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Abstract of the Dissertation 

Transculturals as Agents of Change 
 

 With operations involving global interindividual interactions and strategic 

organizational change, organizations face a human resource problem. Today, human 

resources departments seek individuals capable of interacting across and beyond 

sociocultural boundaries and sometimes in volatile, uncertain, complex, and ambiguous 

settings. The literature has identified that organizations underutilize a specific pool of 

employees with extensive international life-work experience. This study was designed to 

explore the phenomenon of the transcultural individual from a humanistic perspective. 

To be a transcultural individual is to have successfully integrated two or more cultures 

into their worldview. The study also examined transcultural traits or characteristics, as a 

positive attribute to being an agent of change in the workplace. Three underlying 

premises drove this study: first, human relations are malleable; second, transcultural 

individuals are naturals in interindividual intercultural interactions; and third, change is 

continuous. 

 The study population included five women and four men located in Washington, 

D.C., and Paris, France. The study used a qualitative interpretive inquiry design and a 

transdisciplinary theoretical framework to explore the nine life stories. Semistructured 

interviews provided rich and thick descriptions for analysis. The results were threefold: 

the participants transcended their inherited culture to attain a degree of cultural freedom; 

a transcultural life lessens angst in the face of change; and self-perception of being a 

manager and/or leader of change seems normal to the participants. 



 vii

 The findings uncovered the transcultural life experience as a way of being and a 

way of knowing the world. Moreover, being transcultrual, from a human development 

and an existential transformative process, appears to predispose individuals to being 

proactive agents of change in the workplace. This study highlighted the positive 

humanistic perspectives, derived from being a transcultural individual, that organizations 

need from individuals with relevant knowledge to address cross-cultural challenges and 

complexified work settings due to a continuous state of change. The study also revealed a 

perception of change to be related to individuals’ prior life experiences with change, 

including emotional behaviors and coping mechanisms developed under such 

circumstances. Unforeseeably, conversations exposed personal perceptions of time in 

relation to change. In conclusion, recommendations for transcultural individuals and 

organizations are derived, and further research is suggested.  
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CHAPTER 1 

INTRODUCTION 

The Transcultural Life Experience 

A Human Phenomenon 

 Under the accelerating pace of human existence, freedom of cultural crossovers 

and overlaps, and increasing population dislocations across the planet, the transcultural 

individual has emerged as a social phenomenon in the 21st century (Benessaieh, 2010; 

Dagnino, 2015; Epstein, 2009; Graen & Hui, 1996; Welsch, 1999). The not-so-new 

concept of “transculturality” (Adler, 1975, 1977; Graen & Hui, 1999; Trompenaars & 

Hampden-Turner, 1998) is finding stronger adherence today in the field of human and 

social sciences (Moran, Abramson, & Moran, 2014; Benessaieh, 2010; Berry & Epstein, 

1999; Crownshaw, 2014; Dagnino, 2015; Epstein, 2012; Spariosu & Rüsen 2012; 

Todorov, 1989; Welsch, 1999). Increasing numbers of individuals experience a 

transnational life involving education, workplaces, social environments, and family 

values. In other words, they experience a life that transcends physical, cognitive, mental, 

and spiritual cultural borders and boundaries.  

 According to intercultural researcher Milton Bennett (1993b), such a life 

experience offers an opportunity to empower individuals and thus to emancipate them 

from “all cultural frames of reference by virtue of their ability to consciously raise any 

assumption to a meta level (level of self-reference)” (p. 110). This human phenomenon of 

cross-cultural or transnational life experience is widely and rapidly stimulating a 

rethinking of the conventional Western sociocultural perspective, organizational culture 

in the workplace, and urban space (Featherstone & Lash, 1999; Foster, 2011). 
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Transcultural individuals’ narratives (Dagnino, 2015) offer a peek into a transnational 

holistic life experience, a way of knowing and being in the world today. According to 

scholars (including Benessaieh, 2010; Dagnino, 2015; Epstein, 2009, 2012; Rüsen & 

Spariosu, 2012; Welsch, 1999), the transcultural discourse offers an alternative 

humanistic perspective grounded in a social constructivist view whereby social 

coadaptation and coexistence offer a path for humanity’s progress.  

 Culture is an old concept (Jenks, 2003; Nora, 1992; Palmer, Colton, & Kramer, 

2004), a manmade construct (Lévi-Strauss, 1968), and an action process (Geertz, 2000; 

Moore, 2004). Culture nevertheless remains central to our human activities, behaviors, 

and actions. Cultural anthropologists such as Edward T. Hall (1976) found culture to be 

pervasive in the experience of human life. When exploring today’s organizational culture 

and leadership domain, the renowned organizational change scholar and practitioner 

Edgar Schein (2010) emphasized the importance of developing “cultural capabilities and 

learning skills, what is increasingly being called cultural intelligence (Ang & Van Dyne, 

2008; Earley & Ang, 2003; Plum, 2008; Thomas & Inkson, 2003)” (p. 387). Schein 

encouraged organizations to seek ways to solve “the puzzle” of cross-cultural relations by 

identifying the type of individuals with a certain “kind of education or experience” (2010, 

p. 386) that can bring multicultural groups or teams to interact effectively to best 

contribute to their organization’s success. Such individuals are also referred to as “social 

synthesizers” (Graen & Hui, 1996, pp. 6-7). This dissertation study thus aimed to 

contribute a piece to this puzzle by exploring the transcultural lives of individuals in their 

working organizations. This study’s assumption was that such individuals may contribute 

in the workplace as agents of change, “change leaders,” and/or “change managers” 
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(Caldwell, 2003) who help transform organizations to better adapt to today’s various and 

multiple challenges in a context of continuous change. As pointed out by organizational 

change and development researchers Weick and Quinn (1999), “most organizations have 

pockets of people somewhere who are already adjusting to the new environment” (p. 

381). 

 Social figurations. Sociologist Elias (1939/2012) introduced the idea of 

figurations in place of societies to emphasize that life is experienced through 

interdependent social relationships: “The goals, plans, and actions of individual people 

constantly intertwine with those of others” (p. 591). A complex web of human 

interindividual interactions taking place in families, schools, social networks, and 

workplaces not only induces new habits from one generation to another, but, as Elias 

noted, underscores the emergence of unplanned changes and unanticipated new patterns:  

This continuous interweaving of people’s separate plans and actions can give rise 
to changes and patterns that no individual person has planned or created. From 
this interdependence of people arises an order sui generis, an order more 
compelling and stronger than the will and reason of the individual people 
composing it. (p. 404) 

 The idea resonated well during the 1990s, when the human and socioeconomic 

aspects of globalization, with the accelerated flow and volume of population in 

transnational transfers, underlined the intensity and specificity of a unique migration 

phenomenon in the history of humankind. Authors and scholars have evoked a clash of 

civilization (Camus & Guimard, 1946; Huntington, 1997; Nederveen, 2015) since the 

second World War, while others pointed out the obsolescence of Western conventional 

monolithic perspectives on culture (Banks, 2014). Today, where terrorism and war 

shadow humankind once more, humanity is thus put to the test on the grounds of cultural 
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differences with such side effects as rising dogmatic thinking, which enhances “the 

darker sides of globalization” (Appadurai, 2006, p. 3). The transcultural paradigm 

addresses practice as much as it addresses theory through a three-way transcultural 

process: human development, experiential and transformational learning, and continuous 

change. The transcultural worldview is described as a humanist way of being and of 

knowing the world (Epstein, 2009, 2012; Ortiz, 1947; Welsch, 1999). It is thus opportune 

for this study, inscribed in the historicity of the second decade of the 21st century, to 

explore the embodiment of transculturality as a transhumanistic approach (i.e., beyond 

the inherited humanistic perspective of the Enlightenment period) of cultural and social 

coadaptation and coexistence within the workplace. 

 The transcultural individual. In 1977, sociologist described the convergence of 

social conditions that favored the increasing emergence of a human phenomenon: 

A new type of person, whose orientation and view of the world profoundly 
transcends his or her indigenous culture, is developing from the complex of 
social, political, economic, and educational interactions of our time. The various 
conceptions of ‘international’, ‘transcultural’, ‘multicultural’ or ‘intercultural’ 
individual have each been used with varying degrees of explanatory or descriptive 
utility. Essentially, they all attempt to define someone whose horizons extend 
significantly beyond his or her own culture. (p. 2) 

 A few years later, sociologist Ward (1984) pointed out a rising phenomenon 

surrounding a “prototype of the citizen of the future” (as cited in Pollock & Van Reken, 

2009, p. xiii). He was referring to American children, namely third-culture kids (Pollock 

& Van Reken, 1999, 2009; Useem et al., 1962), raised and socialized around the world 

due to their parents’ professional activities. Although this human phenomenon is not new, 

the rising numbers of Americans living abroad has increased since the Second World 

War and rapidly accrued between 1990 and 2013: from 3 million to an estimated 6.8 
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million (Costanzo, 2013; Levine, 2017). Therefore, the emerging phenomenon of third-

culture kids, along with its derived concepts of multicultural identities, sense of 

belonging, human development, complex cognitive thinking, cross-cultural 

communication abilities, and chameleon-like social behaviors, have given rise to 

significant research to better understand their way of life, their perceptions of the world, 

their abilities, and their skills and competencies in contrast to an accepted conventional 

ethnocentric and monocultural perspective (Benet-Martinez, Lee, & Leu, 2006; Benet-

Martínez & Hong, 2014; Boush, 2009; Cottrell, 2006; Meneses, 2007; Morrison & 

Bordere, 2001; Stokke, 2013).  

 In time, third-culture kids were given various labels, and the category was 

enlarged to include other non-American individuals with transnational life experiences 

during their upbringing and/or professional careers: global nomads (Bonebright, 2010), 

chameleon (Blasco, 2012; Earley & Peterson, 2004), new global elite (Boush, 2009), and 

transcultural individuals or neo-nomads (Dagnino, 2015). Pros and cons of being 

bicultural, multicultural, immigrant, and expatriate have been explored from cognitive, 

competency-based, and behavioral approaches and a human development perspective 

(Benet-Martínez & Hong, 2014; Benet-Martinez et al., 2006; Brannen, Garcia, & 

Thomas, 2009).  

 In regard to practice, their cross-cultural competencies attracted attention in 

business and management practice partly due to a pressing need in the context of the peak 

of globalization during the 1990s (Featherstone & Lash, 1999). Leaders and mangers 

alike were pressured and are now increasingly expected to develop a global mindset 

(Stokke, 2013), to increase their cultural intelligence (Blasco, 2012; Earley & Peterson, 



 6

2004; Thomas et al., 2008; Tran, 2014) to adapt to global economic and business market 

competition. 

The Transcultural Paradigm  

 Regarding theory and semantics, in 1947, Polish anthropologist Bronislaw 

Malinowski supported the newly applied etymology of transculturation used by the 

Cuban anthropologist Fernando Ortiz in his ethnographic investigation about Cubans:  

Unquestionably any group of immigrants coming from Europe to America suffers 
changes in its original culture; but it also provokes a change in the mold of the 
culture that receives them. Germans, Italians, Poles, Irish, Spaniards always bring 
with them when they transmigrate to the nations of America something of their 
own culture, their own eating habits, their folk melodies, their musical taste, their 
language, customs, superstitions, ideas, and temperament. (p. x) 

 Malinowski further encouraged the use of the term transculturation in contrast to 

acculturation, which maintains a “moral connotation” of cultural hegemony between a 

dominant culture and a lesser culture. Transculturation is then designated as “a process” 

(p. x) of cultural exchange: “a process from which a new reality emerges, transformed 

and complex, a reality that is not a mechanical agglomeration of traits, nor even a mosaic, 

but a new phenomenon, original and independent” (p. xi). Cuban nationals were then 

observed as products of transculturation, as mentioned by Ortiz (1947): “The real history 

of Cuba is the history of its intermeshed transculturations” (p. 98). According to scholars 

such as Murdock (1965), Reichmuth, Rüsen, and Sarhan (2012), and Kaltmeier (2013), 

the edification and construction of every country’s invisible social structures is grounded 

in the history of world cultures and movements of populations across the planet. 

 In human and social studies, the transcultural concept has been articulated and 

employed in Europe and Canada as a paradigm designating the flow of thoughts, artistic 
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creativity, narrative, and discourse across and beyond cultural borders (Buono, 2011; 

Dagnino, 2015; Harris, 2015; Wilson, 2012). The idea of the transcultural paradigm is 

said to promote and spur humanity toward social harmony by way of individual 

experiential and transformational learning. This world perception and way of 

experiencing life appears to lead towards individual empowerment and emancipation. 

According to philosopher Mikhail Epstein (2012), “The transcultural is the next step in 

the ongoing human quest for freedom, in this case the liberation from the prison-house of 

language and a variety of artificial, self-imposed, and self-deifying cultural identities” 

(p. 60). In other words, the transcultural process aims at emancipating one from his or her 

initial cultural habitus, to go beyond, to transcend one’s primary or inborn naturalized 

culture (Epstein, 2012, p. 61) in order to connect, to experience human life with the other 

in absence of cultural hegemony. 

 The idea of the transcultural. In this dissertation transculturalityt is a 

characteristic or a sum of traits relating to being a transcultural individual, such as an 

ability to see the world in a way to relate to the other with limited prejudicial thinking 

(Graen, Hui, Wakabayashi, & Wang, 1997). A transcultural individual is defined by 

scholars Graen, Hui and Gu (2004) as “a person who can transcend one’s own culture to 

understand and see the merits of another culture” (p. 233). Graen and colleagues (1997) 

used the term to denote those who are able to transcend different cultures and help bring 

people of different cultural backgrounds together. 

 While organizations and social systems increasingly struggle with cross-cultural, 

intercultural, and multicultural human issues, concepts like cultural intelligence, cultural 

awareness, and cultural sensitivity (Ang & Van Dyne, 2008; Earley & Ang, 2003; Plum, 
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2008; Thomas & Inkson, 2003) are inserted into professional trainings. Consequently, 

when it comes to seeking cross-cultural competencies and communication skills and 

abilities, transcultural individuals appear to be the ideal candidates to bridge cultural 

gaps, to work through paradoxical and complex issues, and to notably live in continuous 

change (Benet-Martinez et al., 2006; Benet-Martínez & Hong, 2014; Brannen et al., 

2009). Their open-mindedness and receptiveness to the other is in part due to their 

capacity to not feel a need to cling to claims of cultural identity but rather to share an 

experience of life that brings individuals together. In such aspect resides the humanistic 

perspective of thethe transcultural individual. 

A Humanistic Philosophical Stance 

 This dissertation study calls for adopting a humanistic perspective, consisting of 

returning the individual to the center of the stage of human activities and specifically in 

the workplace. This means considering the individual as an end rather than as a means. 

Western individuals became citizens by imagining and fighting for civil rights in the 18th 

century, for political rights in the 19th century, and for social rights in the 20th century 

(Croucher, 2004; Palmer et al., 2004). As much as diversity has emerged in the 

workplace, emancipated individuals of the 21st century may grow out of their cultural 

heritage to create their own. “Among the many freedoms proclaimed as inalienable rights 

of the individual, there emerges yet another freedom that is probably the most precious 

one, though so far most neglected—the freedom from one’s own culture, in which one 

was born and educated” (Epstein, 2009b, p. 330). 
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Problem Statement 

 Culture is an old concept and remains at the heart of human conflicts (e.g. human 

couples, tribes and communities, religious wars),misunderstandings (Hall, 1976; 

Huntington, 1997; Lévi-Strauss, 1955, 1962, 1983, 1995; Raymonde 1988), and more 

recently within the domain of global leadership (Mendenhall et al., 2018). Whether in 

organizational contexts, where developing cultural competencies remains key (Cseh, 

Davis, & Khilji, 2013), or in universities with students experiencing the life of sojourners 

(Adler, 1975,1977; Akli, 2013), individuals encounter challenges related to cross-cultural 

adaptations and communications via cross-cultural adjustment stress (Weaver, 1993), 

which impairs their functioning and effectiveness. How to go about negotiating and 

navigating cultural differences remains a human and individual action. Culture in general 

has been at the heart of diplomatic misunderstandings and is sometimes perceived as an 

irrational force (Hall, 1976, p. 187). Today, cultural understandings and integration of 

multiple cultures remain a mystifying phenomenon for the individual (Connolly, 2016; 

Dagnino, 2015; D’Andrea, 2006; Eakin, 1999), the workplace (Devine & Syrett, 2014; 

Mendenhall et al., 2017), and human societies at large (Crozier & Friedberg, 1980; 

Cuche, 2010; Demorgon, 2010). Edgar Schein (2010) pointed out, “It is not all clear how 

cultural insight and mutual understanding can be achieved in multicultural settings, 

groups, and organizations when several national and occupational macro cultures are 

involved” (p. 385). While organizations seek new management models to facilitate the 

functioning and effectiveness of glabal teams (Maznevski & Chui, 2017, p.275), 

organizations still underutilize readily available foreign talent (Black & Morrison, 2014, 

p.220). 
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 The capacities to adapt and to change have become more than just key skills for 

individuals and abilities for private organizations to interact harmoniously across cultures 

and to remain efficient and competitive (Senge, 2003, 2006). In Managing Cultural 

Differences (2011), authors Moran, Harris, and Moran pointed out the importance of the 

“profound change” taking place in Western culture and how the phenomenon has 

pervasively entered the “workplaces of free market economies” (p. 240). According to 

the authors, “global leaders” need to acquire “transcultural insights and skills” in order 

for them “to be comfortable with changing cultural diversity and dissonance” (p. 240). 

For the authors, changing times can be met by transcending one’s “perceptions,” one’s 

“own culture,” and one’s personal “mindset” (p. 240). Adding to this difficulty is the 

shortened lifecycles of “business models and paradigms” (Bochman & Kroth, 2010, p. 

329). Leaders remain preoccupied with finding the right chemistry between change and 

continuity. Warren Bennis (2009), leadership expert, exposed the existing cognitive 

dissonance within leaders: “Richard Schubert, then CEO of the American Red Cross, told 

me, ‘I’m constantly torn between the obvious need to support the existing structure and 

the equally obvious need to change it’” (p. 97).  

 According to both Argyris and Schön (1996) theory of action and Kegan and 

Lahey’s (2001a, 2001b, 2009) theory of immunity to change, one of the prerequisites for 

organizational change to take place is to address change at the individual level (Bochman 

& Kroth, 2010). Human resource management, as a subfield of organizational change, is 

driven by pragmatic needs related to efficacy and to efficiency (Gallos, 2006). In the 

humanistic approach to learning in the workplace, rooted in such seminal theorists as 

Chris Argyris (1962) and Abraham Maslow (1954), “the human resource frame . . . 
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captures the symbiotic relationship between individuals and organizations: individuals 

need opportunities to express their talents and skills; organizations need human energy 

and contribution to fuel their efforts” (Gallos, 2006, p. 346). 

 Current trends in human resource research indicate that learning and training 

remain strong domains of interest (Ghosh, Kim, Kim, & Callahan, 2014; Watkins & 

Marsick, 2014). In regard to cross-cultural training and interventions, addressing internal 

and external cultural diversity, as related to communication and management 

environments, means dedicating and deploying the appropriate resources (i.e., human and 

financial capital) to address cultural awareness, cognitive thinking and behavior, 

language acquisition, country-specific socioeconomic and political history, working 

conditions, and social habitus (Landis, Bennett, & Bennett, 2004; Larson, Ott, & Miles, 

2010; Littrell & Salas, 2005).  

 In the 1990s and early 2000s, the widely explored phenomenon of globalization 

called for a better understanding of cross-cultural human dynamics and led to academic 

researchers seeking immediate answers, rationales, frameworks, and models (Black & 

Mendenhall, 1991; Scandura & Dorfman, 2004; Weaver, 1993; Wilson, 1996). The 

Western pragmatic paradigm of a fix-it approach, combined with a positivist view of the 

world and its need to predict, to anticipate, and to generalize successful human 

interaction scenarios, focused on providing immediately applicable solutions (Nielsen, 

2012). Positivistic research identified layers of cultural dimensions and individual skills 

and competencies underlying cross-cultural communications (Black & Mendenhall, 

1991; Hofstede, 1991; Hofstede, Hofstede, & Minkov, 2010; House, 2004). Today, 

cultural intelligence (Ang & Van Dyne, 2008) has emerged as a form of intelligence to 
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attune cultural awareness trainings and to meet multiple outcomes for both the individual 

and the organization: a successful expatriate experience, harmonious cross-cultural 

management communication, and business negotiations (Andresen & Margenfeld, 2015). 

 As mentioned by Shaffer and Miller (2008), expatriation can be a very costly 

challenge for both the individual and the organization:  

The cost for an expatriate in a four-year assignment in a host country can be as 
high as U.S. $2 million (Klaff, 2002; O’Connor, 2002). The common failure rate 
(the rate of early return) of expatriates is up to 40 percent for assignments to 
developed countries, and 70 percent when the assignment is in an underdeveloped 
country (Andreason, 2003). (p. 108) 

Unfortunately, outsourced professional trainings and coaching interventions are not 

sufficient or effective enough to address issues derived from cross-cultural life 

experiences (Adler, 1977; Graen, 2006; Harrison, 1994; Kozub, 2013; Larson et al., 

2010). Empirical research on training outcomes (Chapman, Martin, & Smith, 2014; 

Harrison, 1994; Kozub, 2013) and the costs of expatriate failures as well as painful 

changes in the complex world of organizational culture (Ehrhart, Schneider, & Macey, 

2014; Sackman, 1997) indicate that there is room for exploration of alternative paths with 

a humanistic lens.  

 The fields of literary studies (e.g., comparative literature) and philosophy and 

practice domains such as education, counseling, and nursing developed a strong interest 

in transcultural theory early on in the globalization phenomenon (Mulholand, 1994). In 

the rapport between cultural change and the social idea of diversity, Benessaieh (2010) 

pointed out that “transculturality is a concept that captures some of the living traits of 

cultural change as highly diverse contemporary societies become globalized” (p. 11). 

While thisis concept of transculturality, here defined by Benessaieh (2010), remains 
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surprisingly absent from the organizational change and human resource development 

fields, Dave O. Ulrich (1997) reminded us that one task and responsibility of human 

resource managers is to be a continuously active agent of change: “HR professionals 

dealing with cultural change need to be both cultural guardians of the past and architects 

of the new cultures” (p. 47). “Management of change” accounted for 41.2% of their tasks 

in 1995 (Ulrich, Brockbank, Yeung, & Lake, 1995, p. 482).  

 Studies on transcultural individuals, like adult third-culture kids or biculturals, 

have empirically exposed their specific competencies and skills in managerial and 

leadership positions (Lam & Selmer, 2004; Stokke, 2013). Apparently, individuals who 

have grown up among multiple countries carry the seed of the “global mindset” so 

desired in multinational organizations (Cseh et al., 2013; Caliguiri & Tarique, 2012). 

Nonetheless, we are reminded by Arianna Dagnino (2015), researcher in transcultural 

narratives, that 

It is not sufficient to have lived in many countries to acquire a neonomadic 
penchant; it all depends on one’s disposition towards a certain errant status, a 
certain way of interacting with other people, other cultures, other mental 
geographies. (p. 112) 

 Dagnino reminded us that traveling or spending a few years abroad, like 

sojourners and expatriates, does not make one a transcultural. To become a transcultural 

individual requires one to go through a thorough critical self-reflective process. 

Therefore, life experiences are at the core of this explorative inquiry, as they contribute to 

the individual’s becoming and particularly in the context of the workplace. 

Organizational development practitioner Nielsen (2012) emphasized the need to shed 

light on subjective phenomena and life experiences: 
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The philosophical humanistic underpinnings of OD [organizational development], 
such as emphasis on self-awareness, communication, authenticity, inclusion, and 
collaboration bring a perspective into the workplace that enriches lives and serves 
to counter-balance the profit-centered approach of the modern economy. (p. 43) 

Transcultural individuals may bring a unique life experience that could serve an 

organization’s goals and mission in today’s context of globalization. 

 Hence, from external cultural forces to strategic organizational and business 

changes, the international workplace environment requires individuals free of prejudicial 

thinking and capable of handling complex, opposite views as well as demonstrating a 

high level of flexibility and adaptability. The exploration of the transcultural process as a 

lived, digested, and internalized experience of life may offer unforeseen or overlooked 

insights from previous research in practice and enhance the effectiveness and efficiency 

of interpersonal interactions in the workplace. Moreover, the existence of a transcultural 

life experience and worldview leads to questioning the current approach in practice, 

whereby such cross-cultural life experiences can be reproduced and transferred in 

classrooms or online cross-cultural trainings with durable effects.  

Purpose of Study 

 The current sociopolitical and economic contexts of humanity are driving forces 

behind the exploration of the idea of the transcultural process as a moderating path 

toward harmonious change in the workplace. In light of existent human development 

research, which relates learning theories to individual change (Clark, Merriam, & 

Sandlin, 2011; Hoare, 2011; Merriam, Caffarella, & Baumgartner, 2007), the purpose of 

this dissertation study was to explore, with a humanistic lens, the idea of transcultural 

individuals as agents of change and/or leaders of change in the workplace.  
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 To achieve such a purpose, this study imported the transcultural concept from 

other academic fields such as the humanities (e.g., comparative transcultural literature 

studies) and explored by such authors as Dagnino (2015), Epstein (2012), Benessaieh 

(2010), and combined it with a contemporary humanistic perspective (Zhang, 2016) to 

contribute to a closer connection between organizational and human resource 

development and the social sciences. This dissertation explored the transcultural concept, 

which is described in the literature as being a human development lifelong process 

(Adler, 1977; Benessaieh, 2010; Benet-Martínez & Hong, 2014; Cottrell, 2006; Dagnino, 

2015; Epstein, 2009; Graen & Hui, 1996; Pollock & Van Reken, 2001, 2009; Spariosu & 

Rusen, 2012; Welsch, 1999). 

 Even though technological progress, with its “high globalization” period during 

the 1990s (Appadurai, 2006, p. 2), and the pervasiveness of mobile communication may 

seem to unify humankind, individuals remain geographically situated in sociocultural 

settings. Individuals still ask themselves existential questions, once explored by pre-

Hellenistic thinkers and ancient Greek philosophers, as to who they are, how they want to 

live, and how to relate to the “Other” (Antweiler, 2012; Dagnino, 2015; Epstein, 2012; 

Zhang, 2016; Reichmuth et al., 2012; Spariosu & Rusen, 2012). European and Canadian 

scholars (including Cuche, 2010; Demorgon, 2010; Fistetti, 2009; Purnell, 2013) are 

indicating the need to innovate Western socioeconomic models by addressing such 

concepts as the complexity of intercultural relations (Demorgon, 2010), multiculturalism 

(Bock-Côté, 2016; Fistetti, 2009), the idea of plurality of cultures, collective identities 

(Ollivier, 2009), and “transculturality” (Benessaieh, 2010; Lamore, 1987; Welsch, 1999).  
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Research Questions 

 To be a transcultural individual, as a human phenomenon, once considered 

exceptional, has outgrown geographic localities and social strata across human societies 

(Brislin, 1977). Transcultural narratives (Dagnino, 2015) and the arts and urban 

architecture (Foster, 1999, 2011) testify, throughout the history of humankind, of 

transcultural individuals as role models and agents of change in their own environment 

(Epstein, 2009, 2012; Ortiz, 1947). Therefore, in an era of mondialisation (Nancy, 

2002),1 whereby sociocultural forces have gone global and are omnipresent, the 

transcultural phenomenon is worth exploring to seek directions in the context of 

complexified and diversified human societies.  

 This dissertation study focused on the individual and thus explored the 

transcultural life experience. It looked at the transcultural process and how it is 

experienced by the individual from within through an interpretation of the world. The 

study also examined the emergence of certain predispositions in fulfilling the role of an 

agent of change in the workplace. There was one overarching research question:  

RQ: How are transcultural individuals agents of change in the workplace?  

To answer this question, two subsequent questions were addressed: 

1. In what capacities does a transcultural individual reflect a particular way of 

knowing the world and of being in the world? 

2. If at all, how does a transcultural individual contribute to change in the 

workplace? 

                                                 
1 Jean-Luc Nancy used the French term mondialisation to emphasize specifically the spread and 
influences of socially and culturally charged forces rather than the general terminology of 
globalization.  
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 The underlying assumption was that transcultural individuals exist and can be 

defined in contrast to nonnomadic individuals (Dagnino, 2015)—in other words, in 

contrast to a conventional, traditionally monocultural (Lyttle, Barker, & Cornwell, 2011) 

and layman perspective, which is generally anchored in a singly identified dominating 

cultural space. A premise, derived from the literature, is that certain transcultural 

individuals display inherently favorable social cross-cultural skills, cognitive abilities, 

and interindividual2 communication competencies, to induce, to accompany, to facilitate, 

and to accommodate change initiatives and their implementation in the workplace.  

Potential Significance 

 From this innovative transdisciplinary (Piaget, 1972) exploration of the 

transcultural individual redefined, the practical outcomes and applications include, but 

are not limited to, informing the field of human resource development at large and 

specifically international organizations. Garavan and Carbery (2012, p. 131) outlined the 

need for more research in multinational corporations due to a complexified context and 

little insight on the training and development of a global workforce. Therefore, this 

dissertation study explores a thorough understanding of transcultural individuals who 

constitute an invisible human resource. Possible roles and functions within the workplace 

and society may be derived from transcultural individuals’ experiential learning taking 

place during their transcultural process. Revealing outcomes of the transcultural 

experiential learning could benefit both the individual’s personal growth in the workplace 

                                                 
2 Meaning between individuals in contrast to individual-environment interactions. 
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and the organization by better usage of hidden talent for greater organizational 

effectiveness and competitiveness.  

 In the context of global organizational development strategies, Schein (2010) 

referred to the need to identify individuals with the “education or experience” (p. 386) 

that can foster trustful cross-cultural “working relationships” (p. 386); the transcultural 

individual may contribute a piece to this puzzle. This study can thus find its place in the 

organizational change area. According to organizational development’s “four-

dimensional approach” presented by Gallos (2006, p. 344), this study contributes to the 

human resource “frame” (Bolman & Deal, 2003) or “family” (Gallos, 2006, p. 345) by 

casting a humanistic light on these individuals’ specific talents in relation to their ways of 

knowing and being in the world. 

 For the purpose of this study, the role of the agent of change or change agent was 

explored, as it resonates with the skills, abilities, and competencies identified by 

sociopsychology in multiculturalism (Benet-Martinez & Hong, 2014) and in cross-

cultural management and leadership (Bird & Mendenhall, 2016; Brannen & Thomas, 

2010; Graen, 2006; Graen & Hui, 1996; Huff, Lee, & Hong, 2017; Scandura & Dorfman, 

2004; Tarique & Weisbord, 2013). Since culture is a dynamic process in continuous 

change (Kuhn, 2013; Wyer, Chiu, & Hong, 2009), exploring the transcultural life 

experience opens a door to an assumption that individuals’ talents, developed during the 

transcultural process, can serve the organization in other ways than just bridging cross-

cultural communication gaps and can contribute to the individual’s growth. 

 This philosophical humanistic underpinning of the transcultural process, which 

emphasizes certain sociopsychological variables included in rapport with others, such as 
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self-awareness, authenticity, coexistence, communication, collaboration, coadaptation, 

emancipation, empowerment, and others (Hoare, 2011), helps bring the organization’s 

focus back on the individual as an end rather than as a means. A humanistic approach 

counterbalances the profit-centered approach, whose excess has historically and 

theoretically demonstrated its detrimental socioeconomic impacts (Piketty, 2013). 

 Underlying this dissertation study was a transnational approach to scholarly 

research and thinking. As pointed out by scholar Edward Said (1993):  

The history of all cultures is the history of cultural borrowings. Cultures are not 
impermeable; just as Western science borrowed from the Arabs, they had 
borrowed from India and Greece. Culture is never just a matter of ownership, of 
borrowing and lending with absolute debtors and creditors, but rather of 
appropriations, common experiences and interdependencies of all kinds among 
different cultures. This is a universal norm. (p. 261) 

 Therefore, this study echoes researchers Clark, Merriam, and Sandlin (2011) in 

their invitation “to engage these shifting narratives of adult development and learning, 

and to construct new and changing understandings of who we are and who we can 

become in this diverse, fluid, and uncertain world” (p. 35), by making apparent the 

usefulness of the transcultural way of thinking, knowing, and being within the workplace. 

 From a purely theoretical perspective, this study also contributes to advancing the 

transcultural concept toward a tipping point (Volckmann, 2010), whereby numerous 

scholars, researchers, practitioners, and education specialists will adopt the transcultural 

perspective in their research and thus contribute to a momentum, which will make it a 

seminal conceptual reference or framework in the field of human and social sciences.  
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Theoretical Foundation 

 Following methodologist Joseph Maxwell’s reflections about “conceptual 

framework” (2013, p. 40) and theory building, this dissertation study stemmed initially 

from personal observations, readings, and lived experiences in the workplace. This 

dissertation was built on a “tentative theory” (Maxwell, 2013, p. 39) of the phenomenon 

of the transcultural individual, to investigate a possible relationship with an 

organizational role as an agent of change in the workplace. This dissertation study 

therefore relied on four constructs transposed and situated in the workplace environment: 

the transcultural individual, experiential learning theory, the agent of change, and the 

humanistic doctrine. After discussing these and presenting the conceptual framework, the 

section reviews the underlying theories: transcultural theory, agent of change role theory, 

experiential learning theory, and a humanistic lens. 

Constructs of the Workplace Environment 

 The transcultural individual. The concept emerges from cultural anthropology 

(Ortiz, 1947) and transcultural comparative literature studies by way of narratives, 

portraits, deep social descriptions, and discourse of life experiences. The transcultural 

individual is depicted as eclectic, knowledgeable, creative, free of prejudiced thinking, 

worldly, multilingual, and colorful (Dagnino, 2015; Epstein, 2009, 2012). A way of 

knowing and learning as well as a way of being are exposed by sociopsychology’s 

empirical research literature in relation to identity formation (Benet-Martínez & Hong, 

2014; Benet-Martinez et al., 2006; Demuch & Keller, 2011) and adult learning and 

human development (Clark et al., 2011). 
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 Experiential learning theory. Kolb’s (1984) experiential learning theory, which 

relates to the individual’s constructive and transformational development, is defined as 

“the process whereby knowledge is created through the transformation of experience. 

Knowledge results from the combination of grasping and transforming experience” 

(p. 41). Dewey’s pragmatism, Lewin’s sociopsychology, and Piaget’s cognitive approach 

converge to offer a holistic learning model. When experience is allied with “reflective 

practice” (Beard & Wilson, 2006, p. 242) and “critical reflection” (Clark et al., 2011, 

p. 20), a transformational learning (Mezirow, 1981, 1990, 1991, 2000) takes place. The 

transformation has been observed to take place when the core cognitive structures, and 

their constructive assumptions, have been both revisited and revised: “specific 

assumptions about oneself and others until the very structure of assumptions becomes 

transformed” (Mezirow, 1981, p. 8). 

 The agent of change. The role of the agent of change, also referred to as the 

change agent, has evolved across the historicity of the socio-organizational change 

domain (including Carter, Sullivan, Goldsmith, Ulrich, & Smallwood, 2013; Ulrich, 

1997; Ulrich, Brockbank, Johnson, Sandholtz, & Younger, 2008) “role” (Blaikie, 2010; 

Katz & Kahn, 1978; Murthy, 2007) in the workplace. Such a functionalist role includes 

today the purpose of clarifying conflicting perspectives and opening new paths (e.g., 

creative solutions) to solving complex, ambiguous organizational strategic problems and 

human issues (Carter et al., 2013). 

 The humanistic doctrine. Such a philosophical and ontological doctrine 

(Todorov, 1998, p. 331) favors the exploration of the transcultural process as a human 

phenomenon requiring a holistic lens.  
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 Figure 1.1 offers a concept map, drawing implicit relations (Maxwell, 2013, p. 54) 

between the theories that inspire and support this dissertation study. To facilitate the 

reading of this visual, the reader is encouraged to first notice the relations emphasized by 

the long arrows and then to proceed to the relations depicted by the short two-way 

arrows. 

 

 

Figure 1.1. Conceptual map of the theoretical framework. To facilitate an order of reading, one 
may consider the following: the humanistic lens associates primarily with ontology and a holistic 
worldview, and secondarily with a way of being and a way of thinking/epistemology. The 
transcultural construct associates primarily with way of being and a way of thinking/ 
epistemology, and secondarily with ontology and holistic worldview. The dissertation study 
focused on the individual situated in society and in the workplace, which influence each other. 
 

 
 The originality of this study stems from an unprecedented theoretical relationship 

between the transcultural process, as a lifelong learning experience involved in human 

development, and an organizational role such as an agent of change in a workplace. As 

methodologist scholar Maxwell (2013) pointed out, some of  

the most productive conceptual frameworks are often those that bring in ideas 
from outside the traditionally defined field of your study, or that integrate 
different approaches, lines of investigation, or theories that no one had previously 
connected. (p. 40) 



 23

Hence, the idea of transposing the transcultural concept from cultural anthropology and 

transcultural comparative literature to organizational development and change is 

informed by a transdisciplinary approach: 

Central to the notion of transculturality is the heightened interdisciplinary 
landscape in which many authors work. Far from constituting a concept exclusive 
to one field of study it is a flexible concept used for a range of purposes by a great 
array of disciplines, including psychiatry, nursing, communications, business and 
management studies, urban design, visual arts, ethnomusicology, international 
relations, anthropology, literature, philosophy and sociology. (Benessaieh, 2010, 
pp. 20-21) 

Inspired by this quote, the theories and concepts involved in the visual framework 

connect as described in the following sections. 

Transcultural Theory 

 Transculturality draws from a multi- and interdisciplinary approach grounded in 

empirical research, which explores the transcultural life experience and social phenomena 

combined. Both practice and academic fields use transcultural theory: health care 

(Milhouse, Asante, & Nwosu, 2001; Purnell, 2013), marketing (Tharp, 2014), counseling 

(McDonald, 2010), sociopsychology (Benet-Martínez & Hong, 2014), comparative 

literature (Bond & Rapson, 2014; Dagnino, 2015), sociology (Demorgon, 2010; Ollivier, 

2009), cultural anthropology (Ortiz, 1947; Tylor, 1958), and philosophy (Epstein, 1995, 

1999, 2009). Finally, a point is to be made about the necessity to call for the resurgence 

of sociology’s approach in relating human subjective interpretation of the world and 

social action, as did one of the founding fathers of sociology, Max Weber (Calhoun, 

2002; Calhoun, Gerteis, Moody, Pfaff, & Virk, 2012; Weber & Shils, 1969) and in line 

with a more recent perspective: symbolic interactionism, instigated by George Herbert 
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Mead (Mead & Morris, 1967) and Herbert Blumer (1998). Their contribution to this 

dissertation is further explored in the methodology section (chapter 3). 

 According to authors Berry and Epstein (1999), who engaged in “transcultural 

experiments” over two decades between 1982 until 1998, “transcultural models offer 

strategies for the invention of positive alternatives to the legacies of cultural antagonism 

and domination that have pervaded both Western and second world cultures” (p. 3). 

While antagonism generally refers to a dualistic or polarized mode of thinking like 

either/or, Demorgon (2010) emphasized the importance of developing, today, a capacity 

to work through antagonistic thinking as a mean to regulate and to refine and adjust one’s 

perspective towards a complementary and alternative approach for the betterment of 

human societies.  

 The transcultural individual (Dagnino, 2015) has a narrative and discourse that 

can be perceived or interpreted as the successful embodiment of “cultural transfer,” 

which reflects the multidirectional process of cultural exchange and multidimensional 

cultural influences (Feuchter, Hoffmann, & Yun, 2011). In other words, the transcultural 

individual internalizes different cultural meanings, including ones derived from emotion 

and affect, and associates them with cultural elements of various origins (Gin et al., 

2014). The transcultural framework defines a cultural space mix in which the 

transcultural individual experiences life (Epstein, 2010).  

 For the purpose of this dissertation study, transcultural theory refers to one’s 

openness and flexibility in shifting worldviews to maintain harmonious social 

relationships and dynamic interactions by way of coadaptation and coexistence. This 

process implies a “mutual involvement” (Epstein, 1999, 2009) of one’s cognitive process, 
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behaviors, emotions, and actions (Cheng, Lee, Benet-Martinez, & Huynh, 2014, pp. 276-

299). 

Agent of Change Role Theory 

 Business scholar Dave Ulrich (1997) explored the role of the change agent 

through the lens of human resource managers. He found that a change agent in human 

societies conveys new ideas, perceptions, thoughts, and cognitive schemas, while in the 

workplace he or she may be a leader and manager in initiating, mediating, and channeling 

change. Adding to the list of competencies, today’s mondialisation (Nancy, 2002) 

emphasizes the need for human resource departments and human resource managers to 

grasp a global understanding and how that affects change management (Lawler & 

Boudreau, 2015). Ulrich et al. (2008) also referred to human resource managers as being 

“stewards of culture,” who “coach managers in how their actions reflect and drive 

culture” (p. 80). The “change champion” (Carter et al., 2013) helps maintain clarity and 

meaningful work (Chalofsky, 2010) during an organization’s transitional phases. 

Empirical research in the workplace has established a direct relationship between cultural 

assumptions, subjective interpretations of the world in relation to espoused values and 

beliefs (Schein, 2010), and derived outcomes in employee behavior, action, creativity, 

well-being, and individual growth (Chalofsky, Rocco, & Morris, 2014; Graen & Hui, 

1996; Taras, Rowney, & Steel, 2013).  

 Although the idea of “change champion” has always existed in organizations 

(Carter et al., 2013, p. 518), this era of continuous change requires adaptability, 

flexibility, and a capacity to work through unprecedented complexity and to make sense 
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of chaos in order to create and implement innovative solutions (Ulrich, 1997; Ulrich et 

al., 2008). 

Learning from Experience  

 This dissertation study resonates with some of the major theoretical contributors 

who emphasized life experience and life events at the core of their perspectives about 

human learning and personal growth: Dewey (1938), with his philosophy of education; 

Knowles (1980, 1984), with andragogy as a specific approach to adult learning; Vygotsky 

(1987) and the idea that practices “shape the mind” (p. 39); Mezirow (1981, 1990, 1991, 

2000), who exposed a continuity between “formative learning in childhood” and 

“transformative learning in adulthood” (p. 3) as an outcome of “reflection” and 

“transformed meaning perspectives” (p. 6); Kolb’s (1984) experiential learning cycle, 

which emphasizes a process in the learner; and Jarvis’s (2006) definition of “human 

learning” as a holistic and lifelong process (p. 13). It can thus be safely said that life 

events are a key source of tacit and explicit knowledge (Polanyi, 1966) to be later 

recalled, transposed, and applied in daily human activities and social action. Interestingly, 

according to empirical research about various types of transcultural individuals (e.g., 

biculturals, adult third-culture kids, immigrants), a positive correlation emerged between 

a life experience across cultures and aspects of psychological capital, of which resilience 

and optimism are factors of personal growth (Benet-Martínez & Hong, 2014; Dagnino, 

2015; Kelly & Meyers, 1999). 

 If learning is a lifelong and “life-wide” process (Jarvis, 2007, p. 138), both at the 

individual and collective level (Jarvis, 2006), which provides a continuous source for 

growth and maturity (Hoare, 2012), then sociocultural life experience is at the heart of a 
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lifelong and life-wide transcultural process (Adler, 1977; Benessaieh, 2010; Benet-

Martinez & Hong, 2014; Benet-Martinez et al., 2006; Dagnino, 2015; Epstein, 2009; 

Epstein & Klyukanov, 2012; Graen & Hui, 1996).  

