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ABSTRACT 

The process of cultural change and adjustment within the context of skilled 

migrants finding employment has been an under researched area. A further shortfall 

in research is that acculturation and 'acculturation fit' theory, and the concept of 

career satisfaction have been neglected by psychologists in the context of skilled 

migrants' finding employment. The present research attempted to fill this gap in 

research by testing a model based on the theory of acculturation and ' acculturation 

fit ' and the concept of career satisfaction during the process of skilled Asian migrants 

finding full employment (i.e. proximity to full employment) in New Zealand. 

Proximity to full employment was hypothesised to partially mediate the relationship 

between psychological acculturation and career satisfaction, and the relationship 

between 'acculturation fit' and career satisfaction. Significant differences in mean 

scores of proximity to full employment and career satisfaction amongst acculturation 

styles were expected. Postal or electronic questionnaires were completed by 153 

skilled Asian migrants and 30 experienced recruitment agents and human resource 

personnel in New Zealand. Measures included the 'Acculturation' measure (adapted 

from Mace, 2004), 'Rank Order Acculturation Style' measure (adapted from Mace), 

'Guttman scale' for measuring proximity to full employment (adapted from Mace; 

Tharmaseelan, 2005), 'Under-Over employment' measure of employment status at 

present (adapted from Tharmaseelan), and the 'Overall Career Satisfaction' measure 

(adapted from Tharmaseelan). Regression analyses showed that employment status at 

present partially mediated the relationship between adapting to New Zealand culture 

and career satisfaction without controlling for the influence of age and duration in 

New Zealand. New Zealand acculturation directly predicted proximity to full 

employment. Significant differences in mean proximity to full employment and 



111 

career satisfaction amongst acculturation styles were found before controlling for 

'other' variables . No significant relationships were found when 'acculturation fit' 

was the independent variable. Limitations included the snowballing and networking 

sampling techniques utilized, which could explain the reason for obtaining a large 

proportion of employed Asian migrants. Despite limitations, findings indicated the 

importance of adapting to New Zealand culture and the major role of employment 

status at present in predicting career satisfaction of skilled Asian migrants in New 

Zealand. 
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CHAPTER 1 INTRODUCTION 

Rationale and Significance of the Research 

The movement of skilled migrants between countries and the increasingly 

competitive nature of the world labour market has resulted in some smaller 

economies in the Organization for Economic Co-operation and Development 

countries experiencing skill shortages (Department of Labour [DOL ], 2005, 2008b; 

Gurria, 2007). Skilled migrants are defined as individuals who have formal 

educational qualifications and experience relevant to their field (Tharmaseelan, 

2005). For New Zealand, attracting skilled migrants is one of the best options to 

overcome the present skill shortage in the country as they provide significant social 

and economic contributions to the country (Firkin, 2004). At the macro level, the 

need to attract skilled migrants has seen important changes to New Zealand 

immigration policies, encouraging migration on the basis of skills rather than on the 

basis of country of origin (Bhagat & London, 1999; DOL, 2005, 2008a; Phillips, 

2007) . From the skilled migrants' perspective, employment is crucial to the migrants' 

well-being, their capacity to provide for basic needs, and their participation in 

different spheres of social life (Spoonley, Macpherson & Pearson, 2004). 

Understanding the micro level processes of skilled migrants' finding full 

employment is important for both the migrants and the host country. Hence, the 

present research will consider the psychological predictors of Asian migrants' 

finding full employment and consequent career satisfaction, from the perspective of 

Asian migrants in New Zealand. 

Migrants from the Asian continent make up the fourth largest ethnic group 

in New Zealand and are the fastest growing skilled ethnic group with numbers 
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reaching 313,100 354,552 in 2006 (Ho, Au, Bedford & Cooper, 2002; Leong et al., 

2006; Statistics New Zealand, 2007a, 2007b). According to Ho et al. (2002), Chinese 

and Indian migrants were twice more likely than the general New Zealand population 

to hold a university qualification in the year 2001. However, they also found that 

Asians in general had double the unemployment rates to that of the New Zealand 

total population (Ho et al., 2002). Pernice, Trlin, Henderson and North (2000) found 

that 83% of South Africans of European background skilled migrants were employed 

full-time, after being in New Zealand on average for five months, compared to only 

11 % of Chinese and 25 % of Indian skilled migrants . In addition to research by Ho et 

al. and Pernice et al., there is increasing evidence that migrants from Asian countries 

such as India are more likely to be unemployed or underemployed compared to the 

New Zealand Europeans despite a demand for skilled migrants in New Zealand 

(Podsiadlowski, 2008). Accordingly, improving our understanding of the psychology 

of Asian migrants' current situation of skill waste is a very important topic that has 

been under-researched in New Zealand. 

Better understanding of the psychological predictors of finding full 

employment within the Asian migrant population in New Zealand can be useful for 

certain groups. For instance, organizations and agencies that are involved in 

recruiting or helping Asian migrants find employment can use these research 

findings and apply them when hiring or helping migrants find full employment. 

Thus, gaining a more integrative knowledge of the psychological theories related to 

finding full employment and career satisfaction of Asian migrants is a current and 

relevant topic for research. The psychological concepts that will be tested in this 

thesis are depicted in Figure 1. 
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Research Model 

Proximity to 
Full 

Employment 

Career 
Satisfaction in 
New Zealand 

'Acculturation 
Fit ' 

Figure I. Model of predictors for Asian migrants' finding employment that matches 

their qualifications and career satisfaction in New Zealand (Adapted from Mace, 

2004; Tharmaseelan, 2005) . 

The following review will first discuss the links 1, 2, and 3 in the top half of 

the model depicted in Figure 1 starting from the left circle to the right circle. Then, 

the discussion will move to the bottom half of the model and explore links 4 and 5 of 

the model, in that order. Finally, the partial mediation relationship depicted in the top 

half of the model will be discussed followed by a discussion of the partial mediation 

relationship in the bottom half of the model. 
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Theoretical Framework 

Psychological Acculturation 

Two of the concepts in Figure 1 relate to the importance of culture when 

finding full employment and career satisfaction. Understanding the cultural context 

of adjustment is arguably one of the most important research goals for the 21st 

century, particularly in the area of employment (Schmitz, 2001; Schwartz & 

Montgomery, 2002). The growing number of research on migrant employment show 

that difficulties in attaining full employment are particularly likely when a person 

migrates to a country with a culture that is unlike the cultural background one was 

brought up in (Aycan & Berry, 1996; Berry, Segall, & Kagitcibasi, 1997; Carmon, 

1996). Hence, the present thesis will research the process of finding full employment 

by migrants from a culturally different background (i.e. Asians) to that of the 

dominant culture in New Zealand. 

The concept of acculturation was first described by Redfield, Linton and 

Herskovits ( 1936) as the culturally (i.e. set of values, beliefs and observable 

behavioural manifestation of culture such as dress , food, and language use) based 

change processes that occur within a group or both groups when continuous contact 

of two groups from different cultures takes place. Acculturation was originally 

explored as a phenomenon operating at a group level, but it is now mainly studied at 

the individual level (Berry, Kim, Minde & Mok, 1987). The concept of an individual 

level of acculturation, first proposed by Graves (1967), is known as psychological 

acculturation. Psychological acculturation is defined as the cultural change in 

behaviours and internal characteristics such as attitudes, values and beliefs of 

individuals experiencing acculturation (Berry, Kim, Power, Young, & Bujaki, 1989; 

Sam & Berry, 2006). With increasing number of studies suggesting that individual 



acculturation preferences could differ from the group level acculturation preferences 

resulting in outcomes different from that of the group (Berry et al., 1997; Mace, 

Atkins, Fletcher & Carr, 2005; Navas, Garcia, Sanchez, Rojas, Pumares, & 

Fernandez, 2005; Nesdale & Mak, 2000), the present study will focus on this 

individual level of acculturation (i.e. psychological acculturation) in Asian migrants 

(see Figure 1). 

Berry's Acculturation Model 

5 

Berry's acculturation model (Berry et al., 1989), has received much 

research attention and support for its validity in cross-cultural psychology outside the 

context of finding full employment (Abe-Kim, Okazaki, & Goto, 2001; Arends-Toth 

& van de Vijver, 2004; Berry et al., 1987, 1997; Bourhis, Moise, Perreault, & 

Senecal, 1997; Christopher, 2000; Leong, 2001; Leong et al., 2006; Nesdale & Mak, 

2000; Orr, Mana, & Mana, 2003; Williams & Berry, 1998). Most of these studies 

have been based in the United States, Canada and the United Kingdom (Berry et al., 

1987; Bourhis et al., 1997; Christopher, 2000; Leong, 2001). Additionally, most 

research including studies conducted outside of the United States, Canada, and the 

United Kingdom, predominantly focuses on migrants' adjustment or adaptation to 

life in general including mental health, identity and social life (Alpass et al., 2007; 

Schwartz & Montgomery, 2002; Orr, Mana & Mana, 2003; Rudmin, 2003; Thapa & 

Hauff, 2005; Nesdale & Mak, 2000). Although having such a large quantity of 

research in countries other than New Zealand is important, generalising these 

findings to New Zealand, especially within the context of employment is difficult 

due to differences in contexts. As such, the present research intends to check whether 

psychological acculturation, based on Berry's acculturation model, is related to 



Asian migrants' finding full employment and to their career satisfaction in New 

Zealand. 
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Berry's acculturation model was the first to identify that the acculturation 

process occurs in two independent dimensions, representing a bidimensional model 

of acculturation. According to Berry et al. ( 1989), these two dimensions can be 

understood under two basic, separate questions. One dimension is about how much 

an individual prefers to maintain their culture of origin, which is labelled as country 

of origin 'cultural maintenance' in Berry's (1998, 2001) studies. The other dimension 

is about how much one prefers to acquire and adapt to the new host country culture, 

labelled as host society 'contact-participation' in Berry's (1998; 2001) studies. For 

the purpose of avoiding confusion and maintaining simplicity, the present research 

utilizes the labels 'country of origin acculturation' and 'host country acculturation' 

for these two dimensions (see Figure 2). 

Berry et al. ( 1989) explain that depending on the answer for the two separate 

dimensions, either a yes (i .e. a high score on the specific dimension of a measure of 

acculturation) or a no answer (i.e. a low score on the particular dimension of a 

measure of acculturation), an individual can be categorised as preferring one of the 

four acculturation styles as shown in Figure 2. 
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Country of Origin 
Acculturation 

Is it considered to be of value to 
maintain cultural identity and 

characteristics of one's country of 
origin? 

YES NO 

Host Country Acculturation ' ' 

YES ~ Integration Assimilation 
Is it considered to be of value to 
adapt cultural identity and 
characteristics of the host 
country? NO ~ Separation Marginalisation ~ 

Figure 2. Berry's four Acculturation Styles (Berry et al, 1989) 

Figure 2 illustrates how each acculturation style is understood according to 

Berry's model. 'Integration' acculturation style results when individuals prefer to 

maintain their country of origin culture as well as adapt to the culture of the host 

country. Figure 2 show that an integration style would be based on high scores, 

indicated by a 'yes' answer on both 'country of origin acculturation' and 'host 

country acculturation' dimensions separately. Individuals who prefer to adapt to the 

host country culture and relinquish their country of origin culture are said to be using 

the 'assimilation' acculturation style. 

The 'separation' acculturation style is used when individuals prefer to 

maintain their country of origin culture and do not want to adapt to the host country 

culture. Figure 2 illustrates that this style would be a result of high (a 'yes' answer) 
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'country of origin acculturation' and low 'host country acculturation' (a 'no' answer) 

dimensions. Individuals who do not maintain both their country of origin culture and 

the host country culture are considered to be in the 'marginalised' acculturation style 

category (Berry et al., 1989; Leong et al., 2006). 

Berry et al.' s ( 1989) acculturation model indicates two methods of 

measuring psychological acculturation. The first method is using the data obtained 

from the two independent acculturation dimensions (see Figure 2), country of origin 

acculturation and host country acculturation (Ward & Rana-Deuba, 1999). The 

second method requires further reduction of the data by dichotomising the scores on 

the two independent acculturation dimensions into high and low scores in order to 

obtain the four acculturation style categories (see Figure 2). Research is undecided 

on which method of operationally defining psychological acculturation is best. 

Researchers also recommend use of multiple methods for measuring psychological 

acculturation (Dillman, 1978; Rudmin, 2003). There are studies indicating that both 

methods need to be used rather than using just the four styles that require further 

reduction of the data (Ward & Kennedy, 1994; Ward & Rana-Deuba, 1999). 

Ward and Kennedy (1994) highlighted the importance of using both 

operational definitions of acculturation. Part of Ward and Kennedy's study included 

exploring the association between acculturation and psychological adaptation. 

Participants were sojourners from New Zealand on various overseas assignments 

including Hong Kong, Switzerland, Canada, and the Philippines. Ward and Kennedy 

described psychological adaptation as psychological satisfaction and well-being of an 

individual within a new cultural setting. The new cultural setting can include an 

individual's career. Thus, psychological adaptation is indirectly relevant to the 

present research's outcome variable of career satisfaction (see Figure 1) as it can be 



conceptualised that psychological adaptation encompasses satisfaction in a new 

cultural setting such as one's place of employment. 
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Ward and Kennedy (1994) found that both methods of operationally 

defining acculturation, specifically the four acculturation styles (Figure 2) and the 

two dimensions (country of origin and host country acculturation), predicted 

satisfaction in a new cultural setting. Ward and Kennedy's study support the 

importance of making the conceptual distinction between the two dimensions (i.e. 

country of origin and host country acculturation dimensions) and the four 

acculturation styles (i.e. assimilation, integration, separation and marginalisation 

acculturation styles). Hence, on the basis of Ward and Kennedy's evidence and other 

researchers recommendations (Rudmin, 2003 ; Ward & Rana-Deuba, 1999), the 

present research will utilize both methods (the two dimensions and the four 

categorical acculturation styles) for measuring the concept of psychological 

acculturation. 

Proximity to Full Employment 

There has not been international research that has studied the antecedents 

and consequences of unemployment and underemployment (i .e. not being able to 

find full employment), to the best of the present researcher's knowledge. One of the 

few New Zealand based studies that looked at antecedents and consequences of 

unemployment and underemployment was by Mace et al. (2005). Part of Mace et 

al. 's study explored the relationship of cognitions and behaviours with 'proximity to 

full employment' . Proximity to full employment was defined by Mace et al. , and 

defined in the present study (see Figure 1), as how close migrants get to finding a job 

that matches their qualifications. Mace et al.' s sample consisted of 70 (including 

Asian, European and Middle East) migrants in Auckland, out of which 43 were 
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students. Mace et al. found that host country acculturation dimension was 

significantly associated with proximity to full employment. Although based largely 

on student participants, Mace et al. 's findings are important because they suggest that 

psychological acculturation (specifically, the quantitative degree of acculturation to 

host country) may predict proximity to full employment among migrants in the 

current study. Thus, a relationship between degree of host country acculturation and 

proximity to full employment is hypothesised in the present thesis by arrow 1 in 

Figure 1. 

Mace et al. (2005) measured proximity to full employment using a 

continuous Guttman scale. Guttman scales such as the one used by Mace et al. are 

theoretically well suited to measure proximity to full employment. Guttman scales 

are cumulative, which means earlier steps are the foundation for later ones. For 

example, a migrant has to be interviewed before being short-listed, short-listed 

before being hired and so on. Reliability of a measure on a Guttman scale is assessed 

by the extent to which agreement to items further 'up' a theoretical hierarchy (e.g. 

interviewed, short-listed, hired) is consistently preceded by agreement with items 

lower down in the theoretical hierarchy (Guest, 2000; Mclver & Carmines, 1981; 

Menzel, 1953). Consequently, a final score on a Guttman scale measuring proximity 

to full employment indicates that a person would have agreed with all the items 

above the final score and be closer to full employment than a person with a lower 

score, thereby effectively capturing the construct of proximity to full employment on 

a continuous scale. Mace et al. were able to demonstrate that this type of measure 

formed a reliable scalogram in the context of a New Zealand migrant sample and 

with respect to migrant employment. Therefore, the present research will attempt to 



use Mace et al. 's Guttman scale to measure the construct of proximity to full 

employment, in Figure 1. 

Career Satisfaction in New Zealand 
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Finding full employment with a specific organisation is not the only source 

or measure of success for migrants. Satisfaction is also an important source of 

success for migrants. Within an occupational setting, migrants' satisfaction level 

with their employment status is also an important source of success that requires 

attention in research. 

One study of psychological adaptation was conducted by Aycan and Berry 

(1996). Aycan and Berry defined psychological adaptation as satisfaction in different 

areas of life such as housing and educational opportunities in a new country and 

satisfaction with their lives relative to groups in the country of origin and in the host 

country. Part of Aycan and Berry's study focused on the degree of unemployment to 

full employment of Turkish migrants in Canada. Aycan and Berry found that being 

unemployed or underemployed resulted in less life satisfaction in Canada. Overall, 

Aycan and Berry's findings supported that full employment lead to increased 

satisfaction with life in general of Turkish migrants to Canada. However, in the 

occupational context of New Zealand (the focus of the present thesis), Aycan and 

Berry's findings are not as relevant, because they studied satisfaction with life and in 

Canada. Both context and construct are not directly relevant to the present 

occupational context of New Zealand. 

Job, occupational, and career satisfaction are however more closely related 

to the occupational context that is the focus of the present thesis. Accordingly, it is of 

importance in psychological research to distinguish between job or occupational 

satisfaction and career satisfaction. Job satisfaction can only be tested for individuals 



who are employed (i.e. under-employed, fully employed, or over-employed) at the 

time of conducting the study. Career satisfaction on the other hand, is relevant for 

individuals who are either unemployed or employed (i.e. unemployed, under­

employed, fully employed, or over-employed) at the time of conducting the study. 
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Career satisfaction is arguably the more relevant construct for the present 

thesis as career satisfaction includes individuals from the entire range of possible 

employment situations (from unemployed to over-employed) of Asian migrants. For 

the most part, career satisfaction measures comprise the pleasure an individual 

receive from certain discrete elements of their careers; career progress, pay and 

prospects of improvement over the span of an individual's career (Greenhaus, 

Parasuraman & Wormley, 1990; Judge, Cable, Boudreau & Bretz, 1995; 

Tharmaseelan, 2005). The present study will measure these aspects of career 

satisfaction. 

Whilst the measurement of career satisfaction has received some focus in 

research, there is less research on the antecedents that might predict career 

satisfaction. Tharmaseelan ' s (2005) study is the only study that investigated the 

predictors of career satisfaction among Sri Lankan immigrants in New Zealand, as 

far as the present researcher is aware of. Part of Tharmaseelan's study also 

considered the antecedents and consequences of employment status (at the time of 

conducting the study) of Sri Lankan migrants in New Zealand. Employment status at 

the time of testing measured the degree of unemployment to over employment 

(unemployment, under-employed, fully employed, or over-employed), which is 

similar to the outcome variable proximity to full employment investigated in the 

present thesis. Tharmaseelan found a significant positive relationship between 

employment status at the time of testing and career satisfaction in New Zealand. 



Though Tharmaseelan's study did not measure proximity to full employment as 

operationally defined in the present thesis using a Guttman scale, her study does 

provide direct support that unemployment and underemployment decreases career 

satisfaction of Sri Lankan immigrants in New Zealand. 
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Research such as Tharmaseelan's (2005) has only indirectly considered the 

predictive power of proximity to full employment on levels of career satisfaction of 

Asian migrants. One study that did look at the predictive power of proximity to full 

employment, as defined in the present thesis, on levels of occupational satisfaction of 

migrants in New Zealand was by Mace et al (2005). Mace et al. defined occupational 

satisfaction as satisfaction with job search process and outcome. Mace et al. found 

that proximity to full employment was significantly negatively related to 

occupational satisfaction. Specifically, Mace et al. found that those closest to full 

employment also had the lowest level of satisfaction, which was rationalised as being 

due to 'relative deprivation'. Highly qualified migrants have raised expectations of 

employment that might not be met even when full employment is achieved (Carr, 

2004; Davies, 1969; Stouffer, Suchman, DeVinney, Star, & Williams, 1949). Since 

both occupational satisfaction and career satisfaction include both employed and 

unemployed migrants it can be conceptualised that Mace et al. 's findings are 

important as a basis for the present study's hypothesis. 

However, relying on Mace et al. 's (2005) findings must be considered with 

caution. Mace et al.'s sample largely consisted of students (61%), so their 

experiences might be different to other migrants. Also, their measure of occupational 

satisfaction was based on a single item measure (Faces scale). Though the Faces 

scale has been found to be a good indicator of emotions cross culturally, (Brief & 

Roberson, 1989; Mace et al., 2005; Rousseau, 1978; Yang, 2002) it is only a single 
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item measure that might not capture the construct of satisfaction with job search 

process and outcome as defined in Mace et al. accurately. In contrast, Tharmaseelan 

(2005) utilized a multi-item measure of career satisfaction on a sample of Sri Lankan 

(Asian country) migrants that could be more reliable and relevant to the present 

study. Consequently, Tharmaseelan's 'Overall career satisfaction' measure of career 

satisfaction was adopted and modified to suit the context of the present thesis. 

Both Tharmaseelan (2005) and Mace et al. (2005) provide indirect support 

that proximity to full employment (measured on a Guttman scale) predicts career 

satisfaction of migrants in New Zealand as hypothesised in the present thesis. It is 

evident that there is a scarcity of occupational research on the role of proximity to 

full employment on career satisfaction. Therefore, the present thesis wishes to add to 

the existing occupational research by testing the role of proximity to full employment 

on career satisfaction as shown by arrow 2 in Figure 1. 

Another predictor of career satisfaction that has been suggested in research 

is psychological acculturation. There are only a few studies that have tested the 

relationship between psychological acculturation and satisfaction related to one's 

career, as depicted by arrow 3 in Figure 1. Nguyen, Huynh and Lonergan-Garwick 

(2007) explored the relationship between the two acculturation dimensions (i.e. 

country of origin acculturation and host country acculturation) and career 

satisfaction. The sample consisted of Asian/Pacific Islander migrant staff at four 

Californian universities in America. Nguyen et al. had originally predicted that the 

two acculturation dimensions (country of origin and host country acculturation 

dimensions) would moderate the relationship between mentoring and career 

satisfaction. But their hypothesis was not supported. Instead, a significant, direct and 

positive relationship between Asian/Pacific Islander migrants who preferred to 
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maintain their country of origin culture and career satisfaction was found. Nguyen et 

al. 's findings indicate a direct relationship between Asian migrants ' psychological 

acculturation (specifically, host country acculturation) and career satisfaction as 

predicted by arrow 3 in Figure 1 of the present research. 

