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Abstract.  The percentage of international faculty members at Korean universities peaked in 2013 
and has been decreasing since, suggesting that Korean universities have a problem with international 

faculty member retention. This study investigates whether international faculty members’ intention to 

leave is associated with their degree of acculturation. Results are based on analyses of data from 325 

international faculty members with doctorates working at Korean universities nationwide. Regression 

analyses reveal that acculturation, work-related conditions (salary, workload, workplace climate) and 

mobility-related motivational factors (job market in home country, interest in Korea) explain 

international faculty members’ intention to leave. A ‘cultural advantage’ (ethnically Korean or living 

with a Korean spouse) is not a significant predictor of intention to leave. Suggestions to support 

international faculty members, and to help bring about synergistic organizational change are ventured 

in the hopes of bolstering retention at Korean universities going forward.  
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Introduction 

Contemporary international academic career mobility is becoming markedly more common on the heels 

of intensifying global competition among higher education institutions to attract highly skilled talent 

(Altbach &Yudkevich, 2017). This trend extends to East Asian higher education systems as well as to 
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European and Anglo-American systems (Huang & Welch, 2021).  

International faculty members may be motivated to relocate to another country by professional 

ambition, for example to develop their career competitiveness, or by other personal motivations, such 

as to undertake a cultural adventure (Froese, 2012; Richardson & McKenna, 2002). However, these 

professionals may not stay long if they fail to adjust to the social and academic culture of the host country 

because mobile academics experience transformative changes in both social and academic life when 

they move across culturally different societies. One of the most representative theories regarding cultural 

adjustment is acculturation theory (e.g., Berry, 1992, 1997), which emphasizes that unsuccessful 

integration into the host country might result in dissatisfaction with both work and social life, which in 

turn may lead to departure. These processes are also intimately connected to the adjustment processes 

undergone by mobile academics. Many studies, mostly researched in North America and Europe, have 

investigated how mobile academics adjust to a host country’s culture and academic system (e.g., Chen 

& Lawless, 2018; Jiang et al., 2010). However, there is comparatively less research on the flow of mobile 

academics to non-English speaking countries, though this trend is growing (see Lee & Kuzhabekova, 

2018). 

The South Korean (hereafter, Korean) government and Korean universities have also made 

concerted efforts to attract and retain international faculty members in response to heightened global 

competition (Shin & Gress, 2018). However, recent data show that the number of international faculty 

members in Korea consistently declined after reaching its 2013 peak of 7.1% of the total faculty 

population to 5.4% in 2022 (Korean Educational Statistics Service, 2022), which implies that there are 

issues and challenges concerning international faculty member retention at Korean universities. This 

should be cause for concern, because institutionally, failure to retain international faculty members 

results in financial and human resource losses (Lawrence et al., 2014).  

The present study is designed to investigate factors associated with international faculty members’ 

intention to leave Korea, and by extension Korean universities, with a specific focus on the role of 

acculturation. The role of acculturation may exert a significant influence on international faculty 

members’ decision to leave more homogenous and collectivistic societies like South Korea’s (Kim & 

Kim, 2010). For example, it has been argued that Korean society lacks an understanding of cultural 

diversity and expects foreigners to assimilate without providing sufficient support (Seol & Skrentny, 

2009). Korean cultural norms, such as strict hierarchies and limited communication, are key factors that 

may hinder the successful integration of foreign professionals in Korea, which may in turn result in 

dissatisfaction in the workplace leading to departure (Kraeh et al., 2015). Indeed, studies of international 

faculty members at Korean universities also suggest that homogenous, exclusive, and hierarchical 

academic cultures contribute to dissatisfaction and departure (e.g., Gress & Shin, 2020a; T. Kim, 2005; 

S. K. Kim, 2016). Despite the potential importance of acculturation vis-à-vis the adjustment of 

international faculty members, previous studies on faculty turnover have largely focused on the role of 
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work condition factors (e.g., salary and job satisfaction, workplace climate) (Ward et al., 2022), thus 

providing impetus for the present study.  

Moreover, the current study aims to investigate the role of a ‘cultural advantage’ (e.g., international 

faculty members with Korean ethnic backgrounds and those with Korean spouses) and its relation to 

their intention to leave. There has been a building trend that comparatively examines specificities 

associated with international faculty members in Korea with and without Korean ancestry, since many 

returnees from abroad work as international faculty members in Korean universities (see Froese, 2010; 

Gress, 2022). Indeed, many universities strategically hire international faculty members with Korean 

ancestry assuming that their familiarity with the local cultural will contribute to an improved institutional 

fit and longer-term retention. For example, Froese (2010), Gress and Shin (2020a), and Gress (2022) 

found differences between these cohorts in terms of administrative and governance participation, and 

workplace-related perceptions (e.g., communication and trust). Moreover, previous studies have pointed 

out that the spousal factor plays a key role in expatriates’ adjustment and withdrawal decisions (Bhaskar-

Shrinivas et al., 2005; Davies et al., 2015). Marriage to a spouse with a host nationality is an important 

motivational factor for many international faculty members to relocate to East Asian countries such as 

Korea and Japan (Huang, 2018). However, to the best of our knowledge, there is no in-depth study that 

has investigated the role of ethnicity, spousal background, and acculturation vis-à-vis faculty member 

intention to leave a host country, particularly when other personal, workplace-oriented, and mobility-

related motivational factors are considered. 

The present study is designed to fill this perceived gap in the literature, specifically in a non-English 

speaking higher education context, via a country-wide examination of international faculty members 

working at Korean universities. Two research questions (RQs) guide the study: 

RQ1 Is international faculty members’ acculturation associated with their intention to leave 

Korea?  

RQ2 Does intention to leave differ between ethnically-Korean international faculty members and 

international faculty members with Korean spouses (culturally advantaged groups), and 

international faculty members without these designators?  

Research Background 

Acculturation and intention to leave 

This study highlights the impact of acculturation as well as institutional and mobility-related factors on 

international faculty members’ intention to leave their host country of employment. The concept of 

acculturation has been widely used in the field of cross-cultural adjustment studies (Li et al., 2021). 

Acculturation refers to processes of cultural, psychological, and social adaptation to a new culture (Berry, 

Jung Cheol Shin, Douglas R. Gress, Byung Shik Rhee, Kiyong Byun, Jang Wan Ko, and Heejin LimMarch 2024 3



1992, 1997), inclusive of processes associated with obtaining skills to successfully inhabit a new cultural 

setting (Sam & Berry, 2010). Factors such as individuals’ attitude towards acculturation, age, length of 

residence in the host country, educational level, gender, and social support have been pointed out as key 

factors attributed to successful acculturation (Lee & Vorst, 2010; Li, 2011). The support factor is 

indicative of the fact that acculturation is viewed as a two-way street; there is an onus on both individuals 

and institutions to remain receptive to change (Sam & Berry, 2010). Related to this, acculturation 

processes may invariably differ depending on the nature of migration. For example, compared to 

migrants, expatriates may have no intention of permanent migration, and therefore may put less effort 

into adjusting to the host society while maintaining their original identity to ensure successful 

repatriation (Thirlwall et al., 2021). Along a similar vein, Kim et al. (2022), in a Korean-university study, 

found that international faculty members were less inclined to invest themselves fully into Korean 

language use and Korean university organizational norms, while entertaining the possibility of a move 

out of Korea in the future. 

Recent contributions from the higher education literature on faculty mobility use the terms “sticky” 

and “stretchy” to explain the role of acculturation and faculty members’ motivation to stay or leave (see 

Burford et al., 2021; Chou, 2021; Sautier, 2021; Tzanakou & Henderson, 2021). “Stickiness” infers that 

academics who are well integrated into the host country (or university) culture prefer to stay longer. 

Conversely, academics who are motivated to leave their host country are “stretched” to posts elsewhere. 

Both concepts might be applied in the opposite direction. For example, Pustelnikovaite (2021) found 

that international faculty members preferred to stay at UK universities even though their working 

environments deteriorated after Brexit. On the other hand, Sautier (2021) discovered that some junior 

academics preferred to stay in their home country even though policy encouraged them to gain overseas 

work experience for a certain period of time to further their careers. These studies imply that once 

academics are familiar with the culture and higher education systems in a host or home university, they 

may be reluctant to leave for other higher education systems.  