Humanistic Lens 

 The humanist worldview is a recognized philosophical doctrine (Revel, 2013; 

Russell, 1945; Todorov, 1998), which has not only contributed to the history of ideas by 

offering a new path to constructing knowledge but has also given its name to a subfield of 

psychology in the 20th century: humanistic psychology. This subfield includes such 

foundational scholars as Rollo May, Victor Frankl, Erich Fromm, Carl Rogers, and 

Abraham Maslow. More recently, humanistic inquiry has become a method for empirical 

research in business and marketing (Damgaard, Freytag, & Darmer, 2000), offering an 

alternative orientation to the positivist stance in the exploration of human and social 

phenomena (see Table 2.1 for a comparative from Hirschman, 1986). While the 

humanistic approach is generally perceived as being a Eurocentric perspective, it is also 

very present in other parts of the world, such as in Arabic thinking (Badawi, 1956; 

Reichmuth et al., 2012). 

 In practice, the humanistic approach was for a time perceived as an obstacle to 

organizational effectiveness due to “deleterious effects of rigid adherence to humanistic 

values” (Bradford & Burke, 2006, p. 849). Today, the humanist paradigm resonates with 

the human resource development field, as it brings emphasis on the individual’s “inner 

growth that is realized through the interaction of self, context, and life experiences. The 

growth can become transformational in that it empowers individuals to take an active and 

creative role in shaping the world” (Chalofsky et al., 2014, p. xlv). 
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Furthermore, humanistic perspectives strongly influenced adult learning by 

contributing to personal development and growth theories with such concepts as self-

agency, self-authorizing, and self-empowerment. As emphasized by Eriksonian specialist 

and scholar Carole Hoare (2011): “It is impossible to underestimate the impact of 

humanistic psychology on the theory and practice of adult education” (p. 19). 

Initially an intellectual development and movement, humanistic thinking evolved 

from opening a path on learning about the world and how to live and interact with it, to 

becoming a method of reflection on the essence of things and to explore existential 

thoughts (Revel, 2013; Russell, 1945). Humanism led to a new attitude toward a way of 

knowing the world. It encouraged and nurtured the emergence of a wider multiplicity of 

worldviews (e.g., Montesquieu, 1721), which accompanied “the growth of the 

individual’s self-awareness and the development of objective observation” (Dilthey, 

1991, p. 189). Furthermore, the seminal phenomenologist Dilthey highlighted the 

metaphysical aspects of humanistic consciousness when he pointed out the Italian 

Renaissance idea of “self-certainty of inner experience” (p. 189). Therefore, whether a 

philosophical doctrine, a worldview, or a psychological approach, the value-laden 

concept of humanism aims at empowering individuals, improving their conditions of life, 

and contributing to their emancipation. 

Summary of the Methodology 

Researcher’s Stance 

 Bricoleur. According to Creswell’s definitions of philosophical assumptions and 

interpretative frameworks (2013, pp. 18-28), this dissertation study was grounded in a 

humanistic ontology (Hoare, 2011, pp. 18-20; Revel, 2013, pp. 609-658) and 
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transcultural epistemology (Dagnino, 2015; Epstein, 2009, 2012). This research relied “as 

much as possible on the participants” (Creswell, 2012, p. 24). Hence, I collected the 

participant’s recollection of a life history and descriptions of roles experienced in relation 

to change in the workplace. Therefore, the making of meaning not only took place during 

the interindividual intersubjective3 interaction process but was also situated in the 

individual’s mind. Since this study constituted an initial stage of research, I considered 

myself a bricoleur (Denzin & Lincoln, 1994, 2000; Lévi-Strauss, 1962) and thus engaged 

in qualitative research (Swanson & Holton, 2005, p. 235).  

 Socioconstructivist. Some phenomena cannot be studied outside of their social 

and cultural context and environment, according to sociologist Raymond Boudon (1990). 

The transcultural individual is one of them. Therefore, following Creswell’s 

recommendations, a social constructivist framework was adopted “to make sense” 

(Creswell, 2013, 2014) and to understand transcultural phenomenon. The “social 

constructivist” worldview (Ackermann, 2001; Creswell, 2014, pp. 8-9) adopted here was 

based on Crotty’s (1998) assumptions, as stated by Creswell (2014):  

• “Human beings construct meanings as they engage with the world they are 

interpreting” (p. 9). 

• “Humans engage with their world and make sense of it based on their historical 

and social perspectives—we are all born into a world of meaning bestowed upon 

us by our culture” (p. 9). In this last instance, this dissertation study defied the 

singular in culture.  

                                                 
3 Each individual’s subjectivity meets during communication, and thus the interaction occurs in 
the dimension of their intersection. Symbolism carries sociocultural meaning for individuals to 
communicate and understand each other. 
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• “The basic generation of meaning is always social, arising in and out of 

interaction with a human community” (p. 9). 

 Within the socioconstructivist framework, a specific method relating to symbolic 

interactionism, whereby “human interaction is mediated by the use of symbols” (Blumer, 

1969, p. 79), appeared relevant since individuals give meaning and interpret social 

symbols by way of social interactions (Blumer, 1969; Mead & Morris, 1967). The 

axiological assumption is thus driven by the researcher’s own interpretation, using both 

inductive and deductive reasoning (Swanson & Holton, 2005, p. 238), in conjunction 

with the participants’ own worldviews expressed in the interviews and artifacts when 

relevant. Since the transcultural phenomenon is understood and recognized in academic 

literature as a process providing individuals with hidden personal interpretations and 

understanding of the world, and experienced by a limited number of individuals (Epstein, 

2009, 2012; Graen & Hui, 1999; Welsch, 1999), the individuals are difficult to find and 

identify per se. Hence, this research opted to study a small sample of transcultural 

individuals as an initial study. In terms of an ethical stance, I positioned myself as an 

individual who “speaks with” and “to others” as opposed to “speaking for others” 

(Milhouse et al., 2001, p. 289), which underlines the interindividual interactions. 

Data Collection Methods 

 Four methods were used to collect qualitative data: remote interview forms such 

as e-mail (Ratislavová & Ratislav, 2014), telephone (King & Horrocks, 2010), video-

conferencing (Janghorban, Roudsari, & Taghipour, 2014), and live face-to-face or one-

on-one interviews (Blaikie, 2010; Creswell, 2013, 2014; Maxwell, 2013; Merriam, 2009; 

Seidman, 2013). The preferred method here was live one-on-one in-depth semistructured 
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interviews (Creswell, 2013; Seidman, 2013). I initially wished to follow Seidman’s 

(2013) three-interview series, with the first focused on the participant’s background and 

life history, the second on details of lived experiences, and the third on reflecting on the 

meaning given to the experience. In reality, an adapted version was applied with two 

interviews and a follow-up phone call and/or e-mail exchange. These alternative modes 

of collecting data had advantages in regard to time and place constraints (King & 

Horrocks, 2010). Such alternatives offered the opportunity of maintaining a 

communication link with the participants for afterthought details and specifics that might 

have been left out at the time of the interviews (Creswell, 2013; King & Horrocks, 2010; 

Merriam, 2009). 

Data Analysis 

 Interview transcripts served as the main source of data for analysis. An optional 

source was an artifact contributed by the participants as a symbolic expression and 

representation of their transcultural life experience. The participant was asked to give an 

interpretation of the artifact in order to clarify its meaning for him or her. The common 

denominator among participants that was focused upon was the experiencingexperiencing 

of life through the integration of multiple sociocultural experiences that informed their 

transcultural worldview. Data were coded using labels, descriptions, and definitions 

(Swanson & Holton, 2005, p. 241). Since different interviews can produce different data, 

the same questions were provided to the participants. 
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Trustworthiness 

 The interview transcripts were reviewed by participants; if artifacts were 

provided, an interpretive description from the participant was integrated. I incorporated 

the following steps during the data collection and analysis process: disclosure statement, 

personal memos before and after interviews, participant checks, and evaluation of the 

effectiveness of each interview to enhance and adjust the process (Swanson & Holton, 

2005, p. 249). An atmosphere of mutual trust and respect was thus emphasized, which 

also translated into the care and protection of personal information. 

Ethical Considerations 

 The consideration for ethical intercultural research guidelines in intercultural 

qualitative research practice has increasingly emerged since the 1980s (Martin & Butler, 

as cited in Milhouse et al., 2001). On top of the traditional ethical research considerations 

(Creswell, 2013, pp. 58-59), some specifics applied in this study due to the 

interindividual intersubjective interactions taking place at the crossroads of culturally 

situated research. Due to the explorative nature of this study, the interviews exposed both 

the participant’s and my own espoused values and subjective interpretations of a life as a 

transcultural individual.individual Therefore, I adopted Margaret Mead’s approach to 

fieldwork: “Anthropological research does not have subjects. We work with informants 

in an atmosphere of trust and mutual respect” (1969, p. 371). Participants in this study 

were considered informants about how a transcultural life is experienced as a way of 

being in the world and knowing the world. An atmosphere of mutual trust and respect 

was emphasized. For the prupose of clarity, the terminology chosen throughout the 
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dissertation is participant. This translated to ensuring protection of personal information 

and confidentiality. 

 Particular care was taken across the interviews to maintain emotional well-being 

as participants relived past life experiences or perceived them in a new light (Seidman, 

2013). In order to achieve this, the guidelines of Cassell (as cited in Sieber, 1982, pp. 8-

27) were followed: 

• Anticipating and reflecting on possible scenarios in view of researcher-participant 

interactions 

• Making every possible effort to avoid both “harming” and “wrongdoing,” with the 

latter related to the researcher’s deceptive or manipulative behaviors 

• Contributing to the participant’s benefit 

Delimitations 

 This dissertation study focused primarily on the knowledge learned and derived 

from living a life asas a transcultural individual, and how itit mightprovide the individual 

with abilities to positiviely contribute to implementing and/or facilitating change in the 

workplace. Individual psychological aspects were thus ignored. Participants were 

sampled on the basis of age, number of years of cross-cultural exposure, personal and/or 

professional international experiences, knowledge of languages, and years of professional 

experience. It may be argued that this study constituted an initial-stage research, but I 

carried out in-depth interviews with rich and thick descriptions, as recommended by 

qualitative research methodologists and scholars (Blaikie, 2010; Creswell, 2013; 

Maxwell, 2013; Merriam, 2009; Seidman, 2013). This dissertation study did not include 

college students or special populations as defined by the institutional review board.  
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Limitations 

 This dissertation study focused on the individual. Sample size, geographical 

constraints, and participant availability reflect the conditions under which this initial 

study was explored. Bigger means of research over a longer period would facilitate and 

strengthen the arguments presented here. It could also be argued that a similar study 

could be carried out from an organizational perspective. As an initial stage research, the 

choice was made based on my personal interest and curiosity and on the grounds of an 

identified gap in the empirical research literature. From the academic research literature 

discourse perspective, this dissertation study was situated within my bicultural Franco-

American discourse and worldview. Other discourses are surfacing in the English 

language, such as Sino-American worldviews and African-European-American 

perspectives. The scarcity of the academic empirical literature may be due to the wide 

variety of fields in which the transcultural phenomenon takes place. Therefore, there were 

no readily applicable models to build on. 

 From an empirical research methods perspective, language communication in 

interviews presented some limitations. The capacity to articulate thoughts, feelings, and 

emotions varies from one individual to another. Recalling experiences and verbalizing 

them solicits an intellectual effort, which demands energy and focus from the individual. 

Personal and external factors, such as noisy public surroundings, also influenced this 

process at the time of the interview.  

Definition of Key Terms 

 Due to the recent and innovative aspects of thethe transcultural phenomenon, and 

to the extensive research and literature employing language and words such as agent of 
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change or change agent, change, change tolerance, creativity, culture, cultural 

assumptions, cultural competencies, cultural metacognition, humanism, humanistic, 

identity, interculturality, multiculturalism, role, third culture, transculture, transcultural, 

transculturality, transcultural humanism, transition clarification is necessary for the 

purpose of this dissertation study. As mentioned by Wilkinson (1991), and referred to by 

Creswell (2014, p. 43), “scientists have sharply defined terms with which to think clearly 

about their research and to communicate their findings and ideas accurately” (p. 22). 

Therefore, a common understanding will contribute to situating meaning in relation to the 

subject at hand. 

 Agent of change or change agent: In the situational context of organizational 

change, the change agent is used “to improve organizational performance” (Murthy, 

2007, p. 3). The change agent “sees the need for change and articulates it effectively to 

others; acts as critical catalyst for change initiative and hence to be placed in key 

positions” (Murthy, 2007, p. 190). Moreover,  

The role of the change agent becomes one of managing language, dialogue, and 
identity. . . . Change agents become important for their ability to make sense 
(Weick, 1995) of change dynamics already under way. They recognize adaptive 
emergent changes, make them salient, and reframe them (Bate, 1990). Agents of 
change explain current upheavals, where they are heading, what they will have 
produced by way of a redesign, and how further intentional changes can be made 
at the margins. (Weick & Quinn, 1999, p. 381) 

 Change: For the individual and across one’s lifespan, change “refers to a shift in 

one’s life circumstances, such as moving to a new home, receiving a promotion, or losing 

one’s employment” (Kroger & McLean, 2011, p. 180). At the organizational level, 

“change is described as situated and grounded in continuing updates of work processes 

and social practices” (Weick & Quinn, 1999, p. 375); changes can be “accommodations 
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to and experiments with the everyday contingencies, breakdowns, exceptions, 

opportunities, and unintended consequences” (Orlikowski, 1996, p. 65). 

 Change tolerance: Change tolerance “refers to the perception of how much 

control we believe we have over our lives and destinies (is our life determined by us or 

by external forces?) and our comfort level with change, innovation, and risk-taking. Do 

we see change as bringing or opportunities for as threats to be avoided?” (Solomon & 

Schell, 2009, p. 188). 

 Creativity: Creativity is “the use of the imagination or original ideas, especially in 

the production of an artistic work” (Stevenson & Lindberg, 2010, p. 406). In the business 

field, “the search for new solutions incorporates unknown ways, then willingness to take 

risks, inventive talent, and unconventional ideas. Trial and error, experimenting, 

fantasizing, and the creation of the necessary room for development are crucial factors of 

success” (Spitzeck, Pirson, Amann, Khan, & Kimakowitz, 2009, p. 267). 

 Culture: A combination of transdisciplinary and temporal definitions offers a 

surround perspective for such a widely used word. A classical reference to British 

anthropologist Edward B. Tylor’s definition (1958) remains valid today: “Culture is that 

complex whole which includes knowledge, belief, art, morals, law, custom, and any other 

capabilities and habits acquired by man as a member of society” (p. 9).  

 From a cultural anthropology perspective, Kroeber and Kluckhohn’s extensive 

literature inventory in 1952 led to the following definition: “Culture consists of patterns 

of behavior that are acquired and transmitted by symbols over time, which become 

generally shared within a group and are communicated to new members of the group in 

order to serve as a cognitive guide or blueprint for future actions” (p. 120). Moreover, the 
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patterns are described as “explicit and implicit, of and for behavior acquired and 

transmitted by symbols, constituting the distinctive achievements of human groups, 

including their embodiments in artifacts; the essential core of culture consists of 

traditional (i.e., historically derived and selected) ideas and especially their attached 

values; culture systems may, on the one hand, be considered as products of action, and on 

the other as conditioning elements of further action” (Kroeber & Kluckhohn, 1952, 

p. 181).  

 From a sociocultural perspective, “culture is one of shared cultural knowledge or 

cultural models (D’Andrade & Strauss, 1992), which is both symbolic and practical and 

which is acquired through shared everyday routine practices, specifically communicative 

practices in social interactions. We consider these practices and symbolic meanings to 

have evolved as an adaptive process to the specific historic, ecological, and societal 

requirements of a given environment” (Demuth & Keller, 2011, p. 425). 

 Cultural assumptions: Cultural assumptions are “abstract, organized, general 

concepts which pervade. They are existential in that they define what is real and the 

nature of that reality for members of a culture. Cultural assumptions exist by definition 

outside of awareness. That is, we cannot readily imagine alternatives to them. In this 

sense, assumptions are like primitive or zero order beliefs, defined by Daryl Bern as: ‘so 

taken for granted that we opt not to notice that we hold them at all; we remain unaware of 

them until they are called to our attention or are brought into question by some bizarre 

circumstances in which they appear to be violated’ (1970, p. 5)” (Stewart & Bennett, 

1991, p. 12). 
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 Cultural competencies: According to LaFromboise, Coleman, and Gerton (1993), 

a culturally highly adaptive person displays the following cultural competencies: “(a) 

having knowledge of, and facility with, the beliefs and values of the culture, (b) 

displaying sensitivity to the effective processes of the culture, (c) communicating clearly 

in the language of the given cultural group, (d) performing socially sanctioned behavior, 

(e) maintaining active social relations within the cultural group, (f) negotiating the 

institutional structures of that culture” (Veder & Phinney, 2014, p. 346). 

 Cultural metacognition: As defined by Thomas et al. (2008), cultural 

metacognition is “the ability to consciously and deliberately monitor one’s knowledge 

process and cognitive and affective states and the ability to regulate these processes and 

states in relation to an objective” (p. 131). 

 Humanism: While author and scholar Chris Higgins identified “nine mutually 

exclusive definitions” (2014, p. 1), The American Heritage Dictionary offers a condensed 

definition: “A system of thought that centers on humans and their values, capacities, and 

worth” (“Humanism,” 2016). 

 Humanistic: The human resource development field describes humanistic as that 

which “concerns itself with humans’ intrinsic motivation to grow, theorizing that we 

strive to reach our highest potential,” and an emphasis is given to the point that “needs 

and values of human beings take precedence over material things” (Chalofsky et al., 

2014, p. 7). From a perspective of continuity in life experiences and lifelong learning, 

Merriam et al. (2007) pointed out that “humanist theories consider learning from the 

perspective of the human potential for growth” (p. 281).  
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 Identity: According to Erik Erikson, with the idea of the individual’s “optimal 

adaptation to the environment,” identity is a “partly conscious and partly unconscious 

entity that enables one to feel a sense of belonging, of being ‘at home’ in one’s body, of 

‘knowing where one is going,’ and an inner assuredness of anticipated recognition from 

those who count” (Erikson, 1968, p. 165, as cited in Kroger & McLean, 2011, p. 174). 

Whitbourne (2005) offered complementary elements to this concept and defined “adult 

identity as one’s representations of oneself with regard to physical appearance and 

functioning, cognitive capacities, personality features, relationships with others, and the 

various social roles one undertakes” (as cited in Kroger & McLean, 2011, p. 175). 

 Interculturality: Interculturality “aptly qualifies the more dualistic and 

antagonistic relations between groups, communities and nations that perceive themselves 

to be culturally distinct from one another, and that are struggling to maintain that 

distinction” (Benessaieh, 2010, p. 20). 

 Multiculturalism: It “describes specific state policies for managing cultural 

diversity that account for the difference” (Benessaieh, 2010, p. 20). 

 Role: Katz and Kahn (1978) initially depicted the concept of the individual’s role 

in the organization as a convergence of elements: “a theoretical model of factors involved 

in the taking of organizational roles” (p. 196). For the purpose of this study, their generic 

definition is retained as it establishes the close relationship between the individual and an 

organization: “Role behavior refers to the recurring actions of an individual, 

appropriately interrelated with the repetitive activities of others so as to yield a 

predictable outcome. The set of interdependent behaviors comprise a social system or 

subsystem, a stable collective pattern in which people play their parts” (p. 189). 
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 Third culture: A third culture involves “cultural patterns inherited and created, 

learned and shared by the members of two or more different societies who are personally 

involved in relating their society, or segments thereof, to each other” (Useem, 1971, 

p. 14). 

 Transculture: “Transculture is a different model of cultural development that 

transcends the borders of traditional cultures (ethnic, national, racial, religious, gender, 

sexual, and professional). Transculture overcomes the isolation of their [individuals’] 

symbolic systems and value determinations and broadens the field of ‘supra-cultural’ 

creativity. We acquire transculture at the boundaries of our own culture and at the 

crossroads with other cultures through the risky experience of our own cultural 

wanderings and transgressions” (Epstein, 2009b, p. 330). Hence, transculture is the 

culture of transcultural individuals. 

 Transcultural: The term designates certain types of individuals: “Transculturals 

are those who grow beyond their own cultural socialization so that they can understand 

different cultures with minimal biases and make valid cross-cultural judgments” (Graen 

& Hui, 1996, p. 6). It is also a reference to a “mode of being” (Dagnino, 2015) born out 

of cultural encounters able to re-define the self as an “expansion” of one’s cultural 

horizons. As Epstein (2009b, p. 330) remarks: “only a small number of people, when 

acceding to two or several cultures, succeed in integrating them and thus are able to keep 

their freedom from any of them”. In this dissertation, transcultural is used both as a noun 

and as an adjective depending on the context in which it is employed. For instance, as an 

adjective, transcultural refers to a life experience or way of life fabricated by multiple 

macro cultures. Example: a transcultural mindset. As a noun, transcultural refers to those 
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individuals who live this kind of transcultural human condition. Example: a transcultural 

as an alternative to a transcultural indvidual. 

 Transculturality: Author and scholar Afef Benessaieh (2010) refers to it as a trait, 

a description of whatever has crossed cultural frontiers: “a concept that captures some of 

the living traits of cultural change as highly diverse contemporary societies become 

globalized. Most importantly, it offers a conceptual landscape for considering cultures as 

relational webs and flows of significance in active interaction with one another 

(expanding on Geertz, 1973)” (p. 11). From an abstract thinking perspective, Benessaieh 

added as a premise that “transculturality suggests departing from the traditional, yet very 

current view of ‘cultures’ as fixed frames or separate islands in the distance and 

differentiated from one another” (2010, p. 11). Inspired by this understanding of 

transcultural processes, transculturality is used in this dissertation to designate a 

transcultural set of traits or something (i.e. an object or an abstraction) that has taken on a 

transcultural characteristic, meaning that it has stepped away from its original cultural 

source or context and that it has emerged from cultural encounters.  

 Transculturalism: In the context of this dissertation, transculturalism refers to an 

ideology. 

 Transcultural humanism: This combined philosophical, intellectual, and 

epistemological framework (Epstein, 2009, 2012; Griffin, as cited in Spariosu and Rüsen, 

2012; Benessaieh, 2010) is defined as follows: “By rejecting the compartmentalization of 

knowledge into self-sufficient and mutually exclusive disciplines, the transcultural 

perspective paves the way towards a new humanism” (Dagnino, 2015). According to 

Epstein: “Transcultural Humanism is based on the assumption that the phenomenon of 
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humanness transcends all existing borders among cultures and socio-cultural identities” 

(Personal communication, May 16, 2016). For the purpose of this dissertation, 

transcultural humanism refers to a philosophie of life. 

 Transition: At the level of the individual, Bridges (2001) indicated that transition 

“refers to the emotional process of letting go of the way things used to be and gradually 

embracing the new reality” (as cited in Kroger & McLean, 2011, p. 180). Further 

description includes “the emotional place between letting go and taking hold again at the 

confusing but potentially creative ‘neutral zone.’” In his view, important life transitions 

(often resulting from life changes) involve “endings, the neutral zone, and new 

beginnings” (Kroger & McLean, 2011, p. 180). 



 43

CHAPTER 2 

REVIEW OF THE LITERATURE 

Overview 

 Global markets are highly competitive and thus impact organizational 

development decision-making strategies in various dimensions, among which is human 

resources in respect to talent management (Devine & Syrett, 2014; Schuler et al., 2011; 

Tarique & Schuler, 2010). Therefore, global mindsets (Cseh et al., 2013) have been 

increasingly attracting scholars’ and practitioners’ attention in today’s socioeconomic 

context. It has become a crucial mission for some organizations to identify, attract, 

nurture, train, retain, and rightly position high-value individuals in strategic roles 

(Beechler & Woodward, 2009; Farndale et al., 2010; Vaiman, Scullion, & Collings, 

2012). Among the skill sets defining today’s competent “techno-socio-cultural employee” 

(Chalofsky et al., 2014, p. 212) are “managing self, communicating, managing people 

and tasks, and mobilizing innovation and change, plus global competencies.” Schein 

(2010) encouraged organizations to seek ways to solve “the puzzle” (p. 386) of cross-

cultural relations by identifying the type of individuals with a certain “kind of education 

or experience” (2010, p. 386) that can bring multicultural groups or teams to interact 

effectively to best contribute to their organization’s success. Such individuals with cross-

cultural skills are also referred to as “social synthesizers” (Graen & Hui, 1996, pp. 6-7). 

Organizational change and development researchers Weick and Quinn (1999) pointed 

out: “Most organizations have pockets of people somewhere who are already adjusting to 

the new environment” (p. 381). Based on empirical findings about a specific “pocket” of 

individuals with an unconventional transnational life experience, this dissertation 
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suggests that they may fill a gap in organizations and improve an organization’s 

effectiveness as agents of change (Ulrich, 1997). 

 The purpose of this dissertation was to explore the idea of transcultural 

individuals as agents of change and/or leaders of change in the workplace from a 

humanist perspective. The overarching research question is thus: How are transcultural 

individuals agents of change in the workplace? This chapter presents the literature 

reviewed that led to this question and thereby reveals the theoretical underpinnings that 

emerged and are articulated in Figure 2.1. 

 

 

Figure 2.1. Conceptual map of the theoretical framework. To facilitate an order of reading, one 
may consider the following: the humanistic lens associates primarily with ontology and holistic 
worldview, and secondarily with a way of being and way of thinking/epistemology. The 
transcultural construct associates primarily with a way of being and way of thinking/ 
epistemology, and secondarily with ontology and holistic worldview. The dissertation study 
focused on the individual situated in society and in the workplace, which influence each other. 
 

 The various relationships, represented by arrows, were derived from the existing 

empirical research and guided by scholars and authors dedicated to the exploration of the 

idea of the transcultural and its embodiment by certain individuals as a way of knowing 
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the world and of being in the world. The workplace and generally speaking communities 

of practice represent a sample of human societies (Schein, 2010). The humanistic lens is 

used to explore this human phenomenon from a holistic perspective, as the unit of study 

is the individual.  

Literature Review Methods 

 This literature review followed the guidelines of the Graduate School of 

Education and Human Development. Furthermore, this review followed a contemporary 

transdisciplinary (Nicolescu, 2008; Piaget, 1972) and transnational approach due to this 

nature of the reality (Nicolescu, 2014; Imbert, 2014) that the concept of transculturality 

offers, as presented by Afef Benessaieh (2010): 

Central to the notion of transculturality is the heightened interdisciplinary 
landscape in which many authors work. Far from constituting a concept exclusive 
to one field of study it is a flexible concept used for a range of purposes by a great 
array of disciplines, including psychiatry, nursing, communications, business and 
management studies, urban design, visual arts, ethnomusicology, international 
relations, anthropology, literature, philosophy and sociology. (pp. 20-21) 

Hence, for the purpose of this dissertation, a combination of resources was explored.  

 Online databases. Such academic and scholarly databases were accessed from 

the following institutions: The George Washington University Gelman Library: ProQuest 

Research Library, JSTOR, ABI/Inform, PsycINFO; electronic library resources available 

from the University of La Sorbonne, Paris, France, which also gathers resources from 

other universities around France along with recognized European research literature 

published in the French and/or English language; and from Canada through the 

interuniversity consortium including the University of Montreal, the University of Laval, 

and the University of Quebec; and separately the University of Ottawa. 
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 Seminal authors. Relevant scholars, originating from academic perspectives, of 

all geographical regions of this planet, have been scanned. Such a large body of literature 

was reviewed as deemed necessary due to the scattered nature of the empirical research 

and theoretical conceptualization of the ideas pertaining to the transcultural individual. 

The subject of cross-cultural understanding is pervasive across numerous academic 

fields. Also, the historicity and universal nature of the concepts, in the contemporary 

context of the internationalization of knowledge, renders these ideas and theories 

transferable from one academic discipline to another and from one region of the world to 

another. Hence, a visual and symbolic representation of the framework was conceived as 

a tool, by way of bricolage (Lévy-Strauss, 1962; Dewey, 1944), to present the ideas and 

knowledge that from a bicultural intellectual approach with its double combination of 

French theory tradition (Cusset, 2005) and the Anglo-American empirical one (Rusen & 

Laass, 2009). In such a way, the enunciated concepts transcend their original disciplines 

or fields and territorial frontiers, permitting a transdisciplinary worldview (Khilji, 2014). 

Furthermore, Ravitch and Riggan (2012) considered a conceptual framework “as 

something that you create from multiple sources, not something that you find readymade 

in the ‘literature’ and simply adopt” (p. xi). This bricolage was thus constructed for the 

purpose of studying the human phenomenon of the transcultural within the private 

sector’s workplace using a humanistic lens.  

 Organization of the literature review. I was inspired by Miriam and Simpson 

(1995) and Hart (1998) to adapt the following questions as guidelines: 

1. Are there major contributors to the development of the topic of the 

transcultural? 
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2. Are there identifiable chronological periods in which significant work was 

done? 

3. Have there been major points of departure from the conventional wisdom on 

the topic of the transcultural? 

4. Has the topic been politicized in the literature, and if so, how?  

5. Are there differing points of view about the transcultural concept? 

6. What current research is being conducted on the idea of the transcultural? 

7. What is unique or significant about the literature being reviewed? 

 To answer these questions, key articles were selected to serve as stepping stones, 

offering a chronological progression along with retrospective perspectives presented in 

recent articles that demonstrate the growing attention to the idea of the transcultural. 

Historical context plays a significant role in presenting the social and intellectual 

emergence of the transcultural concept. The analysis of literature from multiple 

disciplines enables us to present the transcultural idea with various levels of reality. 

Reality is here used in echo to Nicolescu’s (2005) description of a transdisciplinary 

approach:  

Disciplinary research concerns, at most, one and the same level of Reality: 
moreover, in most cases, it only concerns fragments of one level of Reality. In 
contrast, transdisciplinarity concerns the dynamics engendered by the action of 
several levels of Reality at once. (p. 3) 

 As a bicultural work, this dissertation also includes the American socioculturalist 

“ontology and the analytic inseparability of individuals and sociocultural contexts” 

(Sawyer, 2005, p. 139). In other words, this literature review incorporates both the 

individual and the social, situated in historical and geographical contexts, as foundational 

components in the scaffolding of the transcultural paradigm. Therefore, to expose the 
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relationship between the transcultural individual and one’sone’s organization, the 

transcultural paradigm or cultural “interaction paradigm” (p. 191) is best understood 

through George Simmel’s quote: “The large systems and the super-individual 

organizations that customarily come to mind when we think of society, are nothing but 

immediate interactions that occur among men constantly every minute” (1950, p. 10). 

 This chapter first presents seminal transdisciplinary and transnational literature 

relating to the two major ideas situated in the center of the visual framework: the 

transcultural and the humanistic lens. Second comes the literature connecting the 

auxiliary concept of learning from experience; and third, the conceptual idea of change 

agent in the workplace. 

The Idea of the Transcultural 

 To situate the concept of the transcultural in today’s context of the workplace, it 

seems appropriate to start by following sociologist Emile Durkheim’s (1965) suggestion 

when undertaking to understand and to expose a human phenomenon:  

It is necessary to commence by going back to its primitive and simple form, to try 
to account for the characteristics by which it was marked at that time, and then to 
show how it developed and became complicated little by little, and how it became 
that which it is at the moment in question. (p. 15) 

 While seeking to identify a starting point in the emergence of the idea of the 

transcultural, wording aside, I sought it as far back as the Hellenic and Roman periods 

only to meet with Homer, Aristotle, Cicero, Isocrates, Petrarque, Erasme and others, who 

apparently agreed with Odysseus that “the wanderings of the cunning one contain 

breathless adventures, but also useful knowledge about homes, minds and mentalities of 

many humans” (Odysseus, as cited by Cancik, 2012, p. 123). Hence, it was pointless to 
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try to pin down the concept of the transcultural since culture is a distinctive heritage and 

achievement of humanity (Revel, 2013; Rouche, 2003; Russell, 1945), which has never 

ceased to be creative in its symbolic borrowings across human groups. As sociologist 

Norbert Elias (2006) so vividly remarked: “Nothing is more fruitless, when dealing with 

long-term social processes than to attempt to locate an absolute beginning” (p. 249). 

Nonetheless, for the purpose of this dissertation and to offer guidance to the reader in the 

emergence of the transcultural idea, a tentative historical approach in a nutshell is 

provided. 

 Five main themes emerged progressively from the review of the literature on the 

subject of the transcultural: (1) a scholarly will to construct an innovative framework and 

paradigm to better understand this human phenomenon; (2) seminal authors; (3) the 

transcultural movement; (4) the transcultural process; and (5) the revival of a 

philosophical approach: humanism. 

A Human Phenomenon 

 Because culture can no longer be considered “as a closed sphere nor singled out” 

(Schulze-Engler, Helff, Perner, & Vogt, 2009, p. 5), as philosopher Johann Gottfried 

Herder contrarily emphasized in 1774, a new conceptual framework is needed to address 

our contemporary borderless cultural exchange, intermingling and creation as biological 

beings, as a social species and as biographical individuals, with each one of these 

variables revealing their inherent complex realities. If we are to take into reference the 

shared idea among social scientists of a paradigm “as a worldview or general 

perspective” (Schwandt, 2007, p. 217), then an attempt to localize the scholarly usage of 



 50

the transcultural concept along with examples of its interpretative meanings appears 

necessary.  

First, a brief historical perspective in the study of cultural phenomena will 

contribute to clarifying the scholarly origins of the transcultural framework. Indeed, as 

pointed out by sociologist and political scientist Johan Heilbron (2015), there still are 

today “national traditions [in] research domains and disciplines, in which case it 

designates a more or less coherent way of thinking and working that has spread beyond 

the people who inaugurated them and acquired some kind of national significance” 

(p. 220). Second, seminal articles, addressing both theory and practice, are analyzed as 

they form the cornerstones of a transcultural framework. Third, an attempt to summarize 

an interpretative perspective of the transcultural paradigm is made for the purpose of this 

dissertation’s framework. 

 A chronological and cumulative evolution in a nutshell. At the turn of the 19th 

and 20th century, the idea of the creation of a field dedicated to the study of cultural 

phenomena emerged in the writings of German chemist and philosopher W. Ostwald 

under the name of culturology (see Huang, 1969). Renowned Russian-American 

sociologist Pitrim Sorokin (1889-1968) pointed out that “culturology is a new science 

that has emerged from sociology” (1966, pp. 388-391). Sociology can be traced back to 

such men of letters as Montesquieu, Rousseau, and Auguste Comte. The latter 

contributed to the autonomy of sociological theory in the 1830s (Calhoun et al., 2012) 

and gave the field its letters of merit as a scientific source of knowledge about social life. 

Over the past two centuries, the study of cultural phenomena seems to have oscillated 

mainly between the two traditional fields, and multiple national schools of sociology 
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(including a prominent study still very relevant to our subject today, Democracy in 

America by Alexis de Tocqueville, 1835-1840) and anthropology (including seminal 

works from such founding fathers as Boaz, Malinowski, Lévi-Strauss, and others). Newer 

fields have since emerged to explore cultural phenomena (Calhoun, 2002), its patterns 

among individuals, its meaning makings in society, and its role within the working 

organization. As so clearly expressed by cultural anthropologist Clifford Geertz (1973):  

Man was a hierarchically stratified animal, a sort of evolutionary deposit, in 
whose definition each level—organic, psychological, social, and cultural—had an 
assigned and incontestable place. To see what really was, we had to superimpose 
findings from the various relevant sciences—anthropology, sociology, 
psychology, biology—upon one another like so many patterns in a moiré; and 
when that was done, the cardinal importance of the cultural level, the only one 
distinctive to man, would naturally appear, as would what it had to tell us, in its 
own right, about what he really was. (p. 38) 

Cultural studies and culturology. Following World War II and interestingly 

during the Cold War between democratic ideals from the West and the communist 

ideology in the East, culture became an “ideological battleground of the modern world-

system” (Wallerstein, as cited in Featherstone, 1990, p. 31). Cultural studies, which 

started in Britain in the 1960s, became the dominant framework in English-based literary 

analysis and discourse, partly due to the wider economic market of production and 

reproduction of ideas and books (Ousmanova, 2003). Meanwhile, culturology remained 

alive in Russia, as it “represents a very peculiar academic tradition, sociocultural 

situation, and a political background common to some East European countries after the 

collapse of the Soviet Union” (Ousmanova, 2003, p. 67). Epstein (1999) defined 

culturology, while studying Russian and American models of creative communication, as 

a field of investigation in “the diversity of cultures and their modes of interaction and 

functions as a metadiscipline within the humanities, the aim of which is to encompass 
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and link the variety of cultural phenomena studied separately by philosophy, history, 

sociology, literary and art criticism, etc.” (p. 15). The method of study applied by 

culturology enabled the emergence, in the 1980s and 1990s, of the concept of 

transculturality as an innovative philosophical perspective of the individual’s cultural 

reality in relation to his intellectual and spiritual elevation beyond his inherent cultural 

origins (Epstein, 2009; Ousmanova, 2003; Scherbakova et al., 2016). 

Cultural anthropology and sociopsychology. In the West, American 

sociopsychology and cross-cultural studies, among other fields concerned with 

international human interactions, complemented cultural-anthropological research to 

better grasp the impact of culturally imprinted manners, customs, beliefs, and ways of 

thinking (Geertz, 1973; Trompenaars & Hampden-Turner, 2006; Useem, Useem, & 

Donoghue, 1962). Wider and deeper minds in world relations and international 

institutions (including United Nations Educational, Scientific and Cultural Organization, 

Organisation for Economic Co-operation and Development, the United Nations) 

encouraged public and private incentives to explore a world of hidden meanings in 

cultural transfers during intercultural interindividual interactions (Adler, 1977; Hall, 

1976; Norris & Inglehart, 2009). Whether globalization is a world interconnected by 

empirical and subjective processes, a world-shaping project, an economic, financial, or 

political system, or a cultural discourse (Pieterse, 2015, pp. 19-20), the phenomenon has 

derived forces and impacts on the individual’s daily life (Featherstone, 1990; 

Featherstone & Lash, 1999). Hence, a more thorough understanding of the pervasiveness 

of transnational cultural phenomena is needed (Nederveen, 2015; Savage et al., 2010).  
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With the growing and speedy flow of travel and borderless communication 

means, sociopsychological and cognitive outcomes in transnational life experiences 

gradually became recognized sources of experiential knowledge for social adaptation, 

professional competencies, and adult learning (Benet-Martinez & Hong, 2014). In the last 

decade of the 20th century and the first decade of the 21st century, the human 

phenomenon of transculturality became more apparent and thus emphasized the 

importance of reexamining human life experience in a contemporary light (Adler, 1977; 

Benessaieh, 2010; Dagnino, 2012, 2015; Epstein, 2009; Graen & Hui, 1996; Imbert, 

2014; Nicolescu, 2008; Pollock & Van Reken, 2001, 2009; Schulze-Engler et al., 2009; 

Welsch, 1999; Wilson, 2012). Twenty-first century socioeconomic forces combined with 

sociocultural forces require new tools for human and social research (Demorgon, 2010; 

Ollivier, 2009), and as Richard Slimbach (2005) simply put it: “Ready or not, a 

‘transcultural’ era is upon us” (p. 205).  

Transcultural paradigm. Hence, the concept of the transcultural is gaining 

attention as it applies to an ever increasing population of individuals living a 

deterritorialized life by free will, or for survival, or even by virtual fantasy (Benessaieh, 

2010; Demorgon, 2010; Epstein, 2009, 2012; Morin, 2009; Rusen & Laass, 2009; 

Schachtner, 2015; Welsch, 1999). Examples of scholars and authors in the usage of the 

transcultural paradigm include Arianna Dagnino (2012, 2015), who used a “transcultural 

conceptual and analytical reference frame (namely, ‘transcultural comparativism’)” 

(2015, p. 20) to explore this century’s growing transcultural literature. In practice, the 

fields of nursing (Purnell, 2013), communication (Dai & Chen, 2014; Hall, 1976; Kim, 

2012; Shaules, 2015; Sparrow, 2000; Spitzberg & Changon, 2009; Walsh, 1973), 



 54

international business and management (Solomon & Schell, 2009), and adult learning 

(Kim, 2001, 2008; Stokke, 2013) have also explored the space at the crossroads of 

cultures (Adler, 1977; Berry & Epstein, 1999; Buono, 2011) in an attempt to provide the 

employee with the means to learn to adapt (Kelly & Meyers, 1999) to the inherent 

complexities of the international and multicultural workplace (Osland, 2011; Sackman, 

1997; Sawyer, 2005), and provide organizations the means to survive global competition 

(Pieterse, 2015). 

Seminal Authors  

Next, building on the definitions given in chapter 1 of transcultural and 

transculturality, is an analysis of seminal conceptual and empirical articles, which form 

the cornerstones in the architectural design of the transcultural concept. A chronology has 

been kept to emphasize and to parallel the progressive emergence and development of the 

transcultural concept as narrated above. 

Transculturation. Epstein (2009b) pointed out: “The transcultural world is a 

unity of all cultures and noncultures, that is, of those possibilities that have not yet been 

realized” (p. 333). A world is created by and creates new codes of values, of language, of 

meanings, symbolic representations, and emotions and affect during interindividual 

interactions in a context of diversity and plurality of cultures (Fistetti, 2009; Todorov, 

1998; Wilson, 2012). An example of such a world was claimed as a cultural environment, 

which emerged from a combination of historical cultural flows and “clash of 

civilizations” (Pieterse, 2015, pp. 46-65) and was also described in the Cuban political 

essay Nuestra America (Marti, 1891). Half a decade later, the terminology of 

transculturation surfaced in Fernando Ortiz’s (1947) interpretation of the Cuban cultural 
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heritage. Polish anthropologist Malinowski praised this terminology of “trans-

culturation” with the perspective of a functionalist:  

 . . . a process in which both parts of the equation are modified, a process from 
which a new reality emerges, transformed and complex, a reality that is not a 
mechanical agglomeration of traits, nor even a mosaic, but a new phenomenon, 
original and independent. To describe this process, the word trans-culturation . . . 
provides us with a term that does not contain the implication of one certain culture 
toward which the other must tend, but an exchange between two cultures, both of 
them active, both contributing their share, and both co-operating to bring about a 
new reality of civilization. (pp. lviii-lix) 

 The third culture. Noticed in this quote is the prevalence of an ethnocentric 

perspective expressing the idea of separate, bounded, open, or porous cultural systems 

combining to create a new “civilization.” At the same time, culture is still largely studied 

as a “coherent ensemble” of human practices and beliefs (Malinowski, 1944). The 

necessity of developing new perspectives to better grasp the diversity of cultural 

phenomena makes its way in the academic world as Sorokin (1966) emphasized that 

“cultural system is content. Social system is form.”  