Nevertheless, generalising findings from Nguyen et al. 's research directly 

to the New Zealand population is difficult; especially within the context of 

employment and migrant research where multiple differences exist from one setting 

to the next (such as differences in dominant host society cultures). Furthermore, all 

participants in Nguyen et al. 's study were University staff members in California, 

decreasing the generalizability of the findings to larger population of Asian and 

Pacific Islander migrants . On the other hand, Tharmaseelan (2005) applied the 

concept of psychological acculturation and tested its' relationship to career 

satisfaction in New Zealand. Findings included a significant positive relationship 

between host country acculturation dimension and career satisfaction, directly on a 

sample of Sri Lankan migrants in New Zealand. Hence, Tharmaseelan's findings 

provide further support to the relationship predicted by arrow 3 in Figure 1 between 

psychological acculturation and career satisfaction within New Zealand. 

In terms of acculturation style, research suggests that maintaining country 

of origin culture as well as adapting to host country culture (integration acculturation 

style) is most preferred and marginalisation is the least preferred by migrants, 

especially from countries that are culturally different to the host country (Berry, 

1999, 2005; Berry et al., 1989; 1997; Bhagat & London, 1999; Navas et al., 2005; 

Nesdale & Mak, 2000). However, the findings related to acculturation style are 

largely based in countries other than New Zealand and explored concepts such as 

sociocultural adaptation that are not directly relevant to the present study's 



occupational setting in New Zealand. Thus, specific distinctions on which 

acculturation style (Figure 2) is related to closer proximity to full employment or 

higher career satisfaction will not be predicted in the present study. Rather, 

differences in proximity to full employment and career satisfaction scores are 

expected amongst the four acculturation styles of Asian migrants in New Zealand. 
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In summary, there is a lack of research on factors that have an impact on 

migrants' career satisfaction, particularly Asian migrants in New Zealand. Studying 

how acculturation and proximity to full employment are associated to Asian 

migrants' career satisfaction is important for successful migration of individuals 

from Asian countries to New Zealand. Thus, the present study will explore the 

contribution of psychological acculturation and proximity to full employment on 

career satisfaction in the special setting of Asian migration to New Zealand (see 

Figure 1). 

'Acculturation Fit' 

In recent years, acculturation theory has been challenged for not paying 

enough attention to social context and for focusing too much on migrant or minority 

adjustment and less on societal or dominant group acculturation (Bourhis et al., 

1997; Lazarns, 1997; Rudmin, 1996; 2003). According to Berry et al. 's (1989) 

definition, acculturation is an interactive process where two groups are in continuous 

contact influencing cultural change in one or both groups. This dual, interactive 

nature of the acculturation process has not received much focus in research. Instead, 

most studies look at only the migrants' point of view (Altrocchi & Altrocchi, 1995; 

Schwartz & Montgomery, 2002; Thapa & Hauff, 2005). The present research wishes 

to test a model that incorporates this dual interactive nature of the acculturative 

process (i.e. 'fit') within the occupational context of finding full employment. 
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Given the shortfall of acculturation theories on this concept of 'fit' in the 

past, one can look for clues to the importance of the concept of 'fit' in conventional 

organisational psychology, which is not focused on culture per se, but on 'fit' 

between the worker and the job. There are vocational theories that incorporate the 

interactive nature of organizations and its employees (i.e. 'fit') other than theories of 

acculturation. One such well-known vocational theory is Holland's Person­

Environment fit theory. The Person-Environment fit theory conceptualises that a 

match or fit between the person and the environment (i .e. the organizational setting) 

results in better outcomes such as job satisfaction, decreased turnover and increased 

productivity (Holland, 1985). In the present thesis ' s context of finding full 

employment, one can conceptualise (based on Person-Environment fit theory) that a 

' fit' between migrant (the 'person' part of the Person-Environment fit theory) and 

employers (the 'environment ' part of the Person-Environment fit theory) result in 

good outcomes such as finding full employment. 

However, Arnold (1991) criticizes Holland ' s theory by highlighting that the 

Person-Environment fit theory might not be sufficiently focusing on the role of an 

individual ' s cultural values. Similar to Arnold and O'Reilly, Chatman and Caldwell 

(1991) emphasise that culture plays an essential component when determining the 

successful incorporation of a person within an organizational context. Researchers 

agree that a definition of culture can be conceptualised to consist of a set of basic 

values, assumptions, and behavioural manifestations of norms and expectations 

shared by members of a social unit (O'Reilly et al., 1991). The present thesis 

proposes that focusing on both groups who are experiencing the dual and interactive 

process of acculturation (cultural change process) could play a central role in filling 

the lack ofresearch on the concept of culture within 'fit' theory. Focusing on both 
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groups is specifically important within the present occupational context of migrants' 

finding full employment. Having a 'fit' or match between the employer's 

acculturation preference and Asian migrant's acculturation preference is labelled as 

' acculturation fit' in Figure 1. 

Interactive Acculturation Model 

The concept of ' acculturation fit' in Figure 1 was adapted from Bourhis 

et al.' s ( 1997) Interactive Acculturation Model. The Interactive Acculturation Model 

is an expansion on Berry et al. ' s (1989) theory of acculturation, which defines 

acculturation as a mutual cultural change process between host and migrant, yet 

primarily focused on the migrant change process. In Bourhis et al. 's model however, 

there are four not two (as Berry et al.'s theory) key components of the acculturation 

process. 

The first component in Bourhis et al.' s ( 1997) model is style of 

acculturation. According to Bourhis et al. , there are five styles of acculturation; 

including the four acculturation styles in Berry's model (Figure 2, assimilation, 

integration, separation and marginalisation acculturation styles) and the fifth style is 

the preference of an indiv idualistic style. The individualistic style is categorised in a 

similar fashion to the marginalized acculturation style in Figure 2 (i .e. low on both 

country of origin and host country acculturation dimensions). However, the 

difference lies in the way oneself and others are identified in the individualistic style 

and in the marginalized acculturation style. Marginalized individuals identify 

themselves and others as part of a group (i.e. part of host majority and/or migrant 

group) even if it is at a low identification level (see Figure 2). Individualistic people 

identify others and themselves as individuals instead of affiliating themselves or 

others as a member of any particular group (i .e. part of host majority and/or migrant 
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group). Hence, the present thesis will incorporate the five styles including a measure 

of individualistic style when measuring 'acculturation fit'. 

The second component in Bourhis et al.' s (1997) Interactive 

Acculturation Model is the host society preferences of specific groups of migrants' 

acculturation style. According to Bourhis et al. an integrative model of acculturation 

needs to incorporate both groups that are in continuous contact with each other rather 

than just the migrant's preferred acculturation style. Accordingly, the present study 

will incorporate the New Zealand employer community's preferences of migrant 

acculturation style (i.e. as host society preferences) as well as migrants' preferences 

of acculturation style within the context of finding full employment. 

The third component in Bourhis et al.'s (1997) Interactive Acculturation 

Model predicts that different degrees of match between host societies' preferred 

acculturation style (second component) and immigrant acculturation style (first 

component) would result in various 'relational outcomes'. The interaction between 

the first two components will be measured in the present thesis by the degree of 

'acculturation fit', which is the match between the employment community and 

Asian migrant acculturation preferences. Bourhis et al. labels the degree of 

' acculturation fit' as concordant when there is an exact match between preferences. If 

the degree of match between acculturation preferences of the two groups is very little 

or not at all, 'acculturation fit' is labelled as being discordant. A high degree of 

concordance is predicted to result in positive outcomes, high discordance with 

negative outcomes, and moderate degree of concordance is predicted to result in 

discrimination and some negative emotional well-being. The present research 

expects that a high degree of 'acculturation fit' will predict 'proximity to full 

employment' and career satisfaction (see Figure 1). 
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In addition to the three components, the Interactive Acculturation Model's 

fourth component suggests a theoretical link between host country policy at the 

macro level, and host society and immigrant group preferences towards acculturation 

style at the micro level (emphasising the interactive nature of the process of 

acculturation) . To elaborate, host country policies could accentuate or attenuate the 

prior mentioned ' relational outcomes'. For instance, New Zealand encourages an 

integration acculturation style due to the multicultural emphasis in the immigration 

policies of the country; including providing funding and support to minority groups 

such as migrant communities' private activities (Bourhis et al. , 1997; DOL, 2008). 

Therefore, according to Bourhis et al. 's theory, the positive ' relational outcomes' of a 

concordant 'acculturation fit ' between host society and migrants would be weakened 

if the host country policy, at the macro level, does not fit with the host society and 

migrants' preferred acculturation style at the micro level. 

Bourhis et al. 's (1997) model , especially the ' acculturation fit ' concept has 

not received much focus in acculturation research (Rudmin, 2003). An exception that 

incorporated Bourhis et al. 's model was in Zagefka and Brown (2002) study. 

Zagefka and Brown compared acculturation style preferences of Germans and 

migrants to Germany. They found that a misfit (i.e. discordance) between the host 

and immigrant favoured styles led to the most negative outcomes of in-group bias, 

perceived discrimination and poor intergroup relations, supporting the negative 

'relational outcomes' predicted in the Interactive Acculturation Model. Zagefka and 

Brown emphasised the importance of measuring subjective 'acculturation fit' of the 

two groups in contact for understanding the relationship with outcome variables than 

simply measuring acculturation style preferences of one group. In terms of the 

present research, Zagefka and Brown's study provide support for considering 
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'acculturation fit' as an important construct in understanding its role on the present 

thesis' outcome variables of 'proximity to full employment' and career satisfaction, 

as illustrated in Figure 1. 

According to similarity-attraction theory, individuals may be drawn to 

organizations that are perceived to have similar values, backgrounds, preferences and 

attitudes to their own and vice versa (Byrne, 1971; O'Reilley et al., 1991; Schneider, 

1987). For example, employers might prefer migrants to adapt to host culture (i.e. 

assimilation acculturation style) or to identify themselves with both acculturation 

dimensions (i.e. integration acculturation style). Moreover, since New Zealand is 

primarily an individualistic country than collectivistic, New Zealand employers 

might prefer migrants who have individualistic values rather than collectivistic 

values that are held in most Asian countries (Ho et al., 2002). According to Zagefka 

and Brown's (2002) findings of negative relational outcomes such as discrimination 

and the similarity-attraction theory's explanation (Byrne, 1971; O'Reilley et al., 

1991; Schneider, 1987), migrants who prefer only to maintain their country of origin 

culture (i.e. separation acculturation style) would be less preferred and discriminated 

by employers due to discordant 'acculturation fit'. As a consequence to the 

discrimination by employers, the present research predicts that lack of' acculturation 

fit' between Asian migrant and employer community acculturation preferences 

would directly lead to less unemployment and underemployment. Hence, a direct 

positive relationship is predicted between 'acculturation fit' and proximity to full 

employment as shown by arrow 4 in Figure 1. 

Mace et al.'s (2005) is the only New Zealand study that explored the role of 

'acculturation fit' on proximity to full employment. Mace et al. 's 'acculturation fit' 

measure was based on Bour his et al.' s ( 1997) model, similar to the present study. 
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Mace et al. initially attempted to use the 'Acculturation Index' data from both their 

migrant and recruitment agent participants to obtain a correlation of 'acculturation 

fit'. However, due to issues of sample size and skewed distribution of data from the 

recruitment agent sample, Mace et al. could not obtain a correlation of 'acculturation 

fit' from the 'Acculturation Index'. Consequently, they obtained a correlation 

coefficient of 'acculturation fit' for each migrant participant by requesting both their 

migrant and recruitment agent participants to rank order their acculturation style 

preferences. The present research will utilize a similar rank order measure of 

acculturation style preferences in addition to the ' Acculturation' measure data to 

obtain a coefficient of 'acculturation fit' . 

Mace et al. (2005) could not find a significant relationship between migrant's 

'acculturation fit' and proximity to full employment. Only having recruitment agents 

as employer participants could explain the non-significant results between 

'acculturation fit' and proximity to full employment. A further limitation was that 

individualistic style was not measured. In order to avoid such sampling and 

measurement inadequacies, the present research will include a measure of 

individualistic style, plus both recruitment agents and human resource personnel as 

representatives of the range of employers in New Zealand. 

Limitations not withstanding, Mace et al. (2005) did find a mismatch (i .e. 

discordance) between perceptions of acculturation preferences of their migrant 

sample and recruitment agent sample, similar to Zagefka and Brown (2002). 

Specifically, Mace et al. ' s recruitment agent sample thought that the New Zealand 

employer community preferred migrants to adapt an integrative acculturation style. 

The migrant sample however, viewed the employment community in New Zealand 

preferred migrants to be more assimilatory rather than the integrative style that the 
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recruitment agent sample perceived. The present research aims to explore whether 

Mace et al. 's non-significant results hold in a sample of Asian migrants to New 

Zealand or whether 'acculturation fit' does play a critical role in the process of Asian 

migrants' finding full employment (Bourhis et al., 1997; O'Reilly et al, 1991; 

Schneider, 1987). 

Negative affect or emotional well being is predicted as part of the negative 

relational outcomes due to low (discordant) 'acculturation fit' in the Interactive 

Acculturation Model. According to O'Reilly et al. (1991), failure to match 

organizational culture with the person could result in dissatisfaction with one's job. 

According to Lofquist and Dawis (1969) a good fit (i.e. concordance) and suitability 

between the individual and their environment (i.e. in the present research this would 

be employer's preferences) and vice versa, will result in employment related 

satisfaction. Based on Bourhis et al. 's (1997) negative relational outcomes due to 

discordant ' acculturation fit ' and explanations by some researchers' such as 

O'Reilley et al. and Lofquist and Dawis, the present study postulates that a good 

'acculturation fit' (i.e. concordance) between Asian migrant and employer 

community acculturation preferences would be positively and directly associated 

with career satisfaction as illustrated by arrow 5 in Figure 1. 

Partial Mediation 

The importance of 'acculturation fit' might not be solely in direct 

relationship to career satisfaction. 'Acculturation fit' could also be important in its 

relationship with other variables, such as proximity to full employment as argued in 

the present thesis, that in tum are related to migrants' career satisfaction. For instance 

a good fit (i.e. concordant) between acculturation style preferences of employers and 

migrants would lead directly to migrants' being more satisfied with their career. 



Nonetheless, one can conceptualise that a good fit could also lead to increased 

satisfaction through gaining proximity to full employment, as better 'acculturation 

fit' is more likely to lead to finding full employment. Therefore, the relationship 

between 'acculturation fit' and career satisfaction is hypothesised to be partially 

mediated by 'proximity to full employment' as shown in Figure 1. 
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Similar to the partially mediating role of proximity to full employment on 

the relationship between 'acculturation fit' and career satisfaction; the relationship 

between psychological acculturation and career satisfaction (as depicted by arrow 3 

in Figure 1) is expected to be partially mediated by proximity to full employment. 

For instance, research have found that individuals who prefer to adapt to host country 

culture (assimilated acculturation style) would be more likely to find proximity to 

full employment (Mace et al., 2005; Tharmaseelan, 2005). Whilst assimilated 

individuals (i.e. high on host country acculturation dimension) are more satisfied 

with their career due to sharing similar cultural values and beliefs of host culture, one 

can conceptualise that these individuals could also be more satisfied indirectly since 

they are more likely to find proximity to full employment. Hence, the present 

research predicts that proximity to full employment will partially mediate the 

relationship between psychological acculturation and career satisfaction as depicted 

in Figure 1. 

In summary, the present research will explore the bidimensional model of 

acculturation by uti Ii zing Berry et al.' s (1989) acculturation model as a basis. It will 

also extend on Berry's model by incorporating the concept of 'acculturation fit' 

utilizing the Interactive Acculturation Model as a basis. The Interactive 

Acculturation Model proposes that the result of the interaction between host and 

migrant acculturation preferences, in other words the mutual change process of 
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acculturation, is vital for understanding the 'relational outcomes' of the acculturative 

process (Bourhis et al., 1997). However, there is only a sparse amount of literature 

studying this phenomenon, especially within an organizational setting. The present 

research seeks to fill this gap in research by testing the link between 'acculturation 

fit' and 'proximity to full employment' as depicted by arrow 4, and 'acculturation fit' 

and career satisfaction as shown by arrow 5 in Figure 1. In addition to the hypotheses 

depicted by arrows 4 and 5, the present research conceptualises that proximity to full 

employment is a main variable that is related to satisfaction levels of migrants; and 

both psychological acculturation and 'acculturation fit' are hypothesised to be related 

to career satisfaction through 'proximity to full employment' as illustrated in Figure 

1. 

'Other ' Variables 

The main focus of the present research is to explore the role of psychological 

acculturation and 'acculturation fit' on proximity to full employment and career 

satisfaction. However, research supports that certain other variables such as age, 

duration in host country, highest educational qualification, and certain job search 

behaviours predict full employment and satisfaction (Aycan & Berry, 1996; 

Tharmaseelan, 2005). 

In the New Zealand context, lower qualified Asian migrants might find full 

employment than individuals who are highly qualified, because higher qualifications 

from Asian countries may not be as readily recognised as those of migrants from 

European countries for instance (Ho et al., 2002) . Duration in New Zealand on the 

other hand could be a significant predictor of proximity to full employment. For 

example, Tharmaseelan (2005) found that length of time in New Zealand 

significantly predicted employment status at the time of testing (the degree of 
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unemployment to full employment), which is similar to the concept of proximity to 

full employment in the present thesis. Also, on a logical basis one could 

conceptualise that the longer migrants look for employment and have not been 

successful in finding full employment, then their satisfaction with their career would 

decrease. Hence, it will be interesting to check whether the predictors of the 

hypothesised model in Figure 1 still hold once possible influences of highest 

qualifications and duration in New Zealand on the mediator variable (proximity to 

full employment) and dependent variable (career satisfaction) are accounted for. 

There is some debate in research as to whether the number of job search 

behaviours or the type of job search behaviours utilised are predictive of employment 

outcome. Mau and Kopischke (2001) found that there is a significant association 

between the number of job search methods utilized and the number of job interviews 

achieved . Their findin gs were extended to 'proximity to full employment' in Mace et 

al. ' s (2005) study that utilized a job search index to obtain scores indicative of the 

number of job search behaviours used rather than the type of job search behaviours 

utilized. Mace et al. found job search behaviours significantly positively predicted 

'proximity to full employment' . In contrast, Niklas and Dormann (2005) recommend 

using different job search questionnaire items as they tap into different aspects of job 

search behaviour. Tharmaseelan (2005) found that only the information seeking 

component out of the six components obtained from her job search behaviour 

measure significantly predicted full employment. This is indicative that certain job 

search behaviours predict employment outcome more so than others. Hence, the 

present study will utilize a measure that looks at various behaviours of job search 

similar to Tharmaseelan. 
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Hypotheses 

Based on the above discussion of research and theories of acculturation and 

'acculturation fit', the following hypotheses are proposed in the present research: 

Hypothesis 1: Proximity to full employment is predicted to partially mediate the 

relationship between acculturation dimensions (country of origin acculturation and 

New Zealand acculturation) and career satisfaction in New Zealand. 

Hypothesis 2: Proximity to full employment will partially mediate the relationship 

between 'acculturation fit' and career satisfaction in New Zealand. 

Hypothesis 3: There will be significant differences in mean career satisfaction scores 

between the four acculturation styles. 

Hypothesis 4: Finally, significant differences between mean proximity to full 

employment scores amongst the four acculturation styles are predicted. 
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CHAPTER 2 METHOD 

Participants 

Based on the Interactive Acculturation Model's emphasis on collecting data 

from the two groups that are involved in the acculturation process, the present 

research collected data from both groups that are involved in the acculturation 

process within the context of migrants' finding full employment. The first group was 

a group of migrants to New Zealand from the Asian continent and the other group 

was obtained from the employer community (recruitment agents and human resource 

personnel) in New Zealand. Participants from both groups in the present thesis came 

from Auckland, Wellington and Palmerston North. The concentration ofrecruited 

participants from the two major cities in New Zealand reflects the report by Statistics 

New Zealand (2007c) based on the 2006 Census data that Asian migrants are largely 

distributed in Auckland and Wellington regions. 

Asian Migrants 

A total of 3 3 7 Asian migrant questionnaires were sent with 307 via post and 

30 by email. The researcher received 156 responses, from which three were removed 

due to missing data. The response rate (with the three missing data questionnaires 

removed) was 43.3% for the postal version of the questionnaire, and 66.7% for the 

email version with an overall response rate of 45.4%. A total of 54.4% of the 

participants had an IELTS score between 6.0 and 6.5, which is a good indication of 

the sample's proficiency to comprehend the questionnaire. 

The Asian migrant sample consisted of 45.1 % females and 54.9% males, 

with a mean age of 39. 73 years, a minimum age of 20 and a maximum of 65 years 
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(S.D. = 10.254). More than half of the migrant participants were Sri Lankan (n = 58) 

or Indian (n = 35). Participants also included migrants from China (n = 27), 

Philippines (n = 11), Malaysia (n = 7), Thailand (n = 4), Bangladesh (n = 3), Japan (n 

= 2), whilst one migrant each originally came from Indonesia, Nepal, Singapore, 

South Korea, Taiwan, Thailand, and Pakistan. Half of the migrant sample has 

migrated under the 'skilled' category with 59 .5% having postgraduate 

diploma/certificate or a higher educational qualification. The mean duration in New 

Zealand was six years, six months and seven weeks (S.D. = 4.70). From Table 1 in 

Appendix C, 11.8% (n = 18, S.D, = .323) of the Asian migrants were currently 

unemployed, and 88.2% (n = 135) were employed at the time of filling the 

questionnaire. Out of the 135 employed participants, 62 . 7% were in a full-time 

permanent contract. The mean duration of unemployment before getting the first job 

in New Zealand was 1 year and 7 months (SD = 3.466). Thus, the migrant sample 

had a large proportion of highly skilled migrants from various countries in Asia with 

a range of unemployed to employed, enabling testing of the predictors that contribute 

to employment criterion of the skilled Asian migrant population in New Zealand. 