The role of acculturation is potentially more significant in East Asian countries such as Japan, 

Korea, and China, where cultures vary immensely from English-speaking countries. While studies of 

international faculty members’ acculturation experiences in the context of US higher education are 

abundant (e.g., Chen & Lawless, 2018; Gheorghiu & Stephens, 2016), there is a distinct dearth of studies, 

in particular quantitative-based studies, focusing on international faculty members’ acculturation 

experience and its impact on turnover intention in the East Asian context. Having said this, a recent 

study by Chen (2022), investigated how international faculty members at Japanese universities perceive 

their integration and their integration practice. The study found that those who had a better understanding 

of Japanese culture were able to integrate more effectively. Similarly, Gress (2022) found that extra-

institutional cross-cultural adjustment as well as intra-institutional factors such as workplace inclusivity 

contributed to higher levels of workplace satisfaction at Korean universities. Although the above cited 

works provide important insights into the general nature of international faculty members’ acculturation 
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experiences in non-English speaking countries, the foci did not extensively cover the linkage between 

acculturation and intention to leave, hence requiring the need for broader investigation.  

Factors contributing to international faculty members’ turnover intention 

While some studies investigated international faculty members’ turnover intention in the U.S. context 

(e.g., Kim et al., 2013; Lawrence et al., 2014; Rosser, 2004), there is a comparative dearth of studies on 

international faculty member retention in non-English speaking countries (Schoepp, 2011). Previous 

studies pointed out that international faculty members are often at a higher risk of leaving their 

institutions. This is because international faculty members are often placed in more disadvantageous 

positions due to language barriers, lack of mentorship, constricted access to networks, lower salaries, 

and limited resources (Corley & Sabharwal, 2007; Luczaj, 2020), and these disadvantages might lead to 

high turnover. Given this context, the retention of international faculty members is a critical issue facing 

institutional leaders in globalizing academe. 

International faculty member retention depends on various individual and institutional-level factors 

as well as the potential cross-cultural considerations previously discussed. For example, in the present 

research, international faculty members’ ethnic status might have explanatory power because ethnic 

Koreans’ roles and perceptions at Korean universities might differ greatly from those without this shared 

ethnicity (see Froese, 2010; Gress & Shin 2020a; Kim, 2005). Additionally, international faculty 

members with Korean spouses might have fewer problems acculturating to Korean society. Indeed, 

many international faculty members in Korean universities decided to work in Korea largely due to the 

influence of their Korean spouses (Froese, 2012). A similar pattern is found in the case of Japan. Huang 

(2018) pointed out that marriage to a Japanese national was an important motivation for many 

international academics’ decision to work at Japanese universities, especially those from western 

countries. Overall, previous studies argued that international faculty members married to host country 

nationals are expected to benefit from a heightened cross-cultural competence (Davies et al., 2015; 

Froese, 2012). Partner nationality, in short, plays a crucial role in expatriates’ mobility decisions, 

adjustment, and withdrawal (Bhaskar-Shrinivas et al., 2005). Still, there is a relative dearth of studies 

that specifically explored the role of ethnicity in expatriates’ departure intention and acculturation. 

However, some researchers have investigated the challenges associated with re-entry acculturation for 

“returnee academics”, especially in the context of China and Korea, where returnee academics are 

considered important resources for the internationalization of higher education. Briefly summarized, 

these studies indicate that returning international academics encounter various difficulties in their 

identity formation and role transition (Li et al., 2020; Namgung, 2009). 

In addition, individual characteristics such as gender and age (Martinez et al., 2017), length of stay 

in the host country and workplace (Lawrence et al., 2014), and professional characteristics such as 

affiliated discipline (Ryan et al., 2012; Xu, 2008) and tenure status (Zhou & Volkwein, 2004) are 
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potentially related to intention to leave. Moreover, institutional characteristics such as university mission 

type (e.g., research-focused vs non-research-focused) may also play important roles in determining 

departure intention (Glandon & Glandon, 2001). The recruitment policy concerning international faculty 

members, the reward system, as well as the nature of experienced academic life may differ significantly 

based on the type of institution and its mission. 

Intra-organizationally, favorable work conditions such as an attractive salary and workload are 

considered important “pull factors” for international faculty members to expatriate (Lee & Kuzhabekova, 

2018); such factors may also be closely associated with retention. The immediate workplace climate, or 

host receptivity, is also important (Zhang & Goodson, 2011). Less open and less receptive workplace 

climates resulted in marginalized roles in governance and decision-making participation for 

international faculty members in some studies (Brotherhood et al., 2020; Collins, 2008; Skachkova, 

2007), and such exclusion may also inevitably lead to higher intention to leave. Conversely, Jonasson 

et al. (2018) found evidence that inclusive management benefited international faculty members in 

Nordic universities. 

Lastly, international faculty members’ mobility-related motivational factors might also be closely 

associated with their intention to leave. Mobility motivation can be categorized into three types based 

on findings from previous studies (e.g., Froese, 2012; Lee & Kuzhabekova, 2018; Richardson & 

McKenna, 2002). The first motivation includes “poor job market conditions at home”, where a scarcity 

of high-quality academic job positions available in the home country “pushes” academics to seek 

overseas employment opportunities. A second motivation is related to the strategic “career development” 

choice of individuals, since obtaining international work experience and a research network is regarded 

as a vital asset for one’s career in the contemporary academic job market. The third motivation category 

is “cultural exploration”, where individuals decide to relocate to a foreign country due to a particular 

interest in the host country’s culture and to expose themselves to a different cultural setting. 

International faculty members in Korean higher education 

The term “international faculty member” and the nature of mobility differ across regional contexts 

(Teichler, 2017). For example, many countries use visa or citizenship categories (Mamiseishvili & 

Rosser, 2010) or a place of birth when defining international faculty status (Kim et al., 2013). The term 

“foreign-born” faculty is often used in the U.S. context, a term that includes faculty members who were 

born in a different country, but later became U.S. citizens (Webber, 2013). As for Korea, full-time 

international faculty members are defined and counted in national statistics as those holding different 

nationality statuses other than Korean, including ethnic Koreans who were born abroad, as well as those 

who were born and educated in Korea, but became a citizen of another country later on in life (Korean 

Educational Statistics Service, 2021). The present study is based on this definition of international 

faculty member.  
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The number of international faculty members in Korea started to increase due to policy and legal 

interventions that took place beginning in the late 1990s. First, the revision of the “Education Civil 

Servant Law” in 1999 allowed national universities to hire full-time international faculty members on 

the tenure track. Until that change, national universities were not legally able to do so. The push for 

change was catalyzed by the fallout from the Asian financial crisis in 1997 and the resulting need for 

Korea to more fervently pursue globalization (Shin, 2021). Second, the introduction of the “Study Korea 

Project” in 2005, a long-term policy agenda for attracting international students, stimulated many 

universities to hire international faculty members to establish a globalized learning environment (Byun 

et al., 2011). Third, the Korean government introduced the “World Class University (WCU)” (2008-

2012) project, which supported Korean universities if they invited globally recognized scholars to 

bolster their research competency. On the heels of these policy measures, the number of international 

faculty members increased significantly, from 1,373 (2.4% of the total faculty population) in 2000 to 

4,813 (5.4%) in 2022. As previously mentioned, however, there has been a precipitous decline since 

numbers peaked in 2013 (6,130 international faculty members and 7.1% of the total faculty member 

population). The rapid increase in the number of international faculty members up until 2013 can be 

understood as the result of the aforementioned aggressive policy efforts by the Korean government to 

accelerate the pace of internationalization of the country’s higher education system. These efforts led to 

massive hiring drives that took place primarily from 2004 to 2012.  

The subsequent decline in numbers may be derived from multiple factors such as contract 

termination or the decision by some international faculty members to seek employment elsewhere, 

possibly due to poor acculturation. One reason may be because top-down initiatives formulated at the 

national-level often cannot guarantee organizational-level change that accommodates both local and 

invited faculty (Smart & St. John, 1996), let alone accomplish necessary change in a timely fashion. 

This may be particularly the case in Korea, where large numbers of international academics were hired 

through government initiatives over a short period of time, but in the absence of effective open 

organizational cultures that could successfully meet the needs of international faculty members or 

support their adjustment to the local academic system (see Shin, 2021).    