 In 1962, a perspective and study on “nascent cultural patterns which are emerging 

in an interdependent world” (p. 179) was presented by American sociologists and 

anthropologists John and Ruth Useem and John Donoghue at the annual meeting of the 

American Political Science Association in Washington, DC. They introduced and defined 

a new “complex of patterns” emanating from the “intersections of societies,” which they 

labeled the “third culture” (p. 169). The authors described the “third culture” as a 

combination of an individual’s home culture and host culture (or cultures), which 

amalgamated to form a unique third culture. This pragmatic article, while conceptually 

sound, is a pedestal for future research in practice about “the behavior patterns created, 

shared, and learned by men of different societies who are in the process of relating their 
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societies, or sections thereof, to each other” (p. 169). A crucial concept of “binational 

third culture” is thus exposed in relation to the idea of transcending original cultures:  

. . . not merely the accommodation or fusion of two separate, juxtaposed cultures. 
As men continue to associate across societies while engaged in common 
enterprises, they incorporate into the ethos other in group, standards for 
interpersonal behaviors, work-related norms, codes of reciprocity, styles of life, 
networks of communications, institutional arrangements, worldviews, and on the 
individual level, new types of selves. These composite patterns differentiate a 
third culture from the cultures it transcends. (p. 170) 

 Trainings. The idea of identifying “men in the middle” (p. 172) who can help 

bridge the cross-cultural divide emerges here within the context of American 

administrations, and to a larger extent in all working organizations, and international 

institutions, which have an immediate need to find people able to work in intercultural 

and multicultural contexts. The idea of training John and Jane Doe for cross-cultural 

assignments is readily applied in practice, for example, at the U.S. State Department and 

the U.S. Department of Defense (DeVisser & Sands, 2014; Greene Sands & Greene-

Sands, 2014). Cross-cultural trainings are still being refined today as they present some 

limitations since results remain people-dependent. Indicative of the state of cross-cultural 

trainings today, the Department of Defense defined cross-cultural competence as 

“culture-general knowledge, skills, abilities, and attributes developed through education, 

training, and experience that provide the ability to operate effectively within a culturally 

complex environment” (as quoted by Greene Sands & Greene-Sands, 2014, p. 358). This 

shows the persistent existence of ethnocentric and monolithic worldviews. This 

perception of bounded and homogenized national cultures, as if embodied by its citizens 

and carried around, is a mode of thinking generally and scholarly recognized as obsolete 
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today while localized customs and traditions remain increasingly grounded (Morin, 2009; 

Ollivier, 2009; Welsch, 1999; Wilson, 2012).  

 This empirical study is also the cornerstone for Ruth Useem’s future 

denomination of an “invisible minority” (McDonald, 2009, 2010) of individuals, which 

serves as an example of transcultural individuals, namely adult third-culture kids (Useem 

& Cottrell, 1996). This initial study is interestingly contextual to the historical times, 

whereby worldviews rested on the dichotomy between Westerners and non-Westerners— 

in other words, Americans and the rest of the world. Nonetheless, major themes, 

connecting here the transcultural concept to these early identified components involved in 

cross-cultural relations, surface again nearly half a decade later in studies from other parts 

of the world (mainly Europe, Hong Kong, and China) under the forces of globalization 

(Featherstone, 1990; Featherstone & Lash, 1999). Among person-related characteristics 

observed by the authors are an individual’s sense of self, ethics, appropriate social 

behaviors, tolerance for different worldviews, and harmonious and cohesive working 

environments. Lastly, the added value of the results of this empirical study, carried out 

for several years by the authors among American communities overseas, is considered 

seminal to a deeper and broader understanding for content in cross-cultural training 

programs and higher education curricula.  

 It is only decades later that empirical studies such as the ones on cultural 

dimensions (Black & Mendenhall, 1991; Hofstede, 1991; Hofstede, Hofstede, & Minkov, 

2010; House, 2004) were carried out for employee training purposes. A search for the 

magic cross-cultural equation motivated consulting and coaching practices (Beechler & 

Woodward, 2009) as well as studies on intercultural competency inventory (Hammer & 
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Bennett, 2009) and other research on leadership effectiveness (Cseh et al., 2013; Zander, 

Mockaitis, & Butler, 2012; Piaskowska & Torjanowski, 2014) and organizational 

sustainability (Hong, 2010; Lam & Selmer, 2004; Ogbor, 2001; Zikic, Bonache, & 

Cerdin, 2010). Cultural intelligence (Ang, Van Dyne, & Koh, 2006; Earley & Peterson, 

2004; Thomas et al., 2008; Tran, 2014) has since emerged to serve the need of a 

positivistic scale of reference to evaluate the individual’s cultural competency. Currently 

in usage are incomplete intercultural evaluating models (Ang & Van Dyne, 2008; 

Hammer, Bennett, & Wiseman, 2003), which have nonetheless the merit of giving some 

idea of the subject at hand. To improve their validity and legitimization, they would 

require stronger theoretical and empirical foundations like including larger-scale samples 

and other theoretical worldviews from such fields as genetics, brain exploration, and 

neuroscience (Chiao & Immordino-Yang, 2013; Costa & Sebastian-Gallés, 2014; Hong 

& Khei, 2014). 

 Culture-savvy individuals. Fourteen years after Useem and Donoghue’s study 

(1962), a new terminology is surfacing to designate individuals living between cultures: 

“a citizen of the world,” an “international, transcultural, multicultural, intercultural 

individual” (Adler, 1977, p. 363). As such, American sociologist Peter Adler (1977, 

1977) addressed these “men and women who have striven to sustain a self-process that is 

inclusively international in attitude and behavior” (p. 362). He further asserted that these 

individuals have developed an identity that “is inclusive of different life patterns,” and 

they have “psychologically and socially come to grips with a multiplicity of realities.” 

For him, “the multicultural person is intellectually and emotionally committed to the 

basic unity of all human beings while at the same time recognizing, legitimizing, 
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accepting, and appreciating the differences that exist between people of different 

cultures” (p. 364). An analogy is made to the idea of the “universal man” whereby an 

individual presents the intellectual ideal and humanistic empathy towards all mankind as 

sought by “the great philosophers of both the East and the West” (p. 364).  

 The themes evoked in this conceptual article, which presented limited empirical 

support, also set the stage for further inquiry from a sociopsychological perspective in 

reference to identity building and to a larger extent to reconsidering existent human 

development assumptions and theories in light of this “emerging human being” with a 

“psychocultural style of self-process that transcends the structured image a given culture 

may impress upon the individual in his or her youth” (p. 370). Finally, Adler’s idea or 

stipulation or intuitive assumption about certain qualities that he presented as 

distinguishing the “multicultural person” are interesting to point out here, as it will be 

empirically studied 40 years later: “He or she is a formative being, resilient, changing, 

and evolutionary” (p. 370). Research about transcultural aspects specifically relating to 

the individual is presented further below. What is noticeable here are the positive abilities 

derived from the transcultural experience. Such skills and competencies need to be 

balanced with another reality, often more difficult to bear for the transcultural individual 

in his daily life, as demonstrated by biographies (Benali, 2013; Meneses, 2007; Pollock & 

Van Reken, 2001, 2009) and supported by recent empirical studies in sociopsychology 

and counseling (McDonald, 2009; Mortimer, 2010; Useem & Cottrell, 1996). 

 Interestingly, certain scholars (Montuori & Fahim, 2004) noticed that this article, 

which includes a perspective on how international exposure or living across cultures 

contributes to personal growth, had little impact in the field of psychology and 
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particularly in regard to humanistic psychology relating to “cross-cultural encounters” 

(p. 245). While the themes of the article address existential questions leading to profound 

individual transformation, Montuori and Fahim (2004) remarked that the “cultural 

dimension is often overlooked in our understanding of personal growth because U.S. 

individualism obscures the role of culture in the constitution of the self” (p. 244). They 

further suggested that humanist psychology presents favorable grounds to study such 

themes as “creative capacities for adjustment and meaning making” (p. 264), which 

emanate from cross-cultural encounters. This theme is discussed more in the section 

below dedicated to the transcultural individual. 

 Globalization and cultural difference outcomes in organizations. The 1980s 

saw the end of the Cold War era, with the fall of the Berlin wall (on 9 November 1989) as 

its symbolic representation. Globalization was on the march (Featherstone, 1990) 

installing a climate of debate about the becoming of nation-states as a homogenous entity 

and for symbolic representation as a national culture. Both ideas were being re-examined 

in light of a borderless world in the becoming (Guillén, 2001; Norris & Inglehart, 2009; 

Savage et al., 2010). According to scholars Peterson and Soendergaard (2008), one of the 

outcomes of globalization is the emergence of cross-cultural management research, 

which draws from the traditional social sciences (i.e., anthropology, sociology, 

psychology, and economics), and is a major contributor to organizational behavior and 

organizational theory.  

 The cultural typologies and dimensions created by Hofstede’s empirical studies 

(1980, 2001) have had a significant repercussion on providing cross-cultural management 

research with a “new paradigm” to study cultural similarities and differences (Minkov & 
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Hofstede, 2011), although the studies’ results remain controversial according to Gerhart 

(2008). Certain scholars observed that “one of the reasons why national culture has 

received so much attention is because it is hypothesized to be a constraint on 

management practice and organizational culture (Gerhart, 2008b; Gerhart & Fang, 2005)” 

(p. 260). In other words, from a utilitarian and pragmatic perspective (i.e., an American’s 

worldview according to Hofstede, 1981 and Hall, 1976), an individual’s culture 

constitutes an obstacle to organizational effectiveness. Indeed, the labeling and 

theoretical measuring of national culture dimensions grounded in the belief that there are 

generalizable human preoccupations across the planet and that there are “supposing 

conceptual and/or empirical equivalence between hierarchical levels” (McSweeney, 

2013, p. 496) is puzzling. According to Gerhart and Fang (2005), “country differences 

explain only a small portion of variance in individual-level cultural values” (p. 975), 

particularly if the samples are small. Following this remark, Gerhart (2008) reported a 

study on the validity of six assumptions generally made about national culture differences 

when conducting research in cross-cultural management. The “challengeable 

assumptions” (p. 261) are: 

1. Between-country differences are substantially larger than within-country 
differences in culture at the individual level of analysis. 
2. Country differences in culture are larger than culture differences resulting from 
other factors such as organization. 
3. Country effects = National culture effects. 
4. A misfit between national culture and management practice will reduce 
effectiveness. For example, using a pay for individual performance plan in a 
country having a highly collectivist culture will not work well. 
5. Managerial discretion is substantially limited by national culture. The adoption 
of innovative employment systems and change in their nature over time to adapt 
to changing competitive conditions is not possible if they conflict with national 
culture averages. 
6. Even if it is true that management practices are ‘culture-bound’ on average, for 
national culture to constrain management practice significantly for each particular 
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organization within a nation, it must be assumed that companies attract, select and 
retain employees in a random fashion. (Bloom & Milkovich, 1999) 

 
He then concluded that the assumptions are questionable insofar as they conflict with 

empirical evidence and that they may “have not been addressed adequately” in previous 

cross-cultural studies (p. 269). Gelfand, Erez, and Aycan (2007) emphasized the fact that 

the influence of culture in organizational behavior has been “largely ignored” (p. 481) 

until the 1980s. Since then, the dimensions and areas studied in organizational behavior 

are described by the authors as follows: 

Broadly construed, cross-cultural organizational behavior (OB) is the study of 
cross-cultural similarities and differences in processes and behavior at work and 
the dynamics of cross-cultural interfaces in multicultural domestic and 
international contexts. It encompasses how culture is related to micro 
organizational phenomena (e.g., motives, cognitions, emotions), meso 
organizational phenomena (e.g., teams, leadership, negotiation), macro 
organizational phenomena (e.g., organizational culture, structure), and the 
interrelationships among these levels. (p. 479) 

Hence, the idea of the transcultural could be transferred to the organizational behavior 

field to be taken into account in future research.  

 Transcultural talent. Graen and Hui’s (1996) empirical study about a Japanese-

American partnership may illustrate this point, as it emphasized the creation of a “third 

culture” (p. 67) within the organization, a space inside which managers identified as 

potential “transculturals” undergo a transformational process from “cultural synthesizers” 

to cross-cultural “socializing synthesizers” (p. 68). The third culture is described as 

involving “the bridging and transcending of the two cultures (Graen & Wakabayashi, 

1994)” (p. 65). In other words, two main assumptions are made for the partnership to be 

successful: one, there is an initial acknowledgment by both parties involved to recognize 
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the existence of cultural differences, and two, there is a will to understand them and to 

bridge them in a cooperative and harmonious manner.  

 To achieve this, the authors offer a guideline in five stages for organizations to 

train any “business partner” (Graen & Hui, 1996, p. 67) into becoming a “transcultural.” 

First, an individual should become a “cultural adventurer,” meaning developing “interest” 

in “cultures other than one’s own.” Second, the individual “becomes a “cultural 

sensitizer,” meaning capable to “attune” one’s “behaviors and attitudes” in relation to the 

other culture of interest. In other words, emphasis is on learning and conforming to 

“social and behavioral norms.” Third, the transcultural individual in-becoming is to 

“transcend” his own “cultural biases”; to achieve this step, one is to immerse oneself into 

a “completely different culture” since the authors believe that the more “discrepant” the 

other culture is, the better to become conscious of one’s own. In such a way, one 

becomes a “discrepant culture insider” and self-conscious of one’s inherent perspectives 

initially forged in one’s original culture. Fourth, to attain such a level, the individual has 

to have knowledge of the other culture involved and master a capacity to transcend 

judgment beyond one’s “own cultural background.” Individuals then have the capacity to 

conceptually differentiate and conciliate “similarities and differences between the variety 

of phenomena presented to them in different cultures to make valid and meaningful 

comparisons” (p. 68). The way of seeing the world is thus altered, widened, and 

deepened. The fifth stage involves the capacity to combine both socializing processes, 

from the “home culture” and from “the second culture.” At this point, the transcultural 

individual is able to “create third cultures,” whereby he infers “general laws” and “creates 
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new functional concepts acceptable to the cultures of interest” (p. 68). The authors 

recommended that organizations “identify managers with potential to be transculturals.” 

 Peter Jarvis’s (2006) research on adult learning showed that some significant 

events that are perceived by the individual as life changers may “only be recognized long 

after they have occurred” (p. 50). Graen and Hui not only depicted a linear process/model 

but omitted to mention how long each phase might take before one becomes efficient and 

operational. Harrison (1994) examined this question by looking at the literature on cross-

cultural training. Various options were inventoried, from 40 to 50 hours up to a year prior 

to an assignment. The multiple options varied tremendously, depending upon the 

specificity of the assignment. In other words, one person may get a shot of cross-cultural 

training, while another might go through a deeper and more thorough experience. 

Therefore, knowing that the private sector is often in pressing need of effectiveness and 

results, it would seem useful for organizations to be able to seek ready-made 

transculturals. In practice, Hong and Doz (2013) noticed that many private companies 

with international market interests have “placed executives from mixed cultural 

backgrounds in its most critical activity: new-product development” (p. 116). They did so 

because “multiculturals are better placed than others to draw analogies among cultural 

groups.” These guidelines describe a transformation process by which one learns a new 

way of perceiving and understanding the world and of being (i.e., acting, behaving) in the 

world. The process conceptually reconciles with the transcultural process undergone by 

biculturals (Benet-Martinez & Hong, 2014; Brannen et al., 2009; de Merode, 2011) or, 

generally speaking, third-culture individuals (Mortimer, 2010; Pollock & Van Reken, 



 65

2001, 2009; Stokke, 2013), only it is described with the assumption in mind of ceteris 

paribus sic stantibus (i.e., all other variables/factors being equal).  

 These transcultural learning and transformation guidelines also echo 

transformational learning theories describing personal empowerment and an “awakening” 

experience (Freire, 1972); a relationship between experience and adaptation with Kolb’s 

(1984) four-stage cycle (i.e., learning through a critical reflection on experience); 

transformation through self-critical consciousness (Mezirow, 1991, 2000). Papastamatis 

and Panitsides (2014) indicated that perspectives about learning overrely on the rational 

and cognitive processes in learning; they advocated a holistic approach in transformative 

adult learning that includes four dimensions: cognitive, physical, emotional, and spiritual: 

“When we come to knowing and learning, linear and fragmented approaches cannot 

account for the perplexity of the human being consisting of mind, body and spirit, and 

therefore all these parameters should be attended to” (p. 74).  

The Transcultural Movement 

 The globalization phenomenon, also perceived as a process of modernity 

(Giddens, 1990), initially triggered fear by threatening the very idea of nation-states 

(Huntington, 1997; Imbert, 2014), collective heritage, memory, traditions, and rituals, 

under the anticipated threats of transnational powers such as multinational corporations, 

world economic codependence, Hollywood worlds as described by Bird and Stevens 

(2003), cultural homogeneity (Bird & Stevens, 2003; Demorgon, 2010; Edwards & 

Gaventa, 2001; Featherstone, 1990; Mayo, 2005; Savage et al., 2010), and such concepts, 

as we currently know them, of sense of self and sense of belonging (Boullata, 2008; 

Croucher, 2004; Ollivier, 2009). In fact, globalization reinforced national identity claims, 
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national history, unique social values, and a “collective memory” (Halbwachs, 1950/ 

1997; Halbwachs & Coser, 1992) in the minds of individuals (Assmann, 2011; Mansouri 

& Lobo, 2011; Ollivier, 2009), and it opened the door to various terminologies such as 

multiculturality, interculturality, cross-culturality, and finally one that has been 

apparently neglected: transculturality (Fistetti, 2009). The terminology relating to the 

transcultural phenomenon, such as transcultural, transculturality, transculturalism, has 

been given various meanings and interpretations as explored next.  

 For instance, the idea of the transcultural has been presented as offering an 

alternative sociopolitical path for Canada, which was the first Western country to have 

implemented a multicultural policy in 1971 (Wilson, 2012). Canadian philosopher 

Charles Taylor (as quoted in Dostal, 2002, p. 126) underlined: 

The great challenge of the coming century, both for politics and for social 
sciences, is that of understanding the other. The days are long gone when 
Europeans and other “Westerners” could consider their experience and culture as 
the norm toward which the whole of humanity was headed, so that the other could 
be understood as an earlier stage on the same road that we had trodden. Now we 
sense the full presumption involved in the idea that we already possess the key to 
understanding other cultures and times. (p. 126) 

 Taylor addressed the idea of an open inquiry into how we come to know things, in 

other words, how we construct knowledge. Here German philosopher Gadamer was 

called upon when describing how human social sciences could best be practiced in the 

20th century: “It is crucial to have knowledge of one’s own history and at the same time 

of the other’s. Therefore, historical awareness on both parts is required to come to 

understand the other” (Taylor, 2002, p. 126). 

 Transculturality as perspective. In 1983 a Canadian and Italian intellectual 

movement from Montreal started a publication by the name of Vice Versa, which 
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advocated an alternative worldview to the ones of “Canadian multiculturalism and 

Quebecois nationalism,” according to Sheena Wilson (2012), who analyzed the outcomes 

of the movement. In a Canadian context of politicocultural debate triggered in part by the 

growing globalization phenomenon and flow of immigrants, a transcultural space is 

created to voice a discourse transcending traditionally conceived, bounded cultural 

perspectives. This movement includes individuals living in the city of Montreal as artists, 

literary writers, scholars, and activists. Interestingly, the start of the publication coincided 

with the first referendum (20 May 1980) and the last one ended with the second 

referendum (30 October 1995), only to be reborn in a live electronic format on the 

Internet (http://viceversaonline.ca/) in 2014. The magazine was published, and continues 

to be published online, in four languages: French, English, Italian, and Spanish. The 

objective was, and remains today, to create a deterritorialized space for people, regardless 

of their cultural belongings, to inquire, to retrace, to critique, to laugh, and to imagine a 

transcultural reality with such means as arts, literature, visual media, music, and 

sociopolitical criticism (Wilson, 2012; ViceVersa, 2017). In other words, this space was 

dedicated to the manifestation of transcultural perspectives, where multiple realities 

coexist simultaneously. As emphasized by Patrick Imbert (2014), “Transculturality leads 

to a rereading and re-contextualization of perspectives” (p. 578). Storytelling and 

biographical narratives are major means for discovering transcultural experience across 

the lives of individuals (Bond & Rapson, 2014; Crownshaw, 2014; Dagnino, 2015; 

Kaltmeier, 2013; Schulze-Engler et al., 2009).  

 A couple of criticisms were made about ViceVersa: the transcultural movement 

was not engaged enough in Canadian policy making, meaning not siding either with the 
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French-speaking minority or with the Anglophone majority; and there was a lack of clear 

definition of the transcultural concept per se, to which it was answered that the idea of the 

transcultural is to transcend existing artificial cultural boundaries, and therefore it would 

be antinomic and a contradiction in terms to do so (Wilson, 2012). Transculturality as an 

ideal abstraction is to produce knowledge from the encounter, the dialogue, the exchange 

with the other, according to Moser (as cited in Wilson, 2012, p. 266). Moreover, Wilson 

takes the concept of transculturality to an ideological level by contrasting 

multiculturalism and transculturalism (2012, p. 268). According to the author, the former 

represents the concept of a cultural mosaïc, which was initially presented as a positive 

sociopolitical stance to the Canadians, while it may in fact induce segregation, ghettos, 

and alienation. The latter concept of transculturalism refers to an ideological perspective 

calling for cooperation, interaction, and exchange between communities, and thus 

flexibility and an open mind on the part of the individual.  

 Imbert (2014) emphasized that “transculturality is not linked to an 

acknowledgement of a reality by means of an established culture as it is linked to an 

institution, a church, a nation-state casting a stereotyped identity on people” (p. 578). 

Transculturality thus refers to a personified cognitive trait including “reflexive abilities” 

(p. 583) to go beyond a discourse of reality grounded in a taken-for-granted bounded 

cultural scheme of references. Transculturality grants access “to a metareality that 

escapes dualism” (p. 583). To illustrate this last sentence, novelist F. Scott Fitzgerald’s 

(1936) philosophical observation of life provides an analogy: 

The test of a first-rate intelligence is the ability to hold two opposed ideas in the 
mind at the same time, and still retain the ability to function. One should, for 
example, be able to see that things are hopeless and yet be determined to make 
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them otherwise. This philosophy fitted on to my early adult life, when I saw the 
improbable, the implausible, often the “impossible,” come true. (p. 13) 

 Fitzgerald illustrated here the meeting of opposite thoughts and finding a way to 

accept the creativity brought about by cognitive dissonance. While the idea of 

transculturality may yet find a way to be translated in policymaking terms, its 

perspectives are nonetheless disseminated in Western society through a growing volume 

of literary works and other art forms. For instance, the artistic photography in 

Transcultural Montage presented by authors and artists Suhr and Willerslev (2013) 

indicated that “montage offers a tool” to present “the invisible ground of social life and 

human perception” (p. 9). To further their message, they pointed to Michael Taussig, who 

shared his view on montage as a “sudden and infinite connection-making and connection-

breaking . . . which on account of its awkwardness of fit, cracks, and violent 

juxtapositionings can actively embody both a presentation and a counterpresentation” 

(1986, pp. 441-443). Therefore, artistic expressions, as means of symbolic 

representations of components of culture, contribute to deterritorializing creativity, 

aesthetics, and worldviews. Andreas Hepp (2009), scholar in media and cultural change, 

advocated a “transcultural perspective,” as it “opens up a very productive methodological 

access, as it makes very different power-related processes of cultural articulation 

accessible in a critical manner” (p. 12). Two indicative key terms emerged in this quote: 

methodology and critical. We now see that the transcultural is a process that requires a 

method accompanying critical reflection, whether it lies within the individual or in the 

external analysis or description as a symbolic representation of the transcultural life 

experience.  
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 The paradigm. Transculturality as an abstraction “offers a conceptual landscape 

for considering cultures as relational webs and flows of significance in active interaction 

with one another,” as suggested by Afef Benessaieh (2010, p. 11) when differentiating it 

from multiculturalism and interculturality. Benessaieh (2010) pointed out, only to 

disagree, that “current views of cultures” remain today “fixed frames or separate islands 

neatly distanced and differentiated from one another” (p. 11). Wolfgang Welsch (1999), 

another adept scholar of the transcultural paradigm, warned us about such 18th century 

perspectives that inform the concepts of interculturality and multiculturality. The former 

“seeks ways in which such cultures could nevertheless get on with, understand and 

recognize one another” (p. 196). As for the latter, the concept “proceeds from the 

existence of clearly distinguished, in themselves homogenous cultures—the only 

difference now being that these differences exist within one and the same state 

community” (p. 196). In such a context, individuals are encouraged to respect each 

other’s differences while maintaining a sense of cultural hegemony and thus a risk of 

cultural transgression (Jenks, 1993, 2003). Welsch (1999) denounced the other side of 

the coin, “tolerance,” which only exists as long as deterministic cultural delimitations are 

kept alive, engendering “chauvinism” and “fundamentalism” (pp. 196-197).  

 Since culture is rather a process, and “a polymorphic symbolic dimension of 

social construction and reproduction in multicultural and transcultural societies” 

(Steingren, 2010, p. 4), it has experienced throughout humanity’s history a continuous 

deterritorialization and reterritorialization in places not related to its origins and traditions 

(including King, 1991, as cited in Kearney, 1995; Kuhn, 2013). Mikhail Epstein (1999, 

2009, 2012) offered a philosophical perspective on the transcultural process at the level 
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of the individual, and referred to its derived ideological terminology of transculturalism 

for human societies at large: “Transculturalism is especially needed in world politics, 

where the factor of fixed cultural identity based on race, ethnos, religion, or ideological 

commitments turned out to be a source of conflict and violence” (Epstein, 2009b, p. 328). 

Therefore, the worldview sustaining cultural categorization, as a mode of exclusion rather 

than as a humanistic value in complementary differences, favors a deterministic 

worldview of competing and conflicting interests. The transcultural stance offers 

empowerment, agency, and self-determination, according to Epstein (2009b), because it 

“integrates many cultural traditions and sign systems and embraces a universal symbolic 

palette, from which individuals can freely choose and mix colors in order to paint their 

self-portraits” (p. 343). While the concept of transculture may be seen as a utopian 

perspective at the level of a nation, it is nonetheless worth trying. As seen above, Epstein 

emphasized the idea of transculture as a process for constructing one’s identity by choice. 

This transcultural construction constitutes a liberating process lived and experienced 

individually by freeing one from inborn cultures with their inferred limitations and 

delimitations (Epstein, 1995, 1999, 2009, 2012). This innovative perspective offers a new 

path in identity formation and human development, away from the deterministic terms of 

geographic location, passport identity, family heritage, or imposed religious beliefs, 

among other external constraints. Sociopsychology has only recently been studying “the 

psychology of multicultural identities and experiences,” according to Benet-Martinez and 

Hong (2014, p. 3).  

 In light of this chronological review of the idea of the transcultural, and within the 

scope of this dissertation, a tentative summary of the transcultural paradigm is here 



 72

offered: the transcultural paradigm provides a means to describe, to understand, to 

explore a human phenomenon as a way of knowing the world and a way of being in the 

world, whereby multiple dimensions of a plurality of symbolic cultural representations 

(e.g., languages, practices, customs, habits, beliefs, cognition, emotions, affect, 

spirituality) find themselves simultaneously in the presence of each other (i.e., time and 

space) to form and to produce an unprecedented and innovative syncretic cultural genre 

as a source of knowledge. It is nurtured and maintained by a socially situated symbiosis 

in interindividual interactions involving learning processes, whose outcomes lead towards 

the creation of knowledge (inspired by, among others, Bakhtin, 1986; Baudrillard, 1986; 

Benessaieh, 2010; Dagnino, 2012, 2015; Derrida, 2002; Epstein, 1999, 2009, 2012; 

Fistetti, 2009; Foucault, 1966, 1969; Morin, 2009; Todorov, 1989).  

 From the analysis that led to this transcultural paradigm can be derived three main 

elements: a transitioning process as a lifelong learning experience, a type of individual, 

and a humanistic approach.  

The Transcultural Process 

 A multidisciplinary review of the literature exposes an evolution in thinking on 

the transcultural process. It proceeds from an initially thought undesirable human 

development model, with such psychological perspectives as a debilitating impact due to 

bicultural stress (Chen, Benet-Martínez, & Bond, 2008; Kanno, 2003; LaFromboise et al., 

1993); to a growing desirable competence (Benet-Martinez et al., 2006; Hong, 2010); and 

now possibly a next stage in human evolution according to contemporary researchers 

Hong and Khei (2014) in light of new research on the growing number of transcultural 

individuals (Benet-Martinez, Leu, Lee, & Morris, 2002; Brannen et al., 2009; de Merode, 
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2011; Friedman & Liu, 2009; Ringberg, Luna, Reihlen, & Peracchio, 2010). From a 

historical perspective, the term “transcultural” is not new; it has evolved since its initial 

ethnic and racial mixing perspective involving cultural hegemony (Dewulf, 2014; Ortiz, 

1947; Welsch, 1999), which lies at the roots of three social policy models in cultural 

“assimilation,” “convergence,” or “mixing” (Pieterse, 2015, p. 60). The contemporary 

version of the transcultural refers to a dynamic flow of cultural elements that juxtapose, 

overlap, and blend as the individual internalizes culture. The phenomenon has gradually 

spread to all levels of society as observed by researchers Nordin, Hansen, and Zamorano 

Llena (2013): 

Whereas transcultural experiences used to be the privilege of an elite, they are 
now a reality for a significant part of the world’s population, due to the intensified 
volume and frequency of migration, information exchange through new channels 
of communication technology, and global economic interdependencies. (pp. ix-x) 

 Education and sociocultural construction. In the 1990s, in a context of 

increasing globalization, French scholar Anne-Catherine Wagner (1998) described the 

growing phenomenon of a new social class “global elite” (McDonald, 2009; Vaiman, 

Scullion, & Collings, 2012) whose children were exposed early to multiple languages and 

worldviews. A global education competition suddenly pressured national educational 

systems to rethink their curricula and pedagogical approach (Forestier, Thélot, & Émin, 

2007). In the United States, Goldstein and Morning (2000) indicated the rise of yet 

another social phenomenon in immigration: an increasing number of “mixed-race 

Americans immigrants and immigrants who do not find an obvious place for themselves 

in U.S.” (location 6235), and thus has impacted administrative and social research. 

According to the authors, since new “racial classifications” were created, people are now 

checking multiple boxes, which has serious impacts on public policies and largely affects 
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health and social sciences research data: “The diversity of the more-than-one-race 

population poses some serious problems for any method of classification and for the 

treatment of this population under existing civil rights legislation” (location 6235). 

Hence, an in-between category of people does not fit in the American worldview of racial 

categorization. Adding to this difficulty is a noticeable new international category of 

people of “hybrid social forms,” according to Anthias (2001). They appear to be 

“transcending old ethnicities,” and Anthias proposed to study them under a 

“translocational positionality” lens (p. 638). 

 This perspective that people become conscious of their cultural heritage in light of 

another culture is also not new. In Montesquieu’s Les Lettres Persanes (1721), Persian 

individuals become conscious of their cultural heritage while visiting France and 

similarly the narrative offered the French reader the opportunity to notice French ways 

and worldview. German sociologist Max Weber mentioned in his writings on Spirit of 

Capitalism (1904-1905) the various appropriate moral and ethical characteristics that will 

provide the most successful outcomes for the individual in this industrial era: “The ability 

to free oneself from the common tradition, a sort of liberal enlightenment, seems likely to 

be the most suitable basis for such a businessman’s success” (Weber, Parsons, & 

Tawney, 2003, p. 70). This resonates with Epstein’s (1999, 2009) perspective in 

outgrowing one’s inherited cultural origins, as cited earlier. One of Weber’s 

contemporary colleagues, sociologist George Simmel, described in 1908 a “stranger”: 

not in the usual sense of the term, as the wanderer who comes today and goes 
tomorrow, but rather as the man who comes today and stays tomorrow—the 
potential wanderer, so to speak, who, although he has gone no further, has not 
quite got over the freedom of coming and going. He is fixed within a certain 
spatial circle—or within a group whose boundaries are analogous to spatial 
boundaries—but his position within it is fundamentally affected by the fact that he 
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does not belong in it initially and that he brings qualities into it that are not, and 
cannot be, indigenous to it. (Simmel & Levine, 1971, p. 143) 

 Simmel identified a number of themes related to the idea of interindividual 

cultural exchange: the dynamic flux induced by traveling; the idea of acceptance within a 

human group; and the positive contribution and enrichment this stranger brings to the 

group and vice versa. Alfred Schuetz (1944) built and commented on Simmel’s 

description by contextualizing the concept of “an adult individual of our times and 

civilization who tries to be permanently accepted or at least tolerated by the group which 

he approaches” (p. 499). Sociologists Park (1928) and Stonequist (1935) are often cited 

from the perspective that to be living in between cultures was an undesirable human 

development due to the suffering that the process entails. At the time, the idea of human 

development was rooted in the following worldview according to Stonequist: 

Each individual is likely to be born, mature, and die within the boundaries of one 
tribal or national tradition, learning to communicate in one tongue, developing 
loyalties to one sovereign government, conforming to the expectations of one 
moral code, believing in the way of life approved by one religion. The deepest 
part of his personality—his sentiments, conception of self, style of life, and 
aspirations, whether articulate or inarticulate, conscious or unconscious—are 
formed out of and identified with these more or less harmonious patterns of the 
social heritage. (1935, pp. 1-2) 

 Thus, individuals such as Simmel’s wanderer or traveler or Stonequist’s 

“marginal individual” are described as having a capacity of “double consciousness” by 

Du Bois (as cited in Stonequist, 1935). Interestingly, this concept of “double 

consciousness” resurfaced in studies on biculturals (LaFromboise et al., 1993). Early on, 

Park (1928) described this individual as one becoming “cosmopolitan” (p. 888) by 

working through this culture transitioning process and learning from the social 

environment while disseminating his original culture in his new environment as well. 
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Park came to the conclusion that this individual, or the mixing of cultures to a larger 

extent, is beneficial to the development and progress of any human society and for 

humanity in the long run. Park supported his argument with reference to American social 

scientist Frederick Teggart, who emphasized the liberating aspect of this transitional 

process for an individual to be “released from the restraints and constraints” of 

“customary modes of action and of thought” (p. 887), to become “not merely 

emancipated, but enlightened” (p. 888). Park described the process as one of 

“acculturation and assimilation” (p. 890). The process may be painful, as he referred to 

narrated experiences describing “moral dichotomy and conflict . . . when old habits are 

being discarded and new ones are not yet formed. It is inevitably a period of inner turmoil 

and intense self-consciousness” (p. 893). Park nonetheless ended his paper on a 

promising note for future research: “It is in the mind of the marginal man—where the 

changes and fusions of culture are going on—that we can best study the processes of 

civilization and of progress” (p. 893). Stonequist (1935) acknowledged, from both a 

“practical viewpoint” and “the standpoint of theoretical science,” that the “life-history” of 

the marginal man “offers a method for studying the cultural process from the mental, as 

well as objective, side” (p. 12).  

 Humanistic and social research focused on the individual. Since the 1990s, the 

literature on intercultural interindividual communication and relations has headed mainly 

in two directions: one leading towards the identification and inventory of skills and 

competencies (e.g., cognitive abilities, behavioral competence, cross-cultural 

communication skills), which may be learned through training and/or coaching and have 

been applied early on in such specific practices as nursing (Purnell, 2013) and 
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communication or cultural diplomacy (Hall, 1976; Stewart, 2008; Stewart & Bennett, 

1991), and another path that seeks to decipher and to understand human development 

specific to the transcultural individual (Benet-Martinez & Hong, 2014; Bennett, 1993a, 

1993b; Demuth & Keller, 2011; Hammer, 2015). For both purposes, studies have now 

been conducted on bicultural individuals (Benet-Martinez et al., 2006; Brannen et al., 

2009; de Merode, 2011; Hong, 2010; Kanno, 2003; Ringberg et al., 2010), adult third-

culture kids (Bonebright, 2010; Mortimer, 2010; Pollock & Van Reken, 2001, 2009; 

Stokke, 2013; Tarique & Weisbord, 2013), immigrants (Buono, 2011; LaFromboise et 

al., 1993; Ponterotto & Fietzer, 2014), and expatriates (Andresen & Margenfeld, 2015; 

Ang & Van Dyne, 2008). Each category, not mutually exclusive, has been the object of 

increasing attention in order to understand the nuts and bolts of the interindividual 

intercultural encounter and medium- to long-term cross-cultural social/professional 

adaptation processes (Bennett, 1993; Deardorff, 2009; Shaules, 2015). Therefore, 

research interests vary according to multiple perspectives ranging from identity, sense of 

belonging, intercultural communication competence, behaviorism, affective and cognitive 

processes, intelligence, and value-driven actions (Ang & Van Dyne, 2008; Fink, Neyer, 

& Kolling, 2006; Gardner, 2011; Moore & Barker, 2012; Tarique & Weisbord, 2013) to 

neuroscience, brain plasticity, and biological development and/or rearrangement (Chiao 

& Immordino-Yang, 2013; Hong & Khei, 2014).  

 Today, the idea of transcultural identity is approached from multiple angles: as a 

construct (Bennett, 1993a, 1993b); as a sense of self grounded in a web of internationally 

scattered friendships and family relations rather than in a territorialized traditional model 

(Benessaieh, 2010; Dagnino, 2015; Epstein, 2009, 2012); as the relationship between 
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cultural phenomena and brain plasticity in neuroscience (Ramirez-Esparza & Garcia-

Sierra, 2014); and as responsive genetics to certain environmental cues (Hong & Khei, 

2014; Lumsden & Wilson, 2005). This dissertation was essentially concerned with the 

human development process that the transcultural individual undergoes. 

 Learned skills and/or human development. According to Landis et al. (2004), 

intercultural competence is generally understood as “the ability to communicate 

effectively in cross-cultural situations and to relate appropriately in a variety of cultural 

contexts” (p. 149). This perspective is to be related to an American context of diversity 

initiatives in organizations, where it is assumed to contribute to effective recruitment and 

retention of members of underrepresented groups, management of a diverse workforce, 

productivity of multicultural teams, marketing across cultures, and the development of a 

climate of respect for diversity in the organization (p. 149). 

 This environment reflects the value-driven socioeconomic and political 

preoccupations of our contemporary time in a geographically situated environment. The 

general Western idea of intercultural competence education, training, and coaching is to 

have “frogs” turned into “interculturalists,” according to Janet Bennett (2003). The main 

objective of intercultural models and thus training and education is to move a 

monoculture with an ethnocentric worldview defined as “one’s own culture is central to 

all reality” (Bennett, 1993a, p. 30) towards an ethnorelative perspective or mindset, 

whereby “an inter-cultural/global mindset (ethnorelative orientation) is associated with 

‘being comfortable with many standards and customs’ and ‘an ability to adapt behavior 

and judgments to a variety of interpersonal settings’“ (p. 26). From an organization’s 

point of view, it is more desirable to have employees with an ability to shift or to adapt 
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their behaviors and actions in accordance with cultural context in order to ensure 

successful cross-cultural relations and communication (Bennett, 2003; Gebhard, 2010; 

Hammer, 2012; Jackson, 2010; Kim, 2001, 2012). While cross-cultural research, to 

which college students largely contribute, provides core training material and guidelines 

for John and Jane Doe to become interculturally competent and explores the underlying 

layers and dimensions pertaining to the transcultural individual’s human development 

process, there remain some limitations. Researchers Spitzberg and Changon (2009) 

presented a list of 268 components involved in the interindividual interaction intercultural 

phenomenon, out of which 64 are cognitive and personality traits, 77 are affective and 

attitudinal dimensions, and 127 are related to behavioral and skills variables. Some of the 

critics indicated that cross-cultural competence models use incomplete tools: “Most of 

the available instruments are either poor or of unknown validity,” according to cross-

cultural specialists Greene Sands and Greene-Sands (2014, p. 160). Hammer (2015), a 

long-time scholar and specialist in intercultural relations and communication, pointed out 

that there are “conceptual inconsistencies” and “overlaps” (p. 13), that testability of the 

models used remains scarce, and that correlations between the various cognitive, 

affective, and behavioral dimensions and outcomes remain unclear.  

 In practice, expatriate failures remain frequent, with significant local impacts (i.e., 

human and economic) and high costs for the organization (Andresen & Margenfeld, 

2015; Ang & Van Dyne, 2008; Okpara, 2016); the search for the ideal leader with the 

appropriate global mindset is active (Cseh et al., 2013; Hong, 2010; Lam & Selmer, 

2004; Piaskowska & Torjanowski, 2014; Tarique & Weisbord, 2013); the global “war for 

talent” (Beechler & Woodward, 2009) remains alive (Devine & Syrett, 2014; Sheehan, 
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2012); socioeconomic and political divides remain unresolved as Western models are 

being questioned with increasing intermingling and movement of people along with 

growing virtual cultural influences (Benessaieh, 2010); and static reality, grounded in a 

traditionally monolithic and ethnocentric worldview, is also shattered by the virtual 

reality of a real-time, worldwide, and online gaming environment (McGonigal, 2011). 

 The transcultural individual. Only after World War II and during the Cold War 

did cross-cultural and intercultural relations and communications become of increasing 

interest due to a continuous need in cultural diplomacy (Grincheva, 2010; Mulcahy, 

1999; Sablosky, 1999; Stoica & Pantea, 2014). Although bicultural spies were sought as a 

rare talent (Grosjean, 2010), Edward Hall (1976, 1990), major scholar and initiator in the 

field of communication, offered an empirical explanation as to why one needs cultural 

identification in contact with the other:  

The difficulties I and others have observed persist so long and are so resistant to 
change that they can be explained only in psychological terms: people are in and 
remain in the grip of the culture type of identification. Without knowing it, they 
experience the other person as an uncontrollable and unpredictable part of 
themselves. (1976, p. 210) 

 Resistance to change emerges here in relation to fear and anxiety towards the 

unknown, the unrecognizable other, the individual in the mirror (Nicolescu, 2014). Since 

then, the “stranger” has been given many names, such as cultural hybrids (Greenholtz & 

Kim, 2009; Moore & Barker, 2012), global nomads (McCaig, 1996), cultural chameleons 

(Blasco, 2012; Torelli & Cheng, 2011), third-culture individuals and adult third-culture 

kids (Pollock & Van Reken, 2001, 2009; Useem et al., 1962), transcultural individuals 

(Adler, 1975, 1977), and neo-nomads (Dagnino, 2015).  
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 Empirical research. A century later, following Simmel’s 1908 concept of a 

stranger, transcultural individuals have become the object of empirical research across 

various academic fields including sociopsychology (Benet-Martinez & Hong, 2014), 

counseling (Hirschorn & Hefferon, 2013; LaFromboise et al., 1993; Limberg & Lambie, 

2011), and intercultural relations (Byars-Winston & Fouad, 2006; Lam & Selmer, 2004). 

The interests lay, for instance, in their useful cross-cultural competencies in relation to 

global leadership perspectives (Cseh et al., 2013; Stokke, 2013) from a pragmatic and 

utilitarian perspective, and also in theory building by encouraging reconsideration of 

human development theories, particularly relating to the idea of identity (Benet-Martínez 

& Hong, 2014; Bennett, 1993b; Chen et al., 2008; de Merode, 2011; Dewulf, 2014; 

Erikson, 1968). The study of identity has been mainly driven by Erickson’s (1950) work 

(Hoare, 2011; Ramarajan, 2014) from a psychoanalytic ego-based perspective. Erikson 

(1968) defined identity in relation to a sense of belonging, a phenomenon “partly 

conscious and partly unconscious,” according to Kroger and McLean (2011, p. 174): “of 

being ‘at home’ in one’s body, of ‘knowing where one is going’, and an inner 

assuredness of anticipated recognition from those who count” (1968, p. 165). Relating 

identity formation to lifelong learning is fairly recent (Kroger & McLean, 2011), and the 

idea of transcultural individuals is along those lines since they develop “multicultural 

identities or multicultural identity” (Moore & Barker, 2012, p. 553) across a lifetime. The 

anthropologist Lévy-Strauss offered another view on the idea of identity by describing it 

as an indispensable virtual space, which serves as a reference point providing us with 

explanations of a number of things, while in fact it does not have any real existence 

(Lévy-Strauss & Pouillon, 1987).  
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 Janet Bennett (1993a) referred to transcultural individuals as “constructive 

marginals” due to their understanding that their identity is ultimately a voluntary and 

chosen construction. In other words, transcultural individuals build themselves through a 

process resembling an artistic cultural bricolage, as they stand “outside all cultural 

frames of reference by virtue of their ability to consciously raise any assumption to a 

meta level (level of self-reference)” (Bennett, 1993b). Bennett (1993a) mentioned that 

“there is no natural cultural identity for a marginal person” (p. 63). Therefore, this ability 

to transcend cultural spaces gives them “the most powerful position from which to 

exercise intercultural sensitivity” (p. 65). Hence, certain individuals have developed their 

senses to be receptive to interindividual interactions in cross-cultural environments 

without feeling threatened.  