Employers 

A total of 58 employer questionnaires (Appendix E) were distributed out of 

which 50 were sent by post and 8 were sent by email to recruitment agents and 

human resource personnel. Out of the 58 sent out, 31 received responses of which 30 

were fully completed questionnaires. The response rate (with the one missing data 

questionnaires removed) was 50% for the postal version of the questionnaire, and 

62.5% for the email version. Hence, the resulting overall response rate was 51. 7%. 

The employer sample (human resource personnel or recruitment agents) 

consisted of 17 males and 13 females with 13 out of 30 identifying themselves as 
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migrants. The employer participants had a mean of 12 years and five months (SD= 

10.3) experience 'of working as a human resource or recruitment agent' with a 

minimum of one year to a maximum of 40 years, and 87 .1 % of employers had 

experience in recruiting migrants (SD= .31). Employer participants recruited 

individuals for a range of occupational sectors including social science, management, 

science, law and accountancy, with the largest percentage of 29% being for the 

science sector. Overall , sample characteristics indicate that the employer sample had 

a variety of experience in recruiting employees. 

Measures 

Asian Migrant Questionnaire 

The measures mentioned in the following and analysed in Chapter 3 of the 

present thesis are part of a larger migrant questionnaire, which has a postal and an 

electronic version (Appendix A and B respectively) . Since the present researcher 

experienced lack of access to standardized psychometric tests for measuring 

constructs such as acculturation, the measures in the questionnaire were adapted 

from measures developed by Mace (2004) and Tharmaseelan (2005). Mace and 

Tharmaseelan's measures were modified to adapt to the target population of skilled 

Asian migrants in the present thesis. 

Employer Questionnaire 

The questionnaire, a postal and an electronic version, given to the employer 

group utilised a subset of the measures contained in the questionnaire distributed to 

migrants. The specific measures contained in the questionnaire for employers (as 

well as in the migrant questionnaire) consisted of an 'Acculturation' measure, a 



'Rank Order Acculturation Style' measure and demographic questions mentioned 

below (Appendix E). 

Both questionnaires (i.e. migrant and employer) were pilot tested, as 

described in the procedure section of this chapter, and adjusted prior to distribution 

of the final version (see Appendix A and E). 

'Acculturation' 
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The 'Acculturation' measure used in both the Asian migrant (Part III of the 

questionnaire in Appendix A) and employer questionnaires (Appendix E) of the 

present thesis was a modification of Mace's (2004) 'Acculturation Index'. Mace 

adapted her measure in tum from Ward and Rana-Deuba (1999). Both questionnaires 

(migrant and employer) also adapted all nine items from Tharmaseelan 's (2005) 

'Acculturation Strategies' measure. Mace reported a Cronbach's Alpha of .87 and 

Tharmaseelan reported a Cronbach's Alpha of .7 for two subscales (acculturation 

with ' country of origin' and acculturation with 'host country') in their studies. Thus, 

both the 'Acculturation Index ' and 'Acculturation Strategies' measures appeared to 

be internally reliable. 

Although the studies in Mace (2004) and Tharmaseelan (2005) were 

conducted in New Zealand like the present research, there are differences in the 

respective samples. Mace's sample contained migrants from countries all around the 

world whilst Tharmaseelan had only Sri Lankan migrants in her sample. Since the 

participants in the current thesis (as described above) were from a range of countries 

in Asia, Mace's and Tharmaseelan's measures were modified to suit the present 

cultural context and background. The unclear and possibly confusing nature of the 

'proportional continuum scale' (participants were asked to indicate the proportion of 

usage of a particular item) in Tharmaseelan's study, and the nature of each item (i.e. 
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using single words instead of sentences) in the 'Acculturation Index' measure were 

considered potentially problematic since participants might not understand what each 

item is asking. Hence, modifications of both measures were conducted upon pilot 

testing to produce the 'Acculturation' measure of the present research. 

Specifically, the scale was changed from asking for migrant's attitude to 

asking for frequency of experiences/behaviour relating to each item. Participants 

rated the frequency of their experiences/behaviours on a 5-point scale, ranging from 

1 indicating 'Never' and 5 indicating 'Always'. All nine items from Tharmaseelan's 

(2005) 'Acculturation Strategies' measure were adopted in the present measure. 

Items such as religion, beliefs, employment activity and values were conceptually 

derived from Mace's (2004) 'Acculturation Index' and modified to create the 30 item 

measure of the present 'Acculturation' measure. The two subscales of' Country of 

Origin' and 'Kiwi' culture in the present research ' s 'Acculturation' measure were 

also a modification of Mace's 'Acculturation Index' and Tharmaseelan's 

'Acculturation Strategies ' measures. 

Guttman scale 

Mace (2004) developed an internally reliable Guttman scale to asses 

proximity to full employment of migrants to New Zealand (Coefficient of 

Reproducibility was .93). Hence, the present thesis adopted Mace's ' Guttman scale' 

measure (Part II of questionnaire in Appendix A) for the Asian migrant 

questionnaire. In the 'Guttman scale' measure of the present thesis, participants were 

asked to indicate 'which stages they have accomplished/gone through when looking 

for ajob(s)'. The items used in Mace's, and in the present study's migrant 

questionnaire, were: 



Item 1 - 'Searched for jobs relevant to my qualifications' 

Item 2 - 'Applied for jobs matching my qualifications' 

Item 3 - 'Received a letter back from a company acknowledging receiving my 

Curriculum Vitae' 

Item 4 - 'Received a rejection letter back from the company' 

Item 5 - 'Went to an interview' 

Item 6 - 'Had my references (i .e. from previous employers) checked' 

Item 7 - 'Received a rejection letter after interview' 

Item 8 - 'Was placed on a short list for the position ' 

Item 9 - 'Went to a second interview' 

Item 10 - 'Received a rejection letter after second interview' 
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Item 11 - 'Currently working/worked in a job that is either at a lower or higher level 

to my qualifications ' 

Item 12 - 'Currently working/worked in a job that matches my qualifications' 

Item 13 - 'Other (please specify)' 

Overall Career Satisfaction 

The construct of career satisfaction was measured with the 'Overall Career 

Satisfaction' measure (Part V, question 'u' of the questionnaire in Appendix A). The 

'Overall Career Satisfaction' measure was developed by Tharmaseelan (2005). 

Tharmaseelan's measure had an internal reliability Cronbach's Alpha of .94. 

Tharmaseelan ' s sample was Sri Lankan migrants, which is not exactly the same as 

the sample of migrants in the present study. Hence, the 'Overall Career Satisfaction' 

measure in the present thesis was modified after piloting, it consisted of the 

following five items on a Likert scale ranging from a minimum of one indicating 



'Never' satisfied and five indicating 'Always' (Part V, question 'u' of the 

questionnaire in Appendix A). 

Item 1 - 'I am satisfied with the success I have achieved in my career in New 

Zealand' 

Item 2 - 'I am satisfied with the progress I have made towards meeting my overall 

career goals in New Zealand' 
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Item 3 - 'I am satisfied with the progress I have made towards meeting my goals for 

income in New Zealand' 

Item 4 - 'I am satisfied with the progress I have made for career advancement in 

New Zealand' 

Item 5 - 'I am satisfied with the progress I have made towards meeting my goals for 

the development of new skills in New Zealand' 

'Rank Order Acculturation Style' 

Two measures of 'acculturation fit' were utilized in the present research. 

Both the Asian migrant and employer questionnaires contained the 'Acculturation 

Style Rank Order' measure and the 'Acculturation' measure. One was the 

'Acculturation' measure (described earlier), which would be used to produce a 

correlation of 'acculturation fit' between the acculturation style preferences of Asian 

migrant group and employer group. The second was the 'Rank Order Acculturation 

Style' measure (Part III, question 'p' of the questionnaire in Appendix A), which 

would be utilised to obtain a correlation of 'acculturation fit' between the Asian 

migrant group and employer group. 
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The 'Rank Order Acculturation Style' measure had five items. The five 

items asked which particular acculturation style (i.e. integration, assimilation, 

separation, marginalisation acculturation style, or the individualistic style) would be 

most preferred by a typical employer in New Zealand, indicated by a rank. 

Responses for each of the fi ve items were given a rank ranging from 1 indicating 

agree with the least (i .e. prefer the least) to 5 indicating agree with the most (i.e. 

prefer the most), with the possibility of tied rankings. 

The question description was 'which of the following statements (each 

item) would you think a typical New Zealand employer agree with the most and the 

least?' 

'If an Asian migrant comes to New Zealand, they need to:' 

Item 1 - 'Adopt the Kiwi culture and keep their country of origin culture as well' 

Item 2 - 'Adopt the Kiwi culture and put their country of origin culture in the 

background ' 

Item 3 - 'Keep their country of origin culture and put the Kiwi culture in the 

background' 

Item 4 - 'Put both their country of origin culture and the Kiwi culture in the 

background' 

Item 5 -' Identify themselves as an individual rather than member of any particular 

cultural group (e.g. country of origin or New Zealand)' 

Items 1 - 4 above were directly adopted from the rank order measure Mace 

(2004) developed in her study (based on Berry et al. 's four acculturation styles, 

1989). The fifth item 'Identify themselves as an individual rather than a member of 

any particular cultural group' was included in the present rank order measure 



(Appendix A) to incorporate the individualistic aspect discussed in Bourhis et al. 's 

( 1997) research. 

Demographic variables 
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Demographic variables such as age, gender and educational level were 

collected for the Asian migrant questionnaire (Part VI of the questionnaire in 

Appendix A). Duration in New Zealand, subject of educational qualification, present 

job, highest English language qualification or IELTS score, the length of the 

unemployed period before getting the first job in New Zealand, employment contract 

type, and perception of current or previous employment matching qualifications were 

also assessed to gain an understanding of each participant's labour market 

experiences (Part I of the questionnaire in Appendix A) . For the employer 

questionnaire, demographic questions such as age and length of experience working 

as an employer were collected (see Appendix E) . 

Procedure 

Upon ethical approval from the Massey University Human Ethics 

Committee, a pilot study of the Asian migrant and Employer questionnaires, 

including information sheets (Appendix A and E) was conducted. The pilot study 

consisted of one employer and six Asian migrants with a range from low to high 

level of English proficiency. The six Asian migrants were randomly assigned to two 

groups. One group received the postal version of the questionnaire (Appendix A) and 

the other half the email version (Appendix B). The employer pilot participant was 

given the postal version of the questionnaire (Appendix E). 

All pilot study participants were instructed to first read the information 

sheet carefully and then complete the questionnaire. They were asked to record how 
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long it takes to read the information sheet and complete the questionnaire. They were 

asked whether there was anything that would not be understood by someone with a 

moderate to low proficiency level in English and whether there were any items in the 

questionnaire that were confusing. Pilot study participants were asked whether the 

scales (e.g. Likert scales ranging from 1 to 5) made sense and if not what was 

confusing or problematic with them, and whether there were any questions that 

people might not want to answer or have issues answering in the questionnaire. 

The pilot study participants did not find any problems understanding the 

information sheet. However, they found that the migrant questionnaire took 40 

minutes on average to complete and certain measures and items in the questionnaire 

were difficult to comprehend, which resulted in the following changes to certain 

measures of both employer and Asian migrant questionnaires. Pilot study resulted in 

changing 'New Zealand' culture subscale to 'Kiwi' culture subscale of the 

'Acculturation' measure and rewording of few items that were too confusing or 

ambiguous. For example, 'wearing traditional dress from' was changed to 'wearing 

clothes or traditional dress from' since Kiwi culture does not have a formal 

traditional dress. Items 10 and 11 of the 'Proximity to Full Employment: Guttman 

scale' measure were added to Mace's (2004) original measure (see Appendix A). 

Selection criteria for Asian migrants included individuals who are either 

looking for employment, have previously been employed (but not necessarily 

looking for employment at present) and currently employed. They also required to 

have resided in New Zealand 15 years or less, to be between the ages of20 and 

65years, be seeking permanent residency or have permanent residency in New 

Zealand, and be proficient in English (Appendix A). The only criteria for recruiting 

employer participants (recruitment agents and/ or human resource personnel) was the 



necessity to have at least one month of experience of hiring individuals - Asian 

migrants or otherwise (Appendix E). 
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Previous studies encountered considerable problems acquiring an adequate 

sample size from Asian migrant communities in New Zealand, even by using a 

convenience sampling method as opposed to a randomised technique (Mace et al., 

2005 ; Tharmaseelan, 2005) . Consequently, the present researcher decided to use her 

personal contacts within the Asian community in New Zealand as part of 

snowballing and convenience sampling techniques in order to ensure adequate 

numbers of participants. The researcher believed that including employers such as 

human resource personnel as well as recruitment agents - contrary to only having 

recruitment agent participants as Mace et al. (2005) did - was an important aspect for 

the purpose of measuring acculturation attitudes of a broader representative range of 

employers in this research . 

Recruitment of participants was conducted via snowballing and networking 

sampling techniques of personally contacting organizations that employ migrants, 

contacting acquaintances of the researcher in New Zealand and posting a notice at 

the ethnic centre in Palmerston North . The three techniques used when recruiting 

participants from both groups were (a) requesting interested individuals to contact 

the investigator using the email address provided in the information sheet (Appendix 

A), (b) obtaining interested individuals' preferred contact details, (c) giving 

interested individuals a package with the information sheet and questionnaire 

personally. 

Additionally, the researcher enquired from the employer participants 

whether they were willing to provide consent to passing on questionnaires to fellow 

employers and/or any Asian migrants they might be acquainted with - a similar 



technique was utilized for the Asian migrant participants (see Appendix A) . Postal 

and email versions of the forms and questionnaire were created in order to increase 

chances ofrecruiting a larger sample of participants by providing individuals with 

more options for responding. 
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Recruitment of employer participants was conducted using similar 

networking techniques to that utilized for recruiting Asian migrant participants. 

Human resource personnel and/or recruitment agents working for large organizations 

based in Palmerston North were contacted (either by phone, email or in person) to 

enquire interest in participation. Yellow Pages of the Telecom telephone directory 

were utilized to find contact details of recruitment agencies based in Palmerston 

North. 

The contact details obtained as described above were used to get in touch 

with Asian migrant participants and participants from the employer community in 

order to send out packages by post or as email attachments . The package or email 

attachment contained a detailed description of the research in the form of an 

information sheet (Appendix A and E), either a postal (see Appendix A) or electronic 

version of the questionnaire (see Appendix B), and a freepost envelope for returning 

responses for postal replies. The electronic version of the questionnaire was identical 

to the postal version except that the participants answered the questions in the 

electronic version by either typing on the spaces provided or by highlighting the 

answer in bold. The next posting or email attachment was sent out to participants 

who volunteered to pass on an identical package to other Asian migrants and/or 

employer acquaintances. Simultaneously, the contact details of organizations, which 

migrant and employer participants provided were also used to obtain permission to 

recruit other Asian migrants and/or employer participants. 
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The collected questionnaires were then numbered for convenience of data 

entry. A total of 307 Asian migrant questionnaires were distributed via post and 30 

by email. Also, 50 employer questionnaires by post and 8 electronic attachments 

were sent. After collecting the responses for the two groups, statistical analysis using 

the SPSS 14.0 software was conducted. 

Data reduction techniques were utilized to decrease the data from measures 

to a manageable and reliable number of variables for use in subsequent hypotheses 

testing. Univariate analyses of variance and multiple regression analyses were then 

conducted to check whether the hypotheses in the present research were supported. 

Upon conclusion of the thesis, a summary of the research results was sent by post or 

email to participants who requested it. 
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CHAPTER 3 RES UL TS 

Data Screening 

Prior to the commencement of data analysis, the raw data were screened for 

data entry errors. Frequency distributions, case summaries, outlier checks, measures 

of central tendency, normality, and variability were utilized to screen the raw data 

thoroughly (Coakes & Steed, 2007). Missing values were deleted pairwise rather 

than listwise. Pairwise deletion can lead to potential inconsistency of the correlation 

matrix in multivariate analyses (Cool, 2000; de Vaus, 2002). Nevertheless, it is the 

recommended technique for analyses using small sample sizes as it retains the most 

number of participants by excluding only specific items that a participant has not 

answered (Cool , 2000; de Vaus, 2002; Pallant, 2007). As a precaution against 

fluctuations in sample size between analyses, the sample size (N) was reported for 

each analysis. 

Before testing the model presented in Figure 1, data reduction was 

undertaken to derive internally reliable measures of the constructs in the model. 

Data Reduction 

The main method for reducing data in the present study was factor analysis. 

Factor analysis takes two major forms, Exploratory and Confirmatory. Confirmatory 

factor analysis is utilised when measures have been carefully developed and endured 

prior to exploratory analyses (Brannick, 2008; Fabrigar, Wegener, MacCallum, & 

Strahan, 1999; Meyers, Gamst, & Guarino, 2005; Stewart, 2001; Wuensch, 2006). In 

Confirmatory analyses, the underlying theoretical structure of a measure is 

reasonably well articulated prior to examining the data (Tabachnick & Fidell, 2007; 
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Wuensch, 2006). Exploratory factor analysis is utilized when the underlying 

structure is not necessarily apparent or certain prior to testing the data (Meyers et al., 

2005; Stewart, 2001). Exploratory factor analysis is used for scale development, or 

for testing an existing, tentative measure in novel contexts or with new groups such 

as culturally distinctive migrant groups (Meyers et al., 2005; Tabachnick & Fidell, 

2007). The current thesis is inherently exploratory in nature, as there are cultural 

differences in the country of origin in the present study (novel research sample), 
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tested (Mace, 2004; Tharmaseelan, 2005). As such, the underlying structure of 

measures in the present study is far from clear. Because of the lack of clarity of the 

structure of measures, the present thesis used Exploratory rather than Confirmatory 

factor analysis. 

Exploratory factor analysis based on Principle Components was utilized in 

the present research (Giles, 2002). Principal Components were utilized because it 

was the dominant technique in previous, comparable research from which the 

measures were first developed (Mace et al., 2005; Tharmaseelan, 2005). Factorability 

was measured using the Kaiser-Meyer-Olkin statistic with a threshold of .8, and 

Bartlett's test of sphericity that indicated whether the data were from a population in 

which all correlation coefficients were zero at the p < .05 significance level (Hair, 

Anderson, Tatham, & Black, 1998; Hutcheson & Sofroniou, 1999; Norusis, 2005; 

Tabachnick & Fidell, 2007). For Exploratory factor analysis to be viable, it is 

recommended that there are at least five cases per item (Tabachnick & Fidell, 2007). 

The longest measure used in the present research had 30 items and N = 150. 

Accordingly, the sample size in the current study was adequate for Exploratory factor 

analysis based on Principal Components to be conducted. In line with previous 



research (Mace, 2004), and for the purpose of comparison, factor rotation was 

conducted with Varimax rotation. 
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The protocol when conducting Exploratory factor analysis was as follows. 

First, an initial run was made to assess overall consistency with the dimensions 

proposed in earlier research (Mace, 2004; Ward & Rana-Deuba, 1999). Items with 

factor loadings larger than .3 were retained. Items with Communalities smaller than 

.3, indicating lack of a linear relationship to the other items were removed 

(Tabachnick & Fidell, 2007). Items had to have item-corrected total score 

correlations that were statistically significant in order to be retained. If deletion of a 

certain item increased Coefficient Alpha, the item was deleted. Runs were iterated 

until a satisfactory solution (loadings all significant and higher on the appropriate 

factor, plus a reasonable proportion of variance explained) was obtained. 

One exception to using Exploratory factor analysis was made for the 

'proximity to full employment' variable (Figure 1). Following Mace (2004), 

proximity to full employment was measured by reducing a set of items (in the 

'Proximity to Full Employment: Guttman Scale' measure) to a Guttman Scalogram. 

A Guttman scale is formed when its Coefficient of Reproducibility reaches .9 and its 

Coefficient of Scalability is .6 or above (Guest, 2000; Menzel, 1953). 

A second exception to factor analyses concerns the variable 'acculturation 

fit' (Figure 1, Chapter 1 ). Rank ordered data were reduced to correlation coefficients 

to derive 'acculturation fit' scores (after Mace, 2004). Specifically, employers were 

asked to indicate, using ranks, which acculturation styles they thought most New 

Zealand employers would prefer to be displayed by potential Asian migrant 

employees. The mean rank order was calculated on these employers' ranks. The 

employers' mean rank order was then correlated with each individual Asian migrant 
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participant's rank ordering of the same styles of acculturation (in the current study, 

five styles were measured as opposed to Mace's four styles). Accordingly, adapting 

from Mace, the correlation coefficient between (a) each individual migrant's 

rankings of the five acculturation styles, and (b) the mean rankings given by the 

employers, provided an operational definition of 'acculturation fit' (in Figure 1). 

Evaluation of Measures 

Two measures in the present thesis were subjected to factor analyses, 

namely the 'Acculturation' and 'Career Satisfaction' measures. 

'Acculturation ' Measure 

The Kaiser-Meyer-Olkin test statistic was .760 and Bartlett's test statistic of 

sphericity was 1641.694 (p < .05), indicating the factorability of the 'acculturation' 

measure in the present research (i .e., for the Asian migrant sample). Based on Berry 

et al. 's (1989) theoretical structure for the tentative measure, two dimensions 

(country of origin acculturation and host country acculturation) were specified. The 

items ' using Kiwi language for communication outside of home' and 'wearing 

clothes from Kiwi culture ' did not load on either of the two pre-specified 

components. The item 'wearing clothes from country of origin' had an item corrected 

total score correlation that was below .3 1
• These three items were subsequently 

deleted, and the analysis was rerun. The resulting factor solution was clear and 

interpretable, with a minimum of factor overlap. The solution is depicted in Table 2. 

1 Loadings below .3 have been suppressed in the factor analysis . 
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Table 2. 