There are some defining characteristics of international faculty members in Korea. First, there is a 

high proportion of international faculty members from English-speaking countries. As of 2020, 

professors from the US, at 40.4%, accounted for the lion’s share of international faculty members 

working at 4-year Korean universities. When including the UK, Canada, and Australia, the group from 

English-speaking countries swells to 62.7% of the total international faculty member population (Korean 

Educational Statistics Service, 2022). Such a high proportion of international faculty members from 

English-speaking countries is the result of a preference for native English speakers who can effectively 

deliver content courses in English (Rhee et al., 2019).  

Second, there is relatively low proportion of international faculty members with Doctoral degrees. 

According to Ko et al. (2016), 78.2% of the international faculty members at four-year Korean 
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universities held Master’s degrees as their highest academic qualification. Such a high proportion of 

Master’s degree holders can be explained by the fact that the majority of language instructors at 

universities hold faculty status in Korea, and they are largely from English-speaking countries.  

The third characteristic is related to the differences in international faculty members who are 

ethnically Korean (e.g., Korean Americans) compared to international faculty members without Korean 

ethnicity. Recent data show that the proportion of ethnically Korean international faculty members 

accounted for approximately 17.6% of the total international faculty member population in 2020 

(Korean Educational Statistics Service, 2021) , and this proportion is notably higher at national 

universities and research-focused universities.  

Research Design 

Data 

This study utilizes survey data collected from the “National Survey on International Faculty Members,” 

which was supported by the National Research Foundation of Korea. The survey inquired about 

international faculty members’ motivation to pursue their academic career in Korea, their current work 

environment, cultural adjustment, teaching and research activities, future career plans, and questions 

pertaining to their personal and academic backgrounds.  

The sample database was created in two stages. First, the research team created a list of 

international faculty members from the Korea Research Information (KRI) database system. From 

approximately 70,000 full-time faculty (both domestic and international) listed in the database system, 

which was close to 80% of the total number of full-time faculty in Korean colleges and universities in 

2019 (about 87,000), a total 3,882 full-time international faculty members were identified by name and 

nationality, which accounted for 75.7% of all international faculty members in Korea. Second, this initial 

database was narrowed to only international faculty members in four-year universities with Doctoral 

degrees. International faculty members’ (mobility) motivations, professional roles, and perceptions of 

their work environments might significantly differ by employment status and highest degree. For 

example, international faculty members without Doctoral degrees tend to work in language institutes or 

as language instructors, and to be employed on annual-based contracts (Ko et al., 2016), while those 

with Doctoral degrees tend to be employed in academic departments with tenure or non-tenure status. 

By limiting the target sample to Doctoral degree holders only, we tried to minimize heterogeneity issues 

within the international faculty member data. The survey was administered online from April to May of 

2019. Institutional Review Board approval was received prior to its dissemination. The online survey 

link was sent to 1,098 Ph.D. holding international faculty members, and a total of 325 participated in 

the survey (a 29.6% response rate).  
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The characteristics of the international faculty members in the sample are as follows: First, 83.7% 

of the respondents were male and 12.9% were ethnic Korean. Respondents with Korean spouses 

accounted for 37.2%. In terms of discipline, 57.2% were affiliated with the humanities, arts, or social 

sciences. 54.2% of respondents were affiliated with research-focused universities and 20.7% were 

already tenured. Overall, despite slight variations in sample compositions compared to population data 

(about 5-7% more respondents were male and non-STEM faculty, about 13% more respondents were 

from North America and Europe, and 10% fewer were from East Asia), the overall sample can be 

considered representative in terms of personal background. Nevertheless, because the information 

available in the KRI database did not include international faculty members’ ethnicity, spousal 

nationality, and tenure status, we were unable to determine the level of sample representation concerning 

those aspects. Table 1 presents descriptive statistics for the sample, and Table 2 presents a more detailed 

sample composition for the three cohorts.  

 

Table 1. Sample composition 

Variable N % 

Gender  Male 272 83.7 

 Female 53 16.3 

Ethnicity  Ethnic Korean 42 12.9 

 Others 283 87.1 

 Spousal ethnicity  Korean spouse 121 37.2 

 Others 204 62.8 

 Discipline Humanities, Arts and Social Sciences 186 57.2 

 Science and Engineering (STEM) 139 42.8 

Type of university  Research focused 176 54.2 

 Non-research focused 132 40.6 

Tenure status Already tenured 66 20.7 

 Not tenured yet or Non-tenure track 259 79.3 
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Table 2. Detailed sample composition by cohort 

 

Ethnic Korean 
(n=42) 

With Korean 
spouse 
(n=121) 

Without cultural 
advantage 

(n=191) 
Gender Male 28 (66.7) 101 (83.5) 163 (85.3) 

 Female 14 (33.3) 20 (16.5) 28 (14.7) 

Tenure 

status 

Tenured 11 (26.2) 24 (19.9) 37 (19.4) 

Not tenured yet or non-tenure track 31 (73.8) 97 (80.1) 154 (80.6) 

Discipline Arts and Humanities and Social science 29 (69.0) 87 (71.9) 90 (47.1) 

 STEM 13 (31.0) 34 (28.1) 101 (52.9) 

Type of 

university 

Research focused 29 (69.0) 68 (60.7) 84 (45.9) 

Non-research focused 13 (31.0) 44 (39.3) 88 (54.1) 

Variables and analytical method 

The dependent variable is the respondents’ intention to leave Korea, measured by a Likert-scale question 

(“I often think about leaving Korea”). Faculty members’ intention to leave is widely used in many 

studies as a proxy indicator because intention is closely associated with actual turnover behavior (e.g., 

Lawrence et al., 2014; Zhou & Volkwein, 2004).  

The key independent variables are the respondents’ degree of acculturation, their ethnic 

background, and spousal ethnicity. The first independent variable, acculturation, measures international 

faculty members’ perceived level of psychological and cultural adaptation to the Korean society. There 

has been significant debate about how to measure acculturation (Algeria, 2009), and various studies 

have used different approaches to investigate acculturation, from simple proxies to an expanded toolkit 

(see Doucerain et al., 2017). The acculturation measurement in the current study focuses on individuals’ 

unidimensional adaptation to the host culture (Rissel, 1997). The acculturation variable is composed 

using a mean of responses to two survey questions measured on 5-point Likert scales to assess 

respondents’ cognitive perception of their psychological and cultural adaptation to Korean society: 1) I 

often feel that I am increasingly becoming ‘more Korean’; 2) I mix Korean and my home country’s 

culture in my life. The other two independent variables, whether international faculty members are 

ethnically Korean or married to a Korean spouse, are measured by dummy variables.  

The first set of control variables includes international faculty members’ socio-demographic and 

work-related factors such as gender, age, length of stay in Korea, affiliated discipline (STEM/non-

STEM), type of institution (research focused vs non-research focused), tenure status (tenured or not), 

and perceptions of work conditions (salary and workload; workplace climate). Another set of control 

variables assess three previously discussed motivational factors for academic mobility. A detailed 

summary of the variables and measures is reported in Table 3. This study applies hierarchical linear 
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regression analyses, first with control variables only, and second with independent variables added to 

the previous model. The functional form for the regression analysis is: 

 

Dependent variable (intention to leave) = f [control variables (socio-demographic and 

institutional factors, work conditions, motivational factors) + independent variables 

(cultural advantage, acculturation)]  

 

Table 3. Variables and measurement 

Variables Measurement 

Dependent variable 
Intention to Leave I often think about leaving Korea. (5-point Likert scale)1 

Control variables 
Gender Male=1, Female=0 
Academic discipline STEM=1, Non-STEM=0 
Type of university Research focused=1, Non-research focused=0 
Salary satisfaction 5-point Likert scale2 
Workload satisfaction 5-point Likert scale3 
Open and inclusive climate  Measured by the mean of two survey items:  

(1) Sufficient opportunities for international faculty 
members to participate in committees;  
(2) My department welcomes the opinions of 
international faculty members. (5-point Likert scales)4 

Tenure status Tenured=1, Not tenured yet or Non-tenure track= 0 
Motivated by poor home-country job market Difficulty finding employment in my home country  
Motivated by career advancement  To advance my career competitiveness 
Motivated by interest in Korea Interest in Korea and the Korean culture (all 5-point 

Likert scales) 5 
Independent variables 

Ethnicity Ethnic Korean =1, Others =0 
Spousal ethnicity Korean spouse= 1, Others= 0  
Degree of acculturation Mean of two survey items:  

(1) I often feel that I am increasingly becoming ‘more 
Korean’;  
(2) I mix Korean and my home country’s culture in my 
life (5-point Likert scales)6 (Pearson correlation 
coefficient: .498) 

Notes: 1&5&6 1 (Not true at all) to 5 (Very true) 2&3 1 (Not satisfied at all) to 5 (Extremely satisfied); 4 1 (Very weak) to 5 (Very 

strong)  
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Findings 

Descriptive statistics 

Table 4 provides descriptive statistics for the key variables. The mean for international faculty members’ 

intention to leave was 2.82 (SD = 1.43). Respondents expressed somewhat less satisfaction with salary 

than workload, and the level of openness and inclusivity in the workplace perceived by respondents was 

somewhat low. As for factors influencing the decision to pursue careers at Korean universities, 

motivation driven by interest in Korea and its culture was the highest, followed by motivation derived 

by career advancement, and, finally, poor job market conditions in the respondents’ home countries. 

