sage. 

Kirton, G., & Green, A. M. (2010). The dynamics of managing diversity: A critical 
approach (3rd ed.). Oxford: Butterworth Heinemann, Elsivier. 

Kohonen, E. (2005). Developing global leaders through international 
assignments: An identity construction perspective. Personnel Review, 
34(1), 22-36. 

Kwek, D. (2003). Decolonizing and re-presenting culture's consequences: 
Postcolonial critique of cross-cultural studies in management. In A. 
Prasad (Ed.), Postcolonial theory and organizational analysis: A critical 
engagament (pp. 121-146). New York: Palgrave Macmillan. 

Lazarova, M., & Caligiuri, P. (2001). Retaining repatriates: The role of 
organizational support practices. [Article]. Journal of World Business, 36, 
389. 

Lee, H. W. (2005). The factors influencing expatriates. Journal of American 
Academy of Business, Cambridge, 6(2), 273-278. 

Li, Y., Bechhofer, F., Stewart, R., McCrone, D., Anderson, M., & Jamieson, L. H. 
A. (2002). A divided working class? Planning and career perception in the 
service and working classes. Work, Employment & Society, 16(4), 617-
636. 

Loomba, A. (2005). Colonialism/postcolonialism (2nd ed.). Abingdon: Routledge. 

Lynch, M. (2000). Against reflexivity as an academic virtue and source of 
privileged knowledge. Theory, Culture & Society, 17(3), 26-54. 

Lynham, S. A., Nafukho, F. M., & Cunningham, P. W. (2009). Contexts of HRD in 
South Africa. In Y. T. Lee & C. D. Hansen (Eds.), The cultural context of 
human resource development (pp. 124-138). Basingstoke: Palgrave 
Mcmillan. 

MacDonald, S., & Arthur, N. (2005). Connecting career management to 
repatriation adjustment. Career Development International, 10, 145-159. 

256 



              
        

   

         
      

           

         
         

     

           
        

          
           

       
    

        

         

            
      

       

          
    

           
        

          
      

         
 

            
      

   

         
   

Magnuson, C. S., & Starr, M. F. (2000). How early is too early to begin life career 
planning? The importance of the elementary school years. Journal of 
Career Development, 27(2), 89-101. 

Malaquias, A. (2000). Ethnicity and conflict in Angola: Prospects for 
reconciliation. In J. Cilliers & C. Dietrich (Eds.), Angola's war economy: 
The role of oil and diamonds. Pretoria, SA: Institute for Security Studies 
(ISS). 

Malinowski, B. (1932). Argounauts of the Western Pacific: An account of native 
enterprise and adventure in the archipelagoes of the Melanesian New 
Guinea. London: George Routledge & Sons Ltd. 

Manwa, H., & Manwa, F. (2007). Applicability of the Western concept of 
mentoring to African organizations. Journal of African Business, 8(1), 31-
43. 

Marody, M. (1997). Polish society from the perspective of European integration. 
In M. Belka, J. Hausner, L. J. Jasinski, M. Marody & M. Zirk-Sadowski 
(Eds.), The Polish transformation from the perspective of European 
integration. Warsaw: Friedrich Ebert Foundation. 

Martin, J. (1992). Cultures in organizations. New York: Oxford University Press. 

Maslow, A. H. (1943). A theory of human motivation. Psychological Review (50), 
370-396. 

Mathur-Helm, B. (2006). Women and the glass ceiling in South African banks: An 
illusion or reality? Women in Management Review, 21(4), 311-326. 

Mayo, A. (1991). Managing careers: Strategies for organizations. Guildford: 
Biddles Ltd. 

Mbigi, L., & Maree, J. (1995). Ubuntu, the spirit of African transformation 
management. Johannesburg, SA: Knowledge Resources 

McFarlin, D. B., & Coster, E. A. (1999). South African management development 
in the twenty-first century. Journal of Management Development, 18, 63. 

Mendenhall, M., & Oddou, G. (1985). The dimensions of expatriate acculturation : 
A review. Academy of Management Review, 10(1), 39-47. 

Mills, C W. (1959). The sociological imagination (4th ed.). New York: Oxford 
University Press. 