Principle Component Factor Solution for the 'Acculturation' measure for the Asian 

Migrants (N = 146) 

Practicing country of origin social customs 
Celebrating country of origin cultural events 

Friendships with individuals from country of origin 
Eating country of origin food at home 

Attending country of origin cultural programs 
Eating country of origin food at work 
Using skills and knowledge deve loped in country of origin 

Using country of origin language for communication at home 
Having values similar to those from country of origin 

Conducting country of origin employment activities 

Membership country of origin assoc iations/clubs/organizations 

Using country of origin language for communication outside of home 
Feeling comfortable working with people from country of origin 

Holding religious beliefs held in country of origin 
Having values similar to those from kiwi 

Practicing kiwi soc ial customs 
Friendships with individuals from kiwi 
Attending kiwi cultural programs 
Celebrating kiwi cultural events 
Holding kiwi religious beliefs 
Membership in kiwi associations/clubs/organizations 
Using kiwi language for communication at home 

Eating kiwi food at home 
Using skills and knowledge developed in kiwi 

Feeling comfortable working with people from kiwi 
Conducting kiwi employment activities 

Eating kiwi food at work 

Eigenvalues 

Percentage of variance (%) 

Cronbach's Alpha 

Com onent 
Country of 

Origin Kiwi 
Acculturation Acculturation 

.746 

.739 

.715 

.710 

.616 

.604 

.566 

.551 

.539 

.512 

.505 

.451 

.433 

.378 
.721 
.712 
.669 
.648 
.624 
.551 
.550 

.541 

.525 

.521 

.466 

.441 

.429 

5.108 4.511 

18.920 16.709 

.845 .830 



46 

The solution in Table 2 contains two meaningful and high loading (.429 and 

above) components. There are no cross-loadings. A total of 36% in variance is 

explained by the two components. All items load consistently on the appropriate 

component, with a minimum of item deletion from the original measure (Appendix 

A) . Hence, the solution was retained and item scores for each component were added 

together to create a single 'country of origin acculturation' score and a single 'Kiwi 

acculturation' score. These composite scores were then used in the main analysis, 

testing the model in Figure 7 (see below). 

From Chapter 1, acculturation has been measured in a second way in the 

acculturation literature (Berry et al., 1989; Ward & Kennedy, 1994). In addition to 

the two components in Table 2 ('country of origin acculturation' and 'Kiwi 

acculturation'), the scores on these two components (composite measures) can be 

further reduced to acculturation styles. 

Acculturation Styles 

After Berry et al. ( 1989), the four acculturation styles were computed by 

further reducing the two component scores (Table 2) using a median split. In the 

present study, as in previous research, the split was based on a scatter plot of the 

composite scores derived from Table 2. Each axis of the scatter plot (country of 

origin acculturation and Kiwi acculturation dimensions) was split along the median 

for that axis into high and low scores, as shown in Figure 4. Median splits are 

meaningful in the present research, since in Figure 4 there is an even distribution of 

composite scores across the four corners of the scatter plot. In Figure 4, the square 

marked 'b' was coded as integration (high scores on both components), 'a' as 

separation (high scores on country of origin acculturation component and low scores 

on Kiwi acculturation component), 'c' as marginalisation (low scores on both 
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components) and 'd' as assimilation (high scores on Kiwi acculturation component 

and low scores on country of origin acculturation component) acculturation style. 
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Figure 3. Scatter plot of total country of ori gin acculturation and total Kiwi 

acculturation scores with median splits , for the Asian migrant participants. 

Guttman Measure 

Proximity to full employment 

Two key methods for developing a Guttman scale were used: The 

Guttmann method (as in Mace, 2004) and the Goodenough-Edwards method for 

calculating error (recommended as an alternative in Mclver & Carmines, 1981). Both 

methods revealed that items 6, 9, 10, 11 and 12 had high error scores. The most 

problematic of these items were item 11 ('Currently working/worked in a job that is 

either at a lower or higher level to my qualifications') and item 12 ('Currently 
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working/worked in a job that matches my qualifications'). In retrospect, both items 

11 and 12 (which were modified from Mace, 2004) are inherently ambiguous. To 

rectify the ambiguity of items 11and12, but to also retain these concepts (whether a 

migrant is fully employed or not); items from other parts of the questionnaire were 

used as a substitute. Specifically, item 'h' (part I of questionnaire, Appendix A) also 

captures a similar concept2 whether a migrant is fully employed or not, but is 

expressed in a less ambiguous form than the Guttman items 11 and 12. 

Item 'h' measures what level of educational qualification is required for 

their present job compared to their educational qualifications. Unlike the items of the 

Guttman scale, item 'h' is not on a dichotomous scale. Rather, response options for 

item 'h' was 1 (Very Much Lower), 2 (Lower), 3 (Not Sure), 4 (Similar), 5 (Higher), 

and 6 (Very Much Higher) (modified from Mace, 2004; Tharmaseelan, 2005). Due to 

ambiguity of the response option 3 (Not Sure), participants who answered using this 

option (N = 8) were removed from further analysis. A new dichotomous variable that 

measures 'Currently working in a job that matches my qualifications' was created 

based on the responses for item 'h' (excluding participants who answered the 'Not 

Sure' option). Specifically, participants who answered 'Match qualification' or 'Very 

much higher' or 'Higher' were recoded as 1 (Yes), indicating that the current job 

does match qualifications, and migrants who answered 'Very much lower' or 

'Lower' were coded as 2 (No), indicating current job does not match qualifications. 

For the modified scale with the original Guttman items 6, 9, 10, 11 and 12 

removed (similar to the process of eliminating unwanted error variance in Mace, 

2 Item 'g' (part I of questionnaire, Appendix A) that measured what level of educational qualification 
was required for the migrant's current job in comparison to their best job they had in their country of 
origin was initially also considered as an alternative to Guttman items 11and12. However, 
considering the number of participants that will be lost when removing participants who answered 
'Not Sure' (N =22), the researcher decided not to include it as an alternative to Guttman items 11 and 
12. 
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2004) and the new dichotomised variable included, the Coefficient of 

Reproducibility was . 92 and the Coefficient of Scalability was .64 using the Guttman 

method for calculating error. These two coefficients meet the minimum for a reliable 

Guttman hierarchy (Coefficient of Reproducibility > .9 and Coefficient of Scalability 

> .6) . Hence, the questions on the modified Guttman scale were reduced to a single 

cut-score for each migrant participant based on the number of positive responses 

(similar to Guest, 2000; Mace et al., 2005). The final items of the Guttman scale are 

shown below. 

Item 1 - Searched for jobs relevant to my qualifications 

Item 2 - Applied for jobs matching my qualifications 

Item 3 - Received a letter back from a company acknowledging receiving my 

Curriculum Vitae 

Item 4 - Received a rejection letter back from the company 

Item 5 - Went to an interview 

Item 6 - Received a rejection letter after the interview 

Item 7 - Was placed on a short list for the position 

Item 8 (replaced variable) - Currently working in a job that matches my 

qualifications 

When calculating a Guttman hierarchy, there is a relatively conservative 

method for counting errors, termed the Goodenough-Edwards technique. This 

technique for counting errors is sometimes suggested instead of the Guttman 

technique (Guest, 2000; Mclver & Carmines, 1981; Menzel, 1953). The 

Goodenough-Edwards technique reduced the Coefficient of Reproducibility to .87 

and Coefficient of Scalability to .45. With the use of the more stringent error 



calculation, the Coefficient of Scalability falls noticeably below the recommended 

cut-off score of .6. Hence, the Guttman scale was used with relative caution in the 

present research. 

Employment status at present 
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Accordingly, an additional measure to the Guttman scale, namely the 

Under-Over employed variable measuring employment status at present was utilized. 

The Under-Over employed variable was created using a combination of item 'd', 

which asks 'are you currently employed', and item 'g' (with participants who 

answered the 'Not Sure' option removed, N = 8) as described above. Specifically, 

participants who answered negatively ('No') to item 'd' (indicating they were 

currently unemployed) were coded as zero indicating unemployed. For those who 

answered positively ('Yes') to item 'd' (indicating they were currently employed) 

their scores on the item ' g' (without participants who answered the 'Not sure' option) 

was used. Consequently, the Under-Over employed variable had a score on a 

continuum ranging from 0 (unemployed), 1 and 2 (indicating underemployed), 3 

(indicating job matches qualifications), to 4 and 5 (indicating over employed). 

Consequently, the Under-Over employment variable obtained additional data to that 

of the Guttman scale, namely it measured over employed migrants as well as fully 

employed migrants. For the purpose of maintaining clarity and understanding, the 

concept that is measured by the Under-Over employment variable was labelled 

employment status at present (employment status at the time of conducting the 

study), because it measures over employment in addition to full employment that is 

the highest employment status captured by the Guttman measure. 
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Overall Career Satisfaction Measure 

Career satisfaction was measured by reducing the data obtained in the 

current thesis using Thannaseelan's (2005) 'Overall Career Satisfaction' measure 

(Part V of the questionnaire shown in Appendix A) . A significant Bartlett's test of 

sphericity of 516.588 (p < .05) and Kaiser-Meyer-Olkin of .863 indicated 

factorability of the present 'Career Satisfaction' measure. An initial factor run, using 

Principal Components, found one component for the ' Overall Career Satisfaction' 

measure in the current research. None of the items indicated any low communality 

scores, or loadings below .3 . The single component found in the current research is 

indicated in Table 3. Table 3 shows that Cronbach's Alpha for the single component 

is .911 , with 74% of the total variance being explained. Hence, scores of the five 

items on the component (Table 3) were added to produce a single 'career 

satisfaction ' variable. 

Table 3. 

Principle Component Factor Analysis of the 'Overall Career Satisfaction' measure 

for Asian Migrants (N = 151) 

Satisfaction with progress made towards meeting career goals 
Satisfaction with progress made for career advancement 
Satisfaction with progress made towards goals for income 

Satisfaction with success achieved in career 
Satisfaction with meeting goals for development of new skills 

Eigenvalues 

Percentage of variance(%) 
Cronbach 's Alpha 

Career 
Satisfaction 

.910 

.899 

.851 

.846 

.790 

3.702 
74.035 

.911 
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Rank Order Acculturation Style Measure 

'Acculturation Fit' 

The sample of employers (N = 30) did not meet the criteria for at least five 

participants per item in order to conduct an Exploratory Factor analysis based on 

Principal Components (for the 'Acculturation' measure). Following Mace (2004), the 

present research utilised the 'Rank Order Acculturation Style' measure to obtain a 

coefficient of ' acculturation fit' . The 'Rank Order Acculturation Style' measure had 

asked the employer participants (human resource personnel and recruitment agents) 

what acculturation style (integration, assimilation, separation, marginalisation, or 

individualistic) would be most preferred by a typical employer in New Zealand. 

Mean ranks for each of the five items were obtained for the employer group as a 

whole. The obtained five mean ranks were used as a 'bench-mark' against which the 

'acculturation fit' of each individual migrant ' s ranks (for the same question as was 

asked by the employer participants) could be correlated. The non-parametric 

Kendall ' s tau-b correlation coefficient was used to calibrate 'acculturation fit' for 

each Asian migrant (Tabachnick & Fidell, 2007) . 

Table 4 shows the summary data from the employer participants 

(recruitment agents and human resource personnel) and Asian migrant participants 

for the 'Rank Order Acculturation Style' measure. Table 4 illustrates that employers 

are indicating that New Zealand employers would prefer Asian migrants to adopt an 

assimilation acculturation style. Individualism was the second most preferred 

acculturation style according to the present employer sample. Integration was the 
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third preferred acculturation style whilst both separation and marginalisation 

acculturation styles were the least preferred. 

Table 4. 

Comparisons between responses of employers and Asian migrants mean ranks and 

number of times each acculturation style was considered first preference from the 

'Rank Order Acculturation Style' measure 

Assimilation Marginalisation Individualism 
Employer ' s 
mean rank 
Asian • 2.08 
migrant's 
mean rank 
Employer's • 
number of 
times 
estimated 
I st 

preference 
Asian • 
migrant's 
number of 
times 
estimated 
I st 

preference 

Key: 

5 
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3.39 1.94 

3.23 1.81 

3 12 

11 10 64 

Rank 1 - prefer most; Rank 5 - prefer least 

- Most preferred D Second most preferred D Third least preferred 

•Fourth least preferred D Least preferred 



Table 4 also shows that Asian migrants agreed with human resource and 

recruitment agents' rankings of acculturation style preferences for the 'Rank Order 

Acculturation Style' measure. Specifically, migrants considered New Zealand 

employers prefer Asian migrants to adopt an assimilation acculturation style, with 

individualism the second most preferred, integration being preferred next, and both 

marginalisation and separation being preferred the least. 
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In addition to the mean ranks of both Asian migrants and employers, Table 

4 shows the number of times (frequency) each acculturation style was considered 

(responses of both Asian migrant and employer participants is shown) as the most 

preferred (rank 1) acculturation style by typical employers in New Zealand. The 

largest number of participants (both migrant and employer participants) considered 

assimilation acculturation style to be the most preferred (rank 1) style by typical 

employers in New Zealand. Thus, the frequency of first preference (rank 1) further 

confirms the mean rank findings that assimilation was considered (by both groups of 

participants in the present thesis), as the most often preferred style by typical 

employers in New Zealand. 

The operational variables as a result of the data reduction conducted above 

are summarised in Figure 4. 



Psychological Acculturation: 

Acculturation 
Dimension: 
Country of origin 
acculturation 
dimension 
and 
Kiwi acculturation 
dimension 

Acculturation 
Style: 

Assimilation, 
Integration, 
Separation, 
Marginalisation 

'Acculturation fit': 

Match between employers' mean 
rank preference for acculturation 

styles and migrant's rank 
preference for the same 

acculturation styles 

~ 

Figure 4. Model with the predicted relationships between variables 

Proximity to Full 
Employment: 

Guttman 

scale 

Under-Over 

employment 

measure 

Career satisfaction in 
New Zealand: 

Career satisfaction 
composite measure 
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Data Analysis 

Preliminary Inspection 

Table 5 contains correlation coefficients and their significance levels (two­

tailed) between the operational variables in Figure 4. The table is suggestive of links 

between the variables in Figure 4. In particular, Kiwi acculturation score is 

correlated positively with proximity to full employment (p < .01), employment status 

at present (p < .05), and career satisfaction (p < .01). Employment status at present is 

coITelated positively with career satisfaction (p < . 01 ). 'Acculturation fit' does not 

correlate with the mediator (proximity to full employment or employment status at 

present) or the dependent variable (career satisfaction) from Figure 4. Hence, initial 

inspection indicates the likelihood of a relationship between acculturation, 

employment and career satisfaction whilst a relationship between 'acculturation fit ', 

employment and career satisfaction was unlikel y. Regression analyses were next 

conducted to further evaluate the hypothesised relationships between the operational 

variables depicted in the proposed model (Figure 4). 



Table 5. 

Correlation coefficients between each of the operational variables in Figure 7 

Career Satisfaction 
Proximity to full employment 
(Guttman scale) 
Employment status at present 
(Under-Over employment measure) 
Country of origin acculturation 

Kiwi acculturation 

Acculturation Fit 

Career 
Satisfaction 

.090 
(N = 150) 

.534** 
(N = 136) 

-.049 
(N = 136) 

.365** 
(N = 136) 

.111 
(N= 137) 

** Correlation is significant at p < .01 level (two-tailed) 
* Correlation is significant at p < .05 level (two-tailed) 

Proximity to 
full 

employment 
(Guttman 

scale) 

.308** 
(N = 139) 

Employment 
status at present 
(Under-Over 
employment 

measure) 

.079 -.083 
(N= 139) (N= 127) 

Country of 
on gm 

acculturation 

.251 ** .227* -.202* 
(N = 139) (N = 126) (N= 137) 

Kiwi 
acculturation 

.037 .080 -.047 -.041 
(N= 139) (N= 126) (N= 128) (N= 128) 

57 



58 

Multiple Regression Analysis 

Preliminary analyses were conducted to ensure no violation of the 

assumptions of normality, linearity, multicollinearity and homoscedasticity (Pallant, 

2007; Tabachnick & Fidell, 2007). The bi-variate correlation coefficients between 

the independent variables were below .9 (Table 5), tolerance value was more than 

.10, and VIF values were below 10, indicating that multi-collinearity and singularity 

were met in the present research (Pallant, 2007). There were no apparent outliers in 

the sample. The normal probability plot and the scatterplot of multiple regression 

outputs indicated that the data were distributed normally and were linearly related. 

All three independent variables (country of origin acculturation, New Zealand 

acculturation and 'acculturation fit'), the mediator and the dependent variable met 

the criteria of level of measurement being continuous. According to the equation 

provided in Pallant, the present research consistently met the N > 50 + 8m (m 

representing number of independent variables) criteria, since 50 + (8 x 9) = 122 

which is smaller than the sample size (N =150) of the present research. Hence, the 

assumptions for multiple regressions were met. 

The present research used the four steps suggested by Kenny (2008), which 

was based on Baron and Kenny's ( 1986) steps for testing mediation, to check for a 

mediation model (see Figure 5). 
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x c y 

Figure 5. Partial mediation model (adapted from Kenny, 2008) 

The first step to verifying full mediation is to check for a 'direct effect ' ; 

whether the independent variable (X) is directly related to the dependent variable (Y) 

as shown in Figure 5 by arrow ' c'. The second step is to check whether the 

independent variable (X) is directly related to the mediating variable (M) as indicated 

by arrow ' a' in Figure 5. The third step is to check arrow 'b ' in Figure 5, which is 

whether the mediating variable (M) is related to the dependent variable (Y) [while 

accounting for an influence of arrow 'c ', the independent variable (I) on the 

dependent variable (Y)]. The final step is to measure whether the relationship 

between the independent variable (X) and the dependent variable (Y) is zero, while 

accounting for the influence of the mediating variable (M) on the dependent variable 

(Y) as illustrated by arrow ' b' (Baron & Kenny, 1986; Frazier, Tix, & Barron, 2004; 

Kenny, 2008; Kenny, Kashy, & Bolger, 1998). The third and fourth steps of 

checking for mediation can be conducted in one regression analysis, which requires 

regressing both the independent variable (X) and mediating variable (M) together on 

the dependent variable (Y). 

Fulfilment of the preceding steps is required prior to progression to the next 

step of mediation analysis (Baron & Kenny, 2008; Kenny, 2008; Preacher & Hayes, 
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2004). If all four steps were met, then the coefficient of the independent variable (X) 

would be less in the indirect link to career satisfaction (third regression result for 

checking step 3 and 4) than in the 'direct effect' (second regression result for 

checking step 2). To establish partial mediation, the first three steps, but not step four 

as outlined above must be met (Kenny, 2008). For both partial and full mediation, 

checking for the absolute size of the coefficients in each step as well as checking for 

the significance of the influence of the independent variable (X) on the dependent 

variable (Y) through the mediating variable (M) using Sobel's (1982) significance 

test is required. 

Hypothesis I : Proximity to full employment will partially mediate the relationship 

between acculturation and career satisfaction. 

The first step in mediation testing is to test for any direct relationship 

between the independent variables (acculturation dimension: country of origin and 

Kiwi acculturation dimensions) and the dependent variable (career satisfaction). 

Standard multiple regression with the two independent variables and career 

satisfaction as the dependent variable was conducted. The model as a whole 

significantly explained 13.4% of the variance in career satisfaction, F (2, 133) = 

10.250, p < .001. Table 6 illustrating the overall model shows that Kiwi acculturation 

was the only variable that uniquely explained the variance in career satisfaction. 

Thus, higher scores on Kiwi acculturation were related to higher scores on career 

satisfaction, meeting step one of mediation testing (arrow 'c' in Figure 5). 

As country of origin acculturation dimension did not significantly explain 

the variance in career satisfaction, this variable was consequently dropped from 

further analyses of potential partial mediation (following Baron & Kenny, 1986; 

Kenny, 2008). 
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Table 6. 

Step One Mediation Testing: Beta Coefficients for Country of Origin Acculturation 

and Kiwi Acculturation Dimensions with Career Satisfaction as the Dependent 

Variable (N =139) 

Independent variable 

Country of origin acculturation dimension 
Kiwi acculturation dimension 

Standardized Coefficients 
Beta 
.026 
. 370 

**** Correlation is significant atp < .001 level 

Sig. 

.757 
.000**** 

Multiple regressions using Guttman scale of proximity to full 

employment. The second step in mediation testing requires testing whether the 

surviving independent variable - Kiwi acculturation dimension - is directly related to 

the mediating variable. Regression with Kiwi acculturation dimension as the 

independent variable and proximity to full employment (using the Guttman scale) as 

the dependent variable was conducted. The overall model with Kiwi acculturation 

significantly explained 6.3 % of the variance in proximity to full employment, F (1, 

137) = 9.24, p < .005. Table 7 showing the overall model illustrates that Kiwi 

acculturation dimension uniquely contributed to the variance in proximity to full 

employment. Thus, migrants who obtained higher scores on Kiwi acculturation 

tended to also have higher scores on proximity to full employment than migrants 

who scored lower on Kiwi acculturation variable. 
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Table 7. 

Step Two Mediation Testing: Beta Coefficients for Kiwi Acculturation Dimensions 

with Proximity to Full Employment as the Dependent Variable (N=139) 

Standardized Coefficients Sig. 
Independent variable Beta 

Kiwi acculturation dimension .251 .003*** 
*** Correlation is significant at p < .005 level 

According to Kenny (2008), the third and fourth steps in mediation testing 

required a multiple regression analysis with Kiwi acculturation dimension and 

proximity to full employment (using Guttman scale) as independent variables, and 

career satisfaction in New Zealand as the dependent variable. The model as a whole 

(with Kiwi acculturation and proximity to full employment) explained 13.3% of the 

variance in career satisfaction, F (2, 133) = 10.19, p < .001. 

As indicated by Table 8, only the Kiwi acculturation dimension had a 

significant beta value that uniquely explained the variance in career satisfaction 

scores. Hence, the third step of checking for the relationship in arrow 'b' (Figure 5): 

mediating variable (using the Guttman scale for measuring proximity to full 

employment) predicting career satisfaction, with the influence of Kiwi acculturation 

dimension on career satisfaction controlled, was not confirmed. 
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Table 8. 