 

Table 4. Descriptive statistics for key variables 

 

Total 

Average 

(SD) 

Ethnically 

Korean 

(n=42) 

Non-

ethnically 

Korean 

(n=283) 

t-value 

With 

Korean 

Spouse 

(n= 121) 

Without 

Korean 

Spouse 

(n= 204) 

t-value 

Intention to Leave Korea 
2.82  

(1.43) 

2.95  

(1.43) 

2.80  

(1.43) 
-.650 

2.75  

(1.42) 

2.86 

 (1.44) 
.644 

Salary 
2.95  

(1.25) 

2.50  

(1.24) 

3.02  

(1.23) 
2.537* 

2.84  

(1.26) 

3.02  

(1.24) 
1.230 

Workload 
3.36  

(1.17) 

3.07  

(1.19) 

3.41  

(1.16) 
1.737☨ 

3.19  

(1.23) 

3.47  

(1.12) 
2.064* 

Open and inclusive climate 
2.40  

(1.16) 

2.65  

(1.15) 

2.36  

(1.16) 
-1.540 

2.44  

(1.10) 

2.37  

(1.20) 
-.489 

Poor job market in home country 
2.39  

(1.42) 

2.05  

(1.10) 

2.44  

(1.46) 
1.684☨ 

2.20  

(1.36) 

2.51  

(1.45) 
1.897☨ 

Career development 
3.10  

(1.37) 

2.69  

(1.19) 

3.16  

(1.39) 
2.063* 

2.65  

(1.19) 

3.36  

(1.40) 
4.624*** 

Interest in Korean culture 
3.38  

(1.25) 

3.36  

(1.46) 

3.38  

(1.22) 
.121 

3.34  

(1.32) 

3.40  

(1.21) 
.411 

Degree of acculturation   
3.48  

(1.04) 

3.69  

(0.64) 

3.45  

(1.06) 
-1.407 

3.66  

(0.98) 

3.38  

(1.06) 
-2.380* 

☨ p < 0.1, * p <.05, ** p <.01, *** p <.001 

 

Higher Education Forum12 Vol. 21



Lastly, the average perceived level of international faculty members’ degree of acculturation to 

Korean society was 3.48 (SD = 1.04), which represents some level of integration (Berry, 1997) for a 

number of international faculty members in Korea. 

Furthermore, one of the stated goals of this study is to ascertain whether international faculty 

members’ degree of acculturation and intention to leave differ by their ethnic background and spousal 

ethnicity. Descriptive statistics and t-tests (see Table 4) indicate that although not statistically significant, 

international faculty members with Korean ethnicity reported higher levels of intention to leave 

compared to their counterparts. As for the spouse variable, international faculty members married to 

Korean spouses reported a lower intention to leave compared to their counterparts. Moreover, although 

these two cohorts reported a higher perceived degree of acculturation than their counterparts, a 

statistically significant difference was only found in the comparison to the group with Korean spouses. 

Additionally, the perceived level of satisfaction with workload, and with two of three mobility-related 

motivational factors, differed significantly between groups.  

Regression analyses  

Two regression models are undertaken to unearth the previously discussed impacts of multiple factors 

potentially impacting respondents’ intention to leave. The variance inflation factor (VIF) statistics 

indicated no problems with multicollinearity in any of the models.  

The results from model 1, which investigates the relationship between international faculty 

members’ intention to leave and control variables (e.g., socio-demographic factors, discipline, institution 

type, perceived work conditions, and mobility-related motivational factors) show that all variables 

related to work conditions are significantly associated with the dependent variable. The perceived level 

of work climate openness and inclusivity (ß = -.200, p < .001) was the strongest predictor among the 

work condition variables, followed by satisfaction with salary (ß = -.174, p < .01), and workload (ß = 

-.140, p < .01). On the other hand, tenure status (ß = .093, p < 0.1) was positively associated with an 

intention to leave, meaning that those with tenured status were more likely to leave the country. In 

addition, two mobility-related motivational factors significantly predicted the level of intention to leave. 

Motivation derived from a poor job market in the home country (ß = .134, p < .05) was positively 

associated with intention to leave, whereas motivation derived by interest in Korea significantly reduced 

intention to leave (ß = -.224, p < .001).  

Model 2 integrates independent variables, namely culturally advantaged groups such as ethnically 

Korean international faculty members and respondents with Korean spouses, and degree of acculturation. 

Results show that the degree of acculturation is a significant predictor and has a negative relationship (ß 

= -.158, p < .01) with intention to leave. However, the other independent variables for Korean ethnicity 

and the presence of a Korean spouse are not significantly related to the dependent variable. The effect 

of control variables such as satisfaction with salary (ß = -.174, p <.01), workload (ß = -.127, p < .05), 
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perception of an open and inclusive climate (ß = -.198, p < .001), and mobility-related motivation factors 

such as poor home country job market (ß = .124, p <.05), and interest in Korea (ß = -.170, p < .01) 

remain significant. However, the significance of tenure status disappears in model 2. Other socio-

demographic factors such as gender, discipline, university type, and tenure status do not play a 

significant role. 

Table 5. Hierarchical linear regression analysis results 

☨ p < 0.1, * p <.05, ** p <.01, *** p <.001 

Discussion 

The findings from this study show that, after controlling for other factors, international faculty members 

who were more interested in, and culturally adjusted to the Korean culture showed lower levels of 

intention to leave. This finding is in line with acculturation theories emphasizing that international 

Variables 
Model 1 

Standardized  
Coefficients 

(S.E.) 

Model 2 
Standardized  
Coefficients 

(S.E.) 

Control variables Male .004 
(.198) 

.005 
(.199) 

 Age -.059 
(.001) 

-.052 
(.001) 

 Years in Korea -.031 
(.011) 

.007 
(.011) 

 STEM discipline -.012 
(.156) 

-.004 
(.155) 

 Research focused .008 
(.155) 

.006 
(.155) 

 Salary -.174** 
(.066) 

-.174** 
(.066) 

 Workload -.140** 
(.065) 

-.127* 
(.065) 

 Open and inclusive climate -.200*** 
(.066) 

-.198*** 
(.066) 

 Tenure status .093☨ 
(.179) 

.064 
(.181) 

 Poor job market at home country .134* 
(.052) 

.124* 
(.052) 

 Career development .028 
(.057) 

.040 
(.057) 

 Interest in Korea and Korean culture 
 

-.224*** 
(.060) 

-.170** 
(.064) 

Independent variables Korean ethnicity  .049 
(.227) 

 Korean spouse  -.029 
(.163) 

 Acculturation  -.158** 
(.077) 

Constant 5.077*** 5.472*** 

Adjusted R-squared .216 .231 
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sojourners’ failure to effectively adjust to their host country’s culture is a major cause of their decision 

to leave (Berry, 1997). This study also found that the role of culturally advantaged groups—those who 

are either ethnic Korean or living with a Korean spouse, did not report a significantly lower level of 

intention to leave Korea than their counterparts without Korean ethnicity or a Korean spouse. Consistent 

with earlier turnover studies, motivational factors, and work-related satisfaction (e.g., salary, 

workload, workplace climate) turned out to have an effect on international faculty members’ intention 

to leave. A poor job market in the home country was also significantly important in relation to their 

decision to leave. This section discusses these results vis-à-vis the Korean culture and the Korean higher 

education system.  

The Korean culture is characterized by a high degree of collectivism (a group-oriented culture) 

with high power distance (people are generally accepting of differences in status) (Kim & Kim, 2010). 