Mills, J., Bonner, A., & Francis, K. (2006). Adopting a constructivist approach to 
grounded theory: Implications for research design. International Journal of 
Nursing Practice, 12, 8-13. 

Minter, W. (1972). Imperial network and external dependency: The case of 
Angola (Vol. 1). Kentucky: Sage. 

. 

257 



             
     

              
      

 

        
       

  

          
     

 

              
      

   

       

           
      

    

          
          

    

        

        
 

         
      

         
      

     

           
             

       
  

            
       

Morse, J. M. (2007). Sampling in grounded theory. In A. Bryant & K. Charmaz 
(Eds.), The Sage handbook of grounded theory (pp. 515-538). London: 
Sage. 

Mruck, K., & Mey, G. (2007). Grounded theory and reflexivity. In A. Bryant & K. 
Charmaz (Eds.), The Sage handbook of grounded theory (pp. 515-538). 
London: Sage. 

Nonaka, I., & Takeuchi, H. (1995). The knowledge-creating company: How 
Japanese companies create the dynamics of innovation. New York: 
Oxford University Press. 

Oil for sale: An interview with Lucinda Guimares, Sonangol's commercial editor. 
(2010) Universo Sonangol. March ed. London: Impact Media Custom 
Publishing, 48-49. 

Okurame, D. E., & Balogun, S. K. (2005). Role of informal mentoring in the career 
success of first-line bank managers: A Nigerian case study. Career 
Development International, 10(6), 512-521. 

Operational risk: Angola. (2009). The Economist Intelligence Unit,1st-15th, July, 8. 

Osman-Gani, A. A. M., & Hyder, A. S. (2008). Repatriation readjustment of 
international managers: An empirical analysis of HRD interventions. 
Career Development International, 13, 456-475. 

Ovadje, F., & Ankomah, A. (2001). Human resource management in Nigeria. In 
P. R. Budhwar & D. Y. a (Eds.), Human resource management in 
developing countries (pp. 174-189). London: Routledge. 

Oyebade, A. (2007). Culture and customs of Angola. Westport: Greenwood 
Press. 

Papert, S. (1980). Mindstorms : Children, computers and powerful ideas. London: 
Harvester Wheatsheaf 

Patton, W., & McMahon, M. (2006). Career development and systems theory: 
Connecting theory and practice (2nd ed.). Rotterdam: Sense Publishers. 

Paulo, M. (2006, 20 April 2009). Angolanisation: A hindarance in the 
development of angola? Pambazuka News: Weekly Forum for Social 
Justice in Africa [Online Article] Retrieved from 
<http://www.pambazuka.org/en/category/comment/37716> 

Peiperl, M. A., & Arthur, M. B. (2000). Topics for conversation: Career themes old 
and new. In M. A. Peiperl, M. B. Arthur, R. Goffee & T. Morris (Eds.), 
Career frontiers: New conceptions of working lives (pp. 2-23). Oxford: 
Oxford University Press. 

Peiperl, M. A., Arthur, M. B., Goffee, R., & Morris, T. (Eds.). (2000). Career 
frontiers: New conceptions of working lives. Oxford: Oxford University 
Press. 

258 

http://www.pambazuka.org/en/category/comment/37716


         
     

      

            

          
 

          
          

    

         
  

           
      
       

       
   

        
   

      

           
     

           
         

  

         
       

  

      
  

           
     

  

Peltonen, T. (1998). Narrative construction of expatriate experience and career 
cycle: Discursive patterns in Finnish stories of international. International 
Journal of Human Resource Management, 9(5), 875-892. 

Penrose, E. T. (1959). The theory of the growth of the firm. New York: Wiley. 

Piaget, J. (2002, c1959). Language and thought of the child (3rd ed.). London: 
Routledge Classics 

Pollner, M., & Emerson, R. (2001). Ethnomethodology and ethnography. In P. 
Atkinson, A. Coffey, S. Delamont, J. Lofland & L. Lofland (Eds.), 
Handbook of ethnography (pp. 118-135). London: Sage. 

Powell, W. W. (Ed.) (2007) The International Encyclopedia of Organization 
Studies (2008). US: Sage. 