Step Three/Four Mediation Testing: Beta Coefficients oflndependent Variables with 

Career Satisfaction as the Dependent Variable (N = 139) 

Standardized Coefficients Sig. 
Independent variable 

Kiwi acculturation dimension 
Proximity to full employment (Guttman 
scale) 
****Correlation is significant atp < .001 level 

Beta 
.365 
-.002 

.000**** 
.979 

As the third step in checking for full mediation using the Guttman scale was 

not met in the present analysis, the fourth step (independent variable predicting the 

dependent variable once controlling for the influence of the mediating variable) was 

not necessary (following Kenny, 2008). Table 9 is a summary of the predictors of the 

dependent variables of each step for testing mediation conducted above. 

Table 9. 

Summary of Predictors of the Dependent Variables in Each Step of Mediation 

Testing (N = 139) 

Step Predictor Dependent R Square Beta Sig. 
Variable change value 

Kiwi acculturation Career .134 .37 .000**** 
dimension satisfaction 

2 Kiwi acculturation Proximity to full .063 .25 .003*** 
dimension employment 

(Guttman scale) 
314 Kiwi acculturation Career .133 .37 .000**** 

dimension satisfaction 
*** Correlation is significant at p < .005 level 
****Correlation is significant atp < .001 level 
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In summary, instead of a partial mediation, there was a direct relationship 

between Kiwi acculturation dimension and career satisfaction, and Kiwi 

acculturation dimension and proximity to full employment (using Guttman scale). In 

the next section, the same steps for mediation testing were conducted with the 

alternative Under-Over employment measure of employment status at present. 

Multiple regressions using Under-Over employment variable of 

proximity to full employment. The first step in mediation testing (country of origin 

and Kiwi acculturation dimension predicting career satisfaction) was already 

conducted on page 60 and Kiwi acculturation dimension was found to significantly 

predict the variance in career satisfaction. Following Kenny (2008), and Baron and 

Kenny ( 1986), the country of origin acculturation dimension was dropped from 

subsequent analyses as it did not significantly explain the variance in career 

satisfaction at step one of mediation testing. 

The second step in mediation testing was to examine whether Kiwi 

acculturation dimension as an independent variable was directly related to 

employment status at present using the Under-Over employment variable as a 

dependent variable. The overall model with Kiwi acculturation significantly 

explained 5.2% of the variance in employment status at present, F(l, 124) = 6.75, p 

< .01. Table 10 illustrates that Kiwi acculturation dimension uniquely contributed to 

the variance in employment status at present. Hence, migrants who obtained higher 

scores on Kiwi acculturation thus tended to have higher scores on employment status 

at present than migrants who scored lower on the Kiwi acculturation variable. 



Table 10. 

Step Two Mediation Testing: Beta Coefficients for Kiwi Acculturation Dimension 

with Employment Status at Present as the Dependent Variable (N=139) 

Independent variable 

Kiwi acculturation dimension 
** Correlation is significant at p < .01 level 

Standardized Coefficients 
Beta 

.227 

Sig. 

.011 ** 

The third and fourth steps in mediation testing (following Kenny, 2008) 

required a multiple regression analysis with Kiwi acculturation dimension and 

employment status at present (using Under-Over employment measure) as 

independent variables, and career satisfaction in New Zealand as the dependent 

variable. After entering the two independent variables (Kiwi acculturation and 
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employment status at present, the model as a whole explained 34.8% of the variance 

in career satisfaction, F (2 , 123) = 32.77, p < .001. 

Table 11 shows that employment status at present (using the Under-Over 

employment measure) was the largest contributor that predicted career satisfaction, 

followed by Kiwi acculturation dimension. Thus, the significant beta value of 

employment status at present (using the Under-Over employment measure) in Table 

11 supports step three (arrow 'b ' in Figure 5) of mediation analysis. 



Table 11. 

Step Three/Four Mediation Testing: Beta Coefficients for Independent Variables 

with Career Satisfaction as the Dependent Variable (N = 139) 

Independent variable 
Standardized Coefficients 

Beta 
Sig. 
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Kiwi acculturation dimension 
Proximity to full employment (Under-Over 
employment variable) 

.256 

.476 
.001 *** 

.000**** 

*** Correlation is significant at p < .005 level 
**** Correlation is significant at p < .001 level 

Step four of mediation testing requires the relationship between the Kiwi 

acculturation dimension and career satisfaction (upon controlling for the influence of 

proximity to full employment on career satisfaction) to be zero. Aaccording to Kenny 

(2008), the fourth step in checking for partial mediation needs to produce a non-zero 

relationship between the independent variable and dependent variable once the 

influence of the mediator is controlled for. The significant beta value of the Kiwi 

acculturation dimension in Table 11 provides evidence that the Kiwi acculturation 

dimension does in fact predicts career satisfaction scores even after accounting for 

the variance in employment status at present. Thus, the above results support the 

hypothesised partial mediation of the relationship between the Kiwi acculturation 

dimension and career satisfaction by employment status at present (using the Under-

Over employment measure) . Table 12 is a summary of the predictors of the 

dependent variables in each step of mediation analyses conducted above. 
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Table 12. 

Summary of Predictors for the Dependent Variable in Each Step of Mediation 

Testing (N = 139) 

Step Predictor Dependent R Square Beta Sig. 
Variable change value 

1 Kiwi acculturation Career .134 .37 .000**** 
dimension satisfaction 

2 Kiwi acculturation Employment .052 .23 .011 ** 
dimension status at present 

(Under-Over 
employment 
measure) 

3/4 Kiwi acculturation Career . 348 .26 .001 *** 
dimension satisfaction 

3/4 Employment status Career . 348 .48 .000**** 
at present (Under- satisfaction 
Over employment 
measure) 

** Correlation is significant at p < .01 level 
*** Correlation is significant at p < .005 level 
****Correlation is significant at p < .001 level 

Finally, the Sobel test using Preacher and Leonardelli (2006) and 

Soper's (2004) Sobel's test calculators was computed in order to calrify whether the 

indirect effect of Kiwi acculturation dimension on career satisfaction in New Zealand 

through employment status at present (using the Under-Over employment measure) 

was indeed significant. The unstandardized beta coefficient of .029 and standard 

error of .011 between Kiwi acculturation dimension and employment status at 

present (using the Under-Over employment measure), and the unstandardised beta 

coefficient of 2.027 and Standard Error of .319 between employment status at 

present (using Under-Over employment measure) and career satisfaction were 

inputed into the online Sobel's test calculators (Preacher & Leonardelli, 2006; Soper, 

2004). Sobel Tests static was Z= 2.435092 with p (one-tailed) = 0.007 and p (two-
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tailed)= .0149. Sobel's test statistics indicate that the change in standardised beta 

coefficient of .37 for Kiwi acculturation dimension directly predicting the variance in 

career satisfaction (step 1, Table 12) to standardised beta coefficient of .26 once 

employment status at present (using the Under-Over employment measure) is 

controlled for (step 3/4, Table 12) was a significant reduction. Thus, results of the 

Sobel's test provided further evidence that the mediation effect was indeed 

significant in accordance with expectations (Hypothesis 1). 

Hypothesis 2. A relationship between 'acculturation fit' and career satisfaction in 

New Zealand will be partially mediated by proximity to full employment. 

Checking for partial mediation predicted in hypothesis two involved 

conducting the first step in mediation testing following Kenny (2008). The first step 

in mediation testing is to check that a direct relationship between the independent 

variable ('acculturation fit') and the dependent variable career satisfaction is present. 

Since this first step in checking for mediation did not produce any significant results 

(Table 13), the next steps in checking for mediation were not necessary (Baron & 

Kenny, 1986; Kenny, 2008). Thus, the second hypothesis of the relationship between 

'acculturation fit' and career satisfaction being partially mediated by proximity to 

full employment (or employment status at present) was not supported in the present 

thesis. 
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Table 13. 

Step One Mediation Testing: Summary of Regression Solution for 'Acculturation 

Fit' with Career Satisfaction as the Dependent Variable (N =139) 

Independent variable 

'Acculturation fit' 

A) 

Acculturation 
Dimension: 
Kiwi 
acculturation 
dimension 

Acculturation 
Dimension: 
Kiwi 
acculturation 
dimension 

B) 

R Square Standardized Coefficients 
Beta 

Sig. 

.012 

Resultant Model 

Proximity to 
Full 
Employment: 
Guttman Scale 

Employment 
status at 
present: 
Under-Over 
emolovment 

.111 .198 

Career 
satisfaction in 
New Zealand: 
Career satisfaction 
composite measure 

Career 
satisfaction in 
New Zealand: 
Career satisfaction 
composite measure 

Figure 6. Model A) after removing non-significant relationships using Guttman 

measure of proximity to full employment and B) after removing non-significant 

relationships using the Under-Over measure of employment status at present 
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Analysis of Variance 

Univariate analyses of variance were conducted to check the influence of 

the four acculturation styles - assimilation, integration, separation and 

marginalisation - on mean scores of the dependent variables (proximity to full 

employment, employment status at present, and career satisfaction). The present 

thesis did not make any specific hypotheses about which mean differences amongst 

the acculturation styles will be significant, thereby supporting use of simple pairwise 

comparisons (Spicer, 2005). Consequently, once the F statistics were found to be 

significant in the present thesis suggesting that at least one of the mean differences 

(between two acculturation style groups) was unlikely to be due to change, Post Hoc 

comparisons were undertaken to find exactly which differences in mean scores were 

significant (Spicer, 2005) . Spicer recommends using Tukey's Honest Significant 

Difference test in contrast to the more stringent Scheffe's test when F statistics are 

found to be significant and simple pairwise comparisons are undertaken. Therefore, 

the present thesis used Tukey's Honest Significant Difference test to check between 

which acculturation style groups the significant differences in mean scores occurred. 

Hypothesis 3: There will be significant differences in mean career satisfaction scores 

between the four acculturation styles. 

Table 14 illustrates the frequencies, means and standard deviations for each 

of the four acculturation styles with career satisfaction as the dependent variable. 

Table 14 shows that the largest and the most satisfied (M=18.12) group of migrants 

were in the separation acculturation style group (N = 34) whilst the integration 

acculturation style was preferred the least (N = 21) by Asian migrants. Assimilation 
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and marginalisation had 34 Asian migrants each and had the lowest career 

satisfaction mean scores. 

Table 14. 

Frequencies, Means and Standard deviations of Career Satisfaction Scores for Each 

Acculturation Style (N = 134) 

Acculturation Style 

Assimilation acculturation style 
Integration acculturation style 
Separation acculturation style 
Marginalisation acculturation 
st le 

Frequency 
(N) 
34 
21 
45 
34 

Mean 
(M) 

18 .12 
17.10 
15 .02 
15.47 

Standard Deviation 
(SD) 
3.72 
5.30 
4 .59 
4.36 

Note. The range for the 'Acculturation' measure was 27 items on a scale of one to 
five . 

A univariate Analysis of Variance was conducted with acculturation styles 

(assimilation, integration, separation and marginalisation) as the independent 

variables and career satisfaction as the dependent variable. The assumption of 

homogeneity of variance was not violated in the present analysis. There was a 

statistically significant difference in the mean scores of career satisfaction for the 

four acculturation style groups: F (3, 130) = 3.74, p < .01, eta squared was .080. 

Post-hoc comparisons using Tukey's Honest Significant Difference 

revealed that the mean career satisfaction for the ' assimilation' acculturation style (M 

=18.12) was significantly different (p < .005) from the mean career satisfaction score 

for the migrants preferring 'separation' acculturation style (M =15 .02), and 

significantly different (p < .05) from the migrant group preferring 'marginalisation' 

acculturation style (M=15.47) . 'Integration' (M=17.10) acculturation style groups 
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did not differ significantly from the rest of the acculturation style groups. Hence, 

adapting to host country culture and not maintaining country of origin culture 

(assimilation) was related to more career satisfaction than not adapting to host 

culture while maintaining or not maintaining migrants' country of origin culture 

(separation or marginalisation). 

Hypothesis 4: Significant differences between mean proximity to full employment 

scores for the four acculturation styles will be observed. 

Table 15 shows the frequency, means and standard deviations of proximity 

to full employment (using Guttman cut-point) scores across the four acculturation 

styles. The highest mean score in proximity to full employment was found in the 

integrated acculturation style group (N =24). Both separation and marginalisation 

acculturation styles had similar low mean scores for proximity to full employment 

than the other two acculturation styles. 

Table 15 . 

Frequency, Means and Standard Deviations of Proximity to Full Employment scores 

(Using Guttman Scale) for Each Acculturation Style (N = 137) 

Acculturation Style 

Assimilation acculturation style 
Integration acculturation style 
Separation acculturation style 
Marginalisation acculturation 
st le 

Frequency 

34 
24 
45 
34 

Mean 
(M) 
5.56 
6.25 
4.71 
4.79 

Standard Deviation 
(SD) 
2.25 
2.07 
2.15 
2.19 
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A univariate Analysis of Variance was conducted to check whether the 

mean proximity to full employment (using Guttman scale) scores, the dependent 

variable, were significantly different amongst the four acculturation styles 

(assimilation, integration, separation and marginalisation), the independent variable. 

The assumption of homogeneity of variance was not violated in the present analysis. 

There was a statistically significant difference in mean scores of proximity to full 

employment between the four acculturation style groups shown in Table 15, F (3, 

133) = 3.34,p < .05. 

Post-hoc comparison using Tukey's Honest Significant Difference revealed 

that the mean proximity to full employment for the 'integration' acculturation style 

(M = 6.25) was significantly different (p < .05) from the mean career satisfaction 

score for the migrants preferring 'separation' acculturation style (M= 4.71) as well 

the 'marginalisation' acculturation style (M = 4 .79). Thus, migrants who adapt to 

host country culture and maintain their country of origin culture (integrate) were 

more likely to find full employment than those who did not adapt to the host country 

culture whilst maintaining or not maintaining their country of origin culture 

(separation or marginalisation). In the next section, the same steps for variance 

testing are conducted with the alternative Under-Over employment measure of 

employment status at present. 

Table 16 shows the frequency, means and standard deviations of proximity 

to full employment scores (using composite measure) amongst the four acculturation 

styles. Table 16 depicts that the largest group of participants (N = 40) is the separated 

acculturation style group. Assimilation acculturation style group had the highest 

proximity to full employment mean score (using composite measure). Both 

integration and marginalisation acculturation style groups had similar mean scores of 
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proximity to full employment whilst separation acculturation style had the lowest 

mean score of proximity to full employment. The descriptive statistics depicted in 

Table 16 suggest that assimilated migrants would find full employment more so than 

separated migrants. 

Table 16. 

Frequency, Means and Standard Deviations of Proximity to Full Employment Scores 

(Using Composite Measure) for Each Acculturation Style (N = 125) 

Acculturation Style 

Assimilation acculturation style 
Integration acculturation style 
Separation acculturation style 
Marginalisation acculturation 
st le 

Frequency 

29 
24 
42 
30 

Mean 
(M) 
2.48 
2.21 
1.90 
2.27 

Standard Deviation 
(SD) 
1.18 
1.06 
1.08 
1.14 

A univariate Analysis of Variance was conducted to check ifthe 

differences in mean score of proximity to full employment using the composite 

measure (dependent variable) between the acculturation styles (assimilation, 

integration, separation and marginalisation) found in Table 16 were significant. The 

assumption of homogeneity of variance was not violated in the present analysis. 

However, significant (p < .05) differences in mean scores were not found between 

the four acculturation style groups (independent variable) for employment status at 

present (F (3 , 1) = 1.63, ns3
) 

3 p = .186 
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Post Hoc Analyses 

Chapter 1 also introduced that the variables 1) age, 2) duration in New 

Zealand, 3) certain job search behaviours, and 4) highest educational qualifications 

have been found to relate to employment status at present and to career satisfaction 

(Kanfer, Wanberg, & Kantrowitz, 2001; Tharmaseelan, 2005; Edwin et al., 2004) . 

Hence, even though checking the relationship between the above variables and the 

present study's dependent variables was not part of the main analyses, the researcher 

wanted to check whether these variables changed the partial mediating model found 

in the main analyses (see Figure 9, model B). 

Research has found that certain job search behaviours predict employment 

outcome more so than others (Tharmaseelan, 2005). Consequently, Exploratory 

factor analysis based on Principle Components utilizing the same protocol as in 

previous factor analyses (page 42 - 43), was first performed to reduce the data of the 

'Job Search Behaviours ' (Part II, question 1 in Appendix A) measure. Kaiser-Meyer­

Olkin of .860 and 607 .838 (p < .05) value of Bartlett's test of sphericity indicated 

factorability of the ' Job Search Behaviours' measure in the present research. 

Removal of three items ('found job before arriving to New Zealand', 'go to English 

courses', and 'Take work home') resulted in a more simple and meaningful loading 

ofitems4
. Total variance of 57.3% was explained by the three components. Thus, the 

solution was retained and item scores for each component were added to create the 

three specific job search behaviours, namely 'network building', 'career planning 

and development', and 'applying' (Table 17, Appendix D). 

4 Loadings below .3 have been suppressed in the factor analysis. 



Table 18 (Appendix D) illustrates the Pearson bivariate correlations that 

were conducted between the post hoc variables (age, duration in New Zealand, 

network building, career planning and development, applying, and highest 

educational qualification) and dependent variables of the present thesis depicted in 

Figure 4. Only significant bivariate correlations between the post hoc variables 

mentioned above and the dependent variables (career satisfaction, proximity to full 

employment, and employment status at present) in Figure 4 were included in 

subsequent regression analyses. 

76 

Age and duration in New Zealand (Table 18, Appendix D) were entered at 

step one to check whether the significant relationship between Kiwi acculturation 

dimension (as independent variable) and career satisfaction (dependent variable) 

remained once the influence of the two post hoc variables were kept constant. Age 

and duration in New Zealand accounted for 16.8% of the variance in career 

satisfaction at step one. The model as a whole (age, duration in New Zealand, Kiwi 

acculturation dimension) explained 22.2% of the variance in career satisfaction, F 

(3,132) = 12.57,p < .001. Table 19 shows that duration in New Zealand with a beta 

value of .29 (p < .005) is the largest unique contributor to the variance in career 

satisfaction. Kiwi acculturation dimension with a beta value of .25 (p < .005) is the 

next variable that uniquely explained the variance in career satisfaction scores. Kiwi 

acculturation dimension significantly explained 5.4% of the variance in career 

satisfaction when age and duration were controlled for, F (1,132) = 9.13,p < .005. 
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Table 19. 

Summary of Hierarchical Multiple Regression Analysis with Age, Duration in New 

Zealand and Kiwi Acculturation as Independent Variables and Career Satisfaction as 

the Dependent Variable (N = 139) 

R square 
change 

Standardized Coefficients Significance 
Step and Independent 

variable 
Step 1 
Age 
Duration in New Zealand 

Step 2 
Kiwi acculturation 
dimension 

.168 

.168 

.054 

*** Correlation is significant at p < .005 level 

Beta Value 

.091 .250 

.287 .001 *** 

.251 .003*** 

Since the partial mediation model was only supported using the Under-Over 

employment measure (based on two items) of employment status at present (see 

Figure 6, Model A), step two, three and four of mediation testing following Kenny 

(2008) were checked using only the Under-Over employment measure of 

employment status at present, rather than the Guttman measure. Age and duration in 

New Zealand (Table 20) were entered at step one of the hierarchical multiple 

regression to check whether the significant relationship between Kiwi acculturation 

dimension (as independent variable) and employment status at present (dependent 

variable) remained once the influence of the two post hoc variables were kept 

constant. The model as a whole with age, duration in New Zealand and Kiwi 

acculturation dimension explained 12.5% of the variance in employment status at 

present, F (3, 122) = 5.82, p < .005. Table 20 illustrates that duration in New Zealand 
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was the only variable that uniquely explained the variance in employment status at 

present. Thus, once the influence of age and duration in New Zealand on 

employment status at present was controlled for, Kiwi acculturation dimension did 

not significantly explain the variance in employment status at present. 

Table 20. 

Summary of Hierarchical Multiple Regression Analysis with Age, Duration in New 

Zealand and Kiwi Acculturation as Independent Variables and Employment Status at 

Present as the Dependent Variable (N = 139) 

Step and Independent variable 
Step 1 
Age 
Duration in New Zealand 

R square Standardized Coefficients 
change Beta 

.113 .070 

.113 .267 

Step 2 .013 .122 
Kiwi acculturation dimension 
* Correlation is significant at p < .05 level 

Sig. 

.424 
.005* 

.186 

As step two was not supported once the influence of age and duration in 

New Zealand on employment status at present was accounted for, the next two steps 

in mediation testing were not conducted (Kenny, 2008). In summary, the significant 

direct relationship between Kiwi acculturation dimension and employment status at 

present that was found in Figure 6 (Model B) of the data analysis section remained 

once the influence of age and duration in New Zealand were accounted for. 

However, the predictive power of Kiwi acculturation on the scores of employment 

status at present did not remain once age and duration in New Zealand were 

controlled. Consequently, the previously significant partial mediation of the 
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relationship between Kiwi acculturation and career satisfaction by employment status 

at present did not remain once age and duration in New Zealand were controlled for. 

The significant relationships that remained upon controlling for age and duration in 

New Zealand are illustrated in Figure 7. 

Model 

B) 

Acculturation 
Dimension: 
Kiwi 
acculturation 
dimension Employment 

status at present: 
Under-Over 
employment 
measure 

Career 
satisfaction in 
New Zealand: 
Career satisfaction 
composite measure 

Figure 7. Model B) after removing non-significant relationships using the Under-

Over employment measure of employment status at present and controlling for age 

and duration in New Zealand 

According to Pallant (2007), only covariates that are strongly correlated with 

each other need to be considered for removal from Analyses of Covariance. 

Considering the highest correlation between the post-hoc variables (correlation 

between network building and applying was r = .57,p < .001) was moderate in 

strength none of the post-hoc variables that had significant bivariate correlations (see 
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Table 18, Appendix D) with the dependent variables (career satisfaction, proximity 

to full employment or employment status at present) in Figure 6 were excluded in 

subsequent Analyses of Covariance. 