The culture of the Korean higher education system is heavily influenced by the macro culture, one that 

strongly emphasizes Confucian personal as well as socio-political values (Kim, 2005; Lee, 2001). As 

previously mentioned, however, some of these very facets of the Korean culture hinder the successful 

acculturation of many foreign professionals, and have been pointed out as key factors for their departure 

(Kraeh et al., 2015). Junior faculty in Korean universities, for example, are often reluctant to actively 

express their opinion at faculty meetings, and senior, primarily male, faculty members make most critical 

decisions (Lee, 2001; Shin et al., 2015). In addition, there are unwritten rules for academics at Korean 

institutions, for example when dealing with promotion and tenure reviews, in part because Korean is a 

high-context language (see Gress & Shin, 2020b). Many Korean universities, though not officially, 

require “service” of their faculty members, especially junior faculty members, non-disciplinary activities 

that go beyond service-related duties as envisaged by scholars from the West (Shin et al., 2015). 

Moreover, the exclusive and closed nature of the academic culture in Korean higher education often 

manifests in the “academic inbreeding” issue, where the social inclusion and hegemony of academics 

are fundamentally shaped by their undergraduate degree-awarding institutions (Shin et al., 2016). Such 

a rigid academic culture is one of the key factors that even pushes local students and academics to study 

and work abroad (Kim, 2008). These complex hidden rules and quasi-obligatory service roles are taken 

as givens for most Korean academics, though it is understandably not easy for international faculty 

members to grasp these linguistic undertones, understand the organizational cultural norms, or to 

participate in service outside of their given areas of expertise (Gress & Shin, 2020b). This may help to 

explain the importance of workload and workplace climate in the present study. 

Indeed, previous studies reported international faculty members’ challenges when attempting to 

acculturate and to integrate into the Korean academic system, leading to turnover issues. For example, 

in a single-university, Korea-based study, Kim (2016) pointed out that international faculty members’ 

roles were much more limited than regular Korean faculty members, and that such “systemic 

disempowerment” led to the risk of “mass departure” for many international faculty members. Similarly, 

Kim et al. (2022), in a single-university qualitative piece, pointed out that international faculty members’ 
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mobility plans for the future varied based on their perceived adjustment to Korean society (acculturation) 

and university organizational culture. It is therefore important for Korean universities to pay more 

attention to the acculturation aspect of international faculty members when they invite them. Given the 

individual questions used to construct the acculturation variable, the results suggested that this may be 

as much a process of enculturation (mixing one’s own culture and a new culture) as it is acculturation 

(giving oneself over to a new culture at the expense of one’s own culture) (Weinreich, 2009). Based on 

advice from previous studies, Korean host universities might designate mentors (e.g., Dunham-Taylor 

et al., 2008), and social networking assistance and cross-cultural training (Chu & Morrison, 2011) for 

newly hired international faculty members to help their adjustment to their new socio and cultural 

environments.   

On the other hand, one of the key findings from this study was that the role of Korean ethnicity and 

the presence of a Korean spouse did not significantly affect their intention to leave. Results from this 

study imply that although cultural familiarity, whether owing to ethnicity or to the presence of a Korean 

spouse, may help to ameliorate daily inconveniences, it may not be enough to influence a decision to 

leave. The t-test results from this study, for example, showed that international faculty members with 

Korean ethnicity or a Korean spouse reported lower levels of satisfaction with their salaries and 

workloads. In a similar vein, a recent study by Gress (2022) pointed out that international faculty 

members at Korean universities with ethnic Korean backgrounds spent significantly more hours on 

administrative work compared to their counterparts. Taken together these results potentially explain the 

“in-between” status and complex positionality of international faculty members with Korean ethnic 

backgrounds. For example, they are hired as foreigners by nationality, and therefore expected to teach 

content in English and to publish almost exclusively in international journals, yet they are also viewed 

as Korean and therefore subject to the aforementioned positionality of junior faculty (e.g., with extensive 

and broad-based administrative and service expectations). Given this cultural context, ethnic Korean 

international faculty members may experience cultural clashes when they interact with native academics 

who are insensitive toward their positionality. As a result, while Korea may be sufficiently “sticky” in 

that this cohort is no more inclined to leave, Korean universities should be careful about their level of 

work and subsequent burnout and acculturative stress. The question also remains as to whether or not a 

protracted strategy to hire ethnically Korean international faculty members is well-suited to long-term 

globalization goals and the integration of all international faculty members. For example, ethnic Korean 

international faculty might not contribute as significantly to improving the overall cultural diversity at 

Korean universities (Gress & Shin, 2020a).  

Accordingly, the climate of the workplace should also be an important consideration that can 

enhance the successful integration of all international faculty members at Korean universities. As 

Altbach and Yudkevich (2017) concluded, lower levels of integration in academic units led to low 

international faculty member work satisfaction levels. Similarly, some research pointed out that the 

quality (not quantity) of department-level interactions is integral to faculty satisfaction (Norman et al., 
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2006). Taken in conjunction with the previously discussed results, Korean universities would benefit 

from the creation of open and inclusive work atmospheres (see, also, Gress, 2022). This, as others have 

also suggested, may be facilitated by the use of English in the workplace as well as active solicitation 

and inclusion of international faculty members’ opinions (Gress & Shin, 2020b; Jonasson et al., 2018).  

However, while some authors suggested that such synergistic organizational change to Korean 

universities would be welcomed Korean universities, departments and faculty are generally more status 

quo-oriented (see Gress & Shin, 2020a). Part of this may stem from the fact that such support and 

change-oriented measures may have a detrimental impact on native faculty (Jonasson et al., 2018), a 

sentiment echoed in findings presented in Gress and Shin (2020b) in their study of senior managers’ 

perception of international faculty members at a major Korean university. Considering these realities, 

some universities in Korea have recently taken a different approach to their recruitment strategy in order 

to strengthen international faculty members’ inclusivity and to prevent their becoming mere “token” 

additions to superficial internationalization drives. For example, some universities seek to create a more 

inclusive work environment by achieving a ‘critical mass’ of international faculty members in their 

colleges or departments (e.g., by filling approximately half of the professoriate with non-Koreans) (Song, 

2020).  

Lastly, findings from this study showed that international faculty members’ earlier motivation to 

expatriate (derived by an interest in the host country) was a significant predictor in reducing international 

faculty members’ intention to leave. Such a result implies that interest (not necessarily aptitude) in the 

host society and its culture before arriving plays an important role in retaining international faculty 

members. Given this context, it would be helpful for Korean universities to assess an applicant’s level 

of interest in Korea during the recruitment process as this may improve retention. Similarly, Tanova and 

Ajayi (2016) recommended that applicants be screened in advance for their potential to adapt to a new 

culture. In addition, this study found that international faculty members who felt pushed to work in 

Korea due to a poor home-country job market were less likely to stay for the long term. As previous 

studies pointed out, international faculty members often considered their time at Korean universities to 

be “stepping stones” or “wait out” times until they could find suitable opportunities at Western 

universities (Kim, 2016; Kim et al., 2022). Similarly, in one Korea-based study (Shin & Gress, 2018), 

upper management at a Korean university voiced concern that invited academics may simply leave for 

a position outside of Korea after having built up their professional credentials. The impact of the home-

country job market-related motivational variable may also therefore help to explain why job security 

(e.g., tenure status) did not emerge as significant in improving international faculty member retention, 

yet salary did.  
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Conclusion 

The percentage of international faculty members at Korean universities grew rapidly from the early 

2000s up until 2013, at which time it began a precipitous decline. Korean universities need to address 

international faculty member retention issues. Indeed, quantitative growth does not necessarily mean 

that international faculty members are sufficiently integrating into their universities and host society. 

This study concluded that international faculty members’ retention depended on pre-departure levels of 

interest in the country and their degree of acculturation in the host country, in this case in the context of 

Korea. In addition, workplace considerations (e.g., salary, workload and workplace climate) and the 

earlier motivation to work in Korea (e.g., poor home-country job market condition, interest in Korea) 

also influenced faculty intent to depart. Although some qualitative studies on international faculty 

members’ acculturation experiences exist, and some quantitative studies include one or more of the 

abovementioned variables, their findings have not been extrapolated via larger studies using a wider 

range of data, and none have integrated all of the above considerations. The findings offered in the 

present study, in short, have implications for research on international faculty members acculturation as 

well as academic mobility and retention.  