Prasad, A. (2003). The gaze of the other: Postcolonial theory and organizational 
analysis. In A. Prasad (Ed.), Postcolonial theory and organizational 
analysis: A critical engagament. New York: Palgrave Macmillan. 

Prasad, P. (2005). Crafting qualitative research: Working in the postpositivist 
traditions. Armonk: M.E. Sharpe. 

Price Waterhouse Cooper. (2012). Value for you - UK Angola Investment Forum 
(Vol. May). Retrieved from 
https://docs.google.com/viewer?a=v&q=cache:HObV1OEl5HwJ:www.dev 
elopingmarkets.com/sites/default/files/Session%25203.5%2520Pedro%25 
20Calixto,%2520PWC.pps+&hl=en&gl=uk&pid=bl&srcid=ADGEESiaPilvj5 
HRwElF9fHY1Puz7x0oPZLGf7MXxt6KXgVtYFFxEO4GqeOiFb1yoAqdFC 
hJfvF49z_NG-1TPib5Dl1bvYo-
oC1Q6QxnCzAU5OjUgdYatAaj3nTD391ZdtCpbHvwLnLi&sig=AHIEtbQo 
VZHcF7sG4mlCJ4k6qLnhPZSU5w 

Ramone, J. (2011). Postcolonial theories. Basingstoke: Palgrave Macmillan. 

Redvers, L. (2012, 1 September 2012). Angola's chinese-built ghost town 3 July 
2012. Retrieved 1 September, 2012, from 
http://www.bbc.co.uk/news/world-africa-18646243 

Reichertz, J. (2007). Abduction: The logic of discovery of grounded theory. In A. 
Bryant & K. Charmaz (Eds.), The sage handbook of grounded theory (pp. 
515-538). London: Sage. 

Reynolds, A. L., & Constantine, M. G. (2007). Cultural adjustment difficulties and 
career development of international college students. Journal of Career 
Assessment, 15(3), 338-350. 

Richardson, J. (2006). Self-directed expatriation: Family matters. Personnel 
Review, 35(4), 469-486. 

Riley, R., Metcalf, H., & Forth, J. (2008). The business case for equal 
opportunities: An econometric investigation. Norwich: Department of 
Works and Pensions. 

259 

http://www.bbc.co.uk/news/world-africa-18646243
https://docs.google.com/viewer?a=v&q=cache:HObV1OEl5HwJ:www.dev


         
     

      
       

     

       

            
       
    

           
         

      

           
     

   

        
       

 

      
   

           
   

        
        

         
    

          
      

 

      

         
      

         
    

           
        

     

Riusala, K., & Suutari, V. (2000). Expatriation and careers: Perspectives of 
expatriates and spouses. Career Development International, 5(2), 81-90. 

Rousseau, D. M. (1995). Psychological contracts in organizations: Understanding 
written and unwritten agreements. Thousand Oaks, CA: Sage 

Said, E. W. (1978). Orientalism. London: Routledge. 

Said, E. W. (1994). Culture and imperialism: Vintage Books. 

Salami, S. O., & Aremu, A. O. (2007). Impact of parent-child relationship on the 
career development process of high school students in Ibadan, Nigeria. 
Career Development International, 12(7), 596-616. 

Sanders, M. M., Lengnick-Hall, M. L., Lengnick-Hall, C. A., & Steele-Clapp, L. 
(1998). Love and work: Career-family attitudes of new entrants into the 
labor force. Journal of Organizational Behavior, 19(6), 603-619. 

Sargent, L. D., & Domberger, S. R. (2007). Exploring the development of a 
protean career orientation: Values and image violations. Career 
Development International, 12(6), 545-564. 

Schein, E. H. (1996). Career anchors revisited: Implications for career 
development in the 21st century. Academy of Management Executive, 
10(4), 80. 

Schneider, J. (2002). Reflexive/diffractive ethnography. Cultural Studies <=> 
Critical Methodologies, 2(4), 460-460. 

Schütz, A., & Natanson, M. A. (1982). Collected papers: The problem of social 
reality (4th ed.): M. Nijhoff. 