Analysis of Covariance was conducted to check whether the significant 

differences found (see Analysis of Variance section above) in mean scores of 

dependent variables career satisfaction across the four acculturation styles 

(assimilation, integration, separation and marginalisation acculturation styles) 

remained significant once the influence of age and duration in New Zealand on 

career satisfaction scores were controlled for. Results indicated that once the 

significant linear relationship between duration in New Zealand and career 

satisfaction was controlled for, career satisfaction mean scores did not significantly 

differ by acculturation style, F (3 , 126) = 1.2, ns5
. 

Analysis of Covariance was also conducted to test whether the significant 

difference in mean proximity to full employment scores (using Guttman scale) across 

acculturation styles that were found earlier (see Analysis of Variance section above), 

remained significant once duration in New Zealand, network building, career 

planning and development, applying, and highest educational qualification were 

controlled for. Results indicated that once the significant relationships between the 

post-hoc variables - duration in New Zealand, network building, career planning and 

development, applying, and highest educational qualification - were controlled for, 

proximity to full employment mean scores did not significantly differ by 

acculturation style, F (3, 115) = 1.96, ns6
. 

5 p = .31 
6 p = .12 
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CHAPTER 4 DISCUSSION 

The present thesis explored the role of psychological acculturation (two 

acculturation dimensions and the four acculturation styles) and 'acculturation fit' on 

the process of Asian migrants ' finding full employment and consequent career 

satisfaction in New Zealand, a timely issue of unemployment and underemployment 

amongst Asian migrants (Aycan & Berry, 1996; Basnayaka, 1999; Ho et al, 2002; 

Trlin, Henderson, & No1th, 2004). The results of the present study need to be 

considered with caution and cannot be generalized to all Asian migrants living in 

New Zealand due to the exploratory nature of the research. 

The concept of psychological acculturation was a major part of the present 

research. Psychological acculturation is defined as culturally based changes in 

behaviours and internal characteristics (such as attitudes, values and beliefs) when 

individuals experience continuous contact with groups and individuals from different 

cultures (Berry et al. , 1989; Sam & Berry, 2006). The present thesis studied the 

process of finding full employment by Asian migrants who are culturally different to 

that of the dominant culture in New Zealand. 

Hypothesis 1: Proximity to full employment is predicted to partially mediate the 

relationship between acculturation dimensions (country of origin acculturation and 

New Zealand acculturation) and career satisfaction in New Zealand. 

When the Guttman scale for measuring proximity to full employment 

was utilized, the present study found that proximity to full employment did not 

partially mediate the relationship between acculturation dimensions (country of 

origin acculturation and New Zealand acculturation) as predicted in hypothesis one. 

Instead, two independent and significantly positive direct relationships between Kiwi 



acculturation dimension and career satisfaction, and between proximity to full 

employment and career satisfaction were found. 
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In contrast to the present study, Mace et al. (2005) did find a significant 

relationship between host country acculturation dimension (labelled as New Zealand 

acculturation dimension in the present study) and proximity to full employment. 

Additionally, Mace et al. found a significant negative relationship between proximity 

to full employment and occupational satisfaction in their sample of migrants in New 

Zealand. Though occupational satisfaction is not exactly the same construct as career 

satisfaction, it is comparable in the sense that they both included employed and 

unemployed migrants' satisfaction levels. The similarities in findings of Mace et 

al. 's study to the findings of the present study indicate the possibility of 

measurement problems with the Guttman scale. 

The present thesis found that the more conservative Goodenough-Edwards 

method for calculating errors produced a Coefficient of Reproducibility that was 

below the accepted .6 cut-point (Guest, 2000; Mclver & Carmines, 1981; Menzel, 

1953). As a result, the Guttman measure was used with relative caution in the present 

research and an additional measure to the Guttman measure, namely the Under-Over 

employed measure of employment status at present was utilized. Perhaps a Guttman 

scale that captures underemployment and over employment separately might have 

made a difference to the non-significant findings, as was found with the Under-Over 

employment measure of employment status at present that was utilized in the present 

thesis. 

The Under-Over employment measure was the most effective measure of 

employment in the present study. The first hypothesis predicted that employment 

status at present would partially mediate the relationship between acculturation 
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dimensions (country of origin acculturation and New Zealand acculturation) and 

career satisfaction. In order for this partial mediation relationship to occur, a direct 

relationship between acculturation dimensions and employment status at present was 

necessary (following Baron & Kenny, 1986; Kenny, 2008). The present thesis found 

that adapting to New Zealand culture is an important predictor of how close the 

present sample of Asian migrants got to attaining full employment or over 

employment. 

There has not been any international literature that has studied the direct 

relationship between acculturation and employment status at present as far as the 

present researcher is aware of. However, there are New Zealand based research 

findings consistent with the results of the present thesis, supporting the direct link 

between host country acculturation dimension (labelled as New Zealand 

acculturation dimension in the present thesis) and employment status at present 

(Mace et al., 2005). For example, Mace et al. found that migrants who are high on 

host country acculturation were significantly more likely to find jobs that matched 

their qualifications in New Zealand. 

Both employers and Asian migrants in the present study indicated that 

typical employers in New Zealand would most prefer migrants to assimilate (adapt to 

New Zealand culture and to not maintain their country of origin culture). Suggesting 

that discrimination and barriers that Asian migrants encounter when searching for 

full employment could be augmented if migrants do not adapt to New Zealand 

culture. According to similarity-attraction theory, employers may be attracted to 

individuals that are perceived to have similar values, backgrounds, preferences and 

attitudes to their own and vice versa (Byrne, 1971; O'Reilley et al., 1991; Schneider, 

1987). Thus, it is reasonable to expect that migrants would be more likely to find full 
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employment if they are culturally similar to (or have similar preferences towards 

acculturation as) employers. Specifically in the New Zealand context, the present 

study's finding suggests that the main preference is to adapt to New Zealand culture. 

The present thesis also expected a direct relationship between acculturation 

dimensions and career satisfaction. Analyses using the Under-Over employment 

measure of employment status at present found that the more migrants adapt to New 

Zealand culture the more likely they are satisfied with their career in New Zealand. 

These findings are in contrast to the non-significant results between acculturation 

and occupational satisfaction of Mace et al. 's (2005) findings. The difference in 

results could be due to the use of a single item measure of occupational satisfaction 

in Mace et al. 's research. Additionally, Mace et al. 's study consisted largely of 

student migrants who 's employment related experiences and expectations could be 

different. 

The finding that New Zealand culture was the significant predictor of career 

satisfaction was contradictory to Nguyen et al. ' s (2007) significant, direct and 

positive relationship between Asian and Pacific Islander migrants (staff at four 

Cal ifornian universities) who preferred to maintain their country of origin culture 

and career satisfaction. In contrast to Nguyen et al. 's findings, Tharmaseelan (2005) 

found a significant positive relationship between host country acculturation (New 

Zealand) dimension and career satisfaction of Sri Lankan migrants in New Zealand. 

Tharmaseelan's finding supports the finding that adaptation to New Zealand culture 

is related to an increase in career satisfaction in New Zealand in the present Asian 

migrant sample. 

The contradictory findings of Nguyen et al. (2007) to that of the present 

research and of Tharmaseelan (2005) could be due to the differences in context of 
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employment in America and New Zealand as well as the sample characteristics. 

Perhaps skilled Asian migrants in New Zealand find cultural adaptation much easier 

than the Asian/Pacific Islander university staff in America. Additionally, Nguyen et 

al.' s sample consisted of both Asian and Pacific Islander staff from only four 

Universities in California, in contrast to Tharmaseelan's sample, which was more 

similar in context and to the nature of the sample that was studied in the present 

thesis (Sri Lankan migrants in New Zealand including both unemployed and 

employed migrants). Consequently, Tharmaseelan's study is more relevant and 

comparable to the present thesis unlike Nguyen et al. 's study. Further support to the 

existence of a relationship predicted between acculturation dimensions, specifically 

New Zealand acculturation dimension and career satisfaction is provided by the 

significant relationship, even after controlling for employment status at present. 

Thus, based on statistical evidence it can be reasonably concluded that Asian 

migrants who adapt to New Zealand culture in the present sample were satisfied with 

their career life in New Zealand. 

In order for the partial mediation relationship predicted in hypothesis one to 

occur, a direct relationship between employment status at present and career 

satisfaction is required. When the Under-Over employment measure of employment 

status at present was utilized, the relationship between employment status at present 

and career satisfaction was the strongest relationship in the present thesis. Thus, 

migrants who had jobs that matched their qualifications (fully employed) or had jobs 

that required higher-level qualifications (over employed) were more satisfied with 

their careers in New Zealand than those who were unemployed or underemployed. 

Furthermore, how close a migrant was to full employment or over employment was a 



86 

stronger predictor of career satisfaction of Asian migrants in New Zealand than how 

much they adapt to New Zealand culture. 

Research on career satisfaction is few and more so on the direct relationship 

between acculturation and career satisfaction, or employment status at present and 

career satisfaction. Nevertheless, studies suggest that unemployment and 

underemployment lowers emotional well-being that is a similar construct to career 

satisfaction. For instance, unemployment and underemployment in Asian migrants 

lowered emotional well-being in Chinese who have resided for less than two years in 

New Zealand (Ho et al ., 2002). Ho et al. explain that such low satisfaction levels due 

to unemployment is not only because unemployment leads to financial strain, but it 

also leads to loss of status and self-esteem, and limiting social contact. 

Tharmaseelan (2005) explored the relationship between employment status 

at the time of conducting the study and career satisfaction. Tharmaseelan found that 

unemployment and underemployment decreases career satisfaction of Sri Lankan 

immigrants in New Zealand, which support the significant findings (using the Under­

Over employment measure of employment status at present) of the present thesis . 

Furthermore, this relationship between employment status at present and career 

satisfaction was retained even after controlling for the influence of age and duration 

in New Zealand on career satisfaction levels . 

In contrast to the predictive importance of adapting to New Zealand, the 

present study did not find evidence to support the hypothesis that the relationship 

between country of origin acculturation and career satisfaction in New Zealand 

would be partially mediated by employment status at present. Specifically, the 

present study did not find evidence to support that maintaining country of origin 

culture predicted employment status at present or career satisfaction in New Zealand 



contrary to what was expected. Interestingly, although not significant, maintaining 

country of origin culture was negatively correlated with employment status at 

present and career satisfaction (Table 7, Chapter 3). 
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Summarising the above findings between the three constructs: 

psychological acculturation, proximity to full employment and career satisfaction, 

indicated that when the Under-Over employment variable was used to measure 

employment status at present, the first partial mediation hypothesis was supported. 

Specifically, the present thesis found that the positive relationship between New 

Zealand acculturation dimension and career satisfaction was partially mediated by 

employment status at present. The support for a partial mediation by employment 

status at present on the relationship between acculturation and career satisfaction was 

a new finding compared to Mace (2004) who found that host country acculturation 

was directly related to proximity to full employment, and proximity to full 

employment in tum was directly related to occupational satisfaction. 

However, once the influence of age and duration in New Zealand on 

employment status at present were accounted for, the relationship between adapting 

to New Zealand culture and employment status at present was not significant. This 

finding was contrary to what Mace et al. (2005) found in their study. However, 

unlike the present thesis, Mace et al. did not consider other possible variables such as 

age and duration in New Zealand that have been found to be related to employment 

status at present (Tharrnaseelan, 2005). 

Hypothesis 2. The relationship between 'acculturation fit' and career satisfaction in 

New Zealand would be partially mediated by proximity to full employment. 

The present thesis aimed to extend on Berry's model by incorporating the 

concept of 'acculturation fit' utilizing the Interactive Acculturation Model as a basis. 
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The Interactive Acculturation Model proposes that the result of the interaction 

between host and migrant acculturation preferences is vital for understanding the 

'relational outcomes' of the acculturative process (Bourhis et al., 1997). However, 

there is only a sparse amount of literature studying this phenomenon, especially 

within an organizational setting. The present research wished to fill this gap in 

research by testing whether 'acculturation fit' is directly related to career satisfaction 

and through 'proximity to full employment' as illustrated in Figure 1. 

The 'acculturation fit' data did not produce any significant results with 

either proximity to full employment, employment status at present or career 

satisfaction variables, contrary to what Bourhis et al. (1997) predicted in their 

Interactive acculturation model , and what O'Reilly et al. (1991) and Zagefka and 

Brow (2002) found. According to Bourhis et al. 's conceptualisation and Zagefka and 

Brown's findings , 'acculturation fit' is a significant predictor of positive 'relational 

outcomes' such as satisfaction. Hence, the present research did not confirm the 

Interactive acculturation model's conceptualisation that a high 'fit' between migrant 

and host society preferences of acculturation style leads to positive outcomes: 

namely proximity to full employment, high employment status or career satisfaction 

in New Zealand. 

Due to the exploratory nature of the present research, the findings related to 

'acculturation fit' will require further investigation in future studies with a larger 

sample of employers that could enable categorising of acculturation styles. 

Moreover, nearly half of the present study's employer participants (N = 13) are 

migrants themselves. Furthermore, other variables such as discrimination, 

organizational fit, and prejudice may be stronger predictors of positive outcomes 

such as finding full employment and career satisfaction than issues of 'acculturation 



fit' in the occupational context in New Zealand (Barak & Levin, 2002; Defrank & 

Ivancevich, 1998; Mace et al. , 2005). Also, perhaps the role of 'acculturation fit' 

might be better understood with a longitudinal study as it may play a bigger role in 

migrant's satisfaction levels in the long run. 
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Bourhis et al.' s ( 1997) conceptualisation that host country policies could 

accentuate or attenuate the outcomes of ' acculturation fit' between the migrant and 

host group could also explain the non-significant findings related to hypothesis two. 

According to the Interactive Acculturation Model, the positive 'relational outcomes' 

of a concordant ' acculturation fit' between migrants and host society would be 

weakened if the host country policy, at the macro level, does not match with the host 

society and migrants ' preferred acculturation style at the micro level. The integration 

acculturation style that is encouraged by the New Zealand government (as discussed 

in Chapter 1; Bourhis et al. , 1997; DOL, 2008) may have weakened the 

'acculturation fit' between employers and migrants ' preference for the assimilation 

style. 

Nevertheless, descriptive analysis of the 'acculturation fit' resulted in some 

interesting findings , which future research could build upon. Both migrants and 

employer participants in the present study agreed that typical employers in New 

Zealand would most prefer Asian migrants to adapt an assimilation acculturation 

style. Individualistic style of acculturating was preferred second most. Separation 

and marginalisation were least preferred. Both groups of participants' (Asian 

migrants and employer participants) perception of typical employers preferring 

integration style seemed to create a split response, with some participants strongly 

preferring it and others strongly not preferring the integration style. Overall, findings 

related to 'acculturation fit' seem to suggests that both Asian migrants and 
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employers agree that typical New Zealand employers would prefer Asian migrants to 

adapt to New Zealand culture and not maintain their country of origin culture. 

Hypothesis 3: Th ere will be significant differences in mean career satisfaction scores 

between the four acculturation styles. 

The present study predicted that there would be significant differences in 

mean career satisfaction scores between the four acculturation styles. Results 

indicated that on average the assimilated acculturation style migrant group was 

significantly more satisfied with their careers than the migrants who preferred the 

separation or marginalisation acculturation style. Inconsistent with Berry's 

acculturation theory (Berry, 1999; Berry et al. , 1989), a balance between retaining 

country of origin culture and embracing host culture (integration acculturation style) 

was not related to more career satisfaction than adapting to host country culture and 

not maintaining country of origin culture (assimilated acculturation style) in the 

present thesis. 

The positive findings of a preference for ' assimilation' acculturation style 

in the present study reflects migrants and employers' perceptions of what they 

thought New Zealand employers preferred (see Table 4, Chapter 3). Additionally, the 

migrant sample had a high employment rate, which could indicate why assimilated 

migrants in the present study are satisfied even though they are not maintaining their 

country of origin culture. However, once the influence of age and duration in New 

Zealand was accounted for, the significant difference in mean career satisfaction 

scores were not significant. 
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Hypothesis 4: Significant differences between mean proximity to full employment 

scores for the four acculturation styles will be observed. 

Finally, significant differences between mean proximity to full employment 

scores for the four acculturation styles were predicted. Using Guttman scale, 

significant differences in mean scores of proximity to full employment using the 

Guttman scale were found. Specifically, migrants who adapted to New Zealand 

culture and maintained their country of origin culture (integration acculturation style) 

were more likely to find full employment than those who were not adapting to New 

Zealand culture whilst maintaining or not maintaining their country of origin culture 

(separation or marginalisation styles). Consequently, results indicate that adapting to 

New Zealand culture is the important aspect that distinguishes whether migrants find 

full employment or not. However, once the influence of other variables (duration in 

New Zealand, network building, career planning and development, applying, and 

highest educational qualification) were controlled for, differences in mean scores of 

proximity to full employment were not significant. Additionally, results indicated 

that there were no significant differences in mean scores of employment status at 

present (using the Under-Over employment measure) amongst the four acculturation 

styles. 

Another interesting finding was that duration in New Zealand was 

positively related to employment status at present and career satisfaction. This 

relationship indicated that the longer one lives in New Zealand the more likely a 

migrant would find full employment or over employment, and be satisfied with their 

career. This finding is similar to Tharmaseelan' s (2005) finding that length of time in 

New Zealand positively predicted employment status at the time of conducting the 

study, as well as career satisfaction after migrating to New Zealand. The significant 
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finding related to duration in New Zealand and the criterion variables of the present 

study could be, because the longer the migrants live in New Zealand they may have 

adjusted to their employment situation (either unemployed or employed), and 

consequently are relatively more satisfied than those who have just arrived in New 

Zealand and have not had time to adjust to their employment situation. To elaborate, 

perhaps unemployed migrants who have lived in New Zealand for longer have given 

up hoping to find full employment as they are more aware of the possible difficulties 

in finding full employment, whereas new migrants may be more hopeful and expect 

to find employment relatively quickly. Additionally, migrants who have lived longer 

in New Zealand are also more likely to find full employment, possibly since they 

know more about what New Zealand employers are looking for and have had time to 

build relationships with employers, recruitment agents, and other migrants who 

might help them find employment. 

Limitations of the Research 

One major limitation of the present research was the lack of random 

selection of participants. The current thesis utilized snowballing and networking 

techniques to obtain migrant, recruitment agent and human resource personnel 

participants. Use of such techniques results in particular selection biases. For 

instance most of the present researcher's personal contacts were employed, which 

could account for the large proportion of employed participants (88.2%) in the 

present study. Additionally, generalizability of the present study's findings to the 

larger population of Asian migrants in New Zealand is decreased due to the sample 

size of the present study and the sample not consisting proportional number of 

migrants from countries in Asia that are living in New Zealand. 
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However, previous research in New Zealand and in other countries has 

indicated difficulties in obtaining adequate numbers of migrant participants (Kosic, 

2002, 2004; Leong et al., 2006; Mace et al., 2005; Schmitz, 2001; Tharmaseelan, 

2005). Considering the time restraints and the scope of the present thesis, the sample 

size of Asian migrants and employer participants in the present thesis were improved 

from comparable research such as Mace (2004). 

One major issue that was encountered in the present research was that the 

Guttman scale of proximity to full employment measure did not meet the required 

cut off value for the coefficient of scalability when using the more stringent 

Goodenough-Edwards technique of error calculation. This resulted in using two 

measures of proximity to full employment (the Guttman scale and the composite 

measure) in the present research contrary to what was previously planned. The 

variable that was used in place of the Guttman scale for measuring proximity to full 

employment, namely the Under-Over employment measure of employment status at 

present, utilised only two items. Nevertheless, the Under-Over employment variable 

is adding to the comparative study findings of Mace et al. (2005) and Tharrnaseelan 

(2005) . For example, Mace et al. only measured employment outcome up to full 

employment, whereas the Under-Over employment measure in the present thesis was 

able to capture over employed migrants as well as migrants who were fully 

employed. 

The present research aimed to increase our understanding of the role of 

'acculturation fit' in the process of finding full employment and consequent career 

related satisfaction. The obtained data regarding 'acculturation fit' did not produce 

any significant results. This lack of significant findings related to 'acculturation fit' 

could be due to the small sample size of the employer participants and the rank 
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analysis method that was utilized to measure fit. The 30 recruitment agents and 

human resource personnel participants had a variety of experiences recruiting 

employees, yet 13 of these employers were migrants themselves. Thus, the migrant 

employer participants might have different preferences for acculturation than New 

Zealand born employers, which might have influenced the high ' acculturation fit' 

scores obtained in the present research. However, considering similarity of findings 

by Mace et al. (2005) to those of present research, one could conceptualise that 

'acculturation fit' might not be a key variable in the process of Asian migrants 

finding employment in New Zealand. 

Merits of the research 

Considering the time constraints and difficulties previous researchers have 

encountered in obtaining adequate sample sizes (Mace, 2004; Tharmaseelan, 2005) 

the present research managed to achieve a good response rate. To the present 

researcher's awareness there has not been a study conducted solely on Asian 

migrants and their process of finding full employment in New Zealand. Unlike Mace 

et al. 's (2005) study, which had migrants ranging from European, Asian and Middle 

Eastern countries, the present study looked at only Asian migrants thereby improving 

sampling characteristics. Thus, the present research provides a starting point for 

research on Asian migrants in New Zealand and their process of finding full 

employment. Additionally, the present study was able to improve on Mace's 

employer sample, which only had recruitment agents, by including human resource 

personnel in addition to recruitment agents. 

The present thesis also built on the measurement of acculturation from 

Mace et al. 's (2005), and Tharmaseelan's (2005) studies by modifying the measures 

(see Chapter 3) and testing them with a new sample of participants. In contrast to 
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Mace et al.'s study, the present research was able to use the data from the 

'Acculturation' measure to obtain Berry's four acculturation styles, demonstrating 

that a larger sample of participants and improved measure as in the present research 

would enable categorisation of the acculturation styles. 

Additionally, the concepts of proximity to full employment and 

psychological acculturation were both measured by two different methods. 