Limitations to the study and directions for future research should of course be mentioned. People 

leave organizations for various reasons. In their seminal work, March and Simon (1993) proposed two 

general reasons: the perceived desirability of movement (e.g., satisfaction, affective organizational 

commitment), and perceived ease of movement. Unfortunately, this study focused on the former, but 

was unable to accommodate the latter due to a lack of relevant variables, for example perceptions of 

alternative job opportunities. Future studies could pursue this additional line of inquiry. Future studies 

could also benefit from more recent models of turnover, for example the theory of job embeddedness 

(Mitchell et al., 2001). This theory suggests that employees who are more embedded in the organization 

and community are less likely to leave. The present study partially accommodated the key arguments of 

this theory by stressing the importance of acculturation, which reflects off-the-job factors in job 

embeddedness theory. Still, a simultaneous examination of international faculty members’ intra and 

extra-organizational embeddedness would be a viable addition to considerations put forth in the present 

work.  

Moreover, although the current study provides a national-level, empirical examination of 

international faculty members’ intention to leave Korea, limitations connected to the data need to be 

mentioned. For example, as one reviewer inclined, the dependent variable used in this study is measured 

by a single survey item, thus raising possible concern over validity. However, previous studies have 

justified the usage of a single-item measure, particularly for constructs measuring expectancy values in 

exploratory research to include departure intention (e.g., Meriläinen et al., 2019). Further, the 

acculturation variable used in this study could be strengthened by using more standardized rating scales. 

This would help to generalize and compare the findings from the current study to others more effectively. 
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In addition, there could be plausible impacts from the addition of a fourth cohort to this study, namely 

ethnic Korean international faculty members with Korean spouses. While this unfortunately could not 

be more thoroughly investigated due to the limited sample size, it would be an interesting addition to 

future studies. In the end, readers should consider potential limitations to the data when assessing 

findings from this study. 

Qualitative input would have helped to build out more nuanced understandings of acculturation 

experiences for ethnic Koreans and those with Korean spouses as results indicated that factors 

influencing intention to leave may differ for these groups compared to their counterparts. The ethnic 

Korean group could also be further disaggregated (e.g., Korean American vs returnees who became 

naturalized foreign citizens) and investigated to ascertain whether there are differences between these 

cohorts. The current study could not investigate such differences due to the limited size of the sample 

and the information on the ethnically Korean group. This issue is particularly critical at a time when the 

recruitment of international faculty members with Korean ethnicity is increasing due to difficulties 

associated with attracting non-Korean academics.  

In addition, follow up research might focus on more in-depth study of successful and less successful 

acculturation strategies. Presumably, international faculty members with effective acculturation 

strategies might better acclimate to life in Korea and at Korean universities. Both host universities and 

international faculty members might learn from these experiences. Follow up comparative research in 

the East Asian region (e.g., Japan, China, and Taiwan) would also be most welcomed, since the detailed 

strategies for recruiting international faculty members vary by country within the region (e.g., Japanese 

universities hire more international faculty members from neighboring countries).  

Lastly, future research should focus on how the ongoing COVID-19 pandemic has impacted global 

academic mobility, something data for the present study could not capture. Academic mobility is now 

profoundly constrained due to changes in political and environmental factors under pandemic 

circumstances. Inevitably, significant alterations to the push-and-pull factors influencing international 

faculty member mobility may result. A more thorough investigation that reflects such complexities and 

new developments will provide a more in-depth understanding of contemporary academic mobility. 

 

Funding Acknowledgement:  This work was supported by the Ministry of Education of the 

Republic of Korea and the National Research Foundation of Korea (NRF-2018S1A5A2A03029277). 

Jung Cheol Shin, Douglas R. Gress, Byung Shik Rhee, Kiyong Byun, Jang Wan Ko, and Heejin LimMarch 2024 19



References 

Alegria, M. (2009). The challenge of acculturation measures: What are we missing? A commentary on 

Thomson & Hoffman-Goetz. Social Science & Medicine, 69(7), 996–998. 

https://doi.org/10.1016/j.socscimed.2009.07.006 

Altbach, P. G., & Yudkevich, M. (2017). Twenty-first century mobility: The role of international faculty. 

International Higher Education, 90, 8–10. https://doi.org/10.6017/ihe.2017.90.9995 

Berry, J. W. (1992). Acculturation and adaptation in a new society. International Migration, 30(s1), 69–

84. https://doi.org/10.1111/j.1468-2435.1992.tb00776.x 

Berry, J. W. (1997). Immigration, acculturation, and adaptation. Applied Psychology, 46(1), 5–34. 

https://doi.org/10.1111/j.1464-0597.1997.tb01087.x 

Bhaskar-Shrinivas, P., Harrison, D. A., Shaffer, M. A., & Luk, D. M. (2005). Input-based and time-based 

models of international adjustment: Meta-analytic evidence and theoretical extensions. Academy 

of Management Journal, 48(2), 257–281. https://doi.org/10.5465/amj.2005.16928400 

Brotherhood, T., Hammond, C. D., & Kim, Y. (2020). Towards an actor-centered typology of 

internationalization: A study of junior international faculty in Japanese universities. Higher 

Education, 79(3), 497–514. https://doi.org/10.1007/s10734-019-00420-5 

Burford, J., Eppolite, M., Koompraphant, G., & Uerpairojkit, T. (2021). Narratives of ‘stuckness’ among 

North–South academic migrants in Thailand: Interrogating normative logics and global power 

asymmetries of transnational academic migration. Higher Education, 82(4), 731–747.  

https://doi.org/10.1007/s10734-020-00672-6 

Byun, K., Chu, H., Kim, M., Park, I., Kim, S., & Jung, J. C. (2011). English-medium teaching in Korean 

higher education: Policy debates and reality. Higher Education, 62(4), 431–449.  

https://doi.org/10.1007/s10734-010-9397-4 

Chen, L. (2022). How do international faculty at Japanese universities view their integration? Higher 

Education, 84(4), 845–862, https://doi.org/10.1007/s10734-021-00803-7 

Chen, Y. W., & Lawless, B. (2018). “Oh my god! You have become so Americanized”: Paradoxes of 

adaptation and strategic ambiguity among female immigrant faculty. Journal of International and 

Intercultural Communication, 11(1), 1–20. https://doi.org/10.1080/17513057.2017.1385825 

Chou, M. H. (2021). Sticky and slippery destinations for academic mobility: The case of Singapore. 

Higher Education, 82(4), 749–764. https://doi.org/10.1007/s10734-020-00574-7 

Chu, C. K., & Morrison, K. (2011). Cross‐cultural adjustment of native‐speaking English teachers 

(NETs) in Hong Kong: A factor in attrition and retention. Educational Studies, 37(4), 481–501. 

Collins, J. M. (2008). Coming to America: Challenges for faculty coming to United States' universities. 

Journal of Geography in Higher Education, 32(2), 179–188.  

https://doi.org/10.1080/03098260701731215 

Higher Education Forum20 Vol. 21



Corley, E. A., & Sabharwal, M. (2007). Foreign-born academic scientists and engineers: Producing more 

and getting less than their US-born peers? Research in Higher Education, 48(8), 909–940.  

https://doi.org/10.1007/s11162-007-9055-6 

Davies, S., Kraeh, A., & Froese, F. (2015). Burden or support? The influence of partner nationality on 

expatriate cross-cultural adjustment. Journal of Global Mobility, 3(2), 169–182.  

https://doi.org/10.1108/JGM-06-2014-0029 

Doucerain, M. M., Segalowitz, N., & Ryder, A. G. (2017). Acculturation measurement: From simple 

proxies to sophisticated toolkit. In S. J. Schwartz & J. B. Unger (Eds.), The Oxford Handbook of 

Acculturation and Health (pp. 97–117). Oxford University Press.  

https://doi.org/10.1093/oxfordhb/9780190215217.013.7 

Dunham-Taylor, J., Lynn, C. W., Moore, P., McDaniel, S., & Walker, J. K. (2008). What goes around 

comes around: Improving faculty retention through more effective mentoring. Journal of 

Professional Nursing, 24(6), 337–346. https://doi.org/10.1016/j.profnurs.2007.10.013 

Froese, F. J. (2010). Acculturation experiences in Korea and Japan. Culture & Psychology, 16(3), 333–