Schwandt, T. A. (2003). Three epistemological stances for qualitative enquiry: 
Interpretivism, hermeneutics and social constructionism. In N. K. Denzin & 
Y. S. Lincoln (Eds.), The landscape of qualitative research: Theories and 
issues (2nd ed.). Thousand Oaks, CA: Sage. 

Scorikov, V., & Vondracek, F. W. (1993). Career development in the 
commonwealth of independent states. The Career Development Quartely, 
41, 314-329. 

Scott, W. R. (1995). Institutions and organizations. London: Sage. 

Selmer, J. (2005). Cross-cultural training and expatriate adjustment in China: 
Western joint venture managers. Personnel Review, 34(1), 68-84. 

Selmer, J. (1999). Career issues and international adjustment of business 
expatriates. Career Development International, 4(2), 77-87. 

Shaffer, M. A., & Harrison, D. A. (2001). Forgotten partners of international 
assignments: Developments and test of a model of spouse adjustment. 
Journal of Applied Psychology, 86(2), 238-254. 

260 



         
 

        
  

          
    

  

           
       

 

          
     

       
    

            
      

       
   

        
    

        
     

        

          
         

    

         
       

 

             
     

 

          
      

 

         
 

Shaxson, N. (2007). Poisoned wells: The dirty politics of african oil. New York: 
Palgrave Macmillan. 

Shipman, M. (1997). The limitations of social research (4th ed.). Essex: Addison 
Wesley Longman Limited. 

Shortland, S. M., & Cummings, S. (2007). Work-life balance: Expatriates reflect 
the international dimension. Global Business and Organisational 
Excellence, September/October, 28-42. 

Singaravelu, H. D., White, L. J., & Bringaze, T. B. (2005). Factors influencing 
students career choice: A comparative study. Journal of Career 
Development, 32(1), 46-59. 

Singh, S. (2004). Impact of staff monitored program on firms' market 
performance. Journal of African Business, 5(1), 93-111. 

Smith, L. T. (2001). Decolonizing methodologies: Research and indigenous 
peoples: University of Otago Press. 

Smith, W. J., Wokutch, R. E., Harrington, K. V., & Dennis, B. S. (2004). 
Organizational attractiveness and corporate social orientation: Do our 
values influence our preference for affirmative action and managing 
diversity? Business & Society, 43(1), 69-96. 

Solimano, A. (2008). The international mobility of talent: Types, causes, and 
development impact Oxford: Oxford University Press. 

Sparrow, L. M. (2000). Beyond multicultural man: Complexities of identity 
International Journal of Intercultural Relations, 24(2173-201). 

Spivak, G. (1993). Outside in the teaching machine. London: Routledge. 

Stern, N. P. (2007). On solid ground: Essential properties for growing grounded 
theory. In A. Bryant & K. Charmaz (Eds.), The Sage handbook of 
grounded theory (pp. 114-126). London: Sage. 

Strauss, A., & Corbin, J. (1998). Basics of qualitative research: Techniques and 
procedures for developing grounded theory (2nd ed.). Thousand Oaks, 
CA: Sage. 

Stroh, L. K., Gregersen, H. B., & Black, S. J. (1998). Closing the gap: 
Expectations versus reality among repatriates. Journal of World Business, 
33, 111. 

Sullivan, W., Sullivan, R., & Buffton, B. (2001). Aligning individual and 
organisational values to support change. Journal of Change Management 
2(3), 247-254. 

Super, D. E. (1957). The psychology of careers: An introduction to vocational 
development: Harper. 

261 



         
     

 

         
    

  

       
     

    

             
         

   

           
         

   

             
        

        
          

     

          
  

          
          

       
 

     
         

 

       
 

         
  

          
       

         
   

            
           

Suutari, V. (2003). Global managers: Career oprientation, career tracks, life-style 
implications and career commitment. Journal of Managerial Psychology, 
18(3), 185-207. 

Swartz, E., & Davies, R. (1997). Ubuntu - the spirit of African transformation 
management - a review. Leadership & Organization Development 
Journal, 18(6), 290-294. 

Tams, S., & Arthur, M. B. (2007). Studying careers across cultures: 
Distinguishing international, cross-cultural, and globalization perspectives. 
Career Development International, 12(1), 86-98. 