According to Dillman ( 1978) multiple methods of measuring constructs need to be 

utilized to improve construct validity of measures . Thus, the present findings 

indicate that using multiple methods for measuring a particular construct is important 

as different methods could lead to different findings . Specifically, observed 

correlations in findings in the present study and in other comparable research (Mace 

et al., 2005; Tharrnaseelan, 2005) could be largely due to the similarity of methods 

used to measure the construct. Contradictory findings could be largely due to 

different type of method used to measure the construct. For example, proximity to 

full employment was not found to partially mediate the relationship between 

acculturation and career satisfaction when using the Guttman measure in Mace et 

al. 's study whilst in the present study partial mediation was supported when using 

the Under-Over employment measure. 

Mace (2004) did not report the coefficient of scalability score for her 

proximity to full employment measure using the Guttman scale. Failure to report the 

coefficient of scalability, which is also an important indication of whether the scale 

is a Guttman hierarchical scale, lead to some doubt in reliance on Mace's Guttman 

scale of measuring proximity to full employment. The low Coefficient of Scalability 

found using the more conservative Goodenough-Edwards method for calculating 

error further supported that the present study's (and perhaps Mace's study) Guttman 



scale need to be considered with some caution. Use of different measures of full 

employment (Guttman scale and Under-Over employment measure) resulted in 

contradictory findings in the present study, further supporting the importance of 

using multiple methods of measuring a construct since one measure might not 

adequately capture a particular construct. 
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Moreover, results found using the Under-Over employment measure 

provide further information and understanding of the role of employment in addition 

to the comparative study findings of Mace et al. (2005) and Tharrnaseelan (2005). 

For example, Mace et al. only measured employment outcome up to full employment 

(similar to the present study's Guttman scale), whereas the Under-Over employment 

measure in the present thesis was able to capture over employed migrants as well as 

migrants who were fully employed. 

The present study also considered additional variables such as age and 

duration in New Zealand that have been found to predict employment status at 

present and career satisfaction (Tharmaseelan, 2005). In contrast, Mace et al. (2005) 

only explored whether the variables in their hypothesised model were related as 

predicted. Controlling for other variables such as age and duration in New Zealand is 

important in order to decrease error due to confounding influences on the dependent 

variables (Pallant, 2007). Thus, by controlling for the influences of other variables 

on the outcome variables (proximity to full employment, employment status at 

present and career satisfaction) of the present study, it was possible to obtain a less 

contaminated indication of the relationships between the variables of interest (see 

Figure 1, Chapter 1 ). 
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Implications 

Results from this study could aid participants of the study, future Asian and 

other migrants coming to New Zealand, and government or other organizations in 

New Zealand that are involved in recruiting or helping migrants find employment to 

develop and better understand the processes of finding employment. For example, 

the present study found that Asian migrants who adopt New Zealand culture are 

more likely to find full employment. Consequently, migrants could attempt to adapt 

to New Zealand culture to increase the probability of finding full employment. 

Furthermore, the findings that by adapting to New Zealand culture the Asian 

migrants could achieve full employment and career satisfaction in New Zealand, add 

to the understanding of how to overcome difficulties that migrants could be facing 

during the transitional stage of adjusting to New Zealand and during the process of 

finding employment. Better understanding of migrant difficulties such as difficulties 

adapting to New Zealand culture when finding employment can be beneficial for 

multicultural workplaces as well as agencies involved with migrants. For instance, 

understanding that difficulties in adapting to New Zealand culture might be a 

possible reason why a certain new Asian migrant employee is not satisfied with their 

career can enable human resource personnel to take necessary steps to aid this new 

employee in adapting to Kiwi culture through mediation. 

Additionally, the study findings of the direct and indirect role of 

psychological acculturation of Asian migrants with their career satisfaction in New 

Zealand contribute to further understanding of acculturation theories that are directly 

relevant to the occupational setting of New Zealand. For instance, the present thesis 

found that country of origin acculturation was not a significant predictor of 

proximity to full employment and career satisfaction in New Zealand whereas New 
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Zealand acculturation was a significant predictor. Hence, New Zealand acculturation 

might be the main focus in occupational settings in New Zealand. 

The lack of significant findings related to 'acculturation fit' could be due to 

the small sample size of the employer participants and the rank analysis method that 

was utilized to measure fit. Additionally, though the concepts of proximity to full 

employment and acculturation had multiple methods of measuring the concepts, the 

concept of' acculturation fit ' had only one method of measurement. However, the 

present study did improve the rank order measure of Mace ' s (2004) original measure 

by introducing the item measuring individualistic style. Nevertheless, as Mace's 

findings were similar to results of the present research, one could conceptualise that 

'acculturation fit' might not be a key variable in the process of Asian migrants 

finding employment in New Zealand. 

Recommendations for Future Research 

Future research could test the research model (Figure 1) between groups of 

migrants from Asian countries so that comparison between groups can be conducted. 

Cultural differences between different groups of Asian migrants could influence the 

type of acculturation style adopted by migrants (Leong et al., 2006; Navas et al., 

2005). 

The difficulties encountered with the proximity to full employment using 

the Guttman scale in the present research could have been because the items were 

not in a hierarchical scale. Future research could develop better measures of 

proximity to full employment in order to improve the testing of the hypothesised 

model in Figure 1. 
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The present research utilized a quantitative methodology. However, if more 

time were allowed to conduct this study, it would have been worthwhile to have a 

qualitative analysis section by conducting interviews with individuals who obtained 

jobs that matched their qualifications and with unemployed migrants. Even though 

due to time restraints this was not possible, the quantitative analysis of the sample 

produced important information about the process of Asian migrants finding 

employment in New Zealand. 

The research could also be expanded to include a comparison group 

consisting of individuals who are originally from New Zealand and are seeking 

employment or are employed at present, preferably having similar occupations and 

qualifications to the migrant sample. This 'Kiwi' group could be compared to the 

Asian migrants and could produce valuable information about possible differences 

and similarities in experiences between the Asian migrants and 'Kiwi' comparison 

group. New Zealand born participants could be restricted to individuals who are 

currently employed or looking for (better) work, preferably working in the same 

organization or occupational sector as the migrant sample. 

Future research could further extend the present research findings to 

particular organizations and check whether the role of' acculturation fit' is more 

important after obtaining employment. The comparison of the acculturation styles to 

obtain 'acculturation fit' could not be conducted in the present research, similar to 

Mace (2004). The present researcher suggests obtaining a larger sample of 

employers and developing a measure using Bourhis et al. 's (1997) 'relational 

outcomes' would perhaps enable better exploration of 'acculturation fit' in the field 

of occupational psychology. 
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Future research could also explore whether other factors such as 

organizational-fit, self-efficacy, and factors from the country of origin (acculturation 

style of the country of origin) play an important role in the process of finding 

employment. Asian migrant's reasons for migrating to New Zealand could also be 

explored in prospective research. Some research suggests that reasons for migration 

can also play some role in the process of finding full employment (Berry et al., 1987; 

Kunz, 1973). According to Kunz (p.131 ), "migration is based on push and pull 

factors". The push factors are the reasons for leaving the country of origin, whilst the 

pull factors are the reasons the particular host country provides that draws the 

migrant to migrate to that country. For instance, Carr, Inlcson and Thorn (2005) 

explain five types of motivations to migrate: economic, political, cultural, family and 

career factors. 

According to Berry et al. ' s (1987) rationale, migrants who voluntarily 

migrate (e.g. for economic, career development or academic reasons) to the host 

country would experience less difficulty in adjusting (i.e. finding full employment in 

the context of the present research) than migrants who do not have a choice. Kunz's 

(1973) push-pressure-pull theory suggests that migrants who migrated due to 

political unrest in their country of origin for instance (who are primarily motivated 

by push factors), would more likely prefer to maintain their country of origin culture 

(separation acculturation style) than adopting to host culture (assimilation 

acculturation style) than those who migrated for career building or economic reasons 

and are mainly motivated by pull factors. 
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Conclusions 

Both methods of measuring psychological acculturation (the two 

dimensions and the four acculturation styles) indicated that adapting to New Zealand 

culture is the significant predictor of increased career satisfaction in the present 

Asian migrant sample. Despite some limitations, the present exploratory research has 

found that skilled Asian migrants who adapt to New Zealand culture are more 

satisfied with their career in New Zealand than those who do not adapt to New 

Zealand culture. Adapting to New Zealand culture may or may not mean that one 

would have to change behaviours, thought patterns, values that had previously 

worked in one's country of origin. The findings also suggest that migrants who are 

fully employed or over employed are more likely to be satisfied with their career in 

New Zealand than those who are unemployed or underemployed. 
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APPENDIX A 
01 

Questionnaire For Skilled Asian Migrants 

Thank you for agreeing to take part in this research. For each question, please select the relevant 
answer that most closely represents your situation. Please note that there is no right or wrong 
answer. 

Part I: The first part of this questionnaire asks about your employment related details 
and your reasons for migrating to New Zealand. 

a) What is your current highest educational qualification(s) (including any you have taken in New 
Zealand)? (Please tick '1 the relevant qualification) 

0 No formal Qualification1 

0 High School Secondary Schoof 

0 Certificate/ Diploma3 

0 Bachelors/University Degree4 

0 Postgraduate Diploma or Certificates 

0 Masters6 

0 PhD7 

0 Other8 (please specify) ------

b) What are the subject(s) of your educational qualification(s) to question 'a' above (e.g. Hospitality, 
Medicine or Engineering)? 

c) Have you ever been employed in New Zealand? (If YES please go to the next question, lfNO 
please move to question 'k'; Please tick '1 the relevant answer) Yes 1/No2 

d) Are you currently employed? (If YES please go to the next question; If NO please move to 
question 'i'; Please tick '1 the relevant answer) Yes 1/No2 

e) What is your current job? 

f) M.J:: current job is (Please tick '1 the relevant contract): 
U Part time on a fixed term contract1 

0 P . 2 
art time on a permanent contract 

D Full time on a fixed term contract3 

0 Full time on a permanent 
contract4 

0 Casuals 

g) My current job is at a Very Much Lower1
/ Lower2

/ Not Sure3
/ Similar4

/ Highers/ Very Much 
Higher6 educational qualification level than my best job in my country of origin. (Please circle what 
applies to you) 

h) My current job is at a Very Much Lower1
/ Lower2/ Not Sure3

/ Similar4
/ Highers/ Very Much 

Higher6 level than my educational qualifications. (Please circle what applies to you) 

i) How long have you been unemployed (if ever) before getting into your first employment in New 
Zealand? (Months) (Years) 

j) Please write down what previous employment you have had in New Zealand, if any. 
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k) Why did you migrate? Using the scale below indicate how much each of the following 
contributed to your decision to migrate to New Zealand (Please circle the relevant number). 

1 2 3 4 5 
No Contributed Contributed Contributed Greatly 

contribution very little somewhat contributed 

11 enjoy seeing the world 1 2 
,.., 

4 5 .) 

21 wanted to give a peaceful life to my family 1 2 3 4 5 
31 wanted to have a greater political freedom 1 2 

,.., 
4 5 .) 

41 had to earn more for my family 1 2 
,.., 

4 5 .) 

51 had achieved to the maximum possible level 
in my career where I was 1 2 3 4 5 
61 love to visit different places 1 2 

,.., 
4 5 .) 

71 needed an exciting environment to face 1 2 3 4 5 
81 wanted to give high quality education to my children 1 2 3 4 5 
91 wanted to earn high 1 2 

,.., 
4 5 .) 

101 needed new challenges 1 2 3 4 5 
11 My poor financial situation in my country of origin 
led me to migrate 1 2 3 4 5 
121 wanted to learn more to upgrade my home country career 1 2 3 4 5 
131 like to see new things 1 2 3 4 5 
141 wanted to escape from the ethnic conflict 1 2 3 4 5 
I, 
)I was eager to learn the modem technological developments 

to take back to my country and progress my career there 1 2 
,.., 

4 5 .) 

161 enjoy living in different countries 1 2 3 4 5 
171 wanted to give a good quality oflife to my family 
181 wanted something different from what I had 

1 2 3 4 5 

in my country of origin 2 
,.., 

4 5 .) 

191 faced lot of difficulties due to the political situation 
in my country of origin 1 2 3 4 5 
201 wanted to give my children a better life 1 2 

,.., 
4 5 .) 

21 My family decided to migrate 1 2 
,.., 

4 5 .) 

22New Zealand has better opportunities than 
my country of origin 1 2 3 4 5 
23My parents decided to migrate 
241 felt I could get better education and experience 

1 2 3 4 5 

in New Zealand than in my country of origin 2 3 4 5 
251 was a victim of war 2 3 4 5 
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Part II: This part of the questionnaire asks you about methods and strategies that you 
have used and how close you have got when trying to get a job in New Zealand. 

1) Which of these have you done to find a job in New Zealand? Use the scale below to indicate how 
much you have done each of the following. (Please circle the relevant number) 

1 2 3 4 5 
Never Very little Half of the time Most of the time Always 

1I answered advertisements (either in newspapers and/or in professional journals) 1 2 3 
2I approached employers directly (either by mail, in person or by telephone) 1 2 3 
3I asked friends and/or neighbours about jobs 1 2 3 
4I went to employment agencies 1 2 3 
5I went to Work and Income New Zealand (WINZ) 1 2 3 
6I went to a career exposition or job days 1 2 

,.., 
.) 

7I did volunteer work in any organisation 1 2 3 
8I modified my Curriculum Vitae/Resume 1 2 3 
9I researched for jobs at the local library or on the internet 1 2 3 
10I gained more qualifications (either in the same area or different area/subjects) 1 2 

,.., 
.) 

11 I went/go to courses to improve my English language skills 1 2 3 
12I k . ept career opt10ns open 1 2 3 
131 developed skills which may be needed in future career positions 1 2 3 
141 thought of self-strengths and weaknesses in terms of career goals 1 2 3 
15I made connections with members of the same occupation 1 2 

,.., 
.) 

161 take/ took my work home (if it is appropriate to the job) 1 2 3 
171 found ajob before I arrived in New Zealand 1 2 3 
180ther (please specify) 1 2 3 

m) The following is a sequence of stages individuals go through when looking for a job. Which 
stages have you accomplished/gone through when looking for ajob(s)? (Please tick -J all that 
apply) 

D Searched for jobs relevant to my qualifications1 

D Applied for jobs that matches my qualifications2 

4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 

D Received a letter back from a company acknowledging receiving my Curriculum Vitae3 

D Received a rejection letter back from the company4 

D Went to an interview5 

D Had my references (i.e. from previous employers) checked6 

0 Received a rejection letter after interview7 

D Was placed on a short list for the position8 

D Went to a second interview9 

D Received a rejection letter after second interview10 

0 Currently workmg/worked m a JOb that is either at a lower or higher level to my 
qualifications 11 

D Currently working/worked in a job that matches my qualifications12 

D Other (please specify) 13 

3 

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
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Part III: This section of the questionnaire asks about how much you identify with your 
country of origin culture and/or that of the New Zealand culture. 

n) Below are some items dealing with how individuals express their culture in their daily 
experiences in New Zealand. How much of the time do you have the following daily 
experiences/behaviours from your Country of Origin culture and/or Kiwi culture in New 
Zealand? (Please circle the appropriate number) 

1 
Never 

2 
Very little 

3 
Half of the time 

4 
Most of the time 

5 
Always 

The following example shows how someone might answer this question: 

Country of origin Kiwi 

Using (Country of Orj{ijn/Kjwj) language for 1 2 
communication at home 
Eating food at work that is similar to (Crnmtry of 1 2 
Origin/Kiwi) food 

Now, please give your responses to the following items: 

Country of origin Kiwi 
1Wearing clothes or traditional dress from 1 2 3 4 5 1 2 

.., 
4 5 .) 

in general 
LLanguage used for communication at home: 1 2 3 4 5 1 2 3 4 5 
JLanguage used for communication outside of home: 1 2 

.., 
4 5 1 2 

.., 
4 5 .) .) 

4Celebrating cultural events from 1 2 3 4 5 1 2 3 4 5 
) Attending cultural programmes from 1 2 3 4 5 1 2 3 4 5 
0Memberships and activities in community based 1 2 3 4 5 1 2 3 4 5 
organizations/ associations/ clubs from 
'Friendships and/or relationships with individuals 1 2 3 4 5 1 2 

.., 
4 5 .) 

originally from 
8Using skills and knowledge developed in 1 2 3 4 5 1 2 3 4 5 
9Holding religious beliefs that are held in 1 2 3 4 5 1 2 3 4 5 
'
0Having values similar to that from 1 2 3 4 5 1 2 3 4 5 

''Practicing social customs from 1 2 3 4 5 1 2 3 4 5 
'LConducting employment activities similar to that 1 2 3 4 5 1 2 3 4 5 
from 
uEating food at home that is similar to 1 2 3 4 5 1 2 3 4 5 
food 
14Feeling comfortable working with people from_ 1 2 3 4 5 1 2 3 4 5 
1 :>Eating food at work that is similar to 1 2 3 4 5 1 2 3 4 5 
food 

4 
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o) Which of the following statements would you think an Asian migrant agree with the most and the 
least? Please place (by circling the relevant number) each of these statements in order from 1 to 5, 1 
= agree with the least, to 5 = agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as well 
2 Adopt the Kiwi culture and put their country of origin culture 

2 " .) 4 5 

in the background 2 3 4 5 
3Keep their country of origin culture and put the Kiwi culture 
in the background 
4Put both their country of origin culture and the Kiwi culture 

2 3 4 5 

in the background 
5ldentify themselves as an individual rather than member of any 

2 3 4 5 

particular cultural group (e.g. country of origin or New Zealand) 2 3 4 5 

p) Which of the following statements would you think a typical New Zealand employer agrees with 
the most and the least? Please place (by circling the relevant number) each of these statements in 
order from 1 to 5, 1 =agree with the least, to 5 =agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as well 
2 Adopt the Kiwi culture and put their country of origin culture 

2 3 

in the background 2 " .) 

3Keep their country of origin culture and put the Kiwi culture 
in the background 
4Put both their country of origin culture and the Kiwi culture 

2 3 

in the background 
5Identify themselves as an individual rather than member of any 

2 3 

particular cultural group (e.g. country of origin or New Zealand) 2 3 

Part IV: This section of the questionnaire is about how you feel about your present 
employment situation (either unemployed or employed) in New Zealand. 

4 

4 

4 

4 

4 

q) Which of the following statements best describes how you feel about your current employment 
situation at the time of filling out thi s questionnaire? (Please circle your answer) 

I hate it1 I dislike it2 I am indifferent to it3 I like it4 I love its 

r) Which of the following indicates how much of the time you feel satisfied with your current 
situation? (Please circle your answer) 

Never1 Seldom2 About half of the time3 Most of the time4 All of the times 

s) Which one of the following indicates how much of the time you feel like changing your current 
situation? (Please circle your answer) 

Never1 Seldom2 About half of the time3 Most of the time4 All of the times 

5 

5 

5 

5 

5 
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Part V: This section of the questionnaire is about the feelings that you have experienced 
in your entire career life in New Zealand. Please remember that this section is about 
your whole career experiences and does not mean simply the job you perform. It 
consists of all your past and present work-related experiences including unemployment 
or employment experiences in New Zealand. 

6 

t) The following faces show different feelings individuals might experience during the process of 
finding a job in New Zealand. Which face best shows how you feel or felt about your experience of 
job searching in New Zealand? (Please circle the 'X' mark under one face) 

xi x2 x3 x4 xs 

u) The following statements describe how you may feel about various aspects of your career in 
New Zealand. Indicate the number beside each statement that matches how you feel on each aspect 
when thinking of your whole work life (including unemployment and employment experiences) in 
New Zealand. (Please circle the relevant number) 

1 2 3 4 5 
Never Very little Half of the time Most of the time Always 

11 am satisfied with the success I have achieved in my career in New 2 " 4 5 .) 

Zealand 
21 am satisfied with the progress I have made towards meeting my overall 1 2 3 4 5 
career goals in New Zealand 
31 am satisfied with the progress I have made towards meeting my goals for 1 2 3 4 5 
income in New Zealand 
41 am satisfied with the progress I have made for career advancement in 1 2 3 4 5 
New Zealand 
51 am satisfied with the progress I have made towards meeting my goals for 1 2 3 4 5 
the development of new skills in New Zealand 



Part VI: The final part of this questionnaire asks some information about yourself for 
statistical purposes only. No identifiable information such as name or address will be 
required. 

Are you: Male1/Female2 

Age (Years): 

Country of origin: ------------------

122 
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How long have you lived in your country of origin: __ _ (Months) (Years) 

What is your heritage culture? (This is the culture that has influenced you most - other than 
New Zealand culture. It may be the culture of your birth, the culture in which you have been raised, 
or another culture that forms part of your background. Please write one culture that has influenced 
you the most) 

How long have you been in New Zealand?--- (Months)--- (Years) 

Do you have a New Zealand residence visa? (Please circle the relevant answer) Yes 1 /No2 

L Under which migration category did you gain a residence visa in New Zealand (e.g. Family 
category)? 

Is English your first language? Yes 1 /No2 (If YES please skip the last question, if NO please 
move to the next question; Please circle the relevant answer) 

Please write down your highest English language qualification (e.g. an English course you 
have done) you have gotten or your overall IELTS score (International English Language Testing 
System). Please specify: 

Thank you very much for your assistance in completing this questionnaire. 

Please put the completed questionnaire in the pre-paid envelope along with the tear off 

section on the information sheet and post it to the researcher. 

I would appreciate if you could please return the questionnaire within 7 days. 
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Email Version 

Questionnaire For Skilled Asian Migrants 

Thank you for agreeing to take part in this research. For each question, please select the relevant 
answer that most closely represents your situation. Please note that there is no right or wrong 
answer. 