348. https://doi.org/10.1177/1354067X10371138 

Froese, F. J. (2012). Motivation and adjustment of self-initiated expatriates: The case of expatriate 

academics in South Korea. The International Journal of Human Resource Management, 23(6), 

1095–1112. https://doi.org/10.1080/09585192.2011.561220 

Gheorghiu, E., & Stephens, C. S. (2016). Working with “The Others”: Immigrant academics’ 

acculturation strategies as determinants of perceptions of conflict at work. The Social Science 

Journal, 53(4), 521–533. https://doi.org/10.1016/j.soscij.2016.08.002 

Glandon, S., & Glandon, T. (2001). Faculty turnover and salary compression in business schools: 

Comparing teaching and research missions. Journal of Applied Business Research (JABR), 17(2), 

33–40. https://doi.org/10.19030/jabr.v17i2.2071 

Gress, D. R. (2022). Interstices: Workplace satisfaction, inclusion, and the cultural adjustment of 

expatriate academics at South Korean universities nationwide. Research in Comparative and 

International Education, 17(4), 583–601. https://doi.org/10.1177/17454999221107960 

Gress, D. R., & Shin, J. C. (2020a). Diversity, work environment, and governance participation: A study 

of expatriate faculty perceptions at a Korean University Journal of Institutional Research South 

East Asia (JIRSEA), 18(1), 1–20.  

http://www.seaairweb.info/journal/articles/JIRSEA_v18_n01/JIRSEA_v18_n01_Article01.pdf 

Gress, D. R., & Shin, J. C. (2020b). Perceptual differences between expatriate faculty and senior 

managers regarding acculturation at a Korean university. The Social Science Journal.  

https://doi.org/10.1080/03623319.2020.1813863 

Huang, F. (2018). Foreign faculty at Japanese universities: Profiles and motivations. Higher Education 

Quarterly, 72(3), 237–249. https://doi.org/10.1111/hequ.12167 

Jung Cheol Shin, Douglas R. Gress, Byung Shik Rhee, Kiyong Byun, Jang Wan Ko, and Heejin LimMarch 2024 21



Huang, F., & Welch, A. R. (Eds.). (2021). International Faculty in Asia: In Comparative Global 

Perspective. Springer Nature Singapore. https://doi.org/10.1007/978-981-33-4980-3 

Jiang, X., Di Napoli, R., Borg, M., Maunder, R., Fry, H., & Walsh, E. (2010). Becoming and being an 

academic: The perspectives of Chinese staff in two research‐intensive UK universities. Studies in 

Higher Education, 35(2), 155–170. https://doi.org/10.1080/03075070902995213 

Jonasson, C., Lauring, J., & Guttormsen, D. S. (2018). Inclusive management in international 

organizations: How does it affect local and expatriate academics? Personnel Review, 47(2), 458–

473. https://doi.org/10.1108/PR-12-2015-0323 

Kim, D., Wolf-Wendel, L., & Twombly, S. B. (2013). The role of citizenship status in intent to leave for 

pre-tenure faculty. Journal of Diversity in Higher Education, 6(4), 245–260.  

https://doi.org/10.1037/a0034719 

Kim, D., Yoo, S. S., Sohn, H., & Sonneveldt, E. L. (2022). The segmented mobility of globally mobile 

academics: A case study of foreign professors at a Korean university. Compare: A Journal of 

Comparative and International Education, 52(8), 1259–1276.  

https://doi.org/10.1080/03057925.2020.1860737 

Kim, J. Y. (2008). Global munwhajabon-eui chu-gu: Mee-gook yoo hak dong gi e daehan simcheung 

myunjup bunseok [In Pursuit of Global Cultural Capital: Analysis of Qualitative Interview 

Revealing Korean Students’ Motivations for Studying in the United States]. Korean Journal of 

Sociology, 42(6), 68-105. 

Kim, S. K. (2016). Western faculty ‘flight risk’ at a Korean university and the complexities of 

internationalisation in Asian higher education. Comparative Education, 52(1), 78–90.  

https://doi.org/10.1080/03050068.2015.1125620 

Kim, T. (2005). Internationalisation of higher education in South Korea: Reality, rhetoric, and disparity 

in academic culture and identities. Australian Journal of Education, 49(1), 89–103.  

https://doi.org/10.1177/000494410504900105 

Kim, Y., & Kim, S. Y. (2010). The influence of cultural values on perceptions of corporate social 

responsibility: Application of Hofstede’s dimensions to Korean public relations practitioners. 

Journal of Business Ethics, 91(4), 485–500. https://doi.org/10.1007/s10551-009-0095-z 

Ko, J. W., Kim, S. J., Wei, Y., Kim, S. H., & Moon, S. R. (2016). Analyses on the appointment status 

and teaching activities of foreign faculty in Korean higher education institutions. Korean Journal 

of Comparative Education, 26(2), 55–75.  

https://scholar.kyobobook.co.kr/article/detail/4010024864922?lang=en 

Korean Educational Statistics Service (2021). Statistical Yearbook of Education.  

https://kess.kedi.re.kr/eng/publ/view?survSeq=2021&publSeq=2&menuSeq=0&itemCode=02&la

nguage=en 

  

Higher Education Forum22 Vol. 21



Korean Educational Statistics Service (2022). Higher Education Statistics.  

https://kess.kedi.re.kr/eng/stats/school?menuCd=0102&cd=5521&survSeq=2022&itemCode=01

&menuId=m_010208_02_01020802&uppCd1=01020802&uppCd2=01020802&flag=B 

Kraeh, A., Froese, F. J., & Park, H. (2015). Foreign professionals in Korea: Integration or alienation? In 

A. P. D'Costa (Ed.), After-development dynamics: South Korea's contemporary engage ment with 

Asia (pp. 185–200). Oxford University Press.  

https://doi.org/10.1093/acprof:oso/9780198729433.003.0010 

Lawrence, J. H., Celis, S., Kim, H. S., Lipson, S. K., & Tong, X. (2014). To stay or not to stay: Retention 

of Asian international faculty in STEM fields. Higher Education, 67(5), 511–531.  

https://doi.org/10.1007/s10734-013-9658-0 

Lee, J. T., & Kuzhabekova, A. (2018). Reverse flow in academic mobility from core to periphery: 

Motivations of international faculty working in Kazakhstan. Higher Education, 76(2), 369–386.  

https://doi.org/10.1007/s10734-017-0213-2 

Lee, J.-K. (2001). Confucian thought affecting leadership and organizational culture of Korean higher 

education (ED504451). ERIC. https://files.eric.ed.gov/fulltext/ED504451.pdf 

Lee, L. Y., & Van Vorst, D. (2010). The influences of social capital and social support on expatriates' 

cultural adjustment: An empirical validation in Taiwan. International Journal of Management, 

27(3), 628-649.  

Li, J. M. (2011). Analysis of work and cultural adjustment of Korean-Chinese and Han-Chinese workers 

in Korea under framework of ERG theory. International Area Studies Review, 14(2), 79–113.  

https://doi.org/10.1177/223386591101400204 

Li, J. M., Froese, F. J., & Schmid, J. S. (2021). All or nothing: Ambivalent acculturation strategies and 

job satisfaction of bicultural migrants in South Korea. Asia Pacific Business Review, 29(3), 719–
739. https://doi.org/10.1080/13602381.2021.1983982 

Li, M., Croucher, S., & Wang, M. (2020). Re-entry cultural adaptation of foreign-educated academics 

at Chinese universities. Journal of Intercultural Communication, 20(3), 1–16.  

https://doi.org/10.36923/jicc.v20i3.308 

Luczaj, K. (2020). Overworked and underpaid: Why foreign-born academics in central Europe cannot 

focus on innovative research and quality teaching. Higher Education Policy, 35(1), 42–62.  

https://doi.org/10.1057/s41307-020-00191-0 

Mamiseishvili, K., & Rosser, V. J. (2010). International and citizen faculty in the United States: An 

examination of their productivity at research universities. Research in Higher Education, 51(1), 

88–107. https://doi.org/10.1007/s11162-009-9145-8 
March, J. G., & Simon, H. A. (1993). Organizations (2nd ed.). John Wiley & Sons. 