 Angela Buono (2011) emphasized the fact that multiculturalism is related to 

sociopolitics anchored in a territorial space, while transculturality refers to the personal 

traits of an individual’s transcultural life experience described by poetic writer Hédi 

Bouraoui as “the identity of difference.” The French-Tunisian-Canadian poet emphasized 

in his writings the creative value of the immigration experience by saying that 

“emigration redefines the ontology of the contemporary self” (2011, p. 8). An inner 

tension is described as a source of creativity and personal growth in outgrowing the 

“culture shock” (p. 20) taking place in the meeting of different perceptions of reality.  

 Kim (2008) focused on the “stress-adaptation-growth dynamic” (p. 363) in the 

transcultural process. The author emphasized the “push” and “pull” at play with “each 

experience of adaptive change.” Scholars have agreed, as earlier observed by Hall (1976), 

that there is inevitably a stress in the individual psyche. Kim (2008) presented it as “a 
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kind of identity conflict rooted in resistance to change, the desire to retain old customs in 

keeping with the original identity, on the one hand, and the desire to change behavior in 

seeking harmony with the new milieu, on the other” (p. 363). Kim further deduced that 

adaptation is then the process through which individuals “strive to establish and maintain 

a relatively stable, reciprocal, and functional relationship with the environment.” Dagnino 

(2015) observed in transcultural narratives that to achieve a new representation of a 

transcultural reality, the individual calls on personal creativity in the interpretation of the 

world, redefining a sense of self and creating knowledge out of critical reflection on his 

or her life experience, comparing, contrasting, and combining past and present events by 

way of the senses. 

 Demuth and Keller (2011) asserted that “theories on human psychological 

functioning and development are always expressions of cultural worldviews within a 

specific historic time” (p. 427). Hence, our contemporary times are indicative of social 

and individual phenomena in the evolution of worldviews and vice versa. Friedman and 

Liu (2009) mentioned that once an individual is immersed into international worldviews 

and remains open to other ways of thinking and being in the world, “a kind of cultural 

relativism sets in, and the person knows that one’s home values and expectations are not 

inherently given, but simply reflect the way that things are done in a particular part of the 

world” (p. 344). One of the elements that distinguishes the transcultural experience from 

a superficial touristic activity or temporary foreign exposure is the capacity to read 

cultural subtleties, to pick up the “social cues” (Shaules, 2015), the implicit messages 

communicated in the social context of the interindividual interaction dynamics. Shaules 

(2015) described this ability by referring to the Japanese “crucial element of joshiki” 
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(location 2438 Kindle version), in other words a “commonsense social knowledge 

required for polite behavior,” an ability to read “the air.” This level of interaction reveals 

how much the cultural habitus is integrated in the transcultural individual’s personality. 

Friedman and Liu (2009) defined biculturalism as  

the ability to comfortably understand and use the norms, ways of thinking, and 
attitudes common within two cultural systems. At the core of biculturalism is the 
ability of people to shift between two different cultural knowledge systems (Hon 
et al., 2000; Hong, Wan, No, & Chiu, 2007). (pp. 344-345)  

 Hence, in such a way biculturals are knowledgeable of two cultural environments. 

Recent research clearly supports the idea that to be able to consolidate knowledge 

emanating from a context of convergence of multiple cultures constitutes a form of 

intelligence, labeled cultural intelligence (Ang & Van Dyne, 2008), along with an ability 

to create knowledge (Nguyen & Umemoto, 2012).  

 Bilinguals and/or biculturals. Ramirez-Esparza and Garcia-Sierra (2014) clearly 

stated the inseparable relationship between culture, personality, and language. The 

authors referred to research on bilinguals that indicated a “personality shift” while using 

either one of the associated languages: “Bilinguals switch personality when they switch 

languages in a way that is consistent with the cultures associated with each language” 

(p. 49). Studies on bilinguals have presented various degrees of bilingualism. While 

bicultural individuals are de facto bilingual, bilingual individuals may not be bicultural. 

Language proficiency has been associated with four capacities: listening, speaking, 

reading, and writing (McNamara, 1967). Therefore, there are various types of bilinguals 

depending on how, when, and where the languages were acquired. Hence, Ramirez-

Esparza and Garcia-Sierra distinguished between simultaneous bilinguals, who learned 

both languages from birth, and those who learned a language at a later stage, commonly 
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referred to as “second language learners” (2014, p. 37). There are monocultural bilinguals 

and bicultural bilinguals. The difference between the two resides in the fact that 

biculturals “identify themselves to two cultures and speak” both culture-related languages 

(Ramirez-Esparza & Garcia-Sierra, 2014, p. 37). 

 Language is also a means of revealing the sociocultural context of an individual. 

As individuals construct meaning of the world, they draw upon languages to which they 

were exposed (Demuth & Keller, 2011). Thus, language is not neutral and contains, 

according to Bakhtin (1981), “tastes of the context and contexts in which it has lived its 

socially charged life” (p. 293). Bakhtin then suggests that ideas, constructed in a 

language, reflect some outcomes and influences of the social and of the historical in the 

world of that language.  

 A lack of a clear-cut category for the transcultural individual. Tzvetan 

Todorov (1989) emphasized that language is a door to accessing others’ worldviews and 

habitus: “Language is not a neutral instrument, it is soaked in thoughts, actions, 

judgements inherited from the past; it cuts out the real in a given manner and it 

imperceptibly transmits to us a worldview” (p. 13). A language carries and nurtures a 

culture. According to Steven G. Kellman, “multilingualism enlarges. . . . If identity is 

shaped by language, then monolingualism is a deficiency disorder. It limits our versions 

of self, society, and universe” (as cited in Dagnino, 2015, p. 133). He further singled out 

the fact that by transcending the cultural frontiers drawn by the structures of language, 

transcultural individuals refuse to submit to a “linguistic determinism” (pp. 23-24), which 

would limit their thinking horizons and creativity. Epstein pointed out that one’s 

transculturality “presupposes ‘translingualism’” (2004, p. 50). He also mentioned that 



 86

“only a small number of people, when acceding to two or several cultures, succeed in 

integrating them and thus are able to keep their freedom from any of them” (2009b, p. 

330).  

 This means that the transcultural process is not achieved in its totality by 

everyone who is deterritorialized. Some people remain deeply nostalgic and thus a 

“prisoner” of their past. Others turn completely to the “newly acquired culture” (2009, p. 

330). Along the same line of thinking, Mary Besemeres and Anna Wierzbicka (2007) 

emphasized:  

Monolingualism limits people’s understanding of the world and of human life in 
more than one way. It brings about an unconscious absolutisation of the 
perspective on the world suggested by one’s native language. It is only exposure 
to other perspectives (those suggested by other languages) which shows us that 
what we, as native speakers of one language, instinctively take for reality is in fact 
a particular interpretation of reality. (p. xiv)  

 Indeed, one takes reality for granted on a daily basis and with it a certain vision of 

the world, which is only singular when not in contrast to others. Therefore, Lamberto 

Tassinari, author and editor at Vice Versa, offered a relevant contrast when he asserted 

that “transculture implies a vision of displacement, of nomadism, the possibility of setting 

up one’s territory anywhere. That’s the force we can set against the dictatorial force of 

territory. Transcultural territory encompasses the whole planet” (as quoted in Caccia, p. 

218)” (Dagnino, 2015, p. 129).  

 While the concept of the transcultural phenomenon is embodied and exemplified 

by empirical studies on such individuals as biculturals and third-culture individuals 

(Lyttle et al., 2011; Meneses, 2007; Mortimer, 2010; Pollock & Van Reken, 2009), the 

concept goes beyond just these individuals. The declination of shapes and forms of the 

transcultural individual is unlimited, while certain patterns may remain core from a 
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competency perspective. Researchers Tarique and Weisbord (2013) posited that adult 

third-culture kids present certain patterns: proficiency in at least two languages and a life 

experienced in at least two countries, which has led them to develop an intimate 

relationship with the cultural environments where they lived. Hence, it can be said, using 

sociologist Norbert Elias’s symbolic representation (1991, 2012), that transcultural 

individuals have acquired the speaking, the thinking, and the knowledge of at least two 

macro cultures’ “realm of human existence” (1991, p. 65). 

 Therefore, a number of personality traits, cognitive abilities, behaviors, and 

artistic and philosophical worldviews emanate from the literature to depict characteristics 

specific to both the transcultural process and the individual. By way of an extensive 

number of in-depth interviews and narrative comparisons, transcultural researcher 

Arianna Dagnino (2015) has identified 10 major components defining the “transcultural 

orientation,” which contribute to the methodology presented in chapter 34: 

1) Individuals (characters as well as writers and readers) thriving in, or at least 
positively challenging, the feeling of precariousness of one’s existence; 

2) Movement experienced as freedom—an opening of new possibilities, 
beginnings, and becomings;  

3) A feeling of being “in place,” not “out of place”—no longer guests, at home 
anywhere, despite the difficulties inherent in any process of adaptation and 
translation;  

4) The perception of the boundaries between cultures and geographic entities as 
mobile, liquid, and changeable; 

5) Identity conceived as a fluid process: no need for self-affirmation or 
categorical reference to ethnic roots; 

6) Enrichment through interaction with, and immersion in, multiple cultures; 
7) The perception of the annulment, weakening, or supersession of traditionally 

conceived hegemonic centers; 
8) The playful and creative engagement with the experience of foreign idioms, 

concepts, meanings, geographies, and verbally empowered characters, fluent 
in more than one language; 

                                                 
4 The author has agreed to the transfer of these elements, as it appears to contribute relevant 
support to this dissertation study. 
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9) The blurring of the boundaries between self and Other; and, 
10) The sense of becoming experienced and understood as an empowering, 

although sometimes distressful, dialogic process of mutual transformation and 
cultural confluence. (p. 193) 

 

Transcultural Humanism 

 Agency. Epstein (2009, 2012) emphasizes the idea of freedom of choice related to 

agency and empowerment whereby one can decide to free oneself from and letting go of 

one’s inherent cultural heritage to develop a personalized and syncretic cultural space: 

“as a transcultural being, I make my own choice as to which culinary, artistic, or 

intellectual traditions to join, and to what degree I make them my own” (2009, p. 343). In 

such a way of living, the transcultural individual has access to a certain degree of 

freedom in decision making and action taking. Transculturality is thus a progressive 

perspective on the integration and internalization of a universal sense of cultures as 

symbolic cultural representations and in the creation of knowledge emerging from this 

converging process.  

 Personal growth. Dagnino (2015) builds on Tassinari’s view of transculturalism 

to describe the humanistic perspective included in the transcultural phenomenon: “we can 

imagine and envision transculturalism as a new humanism, based on the idea of 

relinquishing the strong traditional identities and cultures which in many cases were 

products of imperialistic empires, interspersed with dogmatic religious values (as quoted 

in Cuccioletta, p. 8)” (p. 137). The main idea contained in the transcultural approach is to 

go beyond cultural divides by choice, and to do so is to accept to embrace a transitional 

space where critical reflection, observation, and doubt will lead towards an irreversible 

change in worldviews (Benessaieh, 2010; Dagnino, 2015; Epstein, 2009, 2012; Imbert, 
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2014). Author and physicist Basarab Nicolescu (2014) describes the transcultural 

phenomenon as “the opening of all cultures to that which cuts through them and 

transcends them” (p. 12). For Nicolescu, “each culture is the actualization of a 

potentiality of the human being in a specific place on earth and at a specific moment in 

history” (p. 13). Hence, to relate to the other is for one to transcend the cultural divide 

while maintaining one’s cultural heritage, which is not single but plural. 

 A lifelong holistic process. To conclude this part about the transcultural 

phenomenon, it seems safe to deduce that while research in intercultural competence 

pursues its route, transcultural individuals embody the transcultural paradigm established 

previously and thus constitute a readily active human resource for organizations and 

society. They transcend the cultural divides and offer an opportunity to redefine the idea 

of culture, identity, sense of belonging, sense of self, agency, empowerment among other 

human development related concepts, and interpersonal interactions (Benessaieh, 2010; 

Dagnino, 2011, 2015; Demuth and Keller, 2011; Epstein, 2009, 2012; Kim, 2008). The 

transcultural process is a holistic human development process, in the sense of Jack 

Demick (in Hoare, 2011) whereby the “total context of human activity” is taken into 

consideration, in other words “the person-in-environment system is an integrated system” 

as the individual “actively constructs or construes his or her experience of the 

environment” (p. 368).  

 This idea is best illustrated through narratives, autobiographies and self-stories 

according to Demuth and Keller (2011). For instance, scholar Muneo Yoshikawa (1978) 

published personal reflections on his own psychological insights as a Japanese living in 

the United States: 
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I am now able to look at both cultures with objectivity as well as subjectivity; I 
am able to move in both cultures, back and forth without any apparent conflict . . . 
I think that something beyond the sum of each [cultural] identification took place, 
and that it became something akin to the concept of “synergy” - when one adds 1 
and 1, one gets three, or a little more. This something extra is not culture-specific 
but something unique of its own, probably the emergence of a new attribute or a 
new self-awareness, born out of an awareness of the relative nature of values and 
of the universal aspect of human nature . . . I feel I am much freer than ever 
before, not only in the cognitive domain (perception, thoughts, etc.), but also in 
the affective (feeling, attitudes, etc.) and behavioral domains. (p. 220) 

 Yoshikawa presents here the premise of “cultural frame switching” used by 

scholars Benet-Martinez et al. (2002) to describe the process by which bicultural 

individuals respond to cultural cues by shifting from one “culturally based interpretative 

lens” to another. This concept is later retained by researchers Ringberg, Luna, Reihlen, 

and Peracchio (2010) to present biculturals-bilinguals as “ideal cultural mediators” for 

management. In terms of the transcultural concept, Yoshikawa evokes the idea described 

by Epstein (2009) as the creation of a new culture from the liberating process of going 

beyond one’s original culture and transcending the domination of the contextual culture. 

This excerpt also refers to the innate human motivation in “a lifelong learning task . . . to 

achieve life satisfaction and well-being” according to Demuth and Keller (2011, p. 434). 

Yoshikawa’s experience is an illustration of the phenomenon of cultural adaptation as 

well, or in the words of researcher Andrew Molinsky, specialized in organizational 

behavior, the process of “cultural retooling” (2013, p. 383). 

Humanistic Lens 

From a Philosophical and Intellectual Movement to a Pragmatic Worldview 

 Etymology and philosophy. Per humanist scholar Vito R. Giustiniani (1985), 

one needs to consider the etymology of the word humanism before proceeding towards a 
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broader understanding of the concept and its derived ideas and inspired beliefs. Hence, 

Giustiniani described “humanus as ‘whatever is characteristic of human beings, proper to 

man’” and “two more specific meanings, namely ‘benevolent’ and ‘learned’” (1985, 

p. 168). Scholars generally agree that the word humanist emerged in the 15th or 16th 

century, well before the 19th century concept of humanism (Copson & Grayling, 2015; 

Giustiniani, 1985; Revel, 2013). It is also understood that humanism is derived from 

humanitas, referring to education and culture (Graf, 1998) about the “learned man” 

(Giustiniani, 1985, p. 168), and humanus for all that pertains to “being human” (Graf, 

1998, p. 11). The philosophical and metaphysical stance illustrated by the god Apollo and 

followed by Socrates was “know thyself” (Selznick, 2008, p. 7), which emphasizes the 

importance of the individual’s life experience as key to a lifelong learning journey. 

 Italian Renaissance. The Quattrocento period is recognized as the period of 

resurgence of Greek and Roman philosophies, which promoted erudition as a way out of 

the darkness of the Middle Ages (Copson & Grayling, 2015; Elias, 2012; Giustiniani, 

1985; Rico, 2002). The original purpose for studying antiquity literature, or the classical 

world, was to build a society with “man of letters or hommes de lettres” (Giustiniani, 

1985, p. 171). Francisco Rico (2002), an Italian scholar who specializes in the study of 

humanism, pointed out that humanism is in fact an educational project. During the 

Renaissance, the apprentice humanist would display such qualities as “la douceur du 

parler, la noblesse des habitudes, le raffinement des moeurs” (p. 49). In other words, 

cultivated speech, nobility in habits, and refinement in customs exemplified a humanist 

way of being in the world. French philosopher Michel de Montaigne (1572-1592) 

initiated a process of thinking with skepticism in France with his Essays (1572-1592), 
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which led the reader to question how one should approach the world, what defines a good 

life, and where to seek some of life’s rewards while “breaking what has been called the 

‘cake of custom’” (Palmer et al., 2004, p. 281). During the Italian and the French Middle 

Ages, Renaissance, and Reformation, the idea of humanism was ultimately embodied by 

such a Universal Man or Uomo Universale as Michelangelo and Leonardo da Vinci, 

among many others (Giustiniani, 1985; Revel, 2013; Rico, 2002; Walsh, 1973). Admired 

erudite and Italian humanist Leon Battista Alberti (1404-1472) referred to the Roman 

rhetorician Seneca, who presented Heracles and Odysseus as two prominent examples of 

leading a life in humaneness, to offer teachings about how to lead a life in wisdom by 

nurturing behaviors favoring temperance through rational thinking (Alberti, Jodogne, & 

Paoli, 2016, p. 115).  

 Since the Renaissance lasted three centuries, humanist thinking became part of the 

basis of European culture as an educational worldview (Palmer et al., 2004). While 

Giustiniani attributed the creation of the word humanism per se to 19th century France 

(1985, p. 175), he also indicated that its “meaning changes not only from continental 

European languages to English, as in most English borrowings from Latin or French, but 

also from Italian and German to French” (p. 167). According to Giustiniani (1985), 

Germany, England, and France considered the study of Greek and Roman languages and 

texts as a “classical education” as early as 1808. France’s idea of humanism was 

broadened by including in its curricula authors from Byzantine, Arab, Persian, Indian, 

and Chinese origins (p. 174).  

 Scholar Renate Würsch (2012) summarized the etymology of humanism as 

including references to modern philanthropy as well as culture and the Greek concept of 
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paideia, which includes intellectual development, socialization, and the idea of self-

discipline (pp. 89-99). This was put forth by such humanist philosophers as Ferdinand 

Schiller (1903), who emphasized “man’s experience” as a source of knowledge (p. xvii); 

Irving Babbitt (1930), with the “concepts of proportionateness, cultivating a harmonious 

development of one’s faculties,” meaning “each faculty . . . should be cultivated in due 

measure without one sidedness or over emphasis” (p. 26); and Italian Renaissance history 

scholar Paul Kristeller (1947), who indicated that “classical antiquity” was the “common 

standard and model by which to guide all cultural activities” (p. 95).  

 A universal philosophy. For some contemporary humanist practitioners and 

enthusiasts, the concept of humanism has always existed throughout the world and across 

humanity’s history, and thus no one “invented it or founded it” (Copson & Grayling, 

2015, p. 5). In respect to this point, apart from the extensive influence in Western thought 

of the classical antiquity period (i.e., Greek and Roman literature), humanism is also 

found in the following sources: 

• Confucius’ influential teachings circa 5th century BCE in China (Chen, 2013; 

Fowler, 2015), which encouraged any individual to engage in becoming “a 

chun-tzu, ‘noble, unselfish, kind, just’ irrespective of birth” (Fowler, 2015, 

p. 135). Tu and Lu (2004) presented Confucian thinking as a form of “cultural 

humanism”5, whereby a culturally driven philosophy also houses humanistic 

values (Tu, 2001). 

                                                 
5 A terminology also found in Epstein (2009). 
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• The Middle Ages context of the Islamic world (Ljamai, 2015, pp. 153-166; 

Arkoun, 2006; Goodman, 2003; Reichmuth et al., 2012). Scholar Lenn 

Goodman (2003) described “Islamic humanism” by referring to “the Ikhwan 

al-Safa ideal man as: ‘Persian by breeding, Arabian by faith, Hanafite [thus, 

moderate] in his Islam, Iraqi in culture, Hebrew in lore, Christian in manners, 

Damascene in piety, Greek in the sciences, Indian in contemplation, Sufi in 

intimations, regal in character, masterful in thought, and divine in insight’” 

(p. 24). Founder of the Secularization of Islamic Society Ibn Warraq (2002, 

2003) emphasized the contemporary critical scholarship approach to the 

Qur’an as an intellectual and theological liberal form of humanistic thinking. 

• Indian thought, filtered through Hinduism and Buddhism, which encourages 

the individual to go beyond ordinary consciousness (Radhakrishnan, 1940) by 

exploring and examining the self (Munshi, 2009). Indian philosopher 

Sarvepalli Radhakrishnan pointed out the humanist “Hindu view”: “Self-

discovery, self-knowledge, self-fulfillment is man’s destiny” (1940, p. 35) 

Economist, philosopher, and scholar Amartya Sen (2005, 2006) described the 

idea of Indian identity through a humanistic lens. 

• Buddhism. Humanists, Buddhists, and scholars Matthieu Ricard (Revel & 

Ricard, 1997) and Stephen Batchelor (2012) offered an introspection in a 

secular and spiritual form of humanism within Buddhism. 

 Hence, humanism is a worldview identified today through shared values, relating 

to positive and constructive interindividual interactions that are compatible with 

individual cultural heritage (Epstein, 2009).  
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 A pragmatic worldview. At the time of Sophistic Enlightenment, Protagoras 

stated: “Of all things the measure is man, of the things that are, that [or “how”] they are, 

and of things that are not, that [or “how”] they are not” (Diels & Kranz, 1985, DK80b1). 

While Plato may have argued that God was the measure of all things, scholar Steven 

Mailloux (2012) described this point as being a long-time humanist controversy yet to be 

resolved. Therefore, when referring to the origin of Western humanist thinking per se, it 

appears more accurate to refer to it as belonging to “secular humanism” per Copson and 

Grayling (2015, p. 3). Thus, there is a distinction between thinking under the influence of 

dogmatic religious authority and thinking that is free of religious dogmas (Copson & 

Grayling, 2015; Rico, 2002; Selznick, 2008). Humanism initially contributed to the 

“conditions of Modern Scientific Consciousness” (Makkreel & Rodi, 1991, p. 185). 

According to Norbert Elias (2012), humanistic thinking grew out of an intellectual, 

scientific, social, and political development and movement, which renounced the 

subordination of science to religious dogmas while maintaining the subjective component 

of the spiritual individual. Furthermore, the humanism of the Enlightenment thinkers led 

to a new attitude towards a way of knowing the world, which includes reasoning, 

studying, and understanding. It was and remains a paradigm encouraging and nurturing 

the recognition of the simultaneous existence of a multiplicity of worldviews 

(Montesquieu, 1721), which contributes to “the growth of the individual’s self-awareness 

and the development of objective observation” (Dilthey, 1991, p. 189). Humanism 

became then a “value-concept” charged with an ideological perspective (Würsch, 2012, 

p. 91) related to the betterment of human society through individual self-improvement 

(Todorov, 1989). According to Dilthey (1991), the humanism movement advocated for 
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the “self-certainty of inner experience” (p. 189). American philosopher F. C. S. Schiller 

(1903) up-fronted “man’s experience” as “the starting-point” in “the understanding of 

life” (1903, p. xvii). Dewey (1929, 1930, 1938, 1944) closed the gap between man and 

nature, positioning man among nature and not above nature (Selznick, 2008, p. 13), as the 

industrial era seemed to shadow, and with such a perspective he opened the doors to 

natural humanism. 

 Following the period of world wars and colonialism, French author and 

philosopher Jean-Paul Sartre exerted another form of humanist thinking, existential 

humanism, and pointed out that “there is no other universe except the human universe, 

the universe of human subjectivity” (1948, pp. 55-56). With such a perspective, Sartre 

outlined that existential humanism reminds us that there is “no legislator” but ourselves; 

that we decide for ourselves and that it is by seeking beyond oneself that some sort of 

“liberation” will lead towards self-realization and thus reveal our “truly human” 

specificity. From the point of view of practice, Rollo May (1976) indicated that the 

existentialist perspective, as a philosophical lens, sees individual and personal crisis as an 

opportunity to understand a phenomenon and thus to transcend it by growing beyond. 

Such a crisis and opportunity for growth takes place in cross-cultural encounters, as 

outlined by Peter Adler (1975, 1977) and Edward Hall (1976), previously cited in the 

transcultural conceptual approach. 

 From Greek and Roman philosophy to Renaissance education and the 

Enlightenment’s liberation of dogmatic thinking, American psychology appears to have 

applied the humanistic paradigm to extract learning theories (Hoare, 2012; Merriam et 

al., 2007), an existential ontology, an epistemology in the study of human-related 
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phenomena, and a social constructionist conceptual approach (Waterman, 2013). This 

brings us to recognize a contemporary resurgence of humanistic thinking, once thought 

extinct or an illusionary nostalgia of an intellectual movement (Higgins, 2014), through 

the resurfacing of humanistic values, ethical behaviors, and humanitarian conduct post–

Second World War and post-colonial eras (Antweiler, 2012; Badawi, 1956; Copson & 

Grayling, 2015; Epstein, 2009; Giustiniani, 1985; Graf, 1998; Higgins, 2014; Montuori & 

Fahim, 2004; Revel, 2013; Rüsen & Laass, 2009; Rüsen & Spariosu, 2012; Selznick, 

2008; Würsch, 2012).  

A Contemporary Perspective and Approach 

A vision. In 1940, philosopher and statesman Sarvepalli Radhakrishnan published 

the following reflection on the state of humanity: 

For the first time in the history of our planet its inhabitants have become one 
whole, each and every part of which is affected by the fortunes of every other. 
Science and technology, without aiming at this result, have achieved the unity. 
Economic and political phenomena are increasingly imposing on us the obligation 
to treat the world as a unit. Currencies are linked, commerce is international, 
political fortunes are interdependent. And yet the sense that mankind must 
become a community is still a casual whim, a vague aspiration, not generally 
accepted as a conscious ideal or an urgent practical necessity moving us to feel 
the dignity of a common citizenship and the call of a common duty. Attempts to 
bring about human unity through mechanical means, through political 
adjustments, have proved abortive. It is not by these devices, not at any rate by 
them alone, that the unity of the human race can be enduringly accomplished. 
(Radhakrishnan, 1940, p. 2) 

 Here, the concept of a united humanity living in harmony as well as organized 

and driven by a rational perception of commonness in individual and social duties makes 

its way in the 20th century. A contemporary American definition from the American 

Humanist Association describes humanism in eight varieties, with 11 fundamental ideas. 
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It distinguishes the types of humanism as literary, renaissance, Western cultural, 

philosophical, Christian, modern, secular, and religious, each having its own 

interpretation of the concept. The association nonetheless extracted common grounds to 

define the “modern humanist philosophy” as an intellectual lens to address contemporary 

social issues, human values, and “moral dilemmas” using reason and science as methods 

of inquiry in “the pursuit of knowledge” (http://american humanist.org). The organization 

also affirmed a framework and a belief system, grounded in a manifesto, which described 

humanism as “guided by reason, inspired by compassion, and informed by experience” 

and thus encouraging individuals “to live a life well and fully.” 

 Practitioners and scholars Copson and Grayling (2015) outlined Bylaw 5.1 of the 

International Humanist and Ethical Union’s “Amsterdam Declaration”:  

Humanism is a democratic and ethical life stance, which affirms that human 
beings have the right and responsibility to give meaning and shape to their own 
lives. It stands for the building of a more humane society through an ethic based 
on human and other natural values in the spirit of reason and free inquiry through 
human capabilities. It is not theistic, and it does not accept supernatural views of 
reality. (2015, p. 6) 

 According to the authors, this definition of humanism has been agreed upon by 

humanist associations and federations in “over forty countries” (Copson & Grayling, 

2015, p. 6). Copson and Grayling (2015) asserted four dimensions related to religiosity in 

view of evaluating the compatibility between religion and humanism: “belief, practice, 

religious identity, and cultural heritage” (p. 25). In either case, it is concluded that 

humanism can cross over the invisible lines of either dimension. This conclusion 

attenuates the religion-secular antagonism in humanism as related to dogmatic thinking 

and scientific research (Schabler, 2012; Würsch, 2012). 
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 Other scholars such as Indian sociologist Surendra Munshi (2009) have attempted 

to summarize humanism in one sentence as a “belief in the possibility of all human 

beings realizing their innate nobility, irrespective of gender, race, class, religion, caste, or 

any other distinction among them” (p. 64). French philosopher Jean-François Revel 

(2013) suggested looking at humanism successively and altogether as an ideal, a literary 

content and form, a philosophical framework, a political position, a psychological 

understanding of human experience, and a spiritually tolerant perspective. Thus, Revel 

emphasized the fact that humanism is more of a framework for theories than a theory in 

and of itself. 

 As noted, humanism transcends cultural barriers and thus can be considered a 

transcultural framework to address today’s socioeconomic issues (Rüsen & Laass, 2009; 

Spariosu & Rüsen, 2012; Spitzeck et al., 2009). In contemporary terminology, “cultural 

humanism” (Epstein, 2009) acknowledges the combination of a philosophical heritage 

and way of thinking with the aspects of one’s cultural heritage. This way humanism 

today transcends normative or dogmatic thinking systems while establishing a common 

platform for humanistic values, according to the American Humanism Manifesto III. 

 Humanism and religion. Today, humanism’s boundaries between 18th century 

secular rationalism and 19th century free thought and religious worldviews no longer 

seem as secluded. Both aim at “human fulfillment,” but with different intellectual and 

spiritual approaches and earthly means (Melé, 2009, pp. 126-127). For instance, while the 

theologian and scholastic philosopher Thomas Aquinas (1225-1274) combined human 

reason and divine truth in his most famous work Summa Theologiae (1265-1274), which 

led to the scaffolding of an educational system, the Catholic Church published its 21st 
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century Compendium of Social Doctrine (2004), which defined and advocated for a 

humanism “capable of creating a new social, economic and political order, founded in the 

dignity and freedom of every human person, to be brought about in peace, justice and 

solidarity” (para. 19).  

 Therefore, the humanist framework, whether inspired by the divine or reason or 

by a reciprocal pollination of both (Melé, 2009; Revel, 2013; Russell, 1945), supports 

common ground for humanistic thinking and shares similar objectives: the progress of 

humanity and the humaneness in the experience of life. Domènec Melé (2009) pointed 

out that humanism in business translates into and aims respecting employees, fostering an 

ethical climate; providing favorable working conditions; and ensuring the psychological 

and physical well-being of all employees. 

 Pope John Paul II condemned the negligence of human life by the overwhelming 

cultural hegemony of the Western economic system: 

the error of economism, that of considering human labor solely according to its 
economic purpose. This fundamental error of thought can and must be called an 
error of materialism; in that economism directly or indirectly includes a 
conviction of the primacy and superiority of the material, and directly or 
indirectly places the spiritual and the personal (man’s activity, moral values and 
such matters) in a position of subordination to material reality. (Melé, 2009, 
p. 127) 

 A universal human nature. In other words, humanity is still seeking a way to 

create a frame for a life in all human society’s areas whereby individuals would be 

guided by a sort of universal natural and/or positivistic law as a principle of conduct 

(Médevielle, 2009). Anthropologist James Geertz (1973) empirically researched 

commonalties across cultures, building on previous research from Claude Levi-Strauss 
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(1962), only to come to the following conclusion about the impact of the concept of 

culture on the concept of man:  

We must, in short, descend into detail, past the misleading tags, past the 
metaphysical types, past the empty similarities to grasp firmly the essential 
character of not only the various cultures but the various sorts of individuals 
within each culture, if we wish to encounter humanity face to face. (1973, p. 14)  

 As observed here, the humanistic idea of the existence of a universal human 

nature conflicts with another existent movement of cultural relativism, in which a 

positivistic and pluralistic approach is favored and maintains humans as products of their 

specific culture (Kukathan, 2006). In either movement, human empowerment still 

encourages people to free themselves from external constraints to pursue their own and 

mutually shared values (Sen, 1999). This furthers the humanistic perspective that human 

empowerment, regardless of dualistic perspectives, offers an alternative path as an 

emancipatory process, thus liberating people’s agency (Bates, 2012). 

Humanistic Psychology: A Division of Psychology 

 The humanist worldview. The humanist worldview is a recognized 

philosophical doctrine (Revel, 2013; Russell, 1945; Todorov, 1998) that not only 

contributed to the history of ideas by offering a new path to constructing knowledge but 

also gave its name to a subfield of American psychology in the 20th century: humanistic 

psychology (Allport, 1930, 1967). This field includes such foundational scholars as Rollo 

May (1965, 1975), Victor Frankl (1948/1997, 1959), Erich Fromm (1993), Carl Rogers 

(1961, 1983), and Abraham Maslow (1965, 1968, 1970). 

 According to researchers Clark et al. (2011), in adult learning and human 

development, “It is impossible to underestimate the impact of humanistic psychology on 
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the theory and practice of adult education. It underpins the mainstream conceptualizations 

of adult learning, beginning with Malcolm Knowles’s (1970) principles of andragogy, 

which lay the claim for what makes learning in adulthood unique” (pp. 19-20). The 

authors indicated that the role of humanist psychology has been significant in terms of a 

paradigm with Carl Rogers as a leading humanist (Clark et al., 2011). They further 

asserted that humanistic perspectives underlie the “mainstream conceptualizations of 

adult learning” of such theories as andragogy (Knowles, 1970), self-directed learning, 

and transformational learning (Mezirow, 1985, 1990, 1991). 

 Author DeCarvalho (1991) indicated that American psychologist Gordon Allport 

coined the term humanist psychology as a transfer of German psychology (Allport, 1967). 

The purpose of humanist psychology is to emphasize the importance of focusing on the 

“art” of “knowing people” through a scientific approach in studying personality (Allport, 

1930, p. 127). The journal Humanist Psychology was first edited in 1961 (DeCarvalho, 

1990; Greening, 1985) following a symposium on existential psychology that took place 

at the American Psychological Association national meeting in 1960. 

 Psychologist scholar Ian Nicholson (1997) pointed in the direction of Abraham 

Maslow (1965) as he offered initial advice to the field of psychology in promoting a 

humanistic lens: 

(1) Psychology should be more . . . concerned with the problems of humanity and 
less with the problems of the guild. . . .  
(2) American psychology should be bolder and more creative . . . not only 
cautious and careful in avoiding mistakes. . . .  
(3) Psychology should be more problem-centered and less absorbed with means 
or methods. . . .  
(4) Psychology should be more positive than negative. . . .  
(5) Psychology should study the depths of human nature as well as surface 
behavior. . . .  
(6) Psychology should study the human being not just as passive clay, helplessly 
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determined by outside forces. Man is, or should be, an active autonomous, self-
governing mover, chooser and center of his own life. . . .  
(7) Psychologists should devote more time to the intensive study of the single 
unique person, to balance their preoccupation with the generalized man and with 
generalized and abstracted capacities. (as cited in Nicholson, 1997, p. 66) 

 Evident here is the emergence of the idea of the self and “its potential for growth 

and development, for self-actualization” (Merriam & Brockett, 2007, p. 40). As 

emphasized by authors Clark et al. (2011), humanistic thinking paved a path towards the 

idea of self-determination, empowerment, and a sense of agency.  

 Learning as an individual and social humanistic process. Erikson specialist 

and scholar Carol Hoare (2011) pointed out that humanist psychology has played a major 

role in education by looking at human development as an “internal psychological 

process” (p. 18). The departure point of humanist psychologists is based in “the belief 

that human behavior is within the control of the individual, rather than determined by the 

environment as behaviorists argue or shaped by the subconscious as Freudians believe” 

(p. 18). For instance, such scholars as Hong (2009) highlight the fact that previous 

cultural research work, which sought to establish cultural patterns or behavioral patterns 

or personality traits, has not provided the underlying “processes through which culture 

influences affect, cognition, and behaviors” (p. 3). A socioconstructivist understanding of 

culture by Wyer, Chiu, and Hong (2009) developed and explored the understanding of 

culture’s influences as socially constructed and shared knowledge. The belief held by 

social psychologists in the 1980s that “theoretical and quantitative models of social 

behaviors” were to be the future in better understanding culture has been proven 

erroneous (Wyer et al., 2009, p. ix). Experiencing culture is an individual lifelong 

learning process. This echoes the words of Hoare (2011) when emphasizing that “adults 
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exist in a seamless narrative” (p. 8) and thus human development is a lifelong process, 

which includes education, interindividual interactions, heredity, events, and 

environmental conditions.  

 Echoing this perspective, Merriam et al. (2007) indicated that humanists offer an 

alternative lens to study human experience of life, which they identified as a third force 

orientation, a term coined by James Bugental (1964) according to humanist psychologists 

Aanstoos, Serlin, and Greening (2000). Hence, humanistic psychology is presented as an 

alternative to behaviorism and psychoanalysis, which Aanstoos et al. (2000) described as 

models “to be reductionistic, mechanistic, and dehumanizing in regard to human beings 

as a whole” (p. 2) In other words, 

Humanists refused to accept the notion that behavior is a predetermined mind by 
either the environment or one’s subconscious. Rather, human beings can control 
their own destiny; people are inherently good and will strive for a better world; 
people are free to act and behavior is the consequence of human choice; people 
possess unlimited potential for growth and development (Rogers, 1983; Maslow, 
1970). (Merriam et al., 2007, p. 282) 

 Bugental therefore outlined five basic postulates of humanistic psychology (1964, 

pp. 19-25): 

1. Human beings, as human, are more than merely the sum of their parts. They 

cannot be reduced to component parts or functions.  

2. Human beings exist in a uniquely human context, as well as in a cosmic 

ecology.  

3. Human beings are aware and aware of being aware—i.e., they are conscious. 

Human consciousness potentially includes an awareness of oneself in the 

context of other people and the cosmos.  
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4. Human beings have some choice, and with that, responsibility.  

5. Human beings are intentional, aim at goals, are aware that they cause future 

events, and seek meaning, value, and creativity.  

 For Maslow (1970), the goal of learning is self-actualization as free will, in 

contrast to alienation (Friedman & Schustack, 1999), through the desire to know and to 

understand. Erich Fromm (1961) defined humanism as 

a system centered on Man, his integrity, his development, his dignity, his liberty. 
[It is based] on the principle that Man is not a means to reach this or that end but 
he is himself the bearer of his own end. It is not just based on his capacity for 
individual action, but also on his capacity for participation in history, and on the 
fact that each man bears within himself humanity as a whole. (p. 147) 

 The individual is thus not in isolation across a lifelong human development 

process but rather involved and engaged in a social context. As Hoare (2011) underlined, 

the subfield of humanistic psychology (designated as Division 32 of the American 

Psychological Association) has laid a path for the adult learner’s environment and its 

design. Within the context of organizational development and leadership, scholars 

Trevino and Brown (2014) pointed out the positive outcomes of ethical leadership, that 

“employees seek out and learn from nurturing and benevolent individuals who are more 

likely to be attractive models” (p. 530). Here, importance is given to the human as a 

center of learning and spreading knowledge with the perspective of the betterment of the 

organization as a human community. 

An Applied Lens in Human and Social Sciences 

 A chronological and evolutional perspective. Foucault (1966) pointed out that 

human social sciences did not inherit, unlike other sciences, any framed domain of study. 
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Mythical thinking was abandoned in favor of scientific thinking in the 17th and 18th 

centuries (Levi-Strauss, 1979/1995). During the 19th century’s industrial period, social 

scientists (e.g., Emile Durkheim, Karl Marx, Max Weber, Alexis de Tocqueville), 

inspired as rationalist thinkers, began to address unresolved social issues and problematic 

questions involving the concept of man in relation to human societies. Historically, the 

industrial era created a working environment that required the design of new social norms 

and rules, leading towards learning new sets of human behavior, in order to function with 

and within this newly formed Western social structure and culture. The idea of 

structuring and creating large nation-states, whose existence in turn led to the 

construction of hegemonic cultural systems, was consolidated during the 19th century 

(Palmer et al., 2004) and drove smaller nations to follow their lead. According to 

Selznick (2008), the humanistic thinking revived during the Enlightenment period led to 

an evolution in social inquiry towards values and ideals. This idea sparked from initial 

observations originating in the newly founded field of sociology (including Tocqueville, 

Marx, Durkheim) describing and outlining that human values lay at the core of ideals 

involved in the governance of social and political institutions as well as private 

organizations. 

 Similarly, in the second half of the 20th century and first decade and a half of the 

21st century, technology (e.g., personal computers, mobile devices, internet) contributed 

to the duality of positive and negative “globalization effects” (Appadurai, 2006; Brady, 

Beckfield, & Seeleib-Kaiser, 2005; Brady & Denniston, 2006; Lutz & Lutz, 2014; 

Pieterse, 2015) that have been inventoried in the areas of social behavior, education, daily 

habits, political and economic trade relations, threats, civil rights, and wars, to name a 



 107

few. All such phenomena once more challenge our species in its ways of social 

interindividual interaction (Taylor, 2002). Along those lines, social and economic models 

that no longer seem adequate are being reconsidered (Piketty & Goldhammer, 2014) to 

envision a sustainable future. Today our human civil societies, transnational corporations, 

and governments still face the common difficulty of communicating and understanding 

each other across cultures. New lenses of research are needed if we are to tackle 

contemporary issues (Hirschman, 1986). Cultural hegemony thinking is to slowly recede 

to make way for such ideas as coadaptation and coexistence if humanity is to maintain a 

degree of cohesiveness in a complex ethical and peaceful social order (Epstein, 2012; 

Rüsen & Spariosu, 2012).  

 A method for qualitative research. Humanistic inquiry as a method for 

empirical research has thus been accepted only recently in the second half of the 20th 

century. For instance, in business and marketing (Damgaard et al., 2000), it offers an 

alternative orientation to the positivist stance in the exploration of human and social 

phenomena. A comparative is presented and favored by researcher Elizabeth Hirschman 

(1986, p. 239), as it involves and engages the researcher in experiencing the phenomenon 

explored first hand (Table 2.1). 
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Table 2.1 
Differences Between Humanistic and Positivistic Metaphysics 

The humanistic metaphysic The positivistic metaphysic 

1. Human beings construct multiple realities. 1. There is a single reality composed of 
discrete elements. 

2. The researcher and the phenomenon are 
mutually interactive. 

2. The researcher and the phenomenon are 
independent. 

3. Research inquiry is directed toward the 
development of idiographic knowledge. 

3. It is possible and desirable to develop 
statements of truth that are generalizable 
across time and context. 

4. Phenomenal aspects cannot be segregated 
into “causes and effects.” 

4. Elements of reality can be segregated into 
causes and effects. 

5. Inquiry is inherently value laden. 5. It is possible and desirable to discover 
value-free objective knowledge. 

 

 Since this dissertation study focused on the individual, the humanistic lens was 

deemed appropriate. The organization or the workplace constitutes here a contextual 

world in which the individual acts out as a whole being and interacts daily with a specific 

form of environment in contrast to a public place.  