Part I: The first part of this questionnaire asks about your employment related details 
and your reasons for migrating to New Zealand. 

a) What is your current highest educational qualification(s) (including any you have taken in New 
Zealand)? (Please bold the relevant qualification) 

0 No formal Qualification 1 0 Postgraduate Diploma or Certificates 

0 High School Secondary School2 D Masters6 

0 Certificate/ Diploma3 0 PhD7 

0 Bachelors/University Degree4 0 Other8 (please specify) ------

b) What are the subject(s) of your educational qualification(s) to question 'a' above (e.g. Hospitality, 
Medicine or Engineering)?'-. --------------------------

c) Have you ever been employed in New Zealand? (If YES please go to the next question, If NO 
please move to question ' k'; Please bold the relevant answer) Yes 1/No2 

d) Are you currently employed? (If YES please go to the next question; If NO please move to 
question ' i'; Please bold the relevant answer) Yes1/No2 

e) What is your current job? 
------------------------~ 

f) M..x current job is (Please bold the relevant contract): 
U Part time on a fixed term contract 1 

O Part time on a permanent contract2 

O Full time on a fixed term contract3 

0 Full time on a permanent 
contract4 

0 Casual5 

g) My current job needs a Very Much Lower1
/ Lower2

/ Not Sure3
/ Similar4

/ Highers/ Very Much 
Higher6 educational qualification level than my best job in my country of origin. (Please bold what 
applies to you) 

h) My current job is at a Very Much Lower1
/ Lower2

/ Not Sure3
/ Similar4

/ Higher5
/ Very Much 

Higher6 level than my educational qualifications. (Please bold what applies to you) 

i) How long have you been unemployed (if ever) before starting your first employment in New 
Zealand? (Months) (Years) 

j) Please write down what previous employment you have had in New Zealand, if any. 
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k) Why did you migrate? Using the scale below indicate how much each of the following 
contributed to your decision to migrate to New Zealand. (Please bold the relevant number). 

1 2 3 4 5 
No Contributed Contributed Contributed Greatly 

contribution very little somewhat contributed 

1I enjoy seeing the world 1 2 3 4 5 
2I wanted to give a peaceful life to my family 1 2 3 4 5 
3I wanted to have greater political freedom 1 2 

.., 
4 5 -' 

4I had to earn more for my family 1 2 3 4 5 
sI had achieved to the maximum possible level 
in my career where I was 1 2 3 4 5 
6I love to visit different places 1 2 3 4 5 
7I needed an exciting environment to face 1 2 3 4 5 
8I wanted to give high quality education to my children 1 2 3 4 5 
9I wanted to earn high 1 2 

.., 
4 5 -' 

10I needed new challenges 1 2 3 4 5 
11 My poor financial situation in my country of origin 
led me to migrate 1 2 

.., 
4 5 -' 

121 wanted to learn more to upgrade my home country career 1 2 
.., 

4 5 -' 
13I like to see new things 1 2 

.., 
4 5 -' 

14I wanted to escape from the ethnic conflict 1 2 3 4 5 
isI was eager to learn the modem technological developments 
to take back to my country and advance my career there 1 2 

.., 
4 5 -' 

16I enjoy living in different countries 1 2 3 4 5 
17I wanted to give a good quality of life to my family 1 2 

.., 
4 5 -' 

18I wanted something different from what I had 
in my country of origin 1 2 

..., 
4 5 -' 

19I faced lot of difficulties due to the political situation 
in my country of origin 1 2 3 4 5 
20I wanted to give my children a better life 1 2 3 4 5 
21 My family decided to migrate 1 2 3 4 5 
22New Zealand has better opportunities than 
my country of origin 2 

..., 
4 5 -' 

23My parents decided to migrate 2 3 4 5 
24I felt I could get better education and experience 
in New Zealand than in my country of origin 1 2 

..., 
4 5 -' 

25I was a victim of war 1 2 3 4 5 



Part II: This part of the questionnaire asks you about methods and strategies that you 
have used and how close you have got when trying to get a job in New Zealand. 
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1) Which of these have you done to find a job in New Zealand? Use the scale below to indicate how 
much you have done each of the following. (Please bold the relevant number) 

1 2 3 4 5 
Never Very little Half of the time Most of the time Always 

1I answered advertisements (either in newspapers and/or in professional journals) 1 2 3 4 
2I approached employers directly (either by mail, in person or by telephone) 1 2 3 4 
3I asked friends and/or neighbours about jobs 1 2 3 4 
4I went to employment agencies 1 2 3 4 
5I went to Work and Income New Zealand (WINZ) 1 2 3 4 
6I went to a career exposition or job days 1 2 3 4 
7I did volunteer work in any organisation 1 2 3 4 
8I modified my Curriculum Vitae/Resume 1 2 

,.., 
4 .) 

9I researched for jobs at the local library or on the internet 1 2 3 4 
10I gained more qualifications (either in the same area or different area/subjects) 1 2 3 4 
11 I went/go to courses to improve my English language skills 1 2 3 4 
12I k . 1 2 

,.., 
4 ept career options open .) 

13I developed skills which may be needed in future career positions 1 2 3 4 
14I thought of self-strengths and weaknesses in terms of career goals 1 2 3 4 
151 made connections with members of the same occupation 1 2 3 4 
161 take/ took my work home (if it is appropriate to the job) 1 2 

,.., 
4 .) 

171 found ajob before l arrived in New Zealand 1 2 
,.., 

4 .) 

180ther (please specify) 1 2 
,.., 

4 .) 

3 

m) The following is a sequence of stages individuals go through when looking for a job. Which 
stages have you accomplished/gone through when looking for ajob(s)? (Please bold all that apply) 

D Searched for jobs relevant to my qualifications1 

D Applied for jobs matching my qualifications2 

0 Received a letter back from a company acknowledging receiving my Curriculum Vitae3 

D Received a rejection letter back from the compan/ 
D Went to an interview5 

0 Had my references (i.e. from previous employers) checked6 

D Received a rejection letter after interview7 

· D Was placed on a short list for the position8 

D Went to a second interview9 
D Received a rejection letter after second interview10 

0 Currently working/worked in a job that is either at a lower or higher level to my 
qua1Ifications 11 

D Currently working/worked in a job that matches my qualifications 12 

D Other (please specify)
13 
--------------------

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
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Part III: This section of the questionnaire asks about how much you identify with your 
country of origin culture and/or that of the New Zealand culture. 

n) Below are some statements dealing with how individuals express their culture in their daily 
experiences in New Zealand. How much of the time do you have the following daily 
experiences/behaviours from your Country of Origin culture and/or Kiwi culture in New 
Zealand? (Please bold the appropriate number) 

1 
Never 

2 
Very little 

3 
Half of the time 

4 
Most of the time 

5 
Always 

The following example shows how someone might answer this question: 

Country of origin Kiwi 

Using CCountrv of Orj~jn/Kjwj) language for 1 2 3 4 5 1 2 3 4 5 
communication at home 
Eating food at work that is similar to (Country of 1 2 

,., 
4 5 1 2 3 4 5 .) 

Origin/Kiwi) food 
' 

Now, please give your responses to the following items: 

Country of ori~in Kiwi 
'Wearing clothes or traditional dress from 1 2 3 4 5 1 2 

,., 
4 5 .) 

in general 
2Language used for communication at home: 1 2 3 4 5 1 2 3 4 5 
3Language used for communication outside of home: 1 2 3 4 5 1 2 3 4 5 

4 Celebrating cultural events from 1 2 
,., 

4 5 1 2 3 4 5 .) 

) Attending cultural programmes from 1 2 
,., 

4 5 1 2 3 4 5 .) 

6Memberships and activities in community based 1 2 
,., 

4 5 1 2 3 4 5 .) 

organizations/associations/ clubs from 
'Friendships and/or relationships with individuals 1 2 

,., 
4 5 1 2 3 4 5 .) 

originally from 
isu sing skills and knowledge developed in 1 2 3 4 5 1 2 3 4 5 
')Holding religious beliefs that are held in 1 2 3 4 5 1 2 3 4 5 
iuHaving values similar to that from 1 2 3 4 5 1 2 3 4 5 
"Practicing social customs from 1 2 3 4 5 1 2 

,., 
4 5 .) 

1"Conducting employment activities similar to that 1 2 3 4 5 1 2 3 4 5 
from 
1 jEating food at home that is similar to 1 2 3 4 5 1 2 3 4 5 
food 
141 am comfortable working with people from 1 2 3 4 5 1 2 3 4 5 
1 )Eating food at work that is similar to 1 2 3 4 5 1 2 3 4 5 
food 

4 
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o) Which of the following statements would you think an Asian migrant agree with the most and the 
least? Please place (by putting the relevant number in bold) each of these statements in order from 1 
to 5, 1 = agree with the least, to 5 = agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as well 
2 Adopt the Kiwi culture and put their country of origin culture 

2 
,., 
.) 4 5 

in the background 2 3 4 5 
3Keep their country of origin culture and put the Kiwi culture 
in the background 
4Put both their country of origin culture and the Kiwi culture 

2 
,., 
.) 4 5 

~n the background 
)Identify themselves as an individual rather than member of any 

2 3 4 5 

particular cultural group (e.g. country of origin or New Zealand) 2 3 4 5 

p) Which of the following statements would you think a typical New Zealand employer agrees with 
the most and the least? Please place (by putting the relevant number in bold) each of these 
statements in order from I to 5, 1 =agree with the least, to 5 =agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as we! I 2 
,., 
.) 

2 Adopt the Kiwi culture and put their country of origin culture 
in the background 
3Keep their country of origin culture and put the Kiwi culture 

2 3 

in the background 
4Put both their country of origin culture and the Kiwi culture 

2 3 

in the background 
5Identify themselves as an individual rather than member of any 

2 3 

particular cultural group (e.g. country of origin or New Zealand) 2 
,., 
.) 

Part IV: This section of the questionnaire is about how you feel about your present 
employment situation (either unemployed or emploved) in New Zealand. 

4 

4 

4 

4 

4 

q) Which of the following statements best describes how you feel about your current employment 
situation at the time of filling out this questionnaire? (~lease bold your answer) 

I hate it1 I di slike it2 I am indifferent to it3 I like it4 I love it5 

r) Which of the following indicates how much of the time you feel satisfied with your current 
situation? (Please bold your answer) 

Seldom2 About half of the time3 Most of the time4 All of the time5 

s) Which one of the following indicates how much of the time you feel like changing your current 
situation? (Please bold your answer) 

Never1 Seldom2 About half of the time3 Most of the time4 All of the time5 

5 

5 

5 

5 

5 
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Part V: This section of the questionnaire is about the feelings that you have experienced 
in your entire career life in New Zealand. Please remember that this section is about 
your whole career experiences ~nd does not mean simply the job you perform. It 
consists of all your past and present work-related experiences including unemployment 
or employment experiences in New Zealand. 

6 

t) The following faces show different feelings individuals might experience during the process of 
finding a job in New Zealand. Which face best shows how you feel or felt about your experience of 
job searching in New Zealand? (Please bold the 'X' mark under one face) 

xi x2 x3 x4 xs 

u) The following statements describe how you may feel about various aspects of your career in 
New Zealand. Indicate the number beside each statement that matches how you feel on each aspect 
when thinking of your whole work life (including unemployment and employment experiences) in 
New Zealand. (Please bold the relevant number) 

1 2 3 4 5 
Never Very little Half of the time Most of the time Always 

11 am satisfied with the success I have achieved in my career in New 2 3 4 5 
Zealand 
21 am satisfied with the progress I have made towards meeting my overall 1 2 3 4 5 
career goals in New Zealand 
31 am satisfied with the progress I have made towards meeting my goals for 1 2 3 4 5 
income in New Zealand 
41 am satisfied with the progress I have made for career advancement in 1 2 3 4 5 
New Zealand 
51 am satisfied with the progress I have made towards meeting my goals for 1 2 3 4 5 
the development of new skills in New Zealand 



Part VI: The final part of this questionnaire asks about some information about 
yourself for statistical purposes only. No identifiable information such as name or 
address will be required. 

Are you: Male 1/Female2 

Age (Years): 

Country of origin: ------------------
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How long have you lived in your country of origin: __ _ (Months) (Years) 

What is your heritage culture? (This is the culture that has influenced you most - other than 
New Zealand culture. It may be the culture of yo ur birth, the culture in which you have been raised , 
or another culture that forms part of your background. Please write one culture that has influenced 
you the most) 

How long have you been in New Zealand? ____ (Months) ___ _ (Years) 

Do you have a New Zealand residence visa? (Please bold the relevant answer) Yes1/No2 

i. Under which migration category did you gain a residence visa in New Zealand (e.g. Family 
category)?,__ _______________________ _ 

Is English your first language? (If YES please skip the last question, if NO please move to 
the next question; Please bold the relevant answer) Yes1/No2 

Please write down your highest English language qualification (e.g. an English course you 
have done) you have gotten or your overall IEL TS score (International English Language Testing 
System). Please specify: 

Thank you very much for your assistance in completing this questionnaire. 

Please attach the completed questionnaire and Response form and email it to the researcher 

at kanchp@gmail.com. 

I would appreciate if you could please return the questionnaire within 7 days. 
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Table 1. 

Demographic Summary of Asian Migrant Participants 

Demographic 

Category 

Category level 

Country of Origin Sri Lanka 

Job Contract (for 

the employed 

participants) 

Currently 

Employed 

Gender 

English 

Proficiency 

India 

Chinese 

Other (Bangladesh, Indonesia, Japan, Malaysia, Nepal , Pakistan, Philippines, 

Singapore, South Korea, Taiwan, Thailand) 

Part-time Fixed Term Contract 

Part-time Permanent Contract 

Full-time Fixed Term Contract 

Full-time Permanent Contract 

Casual 

Self Employed 

Missing 

Yes 

No 

Male 

Female 

None 

English Course 

Engli sh Medium Studies (High School and Tertiary Studies) 

IELTS (5.5-6.5) or TOEFL 200-300 

lELTS (7.0-8.5) or TOEFL 500-600 

Missing 

Migrant Category Skilled 

Highest 

Educational 

Qualification 

Family 

General Skills Category 

Other (work visa and student visa) 

Missing 

HIS or Secondary School 

Certificate/ Diploma 

Bachelors/ Degree 

Postgraduate Diploma/Certificate 

Masters 

PhD 

130 

Percent 

37.9% 

22.9% 

17.6% 

21.6% 

2.6% 

5.2% 

10.5% 

62.7% 

6.5% 

.7% 

11.8% 

88.2% 

11.8% 

54.9% 

45.1% 

5.9% 

9.8% 

33.3% 

20.9% 

19% 

11.1% 

48.4% 

20.3% 

17% 

13.2% 

1.1% 

1.3% 

8.5% 

30.7% 

6.5% 

34% 

19% 
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APPENDIX D 

Table 17. 

Principle Component Factor Analysis of the 'Job Search Behaviours' Measure (N = 

140) 

Com onent 
Network Career 
Buildino Plannino Applying 

Ask Friends/Neighbours About Jobs .720 

Go to WfNZ .680 .421 
Go to Career Exposition/Job Days .642 
Approach Employers Directly .601 
Volunteer Work in Any Organization .587 .356 
Go to Employment Agencies .561 
Develop Skil ls for Future Career Positions .830 

Think of Self-Strengths and Weaknesses in .764 
Tenns of Career Goals 
Make Connections with Members of the Same 

.395 .619 
Occupation 
Gain More Qualifications .608 
Answer Advertisements .798 
Search for Jobs at the Library or on the Internet .3 17 .746 
Modify Curriculum Vitae .369 .7 10 

Eigenvalues 4.738 1.617 1.091 
Percentage of variance (% of variance) 21. 108 18.359 17.808 
Cronbach 's Alpha .773 .785 .794 
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Table 18. 

Bivariate Pearson Correlations Between Other Variables and the Proximity to Full 

Employment and Career Satisfaction Variables (N = 130) 

Age 
Duration in New Zealand 
Network building 
Career planning and 
development 

Career 
sati sfaction 

.169* 

. 402** 
-.114 

.044 

Applying -.141 
Highest educational qualification -.087 
* Correlation is significant at p < .05 level 
** Correlation is significant at p < .01 level 

Proximity to full 
employment 
(Guttman scale) 

.079 

.262** 

.336** 

.293** 

.568** 

.236** 

Employment 
status at present 
(Under-Over 
employment 
measure) 
.136 
.329** 
-.1 07 

-.058 

-.069 
.026 
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APPENDIXE 01 

Questionnaire For Employers 

Thank you for agreeing to take part in this research. For each question, please select the relevant 
answer that most closely represents your situation. Please note that there is no right or wrong 
answer. 

Part I: This part of the questionnaire asks you about methods and strategies that you 
think Asian migrants need to use when trying to get a job in New Zealand. 

a) Which of these do you think Asian migrants need to do to find a job in New Zealand? Use the 
scale below to indicate how much they would need to do each of the following. (Please circle the 
relevant number) 

1 2 3 4 5 
Not at all Very little Neither sure nor unsure Most of the time Always 

1I answered advertisements (either in newspapers and/or in professional journals) 1 2 3 4 
2I approached employers directly (either by mail, in person or by telephone) 1 2 3 4 
3I asked friends and/or neighbours about jobs 1 2 

,.., 
4 .) 

4I went to employment agencies 1 2 
,.., 

4 .) 

5I went to Work and Income New Zealand (WINZ) 1 2 3 4 
6I went to a career exposition or job days 1 2 

,.., 
4 .) 

7I did volunteer work in any organisation 1 2 
,.., 

4 .) 

8I modified my Curriculum Vitae/Resume 1 2 
,.., 

4 .) 

9I researched for jobs at the local library or on the internet 1 2 3 4 
10I gained more qualifications (either in the same area or different area/subjects) 1 2 3 4 
11 I went/go to courses to improve my English language skills 1 2 3 4 
12I k . 1 2 3 4 ept career options open 
13I developed skills which may be needed in future career positions 1 2 3 4 
14I thought of self-strengths and weaknesses in terms of career goals 1 2 3 4 
15I made connections with members of the same occupation 1 2 

,.., 
4 .) 

16I take/ took my work home (if it is appropriate to the job) 1 2 
,.., 

4 .) 

17I found a job before I arrived in New Zealand 1 2 3 4 
180ther (please specify) 1 2 3 4 

5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 



Part II: This section of the questionnaire asks about how much you think Asian 
migrants identify with their country of origin culture and/or that of the New Zealand 
culture. 
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b) Below are some items dealing with how individuals express their culture in their daily 
experiences in New Zealand. How much of the time do you think Asian migrants have the following 
daily experiences/behaviours from their Country of Origin culture and/or kiwi culture in New 
Zealand? (Please circle the appropriate number) 

3 4 1 
Never 

2 
Very little Half of the time Most of the time 

The following example shows how someone might answer this question: 

Country of origin 

Using (Country of Orjgjn/Kjwi) language for 1 2 
communication at home 
Eating food at work that is similar to Wrnmtry of 2 
Origin/Kiwi) food 

Now, please give your responses to the following items: 

Country of origin 
1Wearing clothes or traditional dress from 1 2 

..., 
4 5 1 .) 

in general 
zLan.guage used for communication at home: 1 2 3 4 5 1 
jLanguage used for communication outside of home: 1 2 

..., 
4 5 1 .) 

4Celebrating cultural events from 1 2 3 4 5 1 
) Attending cultural programmes from 1 2 3 4 5 1 
()Memberships and activities in community based 1 2 

..., 
4 5 1 .) 

organizations/associations/clubs from 
'Friendships and/or relationships with individuals 1 2 3 4 5 1 
originally from 
11Using skills and knowledge developed in 1 2 3 4 5 1 
9Holding religious beliefs that are held in 1 2 3 4 5 1 
iuHaving values similar to that from 1 2 3 4 5 1 
11 Practicing social customs from 1 2 3 4 5 1 
1.LConducting employment activities similar to that 1 2 3 4 5 1 
from 
uEating food at home that is similar to 1 2 3 4 5 1 
food 
14Feeling comfortable working with people from_ 1 2 3 4 5 1 
1 'Eating food at work that is similar to 1 2 3 4 5 1 
food 

2 

2 
2 

2 
2 
2 

2 

2 
2 
2 
2 
2 

2 

2 
2 

5 
Always 

Kiwi 

Kiwi 
3 4 5 

3 4 5 
..., 

4 5 .) 

3 4 5 
3 4 5 
3 4 5 

3 4 5 

3 4 5 
3 4 5 
3 4 5 
3 4 5 
3 4 5 

3 4 5 

3 4 5 
3 4 5 
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o) Which of the following statements would you think an Asian migrant agree with the most and the 
least? Please place (by circling the relevant number) each of these statements in order from 1 to 5, 1 
=agree with the least, to 5 =agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as well 
2 Adopt the Kiwi culture and put their country of origin culture 

1 2 3 4 5 

in the background 
3Keep their country of origin culture and put the Kiwi culture 

1 2 3 4 5 

in the background 1 2 3 4 5 
4Put both their country of origin culture and the Kiwi culture 
in the background 1 2 3 4 5 
5Identify themselves as an individual rather than member of any 
particular cultural group (e.g. country of origin or New Zealand) 1 2 3 4 5 

p) Which of the following statements would you think a typical New Zealand employer agree with 
the most and least? Please place (by circling the relevant number) each of these statements in order 
from 1 to 5, 1 =agree with the least, to 5 =agree with the most. 

If an Asian migrant comes to New Zealand, they need to: 

1 Adopt the Kiwi culture and keep their country of origin culture as well 
2 Adopt the Kiwi culture and put their country of origin culture 

1 2 3 4 5 

in the background 
3Keep their country of origin culture and put the Kiwi culture 

1 2 3 4 5 

in the background 1 2 3 4 5 
4Put both their country of origin culture and the Kiwi culture 
in the background 1 2 3 4 5 
5Identify themselves as an individual rather than member of any 
particular cultural group (e.g. country of origin or New Zealand) 1 2 3 4 5 
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Part III: The final part of this questionnaire asks some information about yourself and 
your experience of employing individuals for statistical purposes only. No identifiable 
information such as name or address will be required. 

Are you: Male/Female 

4 

Are you a migrant yourself? (If YES please go to question i below, if NO please skip i and 
ii; Please circle the relevant answer) Yes 1 /No2 

1. If YES what is your country of origin? 

11. How long have you been in New Zealand? ___ (Months) ____ (Years) 

Please write down the occupational sector(s) that you are involved in recruiting/hiring 
individuals for (e.g. Science): 

How long have you been working as a Recruitment Agent/ Human Resource personnel? 
(Months) (Years) 

Have you ever had experience recruiting a migrant? Yes 1/No2 

Thank you very much for your assistance in completing this questionnaire. 

Please put the completed questionnaire in the pre-paid envelope along with the tear off 

section on the information sheet and post it to the researcher. 

I would appreciate if you could please return the questionnaire within 7 days. 