  

Jung Cheol Shin, Douglas R. Gress, Byung Shik Rhee, Kiyong Byun, Jang Wan Ko, and Heejin LimMarch 2024 23



Martinez, L. R., O'Brien, K. R., & Hebl, M. R. (2017). Fleeing the ivory tower: Gender differences in 

the turnover experiences of women faculty. Journal of Women's Health, 26(5), 580–586.  

https://doi.org/10.1089/jwh.2016.6023 

Meriläinen, M., Nissinen, P., & Kõiv, K. (2019). Intention to leave among bullied university personnel. 

International Journal of Educational Management, 33(7), 1686–1704.  

https://doi.org/10.1108/IJEM-01-2018-0038 

Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J., & Erez, M. (2001). Why people stay: Using 

job embeddedness to predict voluntary turnover. Academy of Management Journal, 44(6), 1102–

1121. https://doi.org/10.5465/3069391 

Namgung, S. (2009). Returning scholars in Korean higher education: A case study of 

internationalisation of higher education [Unpublished doctoral dissertation].University of Sydney. 

Norman, M., Ambrose, S. A., & Huston, T. A. (2006). Assessing and addressing faculty morale: 

Cultivating consciousness, empathy, and empowerment. The Review of Higher Education, 29(3), 

347–379. http://doi.org/10.1353/rhe.2006.0013 

Pustelnikovaite, T. (2021). Locked out, locked in and stuck: Exploring migrant academics’ experiences 

of moving to the UK. Higher Education, 82(4), 783–797.  

https://doi.org/10.1007/s10734-020-00640-0 

Rhee, B., Lee, I., Jeon, S., & Shin, J. C. (2019). Gooknae waegook-in gyosu eui yeongu soowolsung 

boonseok yeon-goo [Analysis on the research excellence of foreign professors in Korea]. The 

Journal of Educational Administration, 37(3), 33–58.  

Richardson, J., & McKenna, S. (2002). Leaving and experiencing: Why academics expatriate and how 

they experience expatriation. Career Development International, 7(2), 67–78.  

https://doi.org/10.1108/13620430210421614 

Rissel, C. (1997). The development and application of a scale of acculturation. Australian and New 

Zealand Journal of Public Health, 21(6), 606–613.  

https://doi.org/10.1111/j.1467-842X.1997.tb01764.x 

Rosser, V. J. (2004). Faculty members' intentions to leave: A national study on their worklife and 

satisfaction. Research in Higher Education, 45(3), 285–309.  

https://doi.org/10.1023/B:RIHE.0000019591.74425.f1 

Ryan, J. F., Healy, R., & Sullivan, J. (2012). Oh, won’t you stay? Predictors of faculty intent to leave a 

public research university. Higher Education, 63(4), 421–437.  

https://doi.org/10.1007/s10734-011-9448-5 

Sam, D. L., & Berry, J. W. (2010). Acculturation: When individuals and groups of different cultural 

backgrounds meet. Perspectives on Psychological Science, 5(4), 472–481.  

https://doi.org/10.1177/1745691610373075 

Sautier, M. (2021). Move or perish? Sticky mobilities in the Swiss academic context. Higher Education, 

82(4), 799–822. https://doi.org/10.1007/s10734-021-00722-7 

Higher Education Forum24 Vol. 21



Schoepp, K. W. (2011). The path to development: Expatriate faculty retention in the UAE. International 

Education, 40(2), 58–75. 

Seol, D. H., & Skrentny, J. D. (2009). Ethnic return migration and hierarchical nationhood: Korean 

Chinese foreign workers in South Korea. Ethnicities, 9(2), 147–174.  

https://doi.org/10.1177/1468796808099901 

Shin, J. C. (2021). International faculty in a research-focused university in South Korea: Cultural and 

environmental barriers. In F. Huang & A. R. Welch (Eds.), International faculty in Asia: In 

comparative global perspective (pp. 63–77). Springer.  

https://doi.org/10.1007/978-981-33-4980-3_5 

Shin, J. C., & Gress, D. R. (2018). Expatriate academics and managing diversity: A Korean host 

university’s perspective. Asia Pacific Education Review, 19(2), 297–306.  

https://doi.org/10.1007/s12564-018-9539-4 

Shin, J. C., Jung, J., & Lee, S. J. (2016). Academic inbreeding of Korean professors: Academic training, 

networks, and their performance. In J. F. Galaz-Fontes, A. Arimoto, U. Teichler, & J. Brennan 

(Eds.), Biographies and careers throughout academic life (pp. 187–206). Springer.  

https://doi.org/10.1007/978-3-319-27493-5_11 

Shin, J. C., Kim, Y., Lim, H., Shim, B., & Choi, Y. (2015). The ‘sandwich generation’ in Korean academe: 

Between traditional academic authority and meritocratic culture. Studies in Higher Education, 

40(8), 1406–1422. https://doi.org/10.1080/03075079.2015.1060710 

Skachkova, P. (2007). Academic careers of immigrant women professors in the US. Higher Education, 

53(6), 697–738. https://doi.org/10.1007/s10734-005-1976-4 

Smart, J. C., & St. John, E. P. (1996). Organizational culture and effectiveness in higher education: A 

test of the “culture type” and “strong culture” hypotheses. Educational Evaluation and Policy 

Analysis, 18(3), 219–241. https://doi.org/10.3102/01623737018003219 

Song, I. Y. (2020). Daehak waegook-in gyowon eui cheyong gwa yeokhal-soohaeng gwajeong eso 

natanan decoupling yeon-goo: Jae-do byunwha haeng-weeja eui yeokhal eul joongsimeuoro [A 

study on decoupling in the process of recruitment and role performance of university international faculties: 

Focusing on the role of actors influencing institutional change] [Unpublished doctoral dissertation]. Korea 

University.  

Tanova, C., & Ajayi, O. (2016). International faculty member sociocultural adjustment and intention to 

stay: Evidence from North Cyprus. Asian Academy of Management Journal, 21(1), 47–72.  

https://ejournal.usm.my/aamj/article/view/aamj_vol21-no-1-2016_3 

Teichler, U. (2017). Internationally mobile academics: Concept and findings in Europe. European 

Journal of Higher Education, 7(1), 15–28. https://doi.org/10.1080/21568235.2017.1254921 

Thirlwall, A., Kuzemski, D., Baghestani, M., Brunton, M., & Brownie, S. (2021). ‘Every day is a 

challenge’: Expatriate acculturation in the United Arab Emirates. International Journal of Cross 

Cultural Management, 21(3), 430–451. https://doi.org/10.1177/14705958211039071 

Jung Cheol Shin, Douglas R. Gress, Byung Shik Rhee, Kiyong Byun, Jang Wan Ko, and Heejin LimMarch 2024 25



Tzanakou, C., & Henderson, E. F. (2021). Stuck and sticky in mobile academia: Reconfiguring the 

im/mobility binary. Higher Education, 82(4), 685–693.  

https://doi.org/10.1007/s10734-021-00710-x 

Ward, A. K., Beal, D. J., Zyphur, M. J., Zhang, H., & Bobko, P. (2022). Diversity climate, trust, and tu

rnover intentions: A multilevel dynamic system. Journal of Applied Psychology, 107(4), 628– 
649. https://doi.org/10.1037/apl0000923 

Webber, K. L. (2013). Research productivity of science and engineering faculty at US universities: The 

contribution of foreign vs. US-born status. The Journal of the Professoriate, 7(1), 51–84.  

https://caarpweb.org/wp-content/uploads/2016/11/7-1_Webber_p.51v2.pdf 

Weinreich, P. (2009). ‘Enculturation’, not ‘acculturation’: Conceptualising and assessing identity 

processes in migrant communities. International Journal of Intercultural Relations, 33(2), 124–

139. https://doi.org/10.1016/j.ijintrel.2008.12.006 

Xu, Y. J. (2008). Faculty turnover: Discipline-specific attention is warranted. Research in Higher 

Education, 49(1), 40–61. https://doi.org/10.1007/s11162-007-9062-7 

Zhang, J., & Goodson, P. (2011). Acculturation and psychosocial adjustment of Chinese international 

students: Examining mediation and moderation effects. International Journal of Intercultural 

Relations, 35(5), 614–627. https://doi.org/10.1016/j.ijintrel.2010.11.004 

Zhou, Y., & Volkwein, J. F. (2004). Examining the influences on faculty departure intentions: A 

comparison of tenured versus nontenured faculty at research universities using NSOPF-99. 

Research in Higher Education, 45(2), 139–176.  

https://doi.org/10.1023/B:RIHE.0000015693.38603.4c 

Higher Education Forum26 Vol. 21