 In organizational change and human resource development. According to 

Bernstein (2003), a new field of study or movement has been contributing to 

organizational sciences since the turn of the 21st century: positive organizational 

scholarship. Among the various attempts to define the field’s objective and purpose 

(Cameron, Dutton, Quinn, &Wrzesnieski, 2003; Glynn & Dutton, 2007; Roberts, 2006), 

one is particularly relevant to the idea of humanism when it points out that positive 

organizational scholarship “is an emphasis on identifying individual and collective 

strengths (attributes and processes) and discovering how such strengths enable human 

flourishing (goodness, generativity, growth, resilience)” (Roberts, 2006, p. 292). Scholars 

Lopes, Cunha, Kaiser, and Muller-Seitz (2009) also emphasized that this scholarship 

“embodies the deepest assumptions of humanistic theories” (p. 278). Furthermore, 
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authors and organizational development scholars Cameron and Spreitzer (2012) stated: 

“Adopting a POS [positive organizational scholarship] lens means that the interpretation 

of phenomena is altered. For example, challenges and obstacles are reinterpreted as 

opportunities and strength-building experiences rather than as tragedies or problems” 

(p. 2). Such reinterpretations or reexaminations of situations and problems support the 

idea that transcultural individuals might positively contribute to strengthening cross-

cultural communication gaps and creative problem solving, for the organization’s benefit, 

rather than remaining a perceived complex human phenomenon by human resource 

management, as highlighted by Devine and Syrett (2014). 

 In linking humanism to socioeconomics and business management and leadership 

contexts, Amartya Sen (1999, 2009) emphasized the idea of keeping humanity as the 

center of focus in relation to economic growth. Sen pointed out the relationship between 

“human capital” and “human capability” (2009, p. 167) within a context of freedom, as 

tightly linked to economic growth. Relying on Adam Smith’s assumptions and beliefs 

regarding the importance of education as a key means for the individual to carry out a 

worthy and fulfilling life, Sen inscribed “human capability” as “an expression of 

freedom” and “human capital” as a notion of “the productive quality of human beings” 

(p. 167). In other words, nurturing an environment of freedom provides the individual 

with an opportunity for exploring, developing, and flourishing personal capacities, skills 

and competencies, and abilities that may be “instrumental” (2009, p. 170) for 

constructing the future of sociopolitical and economic societal structures. This nurturing 

approach resonates with Collins’ research (2001) about how and why certain 
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organizations and businesses were able to go from “good to great” by putting people first 

and financial strategy second. 

Auxiliary Concepts of Learning from Experiencee and Agents of Change 

 The literature review has revealed, on the one hand, a transcultural life 

experience, which induces a broadening of worldviews and a profound self-reflective 

process. This is made possible as the transcultural individual steps in and out of macro 

cultural spheres and thus evolves in and creates a third culture dimension, situated within 

the individual and in the environment. On the other hand, the humanistic lens emphasizes 

a holistic approach to explore the individual’s growth and human development. 

Furthermore, the humanistic environment encourages and offers the opportunity for an 

individual to outgrow his or her original prejudicial thinking. It was exposed previously 

that learning through life experiences combined with critical self-reflection contributes to 

constructing the individual’s way of being in the world (i.e., communication, thinking, 

behaviors, actions, experimentation) and of defining his or her ontology and 

epistemology about the world consciously as well as unconsciously. 

Due to the significant role of experience as a source of knowledge in the 

transcultural process, it seemed necessary to include here a brief reminder about the 

theories related to learning from experience. Also, the idea that the transcultural 

individual could be an agent of change in the workplace requires this role to be defined 

and delineated. To illustrate and situate the correlation between experience, learning, and 

change in the context of the workplace, scholar and organizational behaviorist Charles 

Handy (1989) offered the following perspective:  
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If changing is, as I have argued, only another word for learning, the theories of 
learning will also be the theories of changing. Those who are always learning are 
those who can ride the wave of change and who see a changing world as full of 
opportunities rather than of damage. They are the ones most likely to be the 
survivors in a time of discontinuity. They are also the enthusiasts and the 
architects of new ways and forms of ideas. (p. 56) 

 This quote offers the opportunity to present a second visual representation. As 

methodologist scholar Joseph Maxwell (2005) pointed out, a picture contributes to “what 

the theory says is going on with the phenomenon” that one is studying (p. 47). Hence, 

keeping in mind the primary visual representation of the main conceptual framework, 

Figure 2.2 can be considered a zoom within the primary visual framework. I depict how 

the auxiliary concepts of experience and change converge by way of learning, while both 

change and learning are themselves deep human experiences. The figure was designed by 

way of a retroductive and abductive thinking nourished by both the literature review and 

experiential knowledge. 

 

 

Figure 2.2. Auxiliary concepts of learning from experience and change. At the center is the 
individual, located in a temporal dimension and thus under specific sociocultural influences, 
revisiting his or her life experiences to learn from them, both for personal and professional 
purposes, with change as an outcome, including transformation, expertise, or as a citizen. 
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 To cover each one of these aspects and to expose more saliently the role of 

transcultural life experience in knowledge building and its contribution to one’s 

worldview, as emphasized in the primary visual representation, I will next cover some of 

the key theoretical approaches to learning from experience and the concept of agent of 

change in five points: (1) general theoretical approach to learning from experiencee; (2) a 

humanistic perspective relative to learning from experience; (3) transcultural experience 

as an expertise; (4) transcultural experience and global mindset; and (5) change as a 

concept and the agent of change. 

General Theoretical Approach to Learning from Experiencee 

 When examining the historicity of learning in academic literature and research, 

there is a universal and general acknowledgment that experience is a positive source of 

knowledge and has a role in human growth, sometimes involving a profound 

transformational process contributing to personal human development (Aristotle, 4th 

century BC; Benet-Martínez & Hong, 2014; Confucius, 5th century BC; Dale, 1970; 

Dewey, 1938, 1979; Freire, 1970; Hoare, 2011; Jarvis, 2008; Kolb, 1984, 2001; Merriam 

et al., 2007; Maslow, 1965, 1968, 1970, 1973; Piaget, 1966, 1972; Rogers, 1961, 1983; 

Vygotsky, 2002). Therefore, to limit the scope of the extensive literaturelearning from 

experienceexperience (Beard & Wilson, 2006; Merriam et al., 2007), and for the purpose 

of relevancy to this dissertation, relevant theories to the transcultural process, adult 

learning from a humanistic perspective, and to derived outcomes for the workplace, were 

selected.  

Education. From the perspectives of education with Dewey, to humanistic 

psychology with Rogers (1961, 1983), Maslow (1965, 1968, 1970, 1973) and others 
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(including E. Fromm and R. May), to current trends in communication with the recent 

emergence of cultural intelligence theory (Livermore, 2011; Stoica & Pantea, 2014; 

Thomas & Inkson, 2009; Thomas et al., 2008; Tran, 2014), experience plays a significant 

and irreplaceable role in lifelong learning as a source of knowledge (Jarvis, 2006). For 

the sake of common reference onward, experience is defined by the New Oxford 

American Dictionary as: 

 
Noun 
• Practical contact with and observation of facts or events. 
• The knowledge or skill acquired by a period of practical experience of 

something, especially that gained in a particular profession. 
• An event or occurrence which leaves an impression on someone. 
 
Verb 
• Encounter or undergo (an event or occurrence) 
• Feel (an emotion or sensation) (“Experience,” 2010) 

 An assumption generally accepted is that experience induces transformation when 

allied with “reflective practice” (Beard & Wilson, 2006, p. 242) and “critical reflection” 

(Clark et al., 2011, p. 20). As a seminal author inlearning from experience, John Dewey 

(1929, 1938) defined experience from a pragmatic philosophical approach for education. 

He emphasized the importance of experience in education as a driving force, or a 

motivational force, a modifier. Dewey seemed to underline the idea of human legacy and 

knowledge heritage by way of transcribing and modifying knowledge as it is derived 

from lived experience: “The principle of the continuity of experience means that every 

experience both takes up something from those which have gone before and modifies in 

some way the quality of those which come after” (1938, p. 27). There appears to be here 

an idea of continuity wherebylearning from experience involves an ecological interaction 

process. In Dewey’s words, “An experience is always what it is because of a transaction 
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taking place between an individual and what, at the time, constitutes his environment” 

(1938, p. 41). This approach resonates with Vygotsky’s dialectical constructivism in 

which emphasis is given to the learning relationship between the individual and his or her 

environment (Schunk, 2012; Vygotsky, 2002). The sociological heritage from Pareto, 

Durkheim, Weber, and Comte has shown that the individual and society are tightly 

intertwined in their reciprocal influences (Schwandt, 2007). A relationship named a 

civilizing process (Vygotskij, 2012) embeds the individual with deep cultural symbolic 

references (Shaules, 2015).  

Adult learning. Closer to us, adult learning scholar Peter Jarvis (2006) connected 

experience to learning by mentioning that they are both subjective and intertwined 

processes. He underlined the importance of “primary experience” to learning about others 

through interindividual interactions (2006, p. 85). In contrast, secondary experiences 

referred to as narratives, discourses, and theories have only been transmitted after having 

been digested and interpreted by others (p. 85). Hence, primary experiences are to be 

favored as sources of knowledge for deeper personal learning outcomes.  

The idea of learning as a process and as related to change is established. Learning 

scholar and researcher Knud Illeris (2007) defined learning as “any process that in living 

organisms leads to permanent capacity change and which is not solely due to biological 

maturation or ageing” (Illeris, 2007, p. 3). Furthermore, higher education and adult 

learning specialists and scholars Ambrose, Bridges, DiPietro, Lovett, and Norman (2010) 

described learning from a developmental and holistic perspective: “a process that leads to 

change, which occurs as a result of experience and increases the potential for improved 

performance and future learning (adapted from Mayer, 2002)” (p. 3). The authors further 
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emphasized that the process is person-dependent, as it takes place in one’s mind; the 

change affects not only one’s knowledge but also one’s beliefs and one’s behavior over 

the long term; and the experience is lived and created by the individual both consciously 

and unconsciously as well as across time, present and past, since it can be relived through 

imagination. Jarvis’s (2006) learning model included experience as intertwined with 

learning in such a way: 

I. thinking as a way of learning; 
II. doing as a way of learning; and 

III. feeling (experiencing emotion) as a way of learning. (Jarvis, 2006, p. 18) 
 

 All three aspects constitute the content of a human experience: thinking is a 

mental source for experience; acting is a physical source for experience; and feeling 

creates an affective association with emotional experience (Cottraux, 2007). All three 

sources of knowledge make cultural learning a holistic life experience, and Jarvis (2006) 

concluded that “the process of transforming episodic experience and internalising it” is at 

the core of lifelong learning (p. 22). 

A Humanistic Perspective Relative to Learning from Experience 

 Carl Rogers (1961, 1983) is recognized as a seminal scholar and practitioner in 

connecting a humanistic-based therapeutic approach and practice to adult learning. 

Rogers (1983, p. 20) described learning as an experience in and towards personal growth 

and development with five characteristics: 

1. Personal involvement: The affective and cognitive aspects of a person should 

be involved in the learning event. 

2. Self-initiated: A sense of discovery must come from within. 
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3. Pervasive: Learning “makes a difference in the behavior, the attitudes, perhaps 

even the personality of the learner.” 

4. Evaluated by the learner: The learner can best determine whether the 

experiences meet a need. 

5. Essence is meaning: When learning from experience takes place, its meaning 

to the learner becomes incorporated into the total experience. 

 Furthermore, Rogers (1979) emphasized the importance of creating a 

“psychological climate” in a learning environment favorable for “clients, students, 

workers, or persons in a group” to become all they can be. In other words, the idea is to 

create a “nurturing climate,” which constitutes the base for a “person-centered approach” 

(1979, p. 107). Other seminal authors and scholars, specialized in learning, 

emphasizedlearning from experience as it relates to the individual’s social and mental 

construction and to the involvement of the whole being in a transformational process 

contributing to human growth and personal development (Freire, 1970; Illeris, 2007, 

2009; Kolb, 1984; Mezirow, 1990, 1991, 2000). Merriam et al. (2007) described such an 

experience as a “direct embodied experience” (p. 159), which engages the individual’s 

mental and physical abilities as well as challenging feelings and emotional states 

(Cottraux, 2007). In other words, life experiences tap into the usage of multiple 

intelligences, as education scholar Howard Gardner (2011) exposed. He has defined “8½ 

intelligences” (1999, p. 66) and by doing so has challenged the excessive attention given 

by Western culture to the psychometric testing models measuring logical and linguistic 

intelligence to differentiate individuals (Merriam et al., 2007, pp. 373-374). This 

theoretical turn of the 1980s has led researchers to consider adult learning from a holistic 
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perspective by acknowledging the influence of sociocultural environmental factors, 

physiopsychological and emotional dispositions, physical abilities, brain dispositions, and 

life experiences. AA notion of continuous update of knowledge emerges with the process 

of learning from experience, as underlined by adult learning scholar David Kolb (1984): 

“Learning is a continuous process grounded in experience. Knowledge is continuously 

derived and tested out in the experience of the learner” (p. 24). Moreoverlearning and 

integrating tacit knowledge from experience can also be seen as an expertise for some 

individuals (Gardner, 2011).  

 For Schwandt (2007), adult learning and development theories are grounded in 

modern humanistic perspectives whereby the following four elements establish a base of 

reflection: 

a. the notion of a rational, autonomous subject; a self that has an essential human 
nature;  

b. the notion of foundationalist epistemology (and foundationalist philosophy in 
general);  

c. the notion of reason as a universal, a priori capacity of individuals; and  
d. the belief in social and moral progress through the rational application of 

social scientific theories to the arts and social institutions. (p. 235) 
 

Echoing the transcultural process described previously, whereby the individual 

revisits an established belief system as well as a mode of reasoning and thinking in the 

presence of another culturally embedded way of understanding the world and way of 

addressing its challenges, Jack Mezirow (1981, 1990, 1991, 2000) pointed out the 

transformational process as a journey that may take several years:  

The process by which we transform our taken-for-granted frames of reference 
(meaning perspectives, habits of mind, and mind-sets) to make them more 
inclusive, discriminating, open, emotionally capable of change, and reflective so 
that they may generate beliefs and opinions that will prove more true or justified 
to guide action. (2000, pp. 7-8) 
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Such a process is saliently experienced cognitively and deeply integrated in the 

upbringing and human development stages of such individuals as biculturals, third-

culture kids, adult third-culture kids, and immigrants, as has been exposed previously. 

Cross-Cultural Experience as the Transcultural Individual’s Expertise 

 In 1981, communication and arts scholar Maureen Mansell published 

Transcultural Experience and Expressive Response, identifying the transcultural process 

in the three dimensions of cognitive abilities, communication and social competencies, 

and human development and identity formation: “Transcultural experience is a 

multidimensional process of adaptation which, if effectively realized, can bring about 

significant changes in individual development and attitudes toward others of different 

national or ethnic origin” (Mansell, 1981, p. 93). The transcultural life experience is thus 

anlearning from experience process situated in a dynamic interindividual interaction. 

Benet-Martinez and Hong (2014) emphasized the idea of culture as knowledge to be 

learned: “Culture is a network of shared systems of knowledge, consisting of learned 

routines of thinking, feeling, and interacting with other people, as well as a corpus of 

substantive assertions and ideas about aspects of the world” (p. 13). 

 A form of expertise. Among Gardner’s (2011) theory of multiple intelligences, 

he outlined a “personal intelligence [that] turns outward, to other individuals” and 

defined it as “the ability to notice and make distinctions among other individuals and, in 

particular, among their moods, temperaments, motivations, and intentions” (p. 253). 

While this ability may be taken for granted for all humans, it can be more specifically 

developed to become a valuable personal ability and professional skill. Gardner evoked 

the idea of “interpersonal knowledge” developed through life experiences: “to read the 
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intentions and desires—even when these have been hidden—of many other individuals 

and, potentially, to act upon this knowledge” (p. 253). Gardner further outlined how such 

an ability can become an expertise with the fact that every culture is constructed of 

symbolic representations carrying meanings and interpretations.  

 Reading facial expressions, which entails depicting instantaneous primary 

emotional states in fractions of seconds (Ekman, 2007), is a recognized expertise in 

certain professional domains such as law enforcement and healthcare (De Becker, 1997; 

Houston, Floyd, Carnicero, & Tennant, 2012; Navarro & Karlins, 2008). Baron-Cohen 

(2004) sought to research and inventory emotions and identified 412 human emotions. 

Other researchers aimed at elaborating theories. For instance, Berthoz (2003) gathered as 

many as 150 theories of emotions. Overall, it is accepted that emotions are complex 

mental constructions related to one’s perceptions (i.e., through the senses and reasoning) 

and interpretations of the world (Cottraux, 2007; Ekman, 2007). Anthropologist Paul 

Ekman (2007) conducted decades of empirical research to identify five primary emotions 

deemed universal or existing across the human species: sadness, anger, disgust, fear, and 

joy. Surprise and despise were later added, only to have surprise considered insufficiently 

differentiated from fear to be considered universal, and despise to be nonexistent in 

illiterate cultures (Cottraux, 2007, p. 11). Along with the idea of being able to recognize 

primary emotions across cultures, Cottraux (2007) emphasized the degree to which one 

may be receptive to the display of emotions. Artists, for example, can identify subtleties 

that might generally escape the layman and can convey and represent such degrees of 

subtleties in their art.  
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 Experts. In contrast to novices, Merriam et al. (2007) distinguished experts by 

their “amount of prior knowledge and experience and the nature of that knowledge and 

experience” (p. 403). The authors compiled an extensive literature regarding the notion of 

being an “expert” from a cognitive perspective in any domain or area (2007, pp. 403-

405). They defined an “expert” (p. 405) as: 

• One with “extensive knowledge in one or more specific domains (content 

areas)” 

• One who relates their domains or areas of expertise to the sociocultural 

context 

• One who is “challenged by complex and novel situations and problems” 

• One who has an ability to “process complex information quickly” 

• One who arrives faster at a solution with creativity and accuracy 

 Sternberg and Horvath (1995) derived, from a psychological perspective and 

educational understanding, three major cognitive domains in which experts differ from 

novices: in knowledge content; in applying such knowledge with efficiency; and in insight 

contributing “novel and appropriate solutions” (p. 10). In his research correlating cultural 

norms and education to interpersonal relations and social relations, scholar David 

Matsumoto (2009) pointed out that the display of facial expressions of emotion depends 

on context and situations. Individuals learn to recognize such expressions at an early 

stage of human development during the educational and socializing process. The process 

is referred to as the “cultural calibration of the emotion system” (Matsumoto, 2009, pp. 

283-284). 
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 Empirical research about individuals who have spent a significant amount of their 

upbringing years and/or whose professional lives have contributed to making them 

worldly has revealed expertise in a variety of areas: languages (Grosjean, 2010); a 

capacity to read cultural scripts driving emotional experiences (Miyamoto & Ma, 2011); 

an acute sensibility to reading facial expressions of primary emotions (Ekman, 2007); 

cross-cultural communications skills; and a strong capacity to deal with crises 

(Bonebright, 2010; Brannen & Thomas, 2010; Cottrell, 2006, 2007; de Merode, 2011; 

Mortimer, 2010; Pollock & Van Reken, 2001, 2009; Purnell, 2013; Useem & Cottrell, 

1996). Today, the transcultural individual benefits from a transdisciplinary approach as 

neuroscience, brain research, and genetics (Goleman, 2011; Gardner, 2011; Lumsden & 

Wilson, 2005; Shaules, 2015) continue to inform us on the complexity of the process 

involving learning relative to cultural contexts—e.g., how one goes about it, how culture 

affects us, and to what extent culture influences us. While Hofstede et al. (2010) asserted 

that “culture is learned” (p. 6) and spread the analogy of computer software to compare 

“culture as a mental programming” (p. 4), other scholars with holistic perspectives 

affirmed that “culture is embodied” and thus involves as much consciously learned 

cultural components as unconscious knowledge and possibly biological inheritance 

(Gardner, 2011; Lumsden & Wilson, 2005; Shaules, 2015).  

 Ongoing learning process. The key learning aspect and a specificity to the 

transcultural process is the ongoing activity of learning in interindividual interactions 

situated in a context of a plurality of cultures. Anthropologist Jean Lave described such a 

context as “the context of socially situated activity” (as cited in Illeris, 2009, chap. 14). 

And according to Lave, “Theories of situated activity do not separate action, thought, 
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feeling, and value and their collective, cultural-historical forms of located, interested, 

conflictual, meaningful activity” (as cited in Illeris, 2009, p. 202). This is to be contrasted 

to more traditional approaches of learning during which the individual’s mind is 

considered as isolated from the world as in a classroom. 

 Metacognition. American developmental psychologist John Flavell (1979) 

defined metacognition as the knowledge inferred from a metacognitive experience 

whereby new information is learned (i.e., apprehended and comprehended):  

Metacognition plays an important role in oral communication of information, oral 
persuasion, oral comprehension, reading comprehension, writing, language 
acquisition, attention, memory, problem solving, social cognition, and, various 
types of self-control and self-instruction; there are also clear indications that ideas 
about metacognition are beginning to make contact with similar ideas in the areas 
of social learning theory, cognitive behavior modification, personality 
development, and education. (p. 906) 

 The purpose of the metacognitive analysis, derived from a life experience (e.g., 

intellectual, physical, imaginary), is “to activate strategies” (Flavell, 1979, p. 908) to 

assess or to monitor learning experiences. Neo-Piagetian theories of cognitive 

development point out self-representation and self-regulation strategies enabled by the 

metacognitive process (Demetriou, 1993, 2006). In other words, a state of temporary 

distanciation, dissociation, and conscious control is required from the individual to 

articulate cognitive content in order to perceive such content and analyze it at a 

metaconscious level (Winkielman & Schooler, 2009). 

 According to Cultural Intelligence expert David Livermore (2011), cultural 

intelligence is developed through the mastering of metacognition, which puts the mind in 

a favorable state “to monitor, analyze, and adjust” (location 1470) during interindividual 

interactions, enabling one to adapt one’s actions and behaviors to a sociocultural context. 
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Only, metacognition presupposes the absence of emotions hijacking the brain and thus 

one’s capacity to control one’s emotions. In other words, metacognition requires 

emotional “self-mastery” (Goleman, 2011), while remaining tuned in with the other 

(Goleman, 2011; Fustec & Fradin, 2001; Shaules, 2015). Empirical research in cross-

cultural management, psychology, and education has exposed the fact that transcultural 

individuals demonstrate “better cultural metacognition” than “monoculturals” (Brannen 

& Lee, 2014, p. 419). This has implications in the attainment of a higher level of 

consciousness in social cognition as a basis for human interaction, which translates, 

among other individual abilities, into a greater ability in emotional and behavioral 

flexibility and creativity (Benessaieh, 2010; Benet-Martínez & Hong, 2014; Dagnino, 

2015; Spariosu & Rüsen, 2012). 

The Transcultural Individual and the Global Mindset 

 Domestic versus global. The literature review has established some of the 

benefits of multicultural life experiences. Among them, some of the derived outcomes 

contribute to developing a creative mind and to providing an expanded library of 

knowledge to the benefit of the individual’s personal growth (Leung, Qiu, & Chiu, 2014). 

Social system theory relates social action to individual behaviors from which are derived 

actions. These individual actions provide a multitude of sources of experiences as 

learning opportunities, andalso an opportunity for organizations to learn from and in turn 

change, modify, or reorient their strategies (Schwandt & Marquardt, 2000, p. viii). 

According to scholars Schwandt and Marquardt (2000), it is key for organizations to 

harvest knowledge derived from their employees’ experiences to adapt to a rapidly 

changing environment intensified by the globalization phenomenon. Since the workplace 
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offers a rich and diverse learning environment (Wenger, 1998), employees are considered 

a human resource and human capital, and their professional development, through 

learning from experience (Spreitzer, McCall, & Mahoney, 1997), enhances both 

competencies and personal growth, and thus contributes to the organization’s results and 

effectiveness (Cameron & Spreitzer, 2012; Chalofsky et al., 2014; Day, 2014). Such 

knowledge can be related to what sociologist Jean-François Lyotard (1984) has termed 

“performative knowledge” and “pragmatic knowledge” and is today recognized as 

essential in a knowledge economy.  

 To face the business challenges of the global market while harvesting the 

multitude of individual experiential knowledge for the purpose of organizational 

effectiveness, 21st century leadership was rethought and approached in terms of a global 

mindset. Organizational scholars Marquardt and Berger (2000, p. 18) emphasized the 

importance of the global mindset and referred to Rhinesmith’s (1993) comparison table to 

contrast global and domestic mindsets (Table 2.2). 

 
Table 2.2  
Comparison of Domestic and Global Mindsets  

Domestic mindset Global mindset 
• Functional expertise  
• Prioritization  
• Structure  
• Individual responsibility  
• No surprises  
• Trained against surprises  

• Bigger, broader picture  
• Balance of contradictions  
• Process  
• Teamwork and diversity  
• Change as an opportunity  
• Openness to surprises 

 
 
 

The relevant interest for the purpose of this dissertation is the emphasis given to 

the broadening of the mind associated with change as an opportunity. To further this 

point, I defer to Marquardt and Berger’s (2000) own words:  
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Global mindsets are not exclusive, but inclusive. People with global mindsets 
seek to continually expand their knowledge, have a highly developed capacity to 
conceptualize the complexity of global organizations, are extremely flexible, 
strive to be sensitive to cultural diversity, are able to intuit decisions with 
inadequate information, and have a strong capacity for reflection. (p. 18) 

Business scholar and learning organization specialist Chris Argyris (1954) was an 

early advocate of the idea to select and to hire individuals who would have skills, 

competencies, and profiles in tune with an organization’s vision of change in order to 

maintain its activities in a changing market or environment. Such a strategy means that 

agents of change contribute to moving from one functioning state, previously desirable 

and now recognized as less efficient, towards a yet unknown state anticipated to be 

promising for the organization’s future (Schein, 2010). And this brings us to clarifying 

the meaning behind the concept or idea of agent of change or change agent. 

The Agent of Change 

Change as a concept. For the purpose of this dissertation, the idea of change is 

not only an individual’s transformative process, but also an external stimulus in the 

workplace.  

 At the individual level. When change occurs within individuals, it induces a shift 

in their deep functioning schemes. Albert Einstein once mentioned about change and 

cognition that “without changing our pattern of thought, we will not be able to solve the 

problems we created with our current patterns of thought.” As McGregor (2014) clearly 

stated in regard to a successful change process: “People change their way of thinking 

about knowledge” (p. 201). The author added that in such cases, individuals’ 

“perceptions were transformed, conceptual shifts occurred, and a new approach to 

knowledge, reality, logic, and the role of values was born” (McGregor, 2014, p. 201). 
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Chin and Benne (1989) looked at the role of knowledge as a means for individual change 

from an evolutionist and pragmatic perspective:  

The common and universal school, open to all men and women, was the principal 
instrument by which knowledge would replace ignorance and superstition in the 
minds of people and become a principal agent in the spread of reason, knowledge, 
and knowledge-based action and practice (progress) in human society. (p. 92) 

 For instance, in practice, cultural awareness trainings generally seek to instill 

critical thinking to instigate behavioral adjustments in individuals whose work involves 

providing human services (e.g., education, nursing, and counseling) to a wide population 

from diverse cultural backgrounds (Beck, 2016; Vosniadou, 2013). The overall pragmatic 

purpose is to bring individuals a clearer cultural understanding for the betterment of the 

customer’s or patient’s life experience with health care or education and ensure their 

well-being (Beck, 2016; Vosniadou, 2013). The change process involves an intention to 

modify meanings and to construct new meanings depending on the context of the 

knowledge to be acquired (Halden, Scheja, & Haglund, pp. 71-95, as cited in Vosniadou, 

2013). For example, cognitive switching such as code switching and frame switching are 

processes, as exposed previously, that enable the transcultural individual to self-transcend 

and in turn to overcome prejudiced thinking to enter without harm the interindividual 

interactions and/or individual-environment interactions situated in cross-cultural 

interactions. Organization and society that once appeared to be studied in a vacuum are 

now offered a “democratic alternative” (Katz & Kahn, 1978) to better adapt their 

structure, norms, and values in accordance with their environment in a more 

knowledgeable, flexible, and creative way.  

 In the workplace. In the organizational development and business management 

domains, scholar Chris Argyris (1990) identified seven “worldwide errors” that “top 
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management considers crucial” (p. 6) and that constitute obstacles to organizational 

change. Among them I have retained four particularly relevant to this study: 

• “Actions intended to increase understanding and trust often produce 

misunderstanding and mistrust.” 

• “Organizational inertia: The tried and proven ways of doing things dominate 

organizational life.” Proven ways offer employees confidence, reassurance, 

and the ability to visualize success in contrast to unknown results and 

outcomes. 

• “People do not behave reasonably, even when it is in their interest.” The 

importance of emotion and affect as variables is often undermined in a 

rational world. 

• “The management team is often a myth.” 

In the decision-making process, whose objective is to translate thoughts into 

action, Argyris (1990) emphasized that human beings hold two kinds of theories of 

action. The first is their espoused theories, which is composed of beliefs, values, and 

attitudes. The second is their theory-in-use, which is the one they actually use when they 

act (p. 23). The learning organization wishing to improve and thus change will also seek 

simultaneously to increase its human capital professional skills and competencies. The 

theory emphasizes the value of change in the individual, which Clark (1993) depicted as 

“intimately connected to the [human] development process.” According to Karpiak 

(2000), change is “a natural inclination of humankind,” and for Dewey (1964), change is 

a process of reconstruction of the conscious through experience. 
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 Usually private or public organizations considering change will involve their 

human resource department (Cameron & Spreitzer, 2012; Chalofsky et al., 2014; Gallos, 

2006). While the role of human resource managers was once undermined to a point 

where it was strategically considered to be outsourced, there were clear indications of its 

contribution to organizational effectiveness (Becker & Gerhart, 1996). Gilley and Gilley 

(2014) referred to two major roles for human resource development professionals: 

transactional and transformational (pp. 504-506). The former focuses on employee 

training, while the latter focuses on organizational strategy and performance (Robinson, 

Lloyd, & Rowe, 2008; Robinson & Robinson, 1989). The transformational role includes 

that of “change champions” among five other options (Gilley & Gilley, 2003). The role’s 

description is depicted as applying “change management techniques to improve overall 

organizational effectiveness” (Gilley & Gilley, 2014, p. 507). The authors further 

described it as part of the leadership role, which includes a “change management and 

political expertise” component contributing to organizational effectiveness (p. 507).  

 Caldwell (2003) presented different and complementary attributes for change 

leaders and change managers inventoried from the literature and agreed upon by change 

agent experts. The author described the 67 attributes found, some empirical and others 

prescriptive, as “a mix of skills, knowledge, capabilities, competencies and personal 

characteristics that are perceived to be of considerable importance to change agents in 

performing their role” (p. 287). These attributes are summarized and ranked from most 

important to least in Table 2.3. 
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Table 2.3 
Managers’ and Leaders’ Positive Attributes in Addressing Change 

Change leaders Change managers 
Inspiring vision Empowering others 
Entrepreneurship Team building 
Integrity and honesty Learning from others 
Learning form others Adaptability and flexibility 
Openness to new ideas Openness to new ideas 
Risk-taking Managing resistance 
Adaptability and flexibility Conflict resolution 
Creativity Networking 
Experimentation Knowledge of the business 
Using power Problem solving 

 
 
 
 The conclusions reached with this research are threefold: the leader’s role is 

perceived as a visionary for change while the managers’ role is to translate such a vision 

into actionable agendas; the concept of expertise in change agency is not a 

straightforward one and is difficult to empirically measure and evaluate; and the research 

provides some guidance in terms of abilities, skills, and competencies to look for or to 

develop at the individual level. 

 At the organizational level, researchers Luscher, Lewis, and Ingram (2006) 

looked at “how paradox has become a common label for the organizational complexity, 

ambiguity and equivocality accentuated by change” (p. 491). They referred to authors 

Koot, Sabelis, and Ybema (1996) in noting that “organizational change may surface and 

polarize organizational subcultures.” Hence, Luscher and Lewis (2008) used paradox to 

look at organizational change and suggest a way to go through it. The authors also 

pointed out that change helps surface issues: “We identified managerial challenges 

surfaced by organizational change, elaborating paradoxes of performing, belonging and 

organizing and identifying respective coping strategies” (p. 222). This further led to 
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showing that emotions of anxiety, stress, fear “paralyze decision making and action” (p. 

222).  

 As empowerment is being encouraged in organizations as well as cultural 

diversity within teams and social units, management is under pressure to maintain a 

certain level of stability across organizational structures. Scholars Egri, Khilji et al. 

(2012) have exposed the ongoing challenges of managing personal values and cultural 

values in this global era. New organizational models such as social entrepreneurship 

emerged during this century (Dacin et al., 2010; Mair & Marti, 2006) accompanied by 

innovative ways to regulate business activities to ensure ethical conduct (Waddock, 

2008). From a humanistic perspective, empowerment of the individual by way of resilient 

reinforcement (Shin, Taylor, & Seo, 2012) contributes to unleashing the individual’s full 

potential while committing him or her to change. 

The agent of change or change agent. The agent of change or the change agent 

(Carter et al., 2013; Ulrich, 1997; Ulrich et al., 2008) as a “role” (Blaikie, 2010; Katz & 

Kahn, 1978) in the workplace contributes to clarifying conflicting perspectives and 

opening new paths (Carter et al., 2013). The role of the change agent is here defined by 

Ulrich (1997) in terms of actions including “identifying and framing problems, building 

relationships of trust, solving problems, and creating—and fulfilling—action plans” 

(p. 31). These actions of change are undertaken in organizations with goals to transform 

the workplace. Kotter’s (1995) extensive study of organizational change led to an eight-

step framework depicting decisive strategic actions. Kotter informed us that “change, by 

definition, requires creating a new system, which in turn always demands leadership” 
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(1995, p. 60). He associated change with momentum, as each step creates readiness for 

the next one: 

1. Establishing a sense of urgency: Examining market and competitive realities; 

identifying and discussing crisis, potential crisis, or major opportunities. 

2. Forming a powerful guiding coalition: Assembling a group with enough 

power to lead the change effort; encouraging them to work together as a team. 

3. Creating a vision: Creating a vision to help direct the change effort; 

developing strategies for achieving that vision. 

4. Communicating the vision: Using every vehicle possible to communicate the 

new vision and strategies; teaching new behaviors by example of the guiding 

coalition. 

5. Empowering others to act on the vision: Getting rid of obstacles to change; 

changing systems or structures that seriously undermine division; encouraging 

risk-taking and nontraditional ideas, activities, and actions. 

6. Planning for and creating short-term wins: Planning for visible performance 

improvements; creating those improvements; recognizing and rewarding 

employees involved in the improvements. 

7. Consolidating improvements and producing still more change: Using 

increased credibility to change systems, structures, and policies that don’t fit 

the vision; hiring, promoting, and developing employees who can implement 

the vision; reinvigorating the process with new projects, themes, and change 

agents. 
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8. Institutionalizing new approaches: Articulating the connections between the 

new behaviors and corporate access; developing the means to ensure 

leadership development and succession. 

 The agent of change should thus seek a mutual understanding with the 

stakeholders to gain their support and commitment. Kotter (1995) concluded that one of 

the key roles for a successful agent of change or change champion is to provide a clear 

vision even though “in reality, even successful change efforts are messy and full of 

surprises” (p. 67).  

 According to Ulrich (1997), human resource professional can assist organizational 

change by “helping employees let go of old and adapt to a new culture” (p. 30) for the 

benefit of the individual’s comfort in the adaptive process. Five aspects can be thus 

derived from the literature: knowledge content and process, types of communication, 

change agent goals, change agent roles, and change agent overall competencies.  

 A perspective on leadership. The concept of leadership in relation to change in 

its transformational capacity started in the 1980s. The objective was then to seek ways to 

break old, rigid, conventional models and structures no longer deemed effective enough 

(Bass, 1990; Tichy & Devanna, 1986). Interestingly, while inheriting the outcomes of 

two world wars and a postcolonial political and socioeconomic unrest, the 1970s 

introduced new sociopsychological and organizational perspectives such as those 

emerging from Katz and Kahn’s (1978) open system theory. The idea that the 

organization could no longer be considered as an entity functioning in a vacuum led to 

broader and newer exploratory organizational research (Senge, 1990). As new 

worldviews emerged, the world gradually became viewed by scholars and researchers 



 133

alike as a place where theories would “interlace the local and global in complex fashion” 

(Giddens, 1990). A different kind of leadership emerged as the idea of leaders with birth 

rights or chosen for their charisma receded (Katz & Kahn, 1978). Leaders became 

“change masters” (Kanter, 1983) by initiating innovation, stepping away from the 

conservative “hero image” (Katz & Kahn, 1978, p. 526).  

 Authors Katz and Kahn (1978) had once defined leadership “as the exertion of 

influence on organizationally relevant matters by any member of the organization” 

(p. 571). In 2013, leadership scholar and author Peter Northouse (2013) defined 

leadership, in light of multiple dimensions evident from 60 years of leadership research, 

as “a process whereby an individual influences a group of individuals to achieve a 

common goal” (p. 5). By combining both definitions, it can be pointed out that the 

relevant matter is for leadership to have a common goal, and that in all cases leadership 

involves “influencing” individuals. In other words, leadership includes ultimately a 

transactional and interactive process between the leader and his or her subordinates. This 

resonates with leadership member exchange theory (Northouse, 2013), underscoring the 

notions of coadaptation and coexistence between individuals, only to resonate with the 

transcultural concept, which aims at establishing an empathetic communication process 

across cultural dimensions and individuals (Yukl, 2013, pp. 376-378). Warren G. Bennis 

(2009), a pioneer in leadership studies, mentioned that in a world where “uncertainty is 

rampant,” leaders “believe in change in both people and organizations” (p. 162). He 

added that the leaders he spoke with equated change with “growth—tangible and 

intangible—and progress” (p. 162). 
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 Human resource development. Nadler and Nadler (1989) defined human 

resource development as “organized learning experiences provided by employees within 

a specified period of time to bring about the possibility of performance improvement 

and/or personal growth” (p. 6). Watkins and Marsick (1995, p. 2) viewed it as “the field 

of study and practice responsible for the fostering of a long-term work-related learning 

capacity at the individual, group, and organizational level of organizations.” These 

authors also pointed out the overlapping objectives of adult education and human 

resource development and the urgent need to foster a social and working agent in 

accordance with current times (Watkins & Marsick, 2014). Finally Knowles, Holton, and 

Swanson (2005) pointed out a major preoccupation for an individual’s professional career 

as related to learning continuously in order to adapt and keep up: “A person’s job security 

is increasingly dependent on an ability to grow and learn, sometimes in rather radical 

ways. Adults are often faced with demands to learn and relearn their jobs multiple times 

in a career” (p. 220).  

 Hence, one can derive the impacts in case of individual maladjustments or 

incapacities to stay professionally fit to answer today’s demands and intensified pace in 

working environments under increasingly globally competitive pressures. It is observable 

today how the combination of conventional and social learning, personal growth, work-

life experience, and self-efficacy are tied together to maintain the working individual 

afloat. Therefore, human resource managers’ role is to support individuals in a way that 

mirrors managers’ role shift over time. Managers whose mission was once to control the 

proper execution of processes and to enforce standardized procedures, ensuring the 
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rigidity of the organizational structure and its stability over time (Katz & Kahn, 1978), 

are now acting as facilitators (Kotter, 1990; Ulrich et al., 2008). 

 To summarize and compare succinctly transcultural traits, skills, and 

competencies in relation to the agent of change’s skills and competencies, the following 

patterns emerged from the empirical research literature: 

• Transcultural individuals demonstrate resiliency, sensitivity, open-mindedness, 

high levels of empathy and cultural awareness, high capacity as listeners, keen 

observation, acute creative imagination, and cross-cultural cognition.6 

• Individuals identified in change agent roles including human resource managers, 

human resource development professional consultants, and selected key middle 

managers in leadership functions display patterns in the following skills and 

competencies: analytical capacities, listening, self-awareness, tolerance for 

ambiguity, mediation, coaching, mentoring, creating abstract models with a 

capacity to transpose them into actionable milestones, problem solving, proactive 

communication, creative imagination, innovation in workplace environments, 

pathfinding, acting as a visionary.7 

 The transcultural individual and the agent of change: A hypothetical 

relation. In an attempt to bridge the relation between the growing emergence of the 

                                                 
6 Comparison of skills and abilities were mainly extracted by way of narrative cognition, 
behavioral observations, and artistic representations methods. See Ang and Van Dyne (2008), 
Ang et al. (2006), Berry and Epstein (1999), Dagnino (2015), Epstein (2009, 2012), Graen, Hui, 
Wakabayashi, and Wang (1997), Hall (1976), Pollock and Van Reken (2001, 2009), Purnell 
(2013), Ringberg et al. (2010), Spitzberg and Changon (2009), and Wilson (1996), among others 
cited previously in the literature review. 
7 Organization development professionals and human resource development professionals largely 
contributed to empirical research and theory building. See Cameron and Spreitzer (2012), Carter 
et al. (2013), Chalofsky et al. (2014), Day (2014), Ehrhart et al. (2014), Gallos (2006), Ulrich 
(1997), Ulrich et al., (2008), and Vosniadou (2013), among others. 
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transcultural individual in the workplace and the role shift of the agent of change in a 

context of mondialisation (instead of globalization, as mentioned previously), I have 

approached this relation with two underlying premises: first, that human relations are 

malleable, which is one of the basic tenets of symbolic interactionism (Blumer, 1969); 

second, that transcultural individuals are “natural” experts (i.e., social interactions as 

experiential knowledge in contrast to explicit education or training) in interindividual 

intercultural interactions. While organizational change methods exist in practice and offer 

pragmatic approaches to soft issues, for instance related to human motivation and 

behaviors, or to hard measurable outcomes, such as cost-effectiveness and production 

efficiency (Holman, Devane, & Cady, 2007), there remains a need to identify individuals 

with certain personal cognitive, behavioral, and personality traits to contribute to and to 

facilitate positive organizational and socioecological outcomes in today’s transcultural 

world. Organizational development scholars Bartunek and Woodman (2012) emphasized: 

When the individual shows up for work, the organization gets the whole package, 
whether it wants it or not. The individual’s personality, values, attitudes, cognitive 
map, information-processing, capabilities, physical talents and limitations, all 
arrive at work. (p. 731) 

 Therefore, it appears that transcultural individuals may have an eclectic life 

experience still sufficiently uncommon to be considered a talent for human resources. 

Bonebright (2010) pointed out that individuals such as adult third-culture kids offer both 

“opportunities” and “challenges” to human resource development professionals. Because 

“cross-cultural training provided by most multinationals are insufficient, incomplete, or 

simply nonexistent” (Waxin & Panaccio, 2005, p. 51), individuals who have successfully 

internalized a transcultural life experience “offer an under-tapped source of high quality 

employees” (Bonebright, 2010, p. 358). Transcultural individuals are disrupting the 
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conventional ways of doing things and thinking about the world, possibly offering an 

opportunity to revisit human resource management theories and priorities in relation to 

functions such as agent of change. 

Conclusion 

 On the one hand, organizations are seeking culture-savvy individuals, talented 

global managers and leaders (Cseh et al., 2013; Vaiman et al., 2012) able to adapt (Fink 

et al., 2006; Mor, Morris, & Joh, 2013) to the ongoing complexified and continuous 

organizational and strategic changes as well as phases of structural transitions, to 

maintain an organization-environment homeostasis state under such external pressures as 

global competition, economic and ecological challenges, and social issues. On the other 

hand, individuals presenting certain predispositions, like biculturals and adult third-

culture individuals, and more extensively transculturals, offer competencies and expertise 

sought by human resources. Organizations are required to adjust their human capital 

management strategies to retain such talent and to foster sustainability and continuity 

(Beechler & Woodward, 2009; Bonebright, 2010; Sheehan, 2012). 