Tang, M., Fouad, N. A., & Smith, P. L. (1999) Asian American’s career choices: A 
path model to examine factors influencing their career choices. Journal of 
Vocational Behavior, 54, 142-157. 

Tarique, I., & Caligiuri, P. (2007). Training and development of international staff. 
In A.-W. Harzing & J. V. Ruysseveldt (Eds.), International human resource 
management (pp. 283-306). London: Sage. 

Thomas, D. C., & Inkson, K. (2007). Careers across cultures In M. A. Peiperl & H. 
Gunz (Eds.), Handbook of career studies. Thousand Oaks, CA: Sage. 

Timmermans, S., & Tavory, I. (2007). Advancing ethnogrpahic research through 
grounded theory practice. In A. Bryant & K. Charmaz (Eds.), The Sage 
handbook of grounded theory (pp. 493-512). London: Sage. 

Turner, V. W., & Bruner, E. M. (Eds.). (1986). The anthropology of experience. 
Chicago: University of Illinois Press. 

Ulrich, D. (2001). Alignment of HR strategies and the impact on business 
performance. In R. Schuler, S. & S. E. Jackson (Eds.), (2007) strategic 
human resource management (2nd ed., pp. 124-137). Oxford: Blackwell 
Publishing Ltd. 

United Nations Development Programme. (2007). Human development report 
2007/2008. Fighting climate change: Human solidarity in a divided world. 
New York. 

University challenge. (2010). Universo Sonangol, June ed. London: Impact Media 
Custom Publishing, 14-17. 

Van der Colff, L. (2003). Leadership lessons from the African tree. Management 
Decision, 41(3), 257-261. 

Van Jaarsveld, I. L. (2000). Affirmative action: A comparison between South 
Africa and the United States. Managerial Law, 42(6), 1-48. 

Van Maanen, J. (1988). Tales of the field: On writing ethnography. London: 
Univeristy of Chicago Press. 

Vidich, A. J., & Lyman, S. M. (2000). Qualitative methods: Their history in 
sociology and anthropology. In N. K. Denzin & Y. S. Lincoln (Eds.), 

262 



       
 

             
          

      

          
       

 

       
        

     

           
      

          

         
           

        
    

             
       
 

         
     

          
        

  

         
        

Handbook of qualitative research (2nd ed., pp. 37-84). Thousand Oaks, 
CA: Sage 

Vines, A., & Weimer, M. (2011). Angola: Assessing risks to stability. In J. C. 
Cooke & R. Downie (Eds.), A report of the CSIS Africa program (June 
ed.). Washington: Center for Strategic and International Studies. 

Vondracek, F. W., Lerner, R. M., & Schulenberg, J. E. (1986). Career 
development: A life-span developmental approach. Hillsdale, NJ: L. 
Erlbaum Associates. 

Warwick, R. (2011). Reflexivity - an innovative leadership research methodology 
and an ongoing means to develop personal effectiveness. Univeristy of 
Bedfordshire BMRI White Paper Series (Spring 2011). 

Weber, E., & Hsee, C. (2000). Culture and individual judgment and decision 
making. Applied Psychology: An International Review, 49(1), 32-61. 

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

Weick, K. E. (1996). Enactment and the boundaryless career: Organizing as we 
work. In M. B. Arthur & D. M. Rousseau (Eds.), The boundaryless career: 
A new employment principle for a new organizational era (pp. 40-57). 
New York: Oxford Universirty Press. 

Whiston, S. C., & Keller, B. (2004). The influences of the family of origin on 
career development: A review and analysis. The Counseling Psychologist, 
32(4), 493-568. 

Whitley, R. (1999). Divergent capitalisms: The social structuring and change of 
business systems. New York: Oxford University Press. 

Yakushko, O. (2007). Career development issues in the former ussr: Implications 
of political changes for personal career development. Journal of Career 
Development, 33(4), 299-315. 

Zakaria, N. (2000). The effects of cross-cultural training on the acculturation 
process of the global workforce. International Journal of Manpower 21(6), 
492-510. 

263 


	1Title_pages[1]
	Phd_Thesis_FINAL_SEP_2013[1]