 This literature review has led to developing a theory about transculturals and the 

transcultural process and to presenting a humanistic lens to explore transcultural 

individuals as possible agents of change. The underlying concepts related to learning 

from experience and change emerged from the literature about transculturals.  

 To conclude this literature review, a safe assumption can be made about 

transcultural individuals: they appear to have a certain talent developed through an 

uncommon eclectic lifestyle. They welcome cultural differences perceiving them as an 

opportunity for growth and knowledge enrichment. They nurture human relations beyond 
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prejudicial thinking. Their contribution may not only improve interindividual 

communication and relations, but also promote organizational effectiveness and 

competitiveness.  

 To summarize visually the outcomes of this literature review, I offer a design 

aligned with Maxwell’s recommendations (2013, p. 40), as cited in chapter 1, to associate 

a visual relation among concepts (Figure 2.3). 

 

 

Figure 2.3. Structuring symbolic meaning in a transcultural space. The visual is designed in the 
form of symbolic classical amphitheater-like architecture, in reference to the continuity of 
humanity’s progress in knowledge across temporal dimensions (i.e., humanistic lens). 
Knowledge, learning, and change converge as three pillars on which to rest the lifelong learning 
from experience architrave connecting them all, only to support the transcultural worldview 
inscribed on the pediment lying on top. The three steps show the entrance to a heterogenous space 
(e.g., a third space or transcultural space) where cultural hegemony is ideally limitedlimited, and 
in which all of humanity’s symbolic cultural forms feed into the Greek temple-like or 
amphitheater-like visual representation.  
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 This simplistic representation of a combination of humanity’s cultural symbols 

also conveys the idea of a third space where individuals who may initially seem 

geographically isolated at the door step of the amphitheater constitute a dynamic and 

indissociable ensemble within the amphitheater where the transcultural process of social 

and individual interactions takes place. In turn, the transcultural individual contributes to 

the creation of humanity’s cultural symbols. To draw on the mirror metaphor from 

Michel Foucault’s thoughts and writings about real (heterotopias) and unreal (utopias) 

spaces of knowledge (1967/1998, pp. 175-185), the transcultural process, as presented, 

exposes the individual to observe closely in the mirror’s reflection through self-critical 

analysis and self-awareness while in contact with the other and the environment. While 

transcultural individuals may sometimes appear dislocated, their being is made up of 

everywhere simultaneously as they draw upon all the internalized symbolic cultural 

materials gathered across the world (e.g., language, visuals, sounds, odors, etc.). Hence, 

in this scenario and based on the literature reviewed, the transcultural individual appears 

as a culturally idiosyncratic and eclectic being. 
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CHAPTER 3 

METHODOLOGY 

 The purpose of this dissertation was to explore the idea of transcultural 

individuals as agents of change and/or leaders of change in the workplace from a 

humanistic perspective. This chapter presents the research methodology in light of the 

humanistic paradigm as a perspective for this qualitative research. It begins by reviewing 

the study’s ontology and epistemology, as well as its empirical qualitative social inquiry 

approach. The chapter then details the research procedures for participant selection, data 

collection, and data analysis, along with a discussion of trustworthiness and ethical 

considerations, as inspired by methodologist scholars (Blaikie, 2010; Creswell, 2012, 

2013, 2014; Crotty, 2012; Maxwell, 2005, 2013; Merriam, 2009; Rocco, Hatcher, & 

Creswell, 2011; Swanson & Holton, 2005). 

Ontology and Epistemology  

 From the conceptual framework represented in Figure 1.1 and the literature 

review from chapter 2, it can be asserted that this dissertation is grounded in a humanistic 

ontology and a transcultural epistemology. From a philosophical stance and according to 

Revel (2013), the humanistic paradigm sees one as a holistically free human being in 

contrast with being subordinate to or alienated from religion and/or nature (p. 610). It has 

also been observed that the humanistic stance today, in contrast to the Enlightenment 

period, includes spiritual activity as enhancing human life experience (Batchelor, 2012; 

Revel & Ricard, 1997; Scherbakova et al., 2016) and considers the individual as part of 

the Cosmos (Bugental, 1964; Cassirer, 2000). From a sociopsychological perspective, a 
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humanistic lens means that “human behavior is within the control of the individual” 

(Hoare, 2011, p. 18).  

 This empirical research was an interpretive social inquiry, as the author sought to 

understand and explain a human and social phenomenon (Blaikie, 2010; Crotty, 2012, 

2014; Maxwell, 2013; Merriam, 2009). The roots of interpretivism originate from Max 

Weber’s sociology (Calhoun et al., 2012; Crotty, 2012), whereby the researcher pays 

attention to individuals’ subjective thoughts in driving their social actions, particularly in 

regard to evaluating ideas related to individual subjectivity (Weber & Shils, 1969, pp. 89-

90). Crotty (2012) built on this perspective to mention that an interpretive approach is 

favored in the human and social sciences, as the researcher seeks to expose an 

understanding of a human and/or social phenomenon: “Interpretative sociology considers 

the individual and his action as the basic unit, as its ‘atom.’ . . . In this approach, the 

individual is also the upper limit and the sole carrier of meaningful conduct” (p. 68).  

 The relationship described in the literature review between transcultural 

individuals and their milieu involves interindividual interaction during which 

intersubjectivity takes place in the interpretation of cultural symbols (Elias, 2012) and 

creation of meaning (Blumer, 1969; Mead & Morris, 1967). A “social constructivist” 

worldview (Ackermann, 2001; Creswell, 2014; Swanson & Holton, 2005) was adopted 

based on Crotty’s (1998) assumptions as stated by Creswell (2014):  

• “Human beings construct meanings as they engage with the world they are 

interpreting.” 

• “Humans engage with their world and make sense of it based on their 

historical and social perspectives—we are all born into a world of 
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meaning bestowed upon us by our culture.” (In this last instance, this 

dissertation study challenged the idea of culture in the singular.) 

• “The basic generation of meaning is always social, arising in and out of 

interaction with a human community” (p. 9). 

 In other words, meaning and knowledge are created, constructed, 

invented, and developed by way of a stimulated interpretive and cognitive 

process, which the individual has learned through interactions with others and the 

environment (Dewey, 1938, 1944; Peterson, 2012; Piaget, 1966, 1972; Vico, 

1988; Von Glasersfeld, 1995; Vygotsky, 2002). Furthermore, Guba and Lincoln 

(1994, 2005) posited that the constructivist ontology disputes the idea of a single 

reality in favor of the existence of multiple and socially constructed realities. Such 

a worldview accommodates the idea that culture is a social construct in a 

historically situated context, as described in chapter 2. 

 Due to the essential role of human action in its direct relation to social context and 

the environment, and the fact that social action and individual motivation are connected 

through meaning, “the meaning of any particular action resides in the head of the actor” 

(Calhoun et al., 2012, p. 269). Mead’s theoretical stance in the constructive interaction 

between the individual and society (Mead & Morris, 1967) and Blumer’s (1969) 

symbolic interactionism contributed further to social constructivism by clarifying the 

“nature of human action” (p. 15). Blumer (1969) defined symbolic interactionism as 

“meanings as social products” (p. 5) and, more specifically, 

the peculiar and distinctive character of interaction as it takes place between 
human beings. The peculiarity consists in the fact that human beings interpret or 
“define” each other’s actions instead of merely reacting to each other’s actions. 
Their “response” is not made directly to the actions of one another but instead is 
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based on the meaning which they attach to such actions. Thus, human interaction 
is mediated by the use of symbols, by interpretation, or by ascertaining the 
meaning of one another’s actions. This mediation is equivalent to inserting a 
process of interpretation between stimulus and response in the case of human 
behavior. (pp. 78-79) 

Building on the literature review presented in chapter 2, the exploration and 

understanding of the transcultural phenomenon as a social construction of knowledge 

involves human action in relation to cross-cultural interindividual subjective interactions. 

Blumer (1969) underlined the fact that the individual 

has to cope with the situations in which he is called on to act, ascertaining the 
meaning of the actions of others and mapping out his own line of action in the 
light of such interpretation. He has to construct and guide his action instead of 
merely releasing it in response to factors playing on him or operating through 
him. He may do a miserable job in constructing his action, but he has to construct 
it. (1969, p. 15) 

 This view shares common characteristics with Dewey’s pragmatic philosophical 

approach in seeking to explore and explain relationships between individual action and 

meaning-making via interpretation of the world (Crotty, 2012, pp. 72-73). In tracing the 

history of sociology, scholar Don Martindale (1960) indicated the pragmatic approach of 

symbolic interactionism: “The symbolic interaction school took shape in America, 

primarily under the influence of pragmatism, and, in fact, many of its early members 

classified themselves as pragmatists” (p. 339). Mead collaborated with Dewey. This 

detail contributes to presenting a degree of cohesion brought by the humanistic lens in 

this dissertation’s focus on the transcultural individual. Symbolic interactionism centers 

its attention on the individual (the Self), attitude and meaning, to understand social 

phenomena rather than the idea of imitation encountered in explaining mass phenomena 

(Martindale, 1960). 
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Empirical Qualitative Social Inquiry Approach 

 This dissertation study was an empirical qualitative social inquiry in the form of 

exploratory research about the understanding of a specific form of life experience 

comparable to a human phenomenon socially situated. Therefore, methodologist and 

scholar Blaikie (2010) recommended qualitative inquiry for this stage of research. 

Furthermore, the choice of a qualitative approach also resonates with Maxwell’s (2013) 

view on the influence of the researcher’s worldview and “mental model” used in the 

research: 

Quantitative researchers tend to see the world in terms of variables: they view 
explanation as a demonstration that there is a statistical relationship between 
different variables. Process theory, in contrast, tends to see the world in terms of 
people, situations, events, and the processes that connect these; explanation is 
based on an analysis of how some situations and events influence others. (p. 29)  

 Echoing Maxwell’s point, methodologists Deschenaux and Laflamme (2007) and 

Ansart (1990) highlighted one of the significant criticisms about the positivistic view. 

According to them, a positivistic approach to human life experiences appears to consider 

a social phenomenon as a measurable object, which does not favor the emergence of 

evidence from the individual’s subjective experience. Nonetheless, the combination of 

both qualitative and quantitative research evidence can contribute to providing a more 

precise idea about the subject of inquiry (Rocco et al., 2011; Swanson & Holton, 2005). 

In regard to the exploration of the transcultural life experience, a qualitative perspective 

was chosen.  

 The choice of a qualitative inquiry was identified due to the pragmatic 

philosophical nature of this dissertation, which sought to better understand a human life 

experience phenomenon (Lincoln, 2005) while simultaneously exploring a possible 
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correlation between that phenomenon’s outcomes and a functional role in an 

organization. Furthermore, Crotty (2012) pointed out that qualitative research with a 

symbolic interactionist approach offers a “diversified and enriched matrix” (p. 78). This 

dissertation study was thus aligned with an empirical qualitative social inquiry 

methodology. 

Participant Selection 

 Since this study focused on individuals, participants were purposefully selected 

regardless of their workplace or organization. A willingness to obtain a heterogenous 

sample in regard to socioeconomic status also drove the selection process. Participants 

were geographically located in the Washington, DC, area, including suburban areas of 

Virginia and Maryland, and in Paris, France, for opportunistic, convenience, and 

pragmatic constraints (Suri, 2011) to conduct in-person interviews.  

 The research methods literature indicates that the ways to sample people, 

behaviors, events, and processes (Marshall & Rossman, 2006) are numerous, complex, 

and sometimes ambiguous (Coyne, 1996; Gentes, Charles, Ploeg, & McKibbon, 2015). 

Patton (2002) described 11 types of sampling, and Onwuegbuzie and Leech (2007) 

depicted 22 sampling arrangements. I adopted Patton’s suggestion about a sampling 

perspective “based on expected reasonable coverage of the phenomenon given the 

purpose of the study” (Patton, 2002, p. 246). Creswell (2013) recommended random 

sampling when possible, whereby every individual may have a similar probability of 

being chosen for the study. In the current study, the sample was small, purposeful, and 

based on the theoretical findings of the literature research (i.e., chapter 2), with the idea 

of including participants until saturation was reached (Guest, Bunce, & Johnson, 2006). 
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Creswell also emphasized that the findings of qualitative research are not meant to be 

generalized but rather to elucidate “the particular” and “specific” (2013, p. 157).  

 Participants were thus identified among my network or introduced by family, 

friends, and colleagues on the grounds of their life experiences across the world. Initial 

contact was completed either in person, by phone, or by e-mail, and served to confirm 

adequacy with selection criteria.. Participants were selected based on the following 

including criteria: 

• Must be fluent in at least two languages.  

• Must have lived in at least two countries for a significant period of their life. 

• Must be 30 years of age or older so as to have professional experience and 

social responsibilities as an adult.  

• Participants had to be completely immersed in the social fabric of their 

country of residence. In this case the United States or France.  

• Expatriates sent by their work organization for a temporary assignment (e.g. 2 

to 5 years) were excluded.  

• Having a composite sense of identity integrating multiple macro cultural 

sources (i.e. country related major influences such as family heritage, 

schooling and extended living environments.) 

There were no gender preferences, and participants could work at a variety of 

organizational types. In reference to Creswell’s typology of sampling strategies (2013, p. 

158), maximum variation was sought to offer multiple transcultural experiences. 
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 When a potential participant was interested after a short conversation (phone or in 

person), the participant was provided with details about the semistructured interview 

process: the questionnaire, the interview, and the possibility of contributing artifacts. 

Data Collection 

I acknowledge being somewhat of a bricoleur (Denzin & Lincoln, 1994, 2000; 

Lévi-Strauss, 1962). In the words of Denzin and Lincoln (2000), the qualitative 

researcher “produces a bricolage, that is, a pieced together set of representations that are 

fitted to the specifics of a complex situation” (p. 4). Pieces of data were gathered in the 

forms of interviews that were recorded and later transcribed; remote communications 

(e.g., e-mail, telephone, video conferencing); field notes and personal memos; and 

artifacts relevant for the participant accompanied by a written or oral interpretation 

(Creswell, 2014, p. 191).  

 Dexter (1970) pointed out that an interview is a “conversation with a purpose” (p. 

136). Patton (2002) underlined that “the purpose of interviewing is to allow us to enter 

into the other person’s perspective” (p. 341). The interview is generally regarded as a 

process to collect a kind of information that is found in the interviewee’s mind (Seidman, 

2013). The individual has informed knowledge about a phenomenon, which the 

researcher explores and tries to understand (deMarrais, 2004; Dexter, 1970; Patton, 2002; 

Seidman, 2013). The interviews were crucial for this study, as the transcultural 

phenomenon cannot be observed. It is a personal life experience involving thoughts, self-

reflection, critical cultural analysis, feelings, and context-relevant life experiences. 

Theoretically, outcomes expected included meaning-making that would organize and 

structure the individual’s cognition, knowledge, and worldview and would influence 
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thinking processes, knowledge, behaviors, and actions. The interview process was to 

contribute to an understanding of how the transcultural individual defines a way of 

knowing the world and of being in the world.  

Interview Preparation 

 In preparation for the interview, the questions were sent to the participant in 

advance by e-mail. For several reasons—the complexity of the transcultural process, the 

amount of experiential knowledge, the multiple interpretations of transcultural 

experiences, and the deep cultural and personal meaning related to the transcultural 

phenomenon—the quality of the interviews was anticipated to be better if the participant 

was provided with questions and information in advance to become familiar with the 

subject of the study. At that stage, some specific data were collected, when the participant 

wished to share, such as age, languages spoken, number of years spent in various 

countries, professional activity, and hobbies like liberal arts or sports or any other type of 

activity that might reflect or depict a lifestyle (Merriam, 2009) relevant to the idea of the 

transcultural individual.  

 The questions sent in advance served as a warm up to stimulate the participant’s 

reflection and as an informative stage about the idea of the transcultural individual. 

Sending the questions offered multiple advantages, including serving as an authentic 

document (i.e., evidence) and as proof that the participant had dedicated some time to 

thinking about the subject (Creswell, 2014). For the purpose of this dissertation, this 

preliminary phase was used as a preparation tool prior to the conversation at the interview 

stage. 
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Interview Protocol 

 An “interview protocol” was followed, as Creswell recommended (2014, p. 194), 

as shown in Appendix B. Originally, it was planned to follow Seidman’s (2013) three-

interview series. In practice, his alternative approach of two interviews was carried out. 

The interview protocol unfolded as follows: 

• Initial contact by e-mail, phone, or video conferencing: Communication to 

build an initial rapport, clarify the objective of the research, and provide some 

background. 

• Interview 1: An open discussion based on the questions as an Ariadne’s 

thread, letting initial thoughts emerge. This interview addressed the 

participant’s life history and experience of a transcultural lifestyle. 

• Interview 2: Further details based on emerging thoughts from the previous 

conversation, specifically linking the transcultural life experience to change 

and exploring the meaning of change for the participants. 

• Follow-up e-mail and phone call: Collection of any afterthoughts and a 

reminder to participants of the possibility of contributing artifacts when 

relevant to illustrate their transcultural life experience. 

 Thus, interview questions were organized into three themes: background, 

professional life, and significant experiences involving change at a personal and a 

professional level. This approach was inspired by the seven stages in interviewing from 

Kvale and Brinkmann (2009) as well as “the responsive interviewing model” by Rubin 

and Rubin (2012). The interview questions also reflected Patton’s (2002) six types of 

questions to stimulate the participant: (1) exploring interpretation of an experience and 
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behaviors; (2) seeking the participant’s opinion and beliefs; (3) looking into the 

emotional and affective dimension; (4) assessing the participant’s factual knowledge; (5) 

exploring more deeply sensual perceptions (i.e., interpretation of the senses) of an 

experience; and (6) obtaining information on background and demographic 

characteristics relevant to the study (e.g., education, languages spoken). 

 Overall, the design of the questions was informed by transcultural literature 

researcher Arianna Dagnino’s (2015, p. 154) “5D interpretive model of transculturality,”8 

which outlines five dimensions relating to the idea of the transcultural individual while 

providing an Ariadne’s thread to explore today’s societal phenomena. The model is 

presented in chapter 4.  

Interview Logistics 

 Merriam (2009) made suggestions on how to conduct effective interviews. Those 

guidelines were observed in building a comfortable interviewer-interviewee relationship, 

interaction, and communication. A humanistic inquiry found in the business domain 

(Damgaard et al., 2000) emphasized the objective of getting a sense of the individual’s 

world by trying to see the world through his or her eyes. For that purpose, Damgaard et 

al.’s article (2000) encouraged me to seek a rapport of “closeness, authenticity, and 

honesty” with the participant (p. 152). The authors also suggested “introspection” as a 

tool to attain a level of cognition to better grasp the participant’s understanding and 

interpretation of the world.  

                                                 
8 I discussed the adaptation of this model with the author. 
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 The length of each interview was to be 30 to 90 minutes (Seidman, 2013) 

depending on the participant’s availability and the unfolding of the discussion. In reality, 

the cumulative length of interviews varied from a minimum of 90 minutes to 400 

minutes. All participants displayed a dedicated interest in the subject and were happy to 

share their life experience. 

 Depending on circumstances and participant availability, the interviews or follow-

up conversations took place by phone, in person, or by Skype. As noted by Merriam 

(2009), an in-person interview offers more data, as behavior, attitudes, and body 

expression are also means of expression. Language alone leaves room for 

misinterpretations. Alternative remote interview forms were used as complementary 

when necessary.  

Field Notes 

 I recorded my own feelings and emotions and blind spots on memos following 

interviews. Maxwell (2013, pp. 44-46) pointed out the positive and natural contribution 

of the researcher’s experiential knowledge to the study, in contrast to the conventional 

perspective of attaining perfect objectivity as a “God’s-eye view” by removing the 

researcher’s life experience or influence. It is thus generally accepted by human and 

social science researchers and methodologists (Swanson & Holton, 2005; Denzin & 

Lincoln, 2000) that, as Creswell (2014) put it, “any view is a view from some 

perspective, and is therefore shaped by the location (social and theoretical) and lens of 

the observer” (p. 46). Therefore, my field memos were of interest as they offered the 

opportunity for self-examination as well as maintaining self-awareness while contributing 

to showing how I was influenced in my understanding of the phenomenon. 
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Artifacts 

 Referring to sociologist and methodologist Patricia Leavy (2009) on art-based 

research, I invited participants to submit artifacts that illustrated their description of their 

transcultural life experience. Leavy (2009) pointed out that art-based practices have 

disrupted and extended the “qualitative paradigm” (p. 8) by contributing to widening the 

holistic research picture and adding layers to the “meaning-making process,” which 

“occurs as an iterative process (not a linear one)” (2009, p. 10). Instead of limiting the 

research methods to the form of interviews, I broadened the “palette of investigative and 

communication tools with which to garner and relay a range of social meanings” (p. 11). 

In furthering her argument for the arts in research, Leavy deferred to other researchers 

(e.g., Hunter, Lusardi, Zucker, Jacelon, & Chandler, 2002) who have advocated for such 

a method to help unfold the complex process of meaning-making that shapes qualitative 

research.  

Recording and Protecting Data 

 All interviews except two were recorded. Due to street and restaurant noise, two 

interviews were difficult to transcribe; fortunately, notes were taken and a follow-up call 

or meeting was included. At any time during the interview, the participant had the option 

of interrupting or discontinuing the recording. It is generally accepted by researchers and 

methodologists (Blaikie, 2010; Creswell, 2014; Crotty, 2012; Maxwell, 2013; Merriam, 

2009) that recording is a necessary tool to remain faithful to the data while capturing the 

flow of the conversation as well as variations in voice tones revealing possible shifts in 

moods and emotions.  
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All data were secured on my personal computer and two external hard drives as 

backups. All three storage tools were secured with password protection. Recordings were 

kept confidential in keeping with the agreement with the participants. The transcripts 

were shared only with participants for feedback. 

Data Analysis 

 Sending the questions to participants prior to the interviews contributed to the 

inductive-deductive qualitative research cycle (Patton, 2011). I was aware that such an 

approach may have influenced the participant while it helped increase the quality of the 

exchange. Methodologist Blaikie (2010) noted that sharing the questions helps clarify 

terms, ideas, or concepts for the participant who may have never heard them before. 

Since I wished to leave open doors to serendipity, the approach was monitored from one 

participant to another. In the words of sociologist Robert Merton (1949) in his book about 

Social Theory and Social Structure: 

Under certain conditions, a research finding gives rise to social theory. Fruitful 
empirical research not only tests theoretically derived hypotheses; it also 
originates new hypotheses. This might be termed the ‘serendipity’ component of 
research, i.e., the discovery, by chance or sagacity, of valid results which were not 
sought for. (p. 98) 

 Furthermore, Merton (1949) defined serendipity as an opportunity for the 

researcher: 

The serendipity pattern refers to the fairly common experience of observing an 
unanticipated, anomalous and strategic datum which becomes the occasion for 
developing a new theory or for extending an existing theory. (p. 98)  

 Keeping this phenomenon in mind, the data analysis proceeded while interviews 

were still being collected (Creswell, 2014, p. 195). Therefore, I went back and forth 
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between the various sources of information and pieces of data, which may have been 

potentially overlooked initially or discarded only to be included in the final writings of 

the analysis. 

 Rather than using software for coding collected data, I used handmade transcripts 

and coding to immerse myself totally in the data. Hence, I followed Creswell’s (2014) 

guidelines in looking at the data in a six-step process: (1) gathering and arranging all data 

sources; (2) getting an overall visual impression of the data, which enabled 

familiarization with it; (3) coding the data inspired bygenerally accepted processes such 

as Tesch’s (1990) eight-step process and Saldaña’s (2009) coding instructions; (4) 

generating initial themes and descriptions, which could uncover various layers of 

information and connections; (5) unveiling the findings in the form of a narrative with 

ample descriptions of themes and their interconnections; and (6) engaging in 

interpretation, whereby the findings may or may not be related to the initial theories and 

hypotheses, possibly raising new questions and hypotheses about the phenomenon while 

answering the research question. 

Coding 

 According to Saldaña (2009) “coding is a heuristic (from the Greek, meaning “to 

discover”) – an exploratory problem-solving technique without specific formulas to 

follow.” (p.8). Therefore, I decided to proceed in a 7 steps coding, categorization, and 

analysis method of my own making: 

 Step 1. Transcription was carried out soon after the interview. It facilitated the 

jotting of complementary information, personal observations, and details combined with 
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personal notes and impressions. This stage permitted to get familiarized with the form 

and content of the data.   

 Step 2. A complete reading of the transcript allowed to truncate the raw data, and 

identify preliminary codes. I initially let the codes emerge from first impressions (i.e. first 

coding cycle). In practice, each transcript was truncated following the questions detailed 

in the interview protocol (Appendix B). Data was sorted according to its connection to 

the transcultural phenomenon or being relevant to the agent of change. A document was 

created with three columns: left column was dedicated to complimentary information; 

middle column had interviewee citations; right column contained the coding. At this 

stage, I decided to focus first on answering sub-question 1.  

 Step 3. Once the nine interviews were completed and the transcripts readily 

available, following steps 1-2, all transcripts were re-read to carry out a coding specific to 

answering sub-question 1 (i.e. second coding cycle). For such a purpose, the initial 

coding was compared to Tables 4.2 and 4.3, which summaries findings from previous 

empirical research provided by the transcultural comparative literature (Dagnino, 2015). 

This comparative analysis led to a third reading.  

 Step 4. A third reading sorted the final coding as I summarized and condensed the 

data in themes and sub-themes. Combining theoretical categories (Table 4.2), substantive 

categories (Table 4.3) and the open coding that had emerged from all nine interviews. 

Table 4.4 emerged from this convergence and the analysis for sub-question 1 was then 

addressed. The nine truncated transcripts were regrouped according to themes and 

subthemes of Table 4.4. 
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 Step 5. Now addressing the data relevant for answering sub-question 2, I 

proceeded to a cycle of coding by letting experience with change and theory emerge.  

 Step 6. A second coding cycle was carried out now in comparison with Table 4.5.  

 Step 7. The convergence of steps 5 and 6 led to the layout of Table 4.6. The 

analysis for sub-question 2 followed. The nine truncated transcripts were regrouped 

according to the themes and sub-themes of Table 4.6. 

Limitations 

 Language communication in interviews presented some limitations. The capacity 

to articulate thoughts, feelings, and emotions varied from one individual to another. 

Recalling experiences and verbalizing them solicited an intellectual effort, which 

demanded energy and focus. While technology and means of communication render 

sources of data more accessible, I was aware that the sample size would not initially 

allow for generalization to a broader population, but the objective was to explore and 

understand a life experience (Blaikie, 2010, p. 254). The argument could be strengthened 

by widening the research with participants scattered across the planet to reflect the 

universal aspect of the transcultural phenomenon. Nonetheless, any findings that emerged 

from this dissertation study focused specifically on the individual, and thus could 

potentially be informational for individuals, organizations and other academic fields. 

Trustworthiness in the Study 

 While research methodologists generally agree on the necessity of paying 

attention to validity and reliability (Blaikie, 2010; Creswell, 2012, 2013, 2014; Crotty, 

2012; Maxwell, 2005, 2013; Merriam, 2009; Rocco et al., 2011), challenges remain for 
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trustworthiness in qualitative data analysis. Hence, I paid close attention to the findings’ 

validity and credibility in relation to the reality (Swanson & Holton, 2005). According to 

Damgaard et al. (2000), “Credibility is very much gained when the individual finds that 

he can rediscover himself in the interpretations and descriptions” (p. 145). Special care 

was thus taken for consistency and congruence between the purpose of the study, the 

conceptual framework, and the methods for data collection and analysis, to ensure 

legitimization of the findings (Rocco et al., 2011, p. 198).  

 To limit this initial study’s vulnerability and increase its legitimacy and 

trustworthiness, the following strategies were included, as recommended by Swanson and 

Holton (2005): a personal disclosure statement based on personal memos, provided in the 

following section, and member checking, wherein participants were offered the 

opportunity to review the data. Triangulation was also ensured, as defined by Creswell 

(2012):  

the process of corroborating evidence from different individuals (e.g., a principal 
and a student), types of data (e.g., observational fieldnotes and interviews), or 
methods of data collection (e.g., documents and interviews) in descriptions and 
themes in qualitative research. (p. 259) 
 

Subjectivity Statement 

 In accordance with Swanson and Holton’s (2005, p. 235) recommendation for 

personal disclosure, I acknowledge that I consider myself a bicultural individual (Benet-

Martinez et al., 2002, 2006; Brannen & Thomas, 2010; Brannen et al., 2009; Chen et al., 

2008; de Merode, 2011; Friedman & Liu, 2009; Grosjean, 2010; Hong & Khei, 2014; 

Kanno, 2003; LaFromboise et al., 1993; Leung et al., 2014; Moore & Barker, 2012; 

Ringberg et al., 2010) and have lived a transcultural lifestyle mainly between France and 
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the United States. Therefore, I was consciously aware of personal beliefs, experiences, 

and prejudicial thoughts that might have emerged when interacting with the participants. 

This study stemmed from an inevitable French-American cognitive approach involving 

“cultural frame switching” (Ringberg et al., 2010). This means that my perspective 

reflects a worldview influenced mainly, but not only, by both French cultural elements 

and American cultural elements (e.g., languages, schooling, philosophies, traditions, 

symbolic representations, lifestyles, arts, aesthetics, business practices, etc.) while 

transcending them both. Furthermore, my involvement, at an early age, in sports activities 

originating from Southeast Asian cultures as well as philosophical inspirations 

contributed to the broadening of my worldviews. In other words, this study is 

“deterritorialized” and floats in a transcultural space (Dagnino, 2015). To remind the 

reader, Epstein pointed out that “transculture is a new sphere of cultural development that 

transcends the borders of traditional cultures (ethnic, national, racial, religious, gender, 

sexual, and professional)” (2009b, p. 329). 

 Like a cultural chameleon, I feel comfortable with other individuals having 

experienced a life across visible borders and invisible cultural frontiers. Therefore, for me 

to dissociate from the study would mean to neglect a lifetime of learning from 

experiencence, critical self-reflections,transformational processes, and to ignore the 

knowledge gradually constructed on a very close subject that has increasingly attracted 

academic research and practice as a byproduct of mondialisation (instead of 

globalization, as expressed in chapter 2). As mentioned previously, such a stance was 

unattainable. Maxwell (2013) further stated that to deprive research from its researcher’s 

life would be to cut oneself off from “a major source of insights, hypotheses, and validity 
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checks” (p. 45). To emphasize this point of view, he referred to American sociologist 

Charles Wright Mills (1959) who argued, in his book The Sociological Imagination, in 

favor of the researcher’s involvement: “The most admirable scholars within the scholarly 

community . . . do not split their work from their lives. They seem to take both too 

seriously to allow such dissociation, and they want to use each for the enrichment of the 

other” (p. 195).  

 Therefore, I acknowledge the fact that my interpretation of the data is subject to 

the specific combination of my cultural heritage, which allowed me to savor and to live 

on the fringe of the subtleties of a Franco-American sociocultural environment (Grosjean, 

2010; Kanno, 2003). Consequently, my personal experience and existential questioning 

served as grounds to initiate this study and research agenda while slowly proceeding to 

walk the path of research and share thoughts, academic knowledge, and life experiences 

with participants.  

Human Participants and Ethical Considerations 

 In terms of an ethical stance, my intent was to position myself as an individual 

who “speaks with” and “to others” as opposed to “speaking for others” (Milhouse et al., 

2001, p. 289). I intended to build a rapport of trust with the participants by way of 

authenticity and honesty about the purpose of the research (Creswell, 2014). Blaikie 

(2010) emphasized that all participants should take part in the study as a result of their 

personal initiative; their anonymity should be protected to guarantee privacy of the data; 

and the researcher should conduct interviews with integrity. Regarding this last point, the 

international organization UNESCO has updated a “code of conduct and ethical 
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guidelines” for research in human and social sciences. The code can be found at 

http://www.codex.vr.se/en/forskninghumsam.shtml. 

 This qualitative research represented minimal risk for participants since it solely 

explored their life experiences and associated meanings. There were no consequences in 

relation to their workplace, since I had no contact with their workplace. Hence, this study 

qualified for exempt status according to institutional review board standards. I applied for 

a waiver of consent form. In addition, I completed the training from the George 

Washington University CITI Social/Behavioral Basic/Refresher Course for Human 

Subjects as required by the Office of Human Research.  

Summary of the Methodology 

 This dissertation study, as an initial stage of research, focused on the nature and 

essence of the transcultural life experience in relation to the individual’s perception of 

change and potential role as an agent of change in the workplace. Therefore, the study 

involved a qualitative approach with a humanistic ontology and an epistemology 

inscribed in a constructivist view with an emphasis on symbolic interactionism. For this 

purpose, symbols such as language (i.e., interviews), writings, and artifacts (i.e., 

participants’ creations) were collected and interpreted. This qualitative research was thus 

open to the existence of multiple realities that are context bound. Through a primary 

mode of inductive analysis and constant comparison, the goals of this investigation were 

to describe, discover, expose meaning, understand, and generate hypotheses. This study’s 

design was flexible with its semistructured approach to interviews, leaving room for 

evolving and, sometimes, even contrasting sets of findings and emergent information or 

sources of data. I sought to collect the kind of information that is found in a person’s 
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mind. I also hoped that the findings would enable a comprehensive and holistic 

understanding—while providing an expansive and richly descriptive picture—of the 

phenomenon under investigation. 
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CHAPTER 4 

RESULTS 

Overview 

 The purpose of this basic qualitative dissertation study was to explore how an 

individual’s transcultural life experience relates to the concept of being an agent of 

change in the workplace. This interpretive social inquiry contributes to an ongoing 

discussion about what kind of knowledge is invisible and readily available in one’s work 

organization, and specifically in relation to introducing and/or implementing change in 

the workplace with a humanistic approach. The research question was: How are 

transcultural individuals agents of change in the workplace? To answer this question the 

following two subsequent questions were addressed:  

1. In what capacities does the transcultural individual reflect a particular way of 

knowing the world and of being in the world? 

2. If at all, how does a transcultural individual contribute to change in the 

workplace? 

From the categorizing strategy used to sort the data emerged two main themes: the human 

life experience as a transcultural individual and the idea of being an agent of change.  

 This chapter presents the results of the qualitative analysis of nine transcultural 

life stories. To help visualize the results, a visual mind map (Figure 4.1) succinctly 

summarizes the themes and subthemes that emerged from the data’s analytical process. 

Table 4.1 describes the participants’ demographic characteristics and is followed by a 

summary of the nine participants’ life stories. Results are presented in two parts: Part 1 is 

dedicated to the transcultural individual and addresses Subquestion 1, and Part 2 is 
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dedicated to the agent of change to address Subquestion 2. The interpretations of the 

results and answer to the research question are presented in chapter 5. 

 

 

Figure 4.1. Mind map of the themes and subthemes that emerged from the data analysis 
represents visually the general atmosphere that each part of this chapter 4 conveys: a sort of 
paradox with the impression of calm and orderliness within an eclectic way of being a 
transcultural individual; and the disruptive state that change inherently brings to both individuals 
and organizations. 
 

Participants’ Demographics 

 Nine participants, five women and four men, with significant transcultural life 

experiences and a wide variety of professional undertakings contributed their personal 

life story and professional accomplishments. This research study is probabilistic in nature 

and thus avoids essentializing gender, ethnicity, race, and so forth. Participants’ 

pseudonym, birth year, professional activity, languages, transcultural life, country of 

residence, and language of interview are summarized in Table 4.1. 
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Table 4.1 
Participants’ Demographics 
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Summary of Participants’ Transcultural Life Stories 

 The following summaries of the participants’ life stories provide the historicity 

for their personal and professional experiences in relation to the idea of beingbeing a 

transcultural individual. 

 Mr. E. was born in 1955 in Sweden and was raised among two cultural 

influences, Swedish (mother) and French (father). While summer travels emphasized the 

learning of English, Swedish, German, and Dutch outside of schooling, he was also 

initiated to sailing as a child. This activity quickly became a lifelong adventurous means 

to broaden his cultural knowledge, largely influencing his human development and 

personal growth. It also related closely to his profession as a restaurant chef bringing 

world savors to the plate, only to share a pleasurable and enriching moment with others. 

His worldview was thus profoundly grounded in a humanistic perspective of life with 

others and greatly influenced his approach to resolving human conflicts in his current 

professional corporate environment. He had four daughters from two marriages, two 

French and two Americans, who had been introducing each other to their respective 

“home” cultures’ ways of being and thinking. His philosophy of life was impregnated 

with the idea of contributing to the betterment of humanity one day at a time and one 

person at a time, including himself. 

 Mr. G. was born in 1969 and raised in the Soviet Union. The fall of the Berlin 

Wall in November 1989 opened many opportunities that he seized for the future as a 

physics student at King’s College London and through a lifelong career in an 

international corporation. The languages he learned in school were French and English. 

His unusual skill at finding last-minute tickets for such sold-out shows as operas, 
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concerts, and plays was symbolic of his interest in challenges and top-quality 

performances. His life recipe for success was to push beyond anyone’s initial answer 

“no.” Focusing on delivering business results while growing and learning with the same 

organization for 25 years, he led numerous innovative projects that contributed to 

transforming the organization’s business. He continued to engage in new professional 

challenges, mainly based on the belief that lack of innovation and creativity leads to 

decline. He quoted Mike Bloomberg: “No is no answer.” He and his wife built a solid and 

grounded family environment, which minimized international expatriation to just two in 

25 years. That enabled them and their two children to remain grounded in a stable and 

good school system in Northern Virginia and thus build a strong social network while 

benefiting from a DC expatriate community, frequent travels abroad, and learning three 

languages. 

 Mrs. N. was born in 1977 and raised in Lebanon. Her mother tongue was French, 

while she learned Arabic and English very early at school. She was fluent in all three 

languages. She studied law, passed the bar of Beirut, and trained in Lebanon for a few 

years. She then moved to France and established herself as an in-house French lawyer in 

multinational corporations. The transition between Lebanon and France was a culturally 

challenging and significant one, as it called for a profound metamorphosis process and an 

imposed personal growth. She married a Frenchman and they had two children. Several 

years later, her family moved to Washington, DC, to pursue her husband’s professional 

career. Similarly, that second move proved to be challenging and affected her deeply. 

However, she managed to adapt after roughly 6 years by going back to American law 

school. She successfully passed the New York bar exam. At the time of the interview, she 
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enjoyed a successful career in an international law firm, working remotely and traveling 

internationally, while caring for her two children and learning a new language: Spanish. 

She was raising her children, a 7-year-old and an 11-year-old, as transcultural human 

beings, perfectly bilingual in a tricultural setting Lebanese-French-American. The oldest 

child will be exploring the Spanish and Arabic languages in sixth grade. The youngest is 

working on reinforcing her French before beginning to learn other languages. 

 Miss S. was born in 1978 and raised in the Netherlands with an American father 

and a Dutch mother. Due to Norwegian grandparents, she learned their language 

alongside Dutch and later English. The two major family personality traits of her heritage 

were adventurous and entrepreneurial. Although the two destination countries for 

summer vacations were Norway and the United States, she found it culturally challenging 

when she arrived in Louisiana, initially for an internship during her undergraduate years 

and later as a definitive move for graduate school. Not going about her college life in 

conventional ways, she became the first white woman in her neighborhood to join an all-

black male martial arts club. She lived through the turmoil of Hurricane Katrina on 

August 23, 2005, and left for Boston to start a new life. Scientific research challenges and 

unfulfilled job opportunities took her back and forth between New Orleans and the East 

Coast, where she now resides. At her workplace, she viewed her current role as a 

communication facilitator between individuals while accompanying them and pulling 

them upwards when finding themselves in uncomfortable situations.  

 Mr. M. was born in 1973 in West Germany. Raised conventionally by two 

German parents, he learned English as a second language and French as a third language 

in his teens. The fall of the Berlin Wall in November 1989 was a significant historical 
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context during his high school years. He took a sabbatical from work in Germany in 1996 

to study abroad for two semesters in Denver, Colorado. He explored first hand cultural 

contrasts with the American way of life. He discovered a very different learning and 

teaching environment in American universities, computer labs, and the Internet. Across 

his life, languages and travels broadened his ways of approaching the world while 

discovering the identity-language relation and its outcomes. At the time of the interview, 

he had been living in Paris for 15 years and worked for a university, whose student body 

comprised transcultural individuals from around the world. 

 Mrs. A. was born in 1952 in Belgium of American parents and was raised in 

Belgium until she moved as a teenager with her father to Maryland, U.S. in 1968. She 

learned Spanish as a child with a governesses and learned French and Flemish in school. 

English was taught by her mother following summer vacations in the United States at age 

7. Her teenage years in the United States were a culture shock; she described them as 

“horrible” and “shocking” as she was exposed to the concept of racism, which did not 

make sense to her. She married in the United States after graduating from high school and 

followed her husband, an Air Force pilot, from Japan to England and other destinations 

totaling 32 moves. They raised two daughters who attended British schools prior to 

experiencing the American educational system in South Carolina, which perceived them 

as advanced children. Following her youngest’s near-death experience, a wakeup call led 

her to initiate divorce. She learned how to live by herself and started working at 39. At 

the time of the interview, only her oldest daughter spoke some French and English, and 

both daughters enjoyed opposite lifestyles in the United States while Mrs. A. was 

enjoying her retirement.  
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 Mr. F. was born in 1969 in France of French parents. He was raised partially in 

France and then in the United States from age 5 onwards. Nonetheless, French was his 

home language and English came second until it prevailed over the years in school, in 

college, and in his practice. Since French culture and family conventions were a daily 

practice growing up, a cultural hegemony prevailed between the outside American world 

and the French household world. That shaped and greatly influenced his worldview as an 

“observer” of the American way of life, while the punk community took him in as a 

teenager, as all “outsiders” were welcomed and accepted with equal respect. Having 

spent most of his Friday afternoons at museums with his grandfather, he developed an 

acute curiosity for understanding how culture and history are shaped and their influence 

on people. His childhood and teenage cultural struggle to fit in or find his place in the 

United States, as a unique blend of French heritage and upbringing with an American 

way of life and culture, led him towards a career involving an educational and cultural 

mission. By rethinking museums’ strategic organizational display of artifacts, documents, 

and other national archives, he has contributed to remodeling and exposing aspects of the 

American cultural heritage never presented before to the public.  

  Mrs. C. was born in 1953 in New York with an Irish-German mother and a 

Russian father. Her upbringing between France and the United States left her with a sense 

of biculturalism and awareness, which was to be a driving force throughout her career 

and personal life. Having graduated from an Ivy League American college, described as a 

“mononational environment,” she felt the calling for a broader-minded environment, and 

the opportunity to return to France presented itself. In her mid 30s Mrs. C. discovered an 

unimaginable transcultural space in the field of education and felt right at home for the 
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first time. A mother of two, she nurtured her children with bicultural and bilingual 

opportunities grounded in the belief that such a mindset brings a certain personal 

existential freedom. Her career was also to be impregnated with such a transcultural 

perspective by steering an educational institution enmeshed with a wide diversity of 

cultures, languages, and worldviews. Preparing 21st century leaders, innovators, world 

citizens, and transcultural human beings, Mrs. C. is a strong advocate for worldwide 

dynamic interpersonal interactions. 

 Mrs. P. was born in 1953 in Ecuador, and three countries have played a major 

role in her upbringing: Ecuador, the United States, and France. Her family and cultural 

heritage is thus a combination of Spanish, Ecuadorian, and American. Her fluency in 

Spanish, English, and French contributed to forming her identity and worldview while 

being significant communication tools across her professional and personal lives. Raised 

in a political, diplomatic, and intellectual environment, she naturally found her place in 

the field of education, first as a teacher and then as a head of school. Her professional 

experience across three continents—South America, Europe, and North America—

represents symbolically her walk of life on a fine line situated at the intersection of North 

and South American and European culture. She explored the variety of each country’s 

inherent worldviews, cultural facets, and educational systems, not only for her personal 

growth, but also to share the derived intellectually creative and humanistic outcomes in 

the implementation of organizational and strategic change in education. As she looked 

back at these transcultural life experiences and risk-taking personal initiatives, she saw 

how they converged to bring a private high school up to speed in transitioning into a 21st 

century education era. The creation of a contemporary educational model, using the latest 
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theoretical innovations in academic teaching accompanied by some profound 

organizational changes, contributes to the betterment of her students’ learning experience 

in preparation for a life around the globe. 

Part 1: Transcultural Individual 

 Part 1 addresses Subquestion 1: In what capacities does the transcultural 

individual reflect a particular way of knowing the world and of being in the world? As a 

reminder, the following definition was used for the transcultural individual and his or her 

transcultural reality, which involves a sui generis sociocultural process and personalized 

design: “Transculturals are those who grow beyond their own cultural socialization so 

that they can understand different cultures with minimal biases and make valid cross-

cultural judgments” (Graen & Hui, 1996, p. 6). 

 Tables 4.2 and 4.3 present, respectively, theoretical and substantive categories 

that were extracted from the literature about transcultural autobiographical narratives (see 

chapter 2). The theoretical categories were extracted and adapted from Arianna’s 

Dagnino’s “5D interpretative model of transculturality” (2015, p. 154). These categories 

enabled a comparison and contrast with the open coding obtained from the inductive 

analysis conducted on the nine participants’ life stories.  
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Table 4.2 
Theoretical Categories as Main Elements of the Transcultural Orientation 

 Category Description 
1 TIME Historical dimensions—historical context  
2 CONTEXT Socioeconomic environment  
   Technology as part of daily life  
  Political atmosphere, scene  
  Geographical location 
3 PRACTICE Daily life, human and environment interactions, life experiences 
  Relation to languages  
  Communication in interindividual experiences 
4 MEANING Philosophy of life  
  Worldviews  
  Cultural constructs  
5 AGENCY Self-reflexivity  
  Critical thinking and analysis of personal experiences 
  Innovation; Imagination; Creative outputs 

Note. From Dagnino, 2015, p. 193. 

Table 4.3 presents detailed substantive categories contributing to a probabilistic 

heuristic model enabling comparison of transcultural narratives (Dagnino, 2015, p. 154). 

Table 4.3 
Substantive Categories  

 Category Description 

A Sense of self- 
agency 

1) Individuals (characters as well as writers and readers) thriving in, or at least 
positively challenging, the feeling of precariousness of one’s existence 
2) Movement experienced as freedom—an opening of new possibilities, 
beginnings, and becomings 

B Living  
environment 

3) A feeling of being “in place,” not “out of place”—no longer guests, at home 
anywhere, despite the difficulties inherent in any process of adaptation and 
translation 
4) The perception of the boundaries between cultures and geographic entities 
as mobile, liquid, and changeable 

C Identity 5) Identity conceived as a fluid process: no need for self-affirmation or 
categorical reference to ethnic roots 
6) Enrichment through interaction with, and immersion in, multiple cultures 

D Culture blending 7) The perception of the annulment, weakening, or supersession of 
traditionally conceived hegemonic centers 
8) The playful and creative engagement with the experience of foreign idioms, 
concepts, meanings, geographies, and verbally empowered characters, fluent 
in more than one language 

E Transformational  
interindividual  
interactions 

9) The blurring of the boundaries between self and other 
10) The sense of becoming experienced and understood as an empowering, 
although sometimes distressful, dialogic process of mutual transformation and 
cultural confluence  

Note. From Dagnino, 2015, p. 193. 
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 Table 4.4 presents the major themes and subthemes obtained through a 

comparative analysis between the open coding, which emerged from the nine narratives, 

against Tables 4.2 and 4.3. Table 4.4 provides the advantage of offering a conceptual 

congruence for reporting the data and to answer Subquestion 1, as key sequences were 

identified within and across the nine life stories. It is to be noted that these themes and 

subthemes have no statistical prevalence over one another, no order of preference, nor 

levels or weights of importance. Greek alphabet letters appoint these themes to underline 

the objectiveness of their equal importance in connection to and across each other.  

 
Table 4.4 
Major Themes and Subthemes That Emerged from the Nine Participants’ Narratives 

 Themes Subthemes 
α Time Historical markers 
β Transcultural orientation  Upbringing circumstances and sociocultural environment  
γ LearningL from experience  Situated cognition and belonging  
δ Holistic development Meaning making and culture blending and identity  
ε Openness to experience Agency and interpersonal interaction  

 
 
 
 When reading through the narratives’ quotes, it is to be kept in mind that the 

participant not only said something, but also did something while being someone at 

various moments of the interview and depending on the language he or she spoke. The 

reminiscence of life cues and clues when revisiting their narratives of critical life events 

became connecting links for the interviewees as they sketched and articulated their life 

stories. All of them expressed “aha” moments during which they connected thoughts that 

gave their life stories new perspectives and positive meanings. Next are the five themes 

and subthemes explored through excerpts of the interviews contributing to describing and 

exploring each participant’s transcultural life experience. 
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Theme Alpha: Time 

 The concept of time has various cultural facets. Here it had three cultural 

dimensions: chronological, opportune, and circular. As a sociocultural factor, it required 

flexibility to adjust to functioning in harmony with one’s environment (Van der Zee & 

Van Oudenhoven, 2014). 

 While the concept of time is deeply socially engrained and taken for granted in 

daily life, for Mrs. P. time became a means to deep structural changes when she had to 

implement, at her workplace, the newly voted French labor law regarding the 35-hour 

work week policy in February 2000: 

J’ai toujours eu beaucoup de mal avec le temps linéaire. Je suis très latino-
américaine, alors le temps est pour moi circulaire. Alors, je n’arrivais pas à 
comprendre comment on arrivait à travailler dans un environnement qui n’est ? 
pas comme dans une usine, parce que d’après moi on travail jusqu’au bout de finir 
la tâche et s’il faut travailler 8h/jour ou 15/jour on reste là. C’est le temps 
circulaire. Et si l’on n’a pas assez de choses [travail] alors on quitte le bureau.  
[I always struggled with time as linear. I am very Latino-American, so time is 
circular for me. So, I could not grasp how one could work in an environment that 
is not factory-like, because for me if one needs to work 8 hours a day or 15 hours 
a day, one stays at work. That’s circular time. And if one does not have enough to 
do, then one leaves work.] 

Here the concept of time was distinguished according to the working 

environment. It may be satisfactory, efficient, and effective on factory assembly lines, 

while it may be an aberration for other organizational environments requiring a flexible 

approach to work.  

 Mr. G.’s life reached a turning point thanks to the fall of the Berlin Wall on 

November 9, 1989. It was an opportune time that changed his life perspectives: 

As Berlin Wall fell, the economy started changing, privatization started, so then 
Western companies started thinking, “What do we do? We know nothing about 
any of the markets, legal system, no? Nothing.” So, the companies started hiring 
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people to do due diligence studies, feasibility studies, investment studies, and so 
on. . . . So, [an organization], they hired me, and I just got my 25 years of service 
award. 

Mr. G. seized the opportunity as it presented itself, although he was perceived as a traitor 

for leaving the Soviet Union. 

 Time was a factor that surfaced in other narratives in relation to life transitioning 

periods (Miss S.); sojourner experiences (Mr. M); sociopolitical atmospheres (Mrs. A. 

and Mr. F.), and implementing change in the workplace (Mrs. C. and Mrs. P.). 

 Subtheme: Historical markers. Such markers symbolize significant events in 

human history (Stevenson & Lindberg, 2010). Events that emerged from participants’ life 

stories included World War I and World War II heritage; the Vietnam War heritage; civil 

unrest in May 1968 France; the arrival of the dishwasher in the 1970s; the Chernobyl 

nuclear power plant disaster in 1986; the fall of the Berlin Wall in 1989; war in Lebanon 

from 1975 to 1990; racism in the United States; and the role of Ellis Island in a family’s 

cultural heritage. Three are depicted here to illustrate how they connect the individual to 

places, culture (e.g., language), and the collective, while contributing to shaping the 

participants’ worldviews and serving as a collective sociocultural heritage influencing 

successive generations. 

 World War I and World War II contributed to creating Mrs. A.’s Belgian-

American family history through love, exodus, and duty. Family transmission of the 

French language and business ties between the two continents were to remain strong links 

for successive generations: 

Both my parents were American. So, my father was born and raised in Belgium, 
because his mother was Belgian, and that’s how that came about. I really should 
start with my grandparents, because they met after World War I. . . . My 
grandfather [American] decided to stay in Belgium, married my grandmother, 
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they had three kids. Then right before the Germans invaded Belgium [World War 
II], they had come to the States to drop their daughter off at college, and they got 
stuck here because they were Americans. . . . He [father] met my mother [in 
Alabama] who was also in the army. She grew up in New Jersey, very poor 
family, . . . went into the army when the war broke out, and met my dad there. . . . 
My grandmother managed to keep him [father] here [U.S.], and not go overseas to 
fight the war. What he did, he was in Alabama at the time, he was an instructor 
pilot and he taught the French. They would smuggle French young men to the 
States, teach them how to fly, and then they would go back and fight the 
Germans. 

Later, family business activities in Argentina led Mrs. A’s parents to move there 

and then to Belgium where she was born and raised. Interestingly, Mrs. A.’s first husband 

was American and her second husband was Belgian, and they lived in West Virginia, 

United States. 

 From another time, Ellis Island still held a symbolic meaning for Mrs. C.’s family 

story and her cultural heritage. The following quote describes a thread connecting 

generations and the transmission of the love of two cultures and languages, American and 

French:  

My father was a Russian Jew born at the turn of the century, 1905. When he was 
3 weeks old, he came over in a boat to Ellis Island with his mother. My father 
became a lawyer and hated it and eventually was conscripted in the second world 
war and was an officer here in France. Was barracked at the Grand Palais. He 
stayed 7 years after the war in the circle of Alice B. Toklas and Gertrude Stein 
before the war; they of course had this incredible salon with Hemingway and 
Picasso. After the war, they had opened their doors to a lot of American 
servicemen who were writing novels, who were writing plays, who were doing 
painting. And so, my father was part of that circle. He was writing a book about 
World War II. [My mother] went to Paris after college. They knew each other 5 
days and in one of those romantic post-war things, decided that they would get 
married. And they also decided that if they ever had children they would bring 
them back. 

World War II appeared once more as a historical event that contributed to a 

family history spreading across two continents. Today, Mrs. C. lives in France following 
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many years in the United States. Her children live on each continent: France and the 

United States. 

 For Mr. G., a stroll across the famous Glienicke Bridge—the bridge connecting 

East Germany to West Germany, on which spies used to be exchanged—changed the 

course of his life in November 1989:  

I was in Potsdam at the time when Berlin Wall fell, at that exact moment. . . . This 
was a very big moment, not only because everyone was saying during high 
school: There’s a wall you could not cross, you walk around. And maybe you’re 
curious. They would stop and check my passport. I had this experience, like “why 
are you here?” So, I would always go somewhere they cannot blame and they 
would say like, “Who are you?” And then you show Russian passport and then 
you have a certificate. So, then I could cross over, so I crossed over, no questions 
asked. . . . There was my first kind of contrast experience because basically it all 
happened on the same day, on the East German side it’s all demonstrations, 
jubilations, fireworks, people rushing across the Glienicke Bridge, which is this 
main bridge where they used to exchange spies. 

Following that event and other trips to London as a college student, he made the 

decision to move to London against his parents’ initial disapproval. He had now lived in 

the United States for 25 years and traveled between both continents. 

 These narratives demonstrate how the participants construed their respective life 

story. The narratives were recollected as if in a space suspended in time, where events, 

persons, language, and cultures all converged to draw a coherent story that 

metaphysically explained why and who they are today.  

Theme Beta: Transcultural Orientation 

 Transcultural orientation is a way of being in a multicultural environment 

whereby an individual welcomes, enjoys, adjusts, and adapts to cross-cultural 

interpersonal interactions (Ponterotto & Fietzer, 2014). The participants underlined 
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language as key to their exposure to the world. They depicted learning circumstances that 

contributed to construing their worldview: family entourage and sociocultural heritage, 

schooling experiences, travels, moves. Emotions and affective relationships were 

associated with languages, while nostalgia surfaced when realizing that one language 

faded out of usage. 

 Mr. E. was raised in the Paris region of France and was exposed to four languages 

during his upbringing: Swedish, English, German, and Dutch. He recalled the 

circumstances of his exposure: 

Ma mère était suédoise et ne parlait pas français, mon père était français. Donc il 
parlait anglais entre eux. Sinon, j’ai aussi appris le suédois, l’allemand et le 
néerlandais en-dehors de l’école pendant les vacances d’été et durant les séjours 
de voile avec mon père.  
[My mother was Swedish and did not speak French, and my father was French. So 
they communicated in English. Otherwise, I learned Swedish, German, and Dutch 
outside of school during summer time travels and sailing trips with my father.]  

Leisure time created opportunity for travel. Mr. E. often referred to sailing as a 

hobby throughout his life and indicated that through it, he discovered the world and 

encountered a wide variety of people. He used both French and English to express his 

romanticized relationship with the world (see Appendix A).  

 In contrast, Mr. G. was raised in the Soviet Union and was schooled with the 

formal Soviet Union educational model: 

[with a Russian accent] I was born in Soviet Union and so for a long period from 
my early childhood to some age, I had no other foreign languages. My mother 
tongue is Russian. . . . In school, we had to learn French and I was learning 
French and then I was accepted to a special school, what here would be called 
School for Math and then I was accepted to advanced school. . . . The main 
language there was English. So, there were only two people who came from 
French-speaking school. . . . They had a teachers, who could teach both English 
and French. 
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His parents spoke solely Russian. Mr. G. was not only exposed to foreign 

languages through schooling but also by attending operas, which were usually in Western 

languages. His interests and strong skills in the domain of sciences opened the door to 

learning languages and later to finishing his studies in London. 

 From a social and cultural perspective, Mr. F. recounted his feelings upon 

attending school in Washington, DC, in the 1970s. He described the city’s historically 

charged social and racial heritage as enmeshed with intercultural coexistence: 

That experience already, at an early age, I think gave me more of a global notion 
of individuals and people and different cultures and languages. I grew up in a 
neighborhood that, at the time, Washington, DC was . . . You know, this was in 
1975, so this is still post-1968, ‘69 riots. I grew up in an area which was just three 
blocks away where a lot of the rioting had taken place. The neighborhood was lots 
of Hispanics, Nicaraguan, El Salvadorian, Mexican. To give you an example, the 
McDonald’s in the neighborhood was bilingual. The menu board was in Spanish 
and in English. In the neighborhood and on the playground, the kids that spoke 
Spanish were somewhat more inviting to meet, as an individual, again because I 
came from another country and spoke a different language, and so that was 
interesting, too, growing up. 

At the time, Mr. F. felt as much an outsider as any of his neighbors. Later he 

expressed his bonding with other children in the streets, regardless of their sociocultural 

origins or color of skin. 

 Subtheme: Upbringing circumstances. Upbringing designates the period from 

childhood to the college years (Arnett, 2000). The context includes here the various 

sociocultural dimensions contributing to a learning atmosphere: religion, politics, 

communities, language, belief system, and temporal dimensions such as history, location, 

and age (Fenwick, 2003). Schooling offers specifically a contextual socialization and 

explicit learning environment (Mistry, Contreras, & Pufall-Jones, 2014).  
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 Mr. F. described the social context he discovered at an American school upon 

arrival in the United States: 

The kids who accepted me were the weirdos, right? They were the kids who the 
other kids would get ostracized and you’d get pushed. . . . When I was in school, 
there were the hippie kids, there were the punk kids, there were the nerds, there 
were, you know, it’s all kind of, it’s very tribal, in a sense. 

Two concepts surfaced here: not fitting in and belonging to a socially recognized and 

accepted group of people.  

 Mrs. C. recounted her early childhood experience being removed from the 

comfortable familiar family atmosphere and sent to attend a Catholic boarding school in 

Southern France: 

So, I began studying French a few months before we went. They put us in camp in 
Switzerland for the summer where there were children of many nationalities and 
all assiduously trying to learn French. . . . Then we went to boarding school. We 
were in a very strict Catholic convent where we spent 5 days a week. It was very 
hard. But it was the most colorful, the most accessible, the most important year of 
my entire young life was that year and a half that we spent in France. 

This 1-year schooling stressor had strong lasting effects on Mrs. C. as an early cultural 

and socialization immersion experience.  

 In contrast, Mr. M. remained on familiar sociocultural grounds while attending 

school and college in Western Germany (prior to 1989): 

I think about my life and growing up, I can say up until 24 when I left for the 
United States, it was really like the German bubble. I was really in there. . . . I 
grew up in Munich in Germany. I went to the normal school and went to the 
gymnasium. I learned first English and then French. I started English when I was, 
I think, started when I was 10, 11. French I think I was 13, 14 years old. I think I 
had 5 years of French, in the gymnasium. I had 8 years of English. Both results 
after teaching were terrible. . . . I had 3 out of 15, so it was a really bad level and I 
just passed somehow like this. I was never very strong person learning languages. 
My parents, they never spoke English or French. 
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During the interview, Mr. M. referred to his social status heritage as working class, while 

his mother was a risk-taker and built her own business.  

 Subtheme: Sociocultural environment. To an initial sociological perspective 

that sought to explore and explain interpersonal interactions and people’s behaviors, the 

cultural factor was added as a significant variable nurturing and influencing an 

individual’s learning and behaviors (Calhoun et al., 2012; Merriam et al., 2007). For 

instance, one’s exposure to multiple sociocultural environments contributes to shaping 

cognitive dualism and language-induced cultural frame switching (Ringberg et al., 2010). 

In this study, the participants described their family and social dimensions during their 

upbringing.  

 For instance, Miss S. spoke of her exposure to language as a family story in and 

of itself: 

My father is American, but both his parents were immigrants from Norway. . . . 
He had very, I guess, Norwegian values since both his parents were from Norway, 
and I grew up in the Netherlands. My mother was Dutch. She is from the 
countryside—you know, from very small, rural area. I grew up speaking Dutch. I 
do not consider myself a native English speaker. My father speaks nine languages. 
My mother speaks Dutch and English. My father always said: We live in Holland, 
we speak Dutch at home. . . . He learned to speak Dutch by learning when I did 
because of the little children’s baby books. Even now, we still speak Dutch to 
each other even though I guess for neither of us it really matters, but that’s just 
what we’re used to. In high school, they teach you French and German and 
English and obviously Dutch. My German’s decent mainly because I worked with 
three Germans back when I was in Boston, for several years. Even though I don’t 
speak German very well, I understand it. French, I only had 2 years in high school 
so my French is quite rudimentary. I was like 12 and 13. 

Her parents were transculturals with knowledge in multiple languages. She 

followed her father’s example in acculturating by learning Dutch. Miss S. described 

living in a diglossic-like sociocultural environment where multiple languages had a 
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significant role. Miss S. pointed out the fading of language when she left that 

environment.  

 Mrs. A. discussed her culture shock when arriving in the United States at age 15 

and her struggle in adapting to her new sociocultural surroundings: 

I lived there [Belgium] for 15½ years. I also have two younger sisters. The three 
girls were born in Belgium, we grew up in Belgium. You understand that 
European life was completely different from here. We lived on a huge estate, so 
we had a lot of freedom. We were very, especially me, I was very nature oriented. 
I’ve never been a city person, let’s put it that way. . . . Anyway, so we went to the 
States and it was really hard, very hard but managed. . . . It was unbelievable. I 
could not understand. First of all, remember this was in the late ’60s when you 
had all this business with Vietnam and everything else. Kids had, in the States, 
absolutely no respect for their parents, okay? It was never mom and dad, it was 
always the ‘old man’ or the ‘old lady.’ Coming from Belgium, it was very . . . I 
didn’t understand it. Shocking! it was very shocking. On top of that, you had the 
cultural, the blacks and the whites and things like that. I didn’t understand it. 

Mrs. A’s struggle was double: the way people interacted with the natural 

environment, and foremost the historical sociocultural and racial cleavage between 

people. In the interview, she expressed that the educational and social divides were 

unbearable for her to a point where she would not leave the house.  

 Unlike other perspectives, Mrs. P. offered a glance at her sociocultural heritage 

and upbringing atmosphere of intellect, politics, and diplomacy: 

Je pense que ma famille était très atypique en Equateur. Mon père est né aux 
Etats-Unis. Ma mère était aussi née aux Etats-Unis. Mes grands-parents étaient 
nés en Equateur. Mon grand-père était politicien et il a pris l’initiative d’aller à 
San Francisco. Il est devenu le consul général pour l’Equateur à San Francisco 
pour 5 ans. Ils sont rentrés en Equateur. Ils étaient une famille plus cosmopolite 
que la moyenne. Ils ont vécu à Washington DC aussi. . . . Mon grand-père a été le 
premier procureur général de la Nation. Il a été ambassadeur au Vénézuéla et en 
Colombie.  
[I think my family was atypical in Ecuador. My father was born in the U.S. My 
mother was born in the U.S. as well. My grandparents were born in Ecuador. My 
grandfather was a politician and took the initiative to go live in San Francisco as 
general consul for 5 years. They came back to Ecuador. They were a more 
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cosmopolitan family than the average. They also lived in Washington, DC. My 
grandfather was the first attorney general for Ecuador. He was named ambassador 
to Venezuela and Colombia.] 

 While Mrs. N. was born and raised during the Lebanese Civil War (1975-1990), 

her home had three languages: 

Je parlais français à la maison alors que l’environnement était absolument 
libanais. Je considère le français comme ma langue maternelle. Pendant les trois 
premières années je ne parlais que français à la maison. Quand les parents 
voulaient discuter sans que l’on comprenne, ils parlaient en anglais. Ce qui est 
curieux puisqu’ils connaissaient l’arabe. Et curieusement on comprenait ce qu’ils 
disaient. Donc à la maison, on parle 3 langues. Principalement le français et 
l’arabe mais avec un mélange d’anglais.  
[I was speaking French at home while the environment was absolutely Lebanese. 
I consider French as my mother tongue. During the first 3 years of my life, I was 
speaking French. When the parents wanted to discuss subjects without us 
understanding, they would speak English. That was curious because they knew 
Arabic. And interestingly, we understood what they were saying. So, at home we 
speak three languages: mostly French and Arabic but mixing with English.] 

Mrs. N. spoke of the usage of cross-speech in three languages and the interesting 

aspect of living in an Arabic-speaking environment while French was the mother tongue 

and English the ‘secret’ language spoken by parents. She also described the phenomenon 

of understanding English while not having explicitly learned it. 

Participants illustrated the fluidity of the mind mixing languages and playing with 

them interchangeably.  

Theme Gamma: Learning from Experience 

 Experience is here a lived event upon which one might reflect to draw 

understanding and knowledge. Throughout the interviews, the participants revisited their 

life story to extract chunks of life experiences for description, analysis, and explanations 

for their cross-cultural perspectives and understandings. 
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 For instance, Mr. E. described how the art of the table brought him the 

opportunity to discover cultural differences in eating habits and people’s relation to 

socializing during their leisure time: 

J’ai découvert les différences culturelles aussi par l’art de la table et la manière de 
se retrouver, de partager. J’apportais un bien-être et un moment de plaisir à table à 
des clients américains qui prenaient le temps de venir dans mon restaurant. En 
moyenne, l’américain passe 20 minutes à manger, chez moi, il passe 2h30.  
[I discovered cultural differences through the art of serving dishes and the ways in 
which people gather and share. I brought well-being and a moment of pleasure at 
the table to my American clients, who took the time to come to my restaurant. On 
average, an American spends 20 minutes to eat; at my place they spent 2½ hours.] 

Mr. E. presented himself as an initiator to a French way of life by introducing his 

American clients to the epicurean pleasures of sharing a social moment.  

 Subtheme: Situated cognition. The importance of social and cultural 

circumstances was emphasized as participants engaged in learning situations in which 

they deployed skills and competencies (Merriam et al., 2007, p. 185). Personality traits, 

forms of initiatives, and abilities emerged: transcending East-West divides for a hiring 

process (Mr. G.); coping with a toxic work environment (Miss S.); joining punk rock 

enthusiasts (Mr. F.); learning a language (Mr. M.); getting a first job (Mrs. A.); redefining 

an organization’s vision (Mrs. C.); transferring a new educational program model (Mrs. 

P.). 

 Mr. G. developed an unusual skill: an ability to read people’s facial expressions 

and behaviors when looking at attending on the day of sold-out concerts or operas: 

Leningrad is quite a cultural city so they had opera. So, I was going to concerts 
and theater. It’s very regular, so we would go. . . . I wouldn’t say every day, but 
several times per week, we would be in concert or movie house or something like 
that. . . . I had no money and my parents didn’t seem to have much money. . . . I 
was watching the crowd [to get unwanted tickets]. . . . I can get into any sold-out 
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show, with one or two exceptions, and I get the ticket. . . . Now I’ve done it 
everywhere in the world. 

As he revisited his life story, he noticed how such a skill enabled him to always 

advance throughout his career. He described this unique experience of having been 

among the first Soviet citizens to be hired in the West: 

As Berlin Wall fell [November 1989], the economy started changing, 
privatization started, so then Western companies started thinking, “What do we 
do? We know nothing about any of the markets, legal system, no? Nothing.” So, 
the companies started hiring people to do due diligence studies, feasibility studies, 
investment studies, and so on. . . . So, [an anonymous organization] they hired me 
. . . and I just got my 25 years of service award. . . . It was so new that no one in 
London knew how to actually, physically employ. . . . Then the ticket experience 
comes back. . . . Because basically people who wanted to hire me were the 
managers, but HR would say, “No, you have to have this and that and dah, dah.” 
. . . There were always somebody saying, ‘No.’ . . . HR on the British side of the 
company almost acted the Soviet style. 

Acute understanding of people combined with a street-smart–like mindset enabled him to 

surpass East and West administrative obstacles to be hired and finish his university 

studies in London. 

 On a similar note about dealing with adversity, Miss S. described how she coped 

with a toxic work environment: 

It’s still a dark time in my life but that also helped me grow tremendously and it 
really brought a lot of things into perspective. . . . I would never consider myself 
to be depressed or anything. . . . Ballroom dancing saved my life. I danced four to 
five nights a week, about 2½, 3 hours an evening. 

The concept of resilience emerged as Miss S. expressed her spirit or mindset and 

psychological disposition in immersing herself into an artistic activity to keep her well-

being afloat. 

The concept of well-being was also found in her perception of work-life balance 

as she grew up traveling while growing up in Europe: 
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When I was a kid [under 12], obviously, it was like, in Europe, people go on 
vacation all the time. We would generally visit the United States and Norway.  

 Today, Miss S. used social networks’ mobile applications to maintain contact 

with friends and family across continents, also contributing to an emotional balance: 

Thank God for WhatsApp. I’m much more in touch with my friends than I was 
before when I first moved here. 

 Another form of coping mechanism was presented by Mrs. A. when she engaged 

with locals while in England and contributed to supporting American families overseas: 

I even worked in England. Real estate for GIs. I did, I worked for a company, an 
American who was married to a British lady, and he had opened this center to 
help Americans. . . . That’s what we were trying to do but the military didn’t 
support us because it was not a nonprofit, it was a business. We also let them 
know that we existed and they were very happy.  

Her engagement may be related to the way they, as a family, decided to live and 

interact with the English people: 

We wanted to be with the British people. We found this little house right there on 
the, below the landing strip for the base. . . . We moved in a house that was 350 
years old. . . . We were with the British at that point and we made British friends 
and it was nice. I loved meeting the people, okay. A lot of British, especially the 
British wanted to rent to Americans. . . . My kids went to British schools at that 
point. 

Mrs. A. expressed her extraverted personality and agreeableness in interacting 

with locals while also facilitating relations between Americans and the British people. 

The children also experienced the British educational system and interactions with 

children.  

 Subtheme: Belonging. When individuals are valued for their positive 

distinctiveness and cultural identity, they feel welcomed by others and/or a group and 

thus feel a belonging with them (adapted from Schwartz, Vignoles, Brown, & Zagefka, 
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2014). Various situations are here evoked to illustrate lived experience that offered 

reflective opportunities to shift, transform, or stabilize a sense of belonging: moving to an 

unwanted country (Mrs. N.); not being recognized in the corporate world (Mr. E.); 

getting accepted in the West (Mr. G.); leaving New Orleans for the East Coast (Miss S.); 

recognizing that home no longer feels home (Mr. M.); adapting to the United States (Mrs. 

A.); being among outsiders (Mr. F.); finding a sense of belonging in a workplace (Mrs. 

C.); and feeling that home is abroad (Mrs. P.).  

 Mrs. N. traversed difficult psychological times when arriving in the United States, 

as she did not want to move initially. Her motivation to learn as a goal orientation opened 

a path for her to broaden her horizons and acclimate: 

Initialement je ne voulais pas venir aux Etats-Unis car nous venions de nous 
installer à Marseille après avoir quitté Lyon. En arrivant aux Etats-Unis, je suis 
restée cloitrée 6 mois chez moi. Je ne sortais que si c’était nécessaire. Le choc 
culturel a été fort. Je ne pouvais pas exercer en tant qu’avocate. J’ai donc décidé 
de reprendre des études, après réflexion, avec un LLM et j’ai passé le barreau de 
New York que j’ai réussi. 
[Initially, I did not want to come to the United States because we just got settled 
in Marseille having moved from Lyon. When we arrived in the United States, I 
stayed home for 6 months. I went out only when needed. The culture shock was 
rough. I could not work as a lawyer. So, I finally decided, after thinking it 
through, to go back to school and get an LLM and take the New York bar exam, 
which I successfully passed.] 

 In contrast, Mr. F.’s recollection of his school years, and a sense of not belonging, 

were critical in his search for a group to ‘fit in’: 

I was laughed at and ridiculed, and I, you know, little experiences like that pushed 
me, again, to the side where I felt like, “You know, I don’t belong with these 
folks.” That sense of not belonging translated later into finding groups of people 
where I did belong, and friends where I did belong. That further, in some ways, 
distanced me from things that are stereotypical kind of American culture, football, 
baseball. I didn’t get the sports. I didn’t understand them. I didn’t enjoy them. I 
didn’t enjoy the cultures. 
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The D.C. punk rock scene was interesting in the sense that the main kind of 
voices in the punk rock scene were rebelling against anything that had to do with 
hippie culture, so they were against drugs and they were against alcohol, and they 
formed what’s now known as the straight edge scene. There was a notion of 
questioning everything, and it was a really tight-knit group of people. 

As an ‘outsider,’ Mr. F. was comfortable joining a group that welcomed all outsiders and 

displayed a strong position on social values.  

 It is as an adult that Mrs. C. found a workplace where she felt she belonged. She 

shared that sense of belonging with her students and nurtured their learning environment: 

Coming to this international place where there’s such interest in and tolerance for 
one another’s differences, and such a sense that it fuels everything we do and we 
exalt in it—to me, it felt just liberating. I had that feeling again of freedom, to be 
more myself than I could have been in a more restricted environment, more 
‘mononational’ environment. . . . And so, I believe that my job as an educator is 
precisely to help take down those [cultural boundaries], help free students from 
the bounds of narrow nationalisms. 

Her mission was intertwined with her personal experience not only as a child, as pointed 

out earlier, but also as a college student in an elitist environment where she did not have a 

sense of belonging. 

 Mr. M. described how he used to travel home to see family and friends: 

At the same time I think I’m maybe a man of habits. I like to go to a yearly hiking 
thing with my friends. I do that since 15 years now. Actually, I started once I was 
in Paris. It’s always with one of my oldest friends. Some other friends, he knows 
more than I do, but we go every year for 5 days of hiking so there we stay. When 
I go back I always stay with him at his place. When I stay 5 days in Munich, I 
would stay two nights in my friend’s place, two nights at another friend’s place, 
and then one night at my brother’s place, to see people. Many times, they have 
children already and also spend some time together. I go out for a drink or 
something. 

He also mentioned during conversations that his lifestyle shifted when his parents passed 

away. Hence, those travels became less meaningful and were fading away. His sense of 

belonging had slowly shifted towards calling Paris home. 
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 Mrs. P. pointed out the positive outcome of having another view on things thanks 

to her transculturality: 

Je ne me suis toujours senti à cheval sur deux cultures. Je ne me sentais ni 
américaine, ni équatorienne, je me sentais toujours un peu au milieu. Cela m’a 
donné une autre vision des choses. Mais je suis chez moi à Quito.  
[I always felt I was between two cultures. I did not feel American, nor 
Ecuadorian; I always felt a little in-between. It gave me another vision of things. 
But I’m at home in Quito.] 

While Mrs. P. spent a large part of her adult life between two continents and at least three 

countries, while also traveling the world for business, her home remained the one of her 

childhood and of family origin in Ecuador. 

Theme Delta: Holistic Development 

 Holistic development is here used in reference to learning and continuous change 

integrated in the individual’s meaning making of the world throughout his or her 

experience of life. Moreover, in the words of Rogers, Hart, and Mentkowski (2011, p. 

510), holistic development is the “progressive qualitative change in a person’s broadly 

integrated way of making meaning and commitments across moral, interpersonal, 

epistemological, and personal realms.” 

 Interviewees’ narratives illustrated how they made meaning of their transcultural 

life and what accentuated the scaffolding of their worldviews: existential thinking and 

interpersonal relations (Mr. E.); family and career (Mr. G.); continuous learning and 

curiosity (Mrs. N.); early spiritual experience and later natural sciences (Miss S.); 

linguistics and travels (Mr. M.); acquiring autonomy and self-realization (Mrs. A.); 

individualism and sociocultural exchange (Mr. F.); transcultural freedom (Mrs. C.); and 

contributing to education (Mrs. P). The convergence of their philosophies of life, 
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worldviews, and lay beliefs exposed their individual transcultural constructs. All three 

subthemes below are porous. Each subtheme contributes to a better understanding of the 

participant’s holistic development and periods of transformation. Cultural blending 

mechanics are revealed as they are cemented with internal tensions and emotional 

transitioning while assimilating and accommodating to their sociocultural surroundings. 

 For instance, Mr. E.’s parents taught him to not be judgmental, which contributed 

to stepping away from monolithic thinking. He emphasized his observation about how 

people are getting to know the world. He contrasted conventional interpersonal 

interactions to computerized communication means. Meeting people has always been his 

way to broaden his knowledge, discover and understand the world. He denounced the fact 

that with the increased usage of the Internet, the experience of adventure is attenuated: 

J’ai été élevé dans des systèmes de pensée différents. On me disait tout le temps: 
il ne faut surtout pas juger. J’ai développé un certain intérêt pour les pratiques 
culturelles et habitudes sociales différentes. Cela m’a permis de ne pas avoir une 
pensée monolithique. J’ai eu la chance de rencontrer des gens de tous les horizons 
et de découvrir des pays au cours de mes voyages. Aujourd’hui, l’accessibilité à 
l’information par internet enlève une grande partie de la découverte et de 
l’aventure.  
[I was raised among different thinking systems. I was always reminded: one 
should not judge others. I developed an interest for different cultural practices and 
social habitus. It enabled me to not develop a monolithic way of thinking. I was 
lucky to meet people from all horizons and to discover countries during my 
travels. Today, access to information through the Internet takes away a big part of 
the discovery and adventure.] 

 Subtheme: Meaning making. Meaning making is here regarded as a learning 

outcome from an iterative process of critical reflection on one’s life experiences. It 

affects the individual holistically, as Taylor, Marienau, and Fiddler (2000, p. 20) 

indicated: “These changes in how we make (construct) meaning affect every aspect of 

our being: how we understand ourselves (our community, our society), respond to others 
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(intimately, personally, professionally), make decisions (day-to-day, workplace, career 

life), and how we learn and know (in formal and informal settings).” 

 Miss S. shared her understanding of differences in ways of life between the one 

she had known during her upbringing and the one she came to know as an adult: 

I would say beyond the U.S., every other place that I have visited has been much 
less, or at least my interactions with the people there have been much less what 
you have and more experience-wise; people feel like a much more genuine 
connection. Here I feel like everything is like, well, what do the neighbors have? 
What should I have? I just want more, more, more, more, more. People work. 
They live to work and everywhere else that I’ve gone, you work to live. I find that 
it’s a pretty big distinction. Most people here do not have a very good work-life 
balance. They say they want it but they don’t actually understand what that 
means. 

Miss S. sought authenticity and deeper meaningful interpersonal relations away from the 

prominence of materialistic superficiality and utilitarianism, as observed in the United 

States.  

 Mrs. C. used the analogy of the outlaw to describe a sense of freedom that her 

sense of being a transcultural enabled: 

I understood that there was a kind of freedom in living between two cultures that 
you could always put one foot down there and one foot down here. That it gave 
you a certain hors la loi [outlaw or outsider feeling] that I needed as a person. I’ve 
never fit fully inside the American “schema.” I’ve never felt, even after all these 
years of being an American expatriate in France, I’ve never felt that I’m 100% 
French either. But there’s something about being between the two that I always 
found freeing. It gave me so much more freedom to be who I was. 

Mrs. C. expressed a sense of being in-between cultures, a feeling of being in a third 

space, neither fully in one nor in the other.  

 Mrs. P. recounted her educational experience and relation to languages as 

determinants for her life’s orientation: 
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Dès que j’avais 4 ans j’ai appris l’anglais. Je suis élevé dans un milieu tout à fait 
bilingues anglais-Espagnol. Mes sœurs ainées qui étaient 6 ans et 8 ans plus âgées 
que moi recevaient des cours de français. Donc je voulais être comme elles et j’ai 
commencé des petits cours de français. . . . J’allais à l’American School of Quito 
qui était bilingue. Alors, on avait une demie journée en anglais et une demie 
journée en espagnol. . . . Mes parents croyaient fermement qu’il fallait que nous 
ayons une bonne éducation alors nous sommes allées à l’université aux Etats 
Unis. Mes études universitaires étaient très élitistes. C’était une vie d’Ivory 
Tower. C’était 3 cultures tout à fait différentes et cela m’a marqué. Et je pense 
que l’éducation que j’ai reçu ici [U.S.] à l’université dans les liberal arts, il y avait 
des exigences très particulières. Il y avait une approche très très globale et j’ai du 
apprendre les sciences, l’histoire, la littérature, et j’ai choisi le Russe au lieu des 
maths. Cela m’a ouvert beaucoup et j’ai toujours beaucoup lu donc cela fait une 
différence.  
[As soon as I was 4 years old I learned English. I was raised in a perfectly 
bilingual English-Spanish environment. My older sisters, who were 6 and 8 years 
older than I, were given French lessons, and to be like them I started French too. 
. . . I went to the bilingual American School of Quito. So we had half-days in 
English and half-days in Spanish. . . . My parents firmly believed in a good 
education and so we attended universities in the United States. . . . My university 
studies were very elitist. It was a life in an Ivory Tower. . . . It was 3 very 
different cultures and it shaped me. And I think that the education I received at the 
university in the United States in the liberal arts, there were specific expectations. 
There was a very global approach and I had to learn sciences, history, literature, 
and I chose Russian instead of maths. It opened me and I also always read a lot 
and so that made a difference.] 

Three cultures with their respective languages combined in her education, while liberal 

arts significantly contributed to her open-mindedness, which was nurtured through 

extensive reading.  

 Subtheme: Culture blending. In reference to bicultural identity integration 

research and modeling, cultural blending is here understood as a capacity to integrate 

multiple cultures within oneself (Cheng et al., 2014). The participants expressed their 

experience of switching from one language to another, and with it being another person. 

Sometimes, there was the fading of one language over the main usage of another. 

Everyone mentioned the fluidity of going from one cultural mindset to another and thus 

the absence of cultural frontiers. Enhanced freedom and creativity as well as a widened 
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worldview associated with an openness and broader library of knowledge accompanied 

their journey: culinary ambassador of cultures (Mr. E.); learning from people (Mr. G.); 

language as identity (Mrs. N.); contributing cultural integration (Miss S.); cognitive 

cultural integration (Mr. M.); conflicting cultural integration (Mrs. A.); creating one’s 

individualistic culture (Mr. F.); harmonioustranscultural way of being (Mrs. C.); 

transcultural influence in education (Mrs. P.).  

 Mr. M. had blended three cultural mindsets and transitions depending on context 

and interlocutor. He maintained an attitude of continuous learning: 

If I want to say a couple of things that do not [come in English or German], . . . 
like if I have a French concept in my mind, I would actually just use then the 
French concept you see. Like the French expression when I was in Paris, it took 
me a long time to separate these three systems because I mixed up everything at 
the beginning. I was getting very tired when I spoke French at the beginning.  

Mr. M. described the physical impact in acclimating and adjusting, with the tiring aspect 

of being in a constant state of learning by switching between languages and seeking the 

meaning of unknown cultural references. 

 Mrs. A. shared her struggle upon arriving in the United States as a teenager in 

high school and observing shockingly the differences in educated behaviors and cultural 

trends: 

It was very hard because of narrow-mindedness. . . . I learned how to smoke 
because I was trying to fit in. All the kids were smoking, so I learned how to 
smoke behind the garage, sick as a dog, and tried to figure out why this was so 
exciting, so great. Just so I could fit in but it didn’t work. I had a very strong 
French accent; I could barely read and write. My last year in Belgium was in the 
American school, but it wasn’t enough. I’d done all my education in French and 
Flemish. It was tough, it was very hard. . . . I remember when I was 14 years old, 
the first book I finished was, what was the name of it? “Peter Rabbit.” I read that 
all by myself and I was very proud of myself. 
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Speaking with an accent and not possessing the same level of language comprehension 

and writing accentuated her feeling of exclusion. She tried to acclimate by following 

social and cultural trends.  

 Mr. F. accepted his cultural heritage and upbringing while having initially 

struggled with the dichotomy between French and American cultures. Integration 

involved forming one’s own culture: 

There was an intense desire, in a weird way, at times, to form my own culture. 
That I think is what punk rock allowed, in terms of this do-it-yourself attitude of 
being able to define your own culture. 

Mr. F. remained in the ever-evolving process of defining himself with art as a tool. (See 

his painting and interpretation in Appendix A.) 

 Subtheme: Identity. A postmodern perspective is here adopted. In contrast to its 

long-held definition as a stable inner core, identity is today considered fluid and open to 

change. Nonetheless, it retains a sense of consistency and continuity as one situates 

oneself in a personal narrative covering one’s lifespan (i.e., past, present, future) (adapted 

from Demuth & Keller, 2011). 

Mr. E. described himself as a culinary ambassador: 

Dans les années ‘70 et ’80, j’étais en France à promouvoir un style de restauration 
américaine à Paris et donc promouvoir une partie de la culture américaine. Dans 
les années 2000, j’ai promu une manière de manger à la française aux Etats-Unis.  
[In the 1970s and 1980s, I was in France promoting an American style of dining 
in Paris and thus promoting the American culture. In the years 2000, I promoted a 
French way of eating in the United States.] 

 Languages constituted a significant part of Mrs. N.’s relationship with her three 

cultures, French, Arabic, and English. Her narrative underlined the core of her identity as 
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related to this capacity to code switch on demand, which was socially accepted among 

her Lebanese circle of friends: 

C’est très intéressant le point de vue des langues car je ne trouve pas que je suis 
exceptionnelle. La plupart des libanais parlent les trois langues simultanément. 
C’est assez impressionnant d’ailleurs. Et avec mes ami(e)s, on le fait aussi. Quand 
j’y suis retourné cet été, j’ai retrouvé mes ami(e)s et on mélange les trois langues 
dans la conversation tout naturellement et tout le monde s’y retrouve. Et si tu 
veux dire quoique ce soit, tu peux le dire dans l’une ou l’autre des langues et tout 
le monde comprend. Il n’y a aucun problème. C’est assez fascinant mais c’est très 
bizarre pour des gens qui n’ont pas cette capacité.  
[It is very interesting from a language perspective because I am not exceptional. 
Most of the Lebanese speak all three languages simultaneously. It is quite 
impressive in fact. And with my friends, we do the same. When I visited this 
summer, I caught up with my friends and we mixed all three languages quite 
naturally and everyone understands. And if you want to say something in any 
language, you can in one or the other languages and everyone understands. There 
is no problem. It is quite fascinating but quite bizarre for those people who do not 
have that capacity.] 

The knowledge of languages dominated Mrs. N.’s life stories as she pointed out 

their central role in her profession: 

[Pour mes clients] j’arrive avec un package. Les qualifications professionnelles 
c’est une chose, mais les qualifications linguistiques font de moi qui je suis. Elles 
définissent aussi une manière de parler, de réfléchir. Mes compétences 
linguistiques sont beaucoup plus importantes que mes compétences 
professionnelles. . . . Ils le sentent. C’est très subtil. Je le vois dans les expressions 
de leur visage, dans la confiance qu’ils me font. C’est quelque chose de non-dit, 
du domaine de non verbale. 
[(For my clients) I come with a package. Professional qualifications is one thing, 
but linguistic qualifications make me who I am. They also define a way of 
speaking, a way of thinking. My linguistic competencies are more important than 
my professional competencies. . . . They feel it. It is very subtle. I see it in their 
facial expressions, in the confidence they give me. It is silent communication, 
something nonverbalized.] 

Languages were determinants in obtaining her clients’ trust. Mrs. N. also revealed 

competencies in behavioral analysis and facial expression as part of the nonverbal aspects 

of communication with her clients. 
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 Mr. F. depicted his feeling of comfort and a sense of identity congruence when 

attending college in an artistic environment:  

Even though I was from DC and I was very familiar with my city and the 
museums, and even though I had, by the time I reached high school, been there 11 
years, 10 years, there was a constant feeling of not ever being fully part of the 
culture, that I was different and apart. All of a sudden, I end up in art school in 
college, and then I’m just, I’m happy as a clam. It’s like I’m surrounded by people 
who are, you know, other punkers and folks, and artists, and people who are, in 
their own right, highly individualistic in their modes of expression, and who are 
highly individualistic in their thoughts and in their reactions to things. 

 Similarly, Mrs. C. found her environment matching her sense of identity later in 

adulthood when going back to France: 

Eventually I went on to do my doctorate in comparative literature which included 
a lot of French literature. To kind of go the American Ivy League route, . . . 
Princeton. It wasn’t the right school for me. It wasn’t the right fit. And no 
foreigners, not to speak of and not in those days. It wasn’t until I was actually in 
the middle of my life, in my early 30s, came to [anonymity of university name 
preserved] that I felt at home and I thought, “I wish I had known about this school 
when I was young because everyone here’s like me. They’re all third-culture 
kids.” I’m a third-culture kid. Parents of two nationalities who lived in a third. So, 
I had a Russian father, an Irish mother, and we lived in France and the U.S. We’re 
a third-culture family. 

Theme Epsilon: Openness to Experience 

 Openness to experience refers to individuals who search for and are interested in 

multicultural experiences (Leung & Chiu, 2010). Furthermore, such individuals 

appreciate meeting new people, encountering novel ideas, and discovering ways of 

thinking, which involves entertaining a mindset of envisioning alternatives to problems or 

issues never thought of before (Leung et al., 2014, pp. 195-196). All nine participants 

expressed their openness to traveling, meeting new people, and learning from novelty. 

This aspect is further presented in the results regarding their self-perception as agents of 

change. 
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 Subtheme: Agency. Agency is here referred to as giving oneself a goal of self-

direction, which relates to taking into one’s hands governance of one’s life (Clark et al., 

2011). 

 Mr. G. affirmed himself by displaying determination in living and grasping a 

lifetime opportunity while possibly being regarded as a traitor to his country in the eyes 

of his academic institution: 

I’m studying in Leningrad. So, I finished my high school, I started in University 
in Leningrad. At that university they offered English, and since the year start had 
been more and more relaxed, Perestroika and Gorbachev and all that. So, they 
actually started offering more and more, better kind of things. We had opportunity 
to start learning that with this English people and then eventually there were even 
organized visits to London. So, my parents went to University of Leningrad and 
they [the university administrators] said, “No way. He’s like a traitor. There is no 
such way. All our students, if they go abroad, have to go through us. What is he 
doing? They’re going to expel him.” They were nasty, nasty. And that helped me 
a lot because as soon as somebody’s nasty to my parents, it grinds them not the 
right way. 

His parents did not initially welcome the idea of him moving to London and resisted until 

they met with the university to obtain documents justifying his academic achievement. 

 Mrs. N. developed an interest in all cultures through her travels, some for leisure 

and others for work. She considered herself an extensive adventurous traveler always 

ready to fly out somewhere. In fact, her transcultural mindset gave her a sense of 

assertiveness and confidence with her clients: 

Dans mes relations avec mes clients, je suis capable de parler avec des gens de 
cultures différentes. Donc en fait, je m’éclate. Cela me donne une certaine force. 
Je sais exactement comment leur parler. Je pose très vite le cadre et cela facilite 
très rapidement les rapports. 
[In my client relations I can speak with people from diverse cultures. So, in fact, I 
am having a blast. It gives me a certain strength. I know exactly how to speak to 
them. I set the framework very quickly, and it facilitates rapport very quickly.] 
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Mrs. N. described a feeling of being in control in her professional rapport. She presented 

herself as knowledgeable and culturally sensitive about how to frame her communication 

with clients. She was a facilitator.  

 Subtheme: Interpersonal interactions. Interpersonal interactions here refer to 

how one relates to the Other and constructs a genuine exchange respecting differences 

(adapted from King & Siddiqui, 2011, p. 118). 

 Mr. E. recollected his evening philosophical discussions with a regular client: 

J’ai été impressionné par un homme et sa manière de voir le monde, c’était 
Boutros Boutros-Ghali le patron de l’ONU, qui était client de mon restaurant à 
New York. Nous avions de longues discussions. Il m’a conforté dans ma 
perception et inspiration humaniste sur le monde.  
[I was impressed by a man and his way of seeing the world. It was Boutros 
Boutros-Ghali, the chief of the United Nations, who was a client at my restaurant 
in New York. We had long discussions. He strengthened my humanistic 
perception and inspiration about the world.] 

The memorable discussions enriched, broadened, and comforted his humanistic 

worldview. 

 Mr. M. experienced two different learning environments between Germany and 

the United States, as well as different professor-student interactions: 

Totally different environment. It would not be like a one-way teaching. It would 
be in the States, it’s like, the professor would talk to you, know your first name. 
He would say, “Let’s call me Riley,” or whatever. That’s a huge difference. Then 
you see coming back to Munich, it was almost like a shock because it took me a 
while again, being a German actually. In Munich, there’s also a Bavarian accent, 
so it’s very local; it’s maybe comparable to the South of France. It’s kind of a 
rolling accent. Here I remember arriving at the airport and I think, “What the fuck 
is that accent?” I was saying to myself. I went back to university and I took 
classes and I was saying to myself, “What’s that culture I hear, where people just 
sitting down like sheep? They’re just listening and nobody’s saying anything.” 
There was no communication and students would criticize and really destroy 
these students’ work in front of everybody and say, “Well, you better go home 
again because your work is so bad, badly done.” It was like black and white, 
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coming back from the States. . . . So now in my head there are three languages. 
There are three cultural systems. 

The experience transformed him profoundly to the point of being shocked upon his return 

to Germany. Furthermore, with his 15 years in France, he had become aware and 

conscious of disposing of three cultures identified as “systems.” 

 Mrs. C. reflected on a parenting contrast between herself and her parents. Mrs. C. 

created a favorable transcultural environment or at least a transcultural space for her 

children to explore, to create, to nurture, and to expand as a way of being free and 

learning from and about the world: 

I feel that I’ve been a very different parent because I was very conscious of what 
being bicultural, intercultural is about. And I talk to my kids about it. I invited 
them to experience that as a kind of freedom and got them their little passports 
when they could. . . . I took them always to the States, and back and forth, and 
encouraged them to work there and go to school there. One’s now living here 
[France] and one’s living there [United States]. But they love their biculturality. 
They think it’s given them such an interesting life. They, too, have experienced it 
as free. I don’t think my own parents would’ve been able to describe it to me. 
They weren’t conscious of it so much as they lived it, but they weren’t so 
conscious of it. Whereas I really was conscious of it, and we talk about it all the 
time. We speak these crazy mixtures like Franglais [blending French-English 
languages in the same sentences]. 

Her children benefited from their mother’s reflection about her transcultural life 

experience. Recognizing the freedom that it brought her, she created the opportunities for 

them to experience it as well. 

Overview of Part 2: Agent of Change 

 The second interviews were dedicated to answering the subquestion: How does a 

transcultural individual contribute to change in the workplace? Chapter 1 provided a 

definition. It is offered here for the purpose of the analysis that follows. 
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 In the situational context of organizational change, the change agent is used “to 

improve organizational performance” (Murthy, 2007, p. 3). The change agent “sees the 

need for change and articulates it effectively to others; acts as critical catalyst for change 

initiative and hence to be placed in key positions” (Murthy, 2007, p. 190). Moreover,  

The role of the change agent becomes one of managing language, dialogue, and 
identity. . . . Change agents become important for their ability to make sense 
(Weick, 1995) of change dynamics already under way. They recognize adaptive 
emergent changes, make them salient, and reframe them (Bate, 1990). Agents of 
change explain current upheavals, where they are heading, what they will have 
produced by way of a redesign, and how further intentional changes can be made 
at the margins. (Weick & Quinn, 1999, p. 381) 

 The nine participants described personal critical life events. They also recollected 

professional experiences that involved various forms of change (e.g., management, 

organizational strategy, policy implementation) and life turning points (e.g., worldview, 

cognition, behavior, working habits) for themselves and/or for coworkers and/or for their 

organization. The qualitative analysis results revealed three major aspects: human 

development outcomes from experiencing critical life-changing events; self-perception as 

an agent of change; and lifestyle.  

 Table 4.5 presents theoretical categories from Ulrich’s action-driven approach of 

the 20th century (1997) and a more complete list of skills, patterns, and functional roles 

identified in the contemporary literature (Cameron & Spreitzer, 2012; Carter et al., 2013; 

Chalofsky et al., 2014; Day, 2014; Ehrhart et al., 2014; Gallos, 2006; Ulrich et al., 2008; 

Vosniadou, 2013). Table 4.5 contributes to fragmenting the nine life stories into 

identifying what the participants did in situ related to change and which functional role 

they identified most with.  
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Table 4.5 
Theoretical Categories of an Agent of Change Found in the Literature 

Action-driven approach Patterns of skills and functional roles 

• Identifying and framing problems 
• Building relationships of trust (learning 

and mutual understanding with 
stakeholders) 

• Solving problems 
• Creating and fulfilling action plans 

• Analytical capacities 
• Self-awareness 
• Tolerance for ambiguity 
• Mediator 
• Coach 
• Mentor 
• Facilitator 
• Communicator and listener 
• Action-oriented 
• Creative, innovator 
• Pathfinder 
• Visionary 

 
 
 Table 4.6 presents the themes and subthemes identified when combining 

theoretical categories and open coding. Table 4.6 shows how participants went about 

change in their personal life and in the workplace and the functional roles with which 

they identified in their narratives. 

 
Table 4.6 
Experiencing Change and Being an Agent of Change 

Personal rapport with change Agent of change Lifestyle 
� Critical life events 

� Resilience 
� Social support 
� Languages 

� Existential reflections 
� Philosophical & 

psychological 
� Motivation  

� Adult development and 
growth 
� Open mindedness 
� Optimism 
� Creativity 

 
 
 
 

Table 4.7 

� Leadership 
� Visionary 
� Humanistic 

management 
� Organizational 

culture change 
� Communicator 

� Articulating change 
� Diplomatic 
� Go-between, 

Facilitator, Translator 
� Pragmatism 

� Analytical 
� Deciphering cultural 

subtleties 
� Pro-active 

 
Table 4.8 

� Traveling 
� Discovering and 

exploring 
� Multiple homes 
� Comfort and well-being 
� Aesthetics 
 
 
 
 
 
 
 
 
 
 
 
Appendix A 
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Part 2a: Personal Rapport with Change 

 Change is here defined as to make or become different and is associated with a 

form of momentum in moving and/or transforming from one state to another (Stevenson 

& Lindberg, 2010). Change is a process (Holman et al., 2007, p. 12). All nine participants 

expressed consequences of change across their lives as critical turning points. Three 

common denominators were identified: critical life events, change as a source of 

existential reflection, and personal development and growth outcomes. As the 

participants revisited and mentally processed their stories, it gave me an impression of an 

organized sequence of events that were interlinked or scaffolded and thus created a 

coherent and meaningful whole.  

Critical Life Events  

 The participants described and revealed situations of change that were critical 

turning points in their lives: surviving civil war, leaving the family nucleus, losing a 

social life, life-death situations, learning a language, and career challenges. 

 Resilience. Generally defined as a capacity to bounce back from tragic events or 

life adversities (Bhamra, Dani, & Burnard, 2011), resilience emerged throughout the nine 

participants’ life stories, whether the event was related to war, moving from one country 

to another, or divorce.  

 Mrs. N. courageously unveiled an emotionally charged past during the Lebanese 

civil war. She mentioned the fratricide context as adding to the painfulness of this armed 

conflict. Her resilience, developed out of survival from life-threatening circumstances, 

contributed to her worldview and her perspective about change: 
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La guerre, je ne parle pas souvent de ce sujet. La guerre, c’est quand-même 
quelque chose de fondamentale dans la mesure où j’ai vécu des moments où j’ai 
vu la possibilité d’une mort immédiate, imminente. . . . C’est aussi des moments 
qui permettent de voire le monde autrement forcément, qui permettent de devenir 
très résilient. Par exemple, les libanais sont très résilients, ça c’est quelque chose 
que l’on ne peut pas leur enlever. C’est à cause de cette expérience très forte. Ça 
leur permet de rebondir, de continuer. La particularité de cette guerre c’est que les 
libanais se sont entre tué entre eux: c’était des guerres civiles, religieuses, 
communautaires. Donc, c’était des guerres fratricides.  
[The war, I don’t speak of it very often. War . . . it’s still something fundamental 
as far as I have lived moments during which I have seen the possibility of an 
immediate death, imminent. . . . It is also moments that allow looking at the world 
differently obviously, that enable one to become very resilient. For instance, 
Lebanese people are very resilient. That’s something that cannot be taken from 
them. The reason is this very intense experience. It allows them to bounce back, 
to keep going forward. This war’s specificity was that the killing was between the 
Lebanese themselves: it was a civil war, religious, between communities. So, it 
was a fratricidal war.] 

Today, Mrs. N. had difficulties with small changes, seemingly insignificant to the 

observer but disproportionately intense for her, as they appeared to revive past traumatic 

experiences. She asserted nonetheless that she remained adventurous in her travels and 

life experiences. 

 Mrs. A.’s life reached a point of no return when the incident below occurred. It 

launched her into an existential questioning from which she initiated a profound personal 

change for the course of her life: 

The last one, the one that had the most effect on my life, is when my youngest 
daughter was 19 years old. She had a lot of trouble growing up, but when she was 
19, she had gone to a party and ended up with a drug overdose. When it 
happened, it was at 1:35 in the morning, I shot out of bed. I knew something was 
wrong. Didn’t know what, but I knew she was in trouble. I knew she was alive, 
but something had happened to her. But that incident really taught me that I had to 
live for me. I had to accept who I was and my ex-husband couldn’t do that. I was 
afraid of being on my own because I had never been on my own. I didn’t have a 
college degree. I hadn’t really worked in my life. I did little jobs here and there, 
but I had never been on my own, and that was a bit scary. 
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 Mrs. A. expressed psychological outcomes in terms of an awakening and 

pinpointed the start of a new life grounded in self-authorship. She conquered that fear of 

the unknown by transcending it in becoming a flight attendant for the following 15 years.  

 Social support. Support from personal and social networks, including family 

relatives and close friendships, increases success in acculturation and cross-cultural 

adaptation (Ng, Wang, & Chan, 2017). Having built a career for herself while surviving 

a toxic work environment, Miss S. recalled and stressed the importance of social life, 

having a circle of friends, being part of a community. She had “fun” living in a 

community by engaging not only through a job but also by filling a social role: 

So, in New Orleans my life was fun. I had a great circle of friends. I had, through 
work but also through just different experiences. When I was living in New 
Orleans I was actually also a tour guide in the French Quarter, where I did ghost 
and voodoo tours. Within that . . . job, I got to interact with a lot of people all the 
time. . . . It was like street performance. . . . I received praise. It was a very, very 
rewarding job and in that role I was kind of also like a, like the local celebrity 
because I usually wore costume. The people that lived in the French Quarter 
worked in the different establishments, they knew who I was, they knew me by 
name, like the buggy drivers. I had a very rich . . . I guess, social life. When I 
moved to Boston, I basically fell in a social vacuum. I really did not know 
anybody in my new job. At the time [I] was a post-doc, [and the job] took up 80 
to 90 hours of my week. . . . It did not make me very happy. . . . That was a big 
adjustment. I kind of shut down; I became mad, angry. I started ballroom dancing 
again. 

Finding a place to express herself and to fill a social void helped her escape the 

workplace. This description resonated with her general sense of resilience and approach 

to life in times of challenges and changes. 

 Mr. F. indicated that his early childhood move from France to the United States 

was a significant transformative experience. He recollected a tragic emotional separation 

from close relatives:  
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There are a couple of experiences that are quite private that had profound impact 
in terms of transformative experiences in my early years. . . . Coming to the U.S. 
at a young age, . . . that had a profound impact in terms of the separation from 
family that I was quite close to. I played with my cousins, who were my best 
friends. They lived in the neighborhood, they were all there. Every weekend I was 
with my cousins, and there was a very close-knit sense of family as it exists in 
France, that we were all there. We were living in a place where all the cousins 
were coming over, and the house was kind of a hub for all my aunts and uncles 
and their kids to come over. Leaving that and coming to the U.S., and in a sense 
losing that sense of family and redefining what family was within the redefinition 
of being in a new culture, was quite life changing. The cousins that I’m still close 
to today, we talk about it quite a bit. I was surprised that a cousin that I was very 
close to told me just a couple of years back that my departure was quite tragic for 
him. It was one of those things where he had really seen me as a younger brother, 
and when I left it was a huge change for him. Now we’re reunited a good 40-plus 
years later, and it’s great. It’s wonderful. We’re friends on Facebook, and we 
email regularly, and we keep in touch. 

As he moved from a dynamic and lively environment to adjusting to an unknown 

language and city, Mr. F. expressed the idea of redefining a sense of family and of self in 

the American culture. This change was not solely his but also one lived by those left 

behind. Life events reunited him with his relatives.  

 Through his travels, he shared with others this sense of attachment to family and a 

home:  

When I was in Vietnam, because when I was in the Mekong Delta there was a 
young woman who was our tour guide, who was originally from the Mekong. She 
and I were talking. Some of the people down there make barely a dollar a day for 
their salaries, and she told me, “No matter how poor we are, when we do have the 
option to move to another country, a lot of us don’t because family is more 
important.” I thought, “Wow.” I got it, I understood. There’s something there. 

This cultural contrast illustrates common human concerns in the significance and 

meaningfulness of family in one’s life. 

 Languages. Language is here considered as a symbolic representation of one’s 

sociocultural environment (Bakhtin, 1981; Ramirez-Esparza & Garcia-Sierra, 2014) and 
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a significant means of personal expression and social communication (Chomsky, 1972; 

Foucault, 1966, 1969). All participants speak at least two languages, although their 

degree of mastery in each varied. 

 Mr. M. offered an identity-related perspective about change as he noticed how 

languages affect one’s cognition and drive social habits. As an example, he mentioned 

the prominence of food-related semantics and the importance of having culinary savvy in 

French social life. Moreover, eating habits included conventional social behaviors and 

table manners:  

A significant personal change emerged when I started learning French . . . and it’s 
ongoing. French has a different feel than German. German is more robotic. When 
I go back I am sometimes shocked at how it feels aggressive. French is all about 
food and table manners. In all conversations with friends, food comes up as a 
subject, . . . even during a meal. See, when I went to my French girlfriend’s 
parents for dinner, it was all silverware. We were not from the same social 
background. In the U.S., you eat with your hands . . . or paper plates, plastic cups, 
plastic forks and knives. . . . Anyway, French introduced me to new concepts, new 
ways of thinking. In German, you would never think possible to put a 
contradiction in the same sentence like: “Je dis ça mais je ne dis rien.” [I say this 
but I say nothing]. It’s impossible. People would go “What?” With French, I can 
play more. Now I think in French. But English is cooler when I teach. 

 Mr. M. illustrated the contrast between cultures in messages, meanings, and 

possibilities that language can convey. Social aspects and worldviews were driven and 

framed by their respective languages. Shifting from one language to another involved a 

change in one’s perception of not only oneself but also of one’s surroundings situated in a 

sociocultural environment. 

 Mr. G.’s career was driven by challenges. He often changed areas of expertise 

while remaining in the same organization for 25 years. That enabled him to discover the 

organization, its businesses, and new areas of expertise: 
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My whole career is to change from something that I’ve done to something that 
I’ve never done. It’s partly driven because I enjoy that and trying new things, 
sold-out shows and all of that. So, when somebody says “no,” this is the best test 
for me to actually try it. 

Change was depicted as action-oriented and related to the enjoyment of newness. The 

ticket experience that he often referred to—attending any sold-out shows—set the 

decorum for his approach to life’s obstacles and career focus.  

Existential Reflections  

 Change offers existential moments, during which one reflects and questions life 

experiences, and offers a space for creative sparks (Batthyany & Russo-Netzer, 2014; 

Hoare, 2011). Across the nine participants, such reflections emerged sporadically as 

defining oneself, emphasizing work ethics and belief systems, describing change as a 

rebirth, and viewing overall change as momentum.  

 Philosophical and psychological. From a philosophical stance, existential 

philosophy is about exploring matters in being, the purpose of life, human values, and 

freedom (as exposed in chapter 1; Blackham, 1965; Revel, 2013; Russell, 1945; Yalom, 

1980); existential thinking relates to such questioning as defining and giving meaning to 

one’s relationship to the world, and antideterminism is essential to its framework. 

Humanistic psychology (including seminal authors Abraham Maslow, Carl Rogers, Rollo 

May, Lewis Mumford, Aldous Huxley, and James Bugental) applies or transfers 

philosophical concepts to clinical study addressing, for instance, life choices, 

responsibility, freedom, isolation, and mortality, among other questionings (Yalom, 

1980).  
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 Throughout the interviews, philosophical and psychological questioning emerged: 

reflecting on the individual’s societal behaviors and future of humanity (Mr. E.); 

comparing change to death (Mrs. N.); reflecting on transcultural lifestyles (Mrs. C., Mrs. 

P); defining belonging and the notion of the Self (Miss S.; Mr. F.); and reflecting on 

tolerance (Mrs. A.). 

 Mr. E. told his life story and relation to change in existential terms and thoughts. 

He contributed two written narratives (see Appendix A: Little River in French, and Night 

Watch in English) that clearly connected worldview toto his sense of beingbeing a 

transcultural individual. He shared the following interpretation: 

So many years run under the bridge since I wrote these words, depicting these 
wonderful moments. Life teaches you lessons every day through the ones you 
love. This is a fact. Nevertheless, everybody teaches you something. It is not who 
you learn it from, it is what you apprehend. Our duty as human beings is to grow 
our knowledge of life. By respecting the message of sharing, we allow ourselves 
to educate and transmit these teachings and simple messages. The message of 
love helps us grow self and mutual respect through borders, cultural differences, 
and spiritual beliefs of mutual interacting. Nobody owns the truth; our differences 
enlighten us to make this world a better place, a better journey, a great happening 
for all of us. Despite religion, races, education, and beliefs. One person at the 
time, one day at the time, as long as wind blows, water runs around us, and hope 
remains in our heart. Let’s keep cruising in the landscape of our horizons as long 
as it broadens limits of the blinded mind of our own certitudes. 

The following themes emerged: time as a life line; moments connected or 

attached to this life line; learning from others; the relationship between one’s life duty and 

knowledge; education, sharing, and transmission; love transcending cultural differences to 

underline human values; truth as something not owned; personal enrichment through 

interpersonal interactions; broadening of the mind; blindness of closed minds. 

 Mrs. N. used a metaphor to illustrate change in the form of life cycles—little 

deaths followed by resurrections: 
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Je fais une distinction entre les changements profonds et les changements 
superficiels. Mais de petits changements sont parfois une représentation ou une 
reproduction de changements plus profonds. Je n’aime pas le changement. J’ai 
beaucoup de mal avec le changement. Change pour moi ce sont des petites morts 
à un état d’existence actuel. Chaque petite mort est accompagnée d’une 
résurrection forcément.  
[I distinguish between profound changes and noble to superficial changes. But 
small changes are sometimes representations or a reproduction of changes that are 
deeper. I don’t like change. I struggle a lot with change. Change for me is the 
little death of a present existential state. Every little death is bound to be followed 
by a resurrection.] 

Mrs. N. also underlined the fact that deeply buried outcomes derived from significant 

change experiences might surface through the experience of apparently small changes. 

This was one of the reasons Mrs. N. did not like change and struggled with it.  

Mr. F. expressed a sense of loneliness and defined himself in between cultural 

contrasts:  

I was saying earlier to the coming here at such a young age with a different 
culture at home, there is this self-definition that occurs, a certain sense of isolation 
where you can’t really quite define yourself within a very established set of 
cultural definitions, if you will. It’s actually, it’s quite remarkable that for me 
coming over here at the age of 5, it did have such a profound impact. 

He related home to a coherent sense of cultural structure in harmony with the situated 

cultural environment. A certain sense of isolation emerged at the intersection of cultural 

settings: a discrepancy between the experiences of a home’s cultural environment 

(French) and an outside world (American). 

 Motivation. In this study, motivation refers to certain social values or higher-

order life motivators that participants found meaningful, and by which they abided or 

towards which they tended in their professional activities. Sometimes the motivations 

were clearly expressed, often underpinning their discourse: contributing to the 

improvement of the social individual (Mr. E.); making the world a better place (Mr. G., 
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Miss S.); accomplishing her mission (Mrs. N.); promoting tolerance (Mrs. A.); educating 

the citizen (Mr. F.); building citizens of the world (Mrs. C.); improving education (Mrs. 

P.). 

 Mr. E. evoked his perception of life as driven by personal curiosity, involving a 

regular questioning of himself, and animated by a passionate outlook for life as well as a 

strong sense of work ethic solidified by rigor: 

Une certaine de curiosité de la vie, une certaine rigueur de travail et un 
fonctionnement intellectuel où tu acceptes en permanence de te remettre en 
question et c’est comme ça que j’ai pu traversé des périodes de vie différentes et 
de me dire à terme c’est toujours passionnant parce que ce n’est pas ce que j’ai 
vécu hier.  
[A certain curiosity of life, a certain work rigor, and an intellectual way of 
functioning whereby one continuously accepts to question oneself. That is how I 
have been able to go through different periods of life and thus to tell myself in the 
end that it is always fascinating because it is not what I lived yesterday.] 

His poems in Appendix A also reflect his romanticized life experience on the water as a 

sailor and his passion for nature. 

 Miss S. revealed her inner motivation for her choice of a career in scientific 

research as related to a broader scheme: 

There’s so much to learn from people regardless of who they are. . . . When I first 
came to the U.S., the first lab I worked in was a vaccine lab. Part of the reason I 
went into science was to make the world a better place. To help understand what’s 
happening to our bodies better and help cure. 
 

Adult Development and Personal Growth 

 Adult development is here defined as “qualitative changes in human abilities and 

behaviors as a result of interactions between internal and external environments” (Hoare, 

2011, p. 6). Personal growth is seen as a “process of becoming.” Terminology often 

associated with it includes “autonomy (self-governing), self-reliance, standing on one’s 
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own two feet, individuation, being one’s own person, independence” (Yalom, 1980, 

p. 361). The participants had “aha” moments during the interviews as they underwent a 

metacognitive process leading them to reflect on how their thinking was influenced by 

their transculturality. By revisiting their experiences, they consciously created positive 

meanings. Hence, three subthemes emerged: open-mindedness, optimism, and creativity 

and/or ingenuity.  

 Miss S. related experiencing change to becoming better, stronger, and more 

successful: 

I think because I’ve gone through so many changes in my life, I’ve never really 
ended up in a worse place, so for me change is not bad, even though it’s not 
always easy. In the end I usually find that I come out better, stronger, more 
successful. I tend to relate it to what’s the next step? It’s like, dress for the job you 
want, not the job you have kind of thing. 

 Mrs. C. depicted developmental outcomes and growth for students studying 

outside of their home country: 

Those students in those focus groups talked a huge amount about the first 
experiences they had coming to live in a foreign country. Their amazement at 
being able to take care of themselves. These are kids who come from fairly cushy 
backgrounds and they were able to adapt. To order food in a restaurant, to go 
down and buy stuff, to open bank accounts. . . . So the first thing they talk about is 
their amazement at how they discover resources in themselves that they had no 
clue that they had. And that they’re amazed to be able to do this across languages, 
even though their mastery of French may not have been perfect. 

Being exposed to an unknown cultural environment contributes to having to seek out 

one’s survival resources. 

 Open-mindedness. Van der Zee and van Oudenhoven (2014) defined open-

mindedness as displaying a nonjudgmental attitude towards cultural differences in 

practices, belief systems, or religious orientation. All participants emphasized their open-
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mindedness and the need to nurture it to engage, learn, and work with others: to face a 

racial and educational divide (Mr. E.); to be successful (Mr. G.); to relate to clients (Mrs. 

N.); to learn and relate to others (Miss S.); to foster positive interpersonal communication 

(Mr. M., Mrs. A.); to understand and deliver a message (Mr. M.); to broaden minds (Mrs. 

C.); and to prepare for the future (Mrs. P). 

 Mrs. A. saw herself with a broader mindset due to her travels and exposure to 

cultural diversity. She also strongly believed that prejudiced thinking is wrong and that 

open-mindedness better contributes to accepting cultural differences: 

So to hate everybody because they belong to one culture, it’s not right. . . . I just 
can’t hate people because they’re different from me. It’s not possible. Or because 
they don’t look like I do. Yeah, I think because of the life I’ve had, I’m a lot more 
open to that [cultural diversity] than somebody who’s been in their little town, in 
their little city, in their little place and never left the country. They don’t 
understand because they’ve seen the same thing all the time. It’s a big difference. 
. . . Like I said before, if you’re brought up in one little place and you never see 
anyone different, I don’t see how you can adapt. . . . It’s maybe possible. It’s 
because of the openness of the cross-cultural experiences that I had that I’ve been 
able to accept a lot easier than someone else. I can’t say I really know, personally, 
anyone who’s very close-minded. The only people I know who would have a little 
harder time of accepting or to change are the people who are very enclosed who 
live the same kind of life all the time. 

 Mr. F. referred to change as a disruption. He recommended a positive outlook 

such as understanding change to better approach it. He also pointed out the importance of 

a willingness to work with change: 

I think what matters most is the willingness to work with that disruption, or that 
willingness to understand that disruption. It’s not necessarily willing to work with 
it as much as to understand it and understand it well. Even if you’re rebelling 
against a disruption, you still have to understand it well. Ideally if you understand 
it well, there’s the ability to converse with it and work with that change in a way 
that allows for a healthier discourse around the change, or a healthier adjustment 
to the change, or a healthier ability to work with the change. 
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According to Mr. F., comprehending change makes it healthier to deal with. By relieving 

a feeling of tension inherent in change, one unleashes personal self-efficacy and 

resources to function through it and encourages the exploration of one’s self and capacity 

to adapt. 

 Optimism. The significance of optimism is here twofold: it is a personality trait 

that enables individuals to see the upsides of situations under adversity, and it helps 

reframe situations or obstacles to envision and communicate alternative pathways 

(Lounsbury, Sundstrom, Gibson, Loveland, & Drost, 2016). Participants expressed their 

optimistic personality in describing personal life adverse events as well as professional 

challenges: entrusting the individual (Mr. E.); recognizing that there is always an 

alternative to the answer ‘no’ (Mr. G.); knowing that with change comes renaissance 

(Mrs. N); looking at the constructive, brighter side of things (Miss S., Mr. F.); 

understanding that global citizen mindsets promote a healthier viable humanistic future 

(Mrs. C.); and recognizing that change contributes to broadening the mind (Mrs. P). All 

participants mentioned that interaction with other people is an opportunity for learning 

and growth.  

 Mr. F. recognized the generally perceived uncomfortable feeling generated by 

change. He nonetheless tried to be optimistic about it and found that he was able to adapt 

faster than some of his coworkers: 

There’s inevitably a fear of change. There’s inevitably a fear of new direction, 
and I’m guilty of it too. There are times when I’m like, “Oh, for god’s sakes, we 
were doing so well. Why are we switching course?” At the same time, I’m always 
the one that goes, “Okay. We’re going through change, we’re facing a storm, 
we’ve got to take it one wave at a time. Let’s look at the change and see the 
benefits of it.” I tend to try and be optimistic about the change. I have coworkers 
at work who are a mess right now. Everything’s doom and gloom. So, I go, “Well, 
okay, I understand your concerns, your fears of this sudden shift, of course, but 
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let’s look at the new possibilities. Let’s look at what’s in front of us and why this 
change may be positive,” as opposed to putting up a roadblock and saying, “No, 
can’t do the change.” I think I can adapt much faster to the change. 

 Mrs. A. described distancing through humor, and empathy as contributing to 

maintaining optimal morale as a flight attendant. One needs to remain positive to face 

daily flight circumstances: 

Being able to watch things happen or go through experiences while you’re flying 
and not take it personally. A lot of people can’t do that. If somebody comes to 
you, starts yelling at you, you have a tendency to take it very personally without 
realizing what that person has gone through before they got on the plane. Also, 
having a sense of humor and to be able to let things go.  

 Creativity. Creativity is here defined in contribution to one’s development 

throughout one’s lifespan. It is an existential act and “demands a complex cognition of a 

self-reflection sort to tie neatly together as an integrated and known whole” (Sinnott, 

2011, p. 260). The concept of creativity and ingenuity emerged as consistent throughout 

the nine participants’ lives in different shapes and forms: Mr. E. was a musician, a singer, 

and a writer; Mr. G. was conceptually creative in his work; Miss S. danced the night 

away; Mrs. A. displayed culinary creativity with products of her own garden; Mr. F. was 

a painter and a musician; and Mrs. C. and Mrs. P. enjoyed the arts in their leisure time. 

 By retracing various cultural influences, Mr. F. expressed his sense of three 

identities through his art, including painting and music (see painting in Appendix A). He 

then related this self-reflective scaffolding to a perception of himself and associated it 

with the positive attribute of one who suspends judgment: 

Like with my wife, it’s understood that there are times where . . . I need to go to 
my room, lock the door, make the mess that I need to make to be myself. Whether 
it be my writing, whether it be making music, whether it be making art, that there 
is this need to find my identity apart and separate from everything else that is 
there. I will say that oftentimes in the art and the paintings and the music, there is 
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this question of, . . . “What is the cultural influence of what I’m making?” When I 
heard Cajun music from Louisiana or Canadian Canuck music, I was like, “Okay, 
that makes sense.” Because I could hear the elements of the American and the 
French cultures coming together. That’s not what I grew up with, so it’s . . . the 
three identities, they’re there. They are. If I flip it around and I think about the 
advantage of that, and we get back to this ideal of how have I been an agent of 
change and things, is that there is this ability to separate out, to look objectively at 
cultures around me, and individuals around me—. . . how do I put this?—with 
very little judgment. [He seems to mean “without judging them.”] 

Mr. F. displayed a metacognitive process through conscious awareness of his various 

cultural influences, which also enabled him to nurture his humanistic and existential 

being. 

 For Miss S., creativity was about using one’s intellectual resources and making 

connections between scattered thoughts: 

It’s really your creativity that allows you to make the different connections and to 
figure out how you want to use that intellectual capital. I think that as we learn 
more, we tend to make more connections within our mind. The more connections 
we make in our mind, the more we see possibilities. I still think that comes in with 
creativity and flexibility. 

 To conclude this first part about experiencing change, Table 4.7 reports the 

participants’ interpretation and tentative definitions of change. Among the participants, 

change was described as a politico-social reality (Mr. E.); as dependent on one’s 

perception (Mr. G.); as little deaths (Mrs. N.); as a healthy opportunity for creativity and 

growth (Miss S.); as something big and important (Mr. M., Mr. G.); as a life-changing 

event (Mrs. A.); as a disruption in a harmonious rhythm (Mr. F.); as an exciting state 

(Mrs. C.); and as implying risk-taking and enhancing knowledge (Mrs. P.). 
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Table 4.7 

Participants’ Definition of Change or Thoughts about the Idea of Change 

Participant Quotes on change 

Mr. E. Aujourd’hui, le changement c’est pour moi plus une réalité politique qu’une 
réalité sociale. Le changement, c’est pour moi, qu’on ouvre son esprit aux 
différences de pensé et d’actions qui régissent nos vies. [Today, change is, for me, 
more a political reality than a social reality. Change, it’s for me opening one’s 
mind to different belief systems and ways of acting that regulate our lives.] 

Mr. G. I could visualize person who actually does not want or like change, but change 
has come for him. And I could visualize person who does want change and likes 
change, and change has come. Just the fact of someone changing company is 
probably different to what one thinks of change, whether one wants change. [In 
reference to the painting in Appendix A, Mr. G. mentioned the following 
connection with change: “This painting has everything: the rural comfort and the 
city’s progress, the vast world beyond, the thinking, the riddles of symbolism and 
the excitement of change. It is the best combination.”] 

Mrs. N. Je fais une distinction entre les changements profonds et les changements 
superficiels. Mais de petits changements sont parfois une représentation ou une 
reproduction de changements plus profonds. Je n’aime pas le changement. J’ai 
beaucoup de mal avec le changement. Les micro changements sont plus 
importants que les macros mais c’est tellement imperceptible. Change pour moi 
ce sont des petites morts à un état d’existence actuel. Chaque petite mort est 
accompagnée d’une résurrection forcément. [I distinguish between profound 
changes and noble to superficial changes. But small changes are sometimes 
representations or a reproduction of changes that are deeper. Micro changes are 
more important than macro ones but they are so imperceptible. I don’t like 
change. I struggle a lot with change. Change for me is a little death of a present 
existential state. Every little death is bound to be followed by a resurrection.] 

Miss S. For me, we have to change to move forward. Personally? I’m not opposed to 
change. I actually like change and I believe change is healthy. In the end, I 
usually find that I come out better, stronger, more successful. For me, a time of 
change is really an opportunity for growth because in times of change you are at 
your most flexible, malleable. I would say you’re most, maybe not intelligent, but 
you are the most open to options. As you give yourself the option and the 
opportunity to grow and to really look at things from a different angle and really 
evaluate what you are, what you’re trying to do, and how you’re accomplishing it, 
really look at things with new eyes—I mean, you’re at your most creative during 
those phases in your life, whether it’s professional or personal. 

Mr. M. Change is a concept difficult to grasp and circumvent. I think of change as 
something big happening, a special event or something like that. 

Mrs. A. I think a lot of times, if you look at the universe and everything else, I believe that 
things happen for a reason. Sometimes, you really have to be knocked over the 
head to understand that you have to change. Things are not black and white 
anymore. Left the military-type life and went into a world that was completely 
different, because military is very structured. They basically tell you how to live, 
and then you’re out in the open, on your own, number one. 
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Participant Quotes on change 

Mr. F. There’s change enacted by itself, and then change that has to be managed that is 
presented to you, or that you find yourself in. Which, on a very basic emotional 
level, there’s pleasant change and unpleasant change. Change is a disruption of 
the rhythms and habits that we have grown accustomed to. It is, if you’re cruising 
along in a certain rhythm—music’s a good example of this—if you’re cruising 
along and you’ve got a four over four beat and rhythm, and all of a sudden you’re 
switching through a three over four waltz, that’s a change. In all cases, though, . . 
. for it to be something that we can live with or something that we can work with 
and learn from, there has to be a willingness to move with that change, to find a 
new rhythm. 

Mrs. C. I happen to enjoy change, probably more than most people, and I think it comes 
from the fact that my parents dumped me in this very different kind of place when 
I was a little girl and we traveled a great deal. I always found that exciting. I’m 
not the kind of person who finds change super uncomfortable. . . . Change is 
always greeted with some pushback. 

Mrs. P. Je suis tout à fait globaliste. Je n’ai pas peur du changement, pas peur de prendre 
des risques. Cela m’a donné une sensibilité plus aiguë. [I am absolutely a 
globalist. I am not afraid of change, not afraid of taking risks. It [change] has 
given me an acute sensibility.] 

 

Part 2b: Agent of Change in the Workplace 

Leadership  

 Among the countless definitions of leadership in the literature, the following one 

is adopted here: “Leadership is a process whereby an individual influences a group of 

individuals to achieve a common goal” (Northouse, 2013, p. 5). The theme of leadership 

has consistently been an area of focus in cross-cultural management. Interest in it from 

both academia and practice has been further stimulated in relation to globalization since 

the 1990s (Bird & Mendenhall, 2016). To differentiate leadership from management, the 

narratives evoked leadership as revolving around giving a direction, setting goals, 

articulating visions and ideas, and inspiring people to do things. Three subthemes stood 

out from participants who described situations in which they assumed a leadership 



 218

position: being a visionary, a humanistic management approach, and organizational 

culture change. 

 Visionary. When associated with a leadership role, a visionary individual is one 

who is able to translate a vision into actionable steps to meet a certain agenda (Caldwell, 

2003; Chalofsky et al., 2014; Ulrich, 1997). 

 When Mrs. P. attended an international conference in education, she saw what the 

future was going to be like and introduced it in her home city of Quito, Ecuador:  

J’étais à une conférence d’éducation annuelle en Colombie sur le bac 
international. J’étais convaincu que c’était là le future de l’école. Alors j’ai 
commencé à faire tout le changement du curriculum et de toute la pédagogie du 
programme. J’ai mis en place le programme International Baccalauréat diplôma 
pour les 2 dernières années de lycée. A ce moment-là, le conseil d’administration 
m’a offert le poste de directrice générale pour faire la même chose pour tout 
l’école. Alors j’ai travaillé avec le ministère de l’éducation équatorienne pour 
qu’il reconnaisse la validité du diplôme international. Ils ont reconnu et c’est 
devenu un des programmes officiels du pays.  
[I was at a yearly educational conference in Columbia about the international 
baccalaureate. I was convinced that it was the future for the school. So, I started to 
make changes to the curriculum and to the program’s pedagogy. I put the program 
for the international baccalaureate diploma in place for the last two high school 
years. At that point, the administrative council offered me the position as general 
director to extend the program to the whole school. So, I worked with the 
Ecuadorian ministry for education to get the international diploma recognized. 
They did, and it became one of the official programs for the nation.] 

Thanks to Mrs. P.’s perception of the future of education, she strategically positioned the 

nation on the educational world map, broadening the educational options for Ecuadorian 

students and possibly their own future. 

 Miss S. married multiple mastered domains to recount how she develops a 

strategic vision: 

I think that because of my familiarity with things in the workplace, whether it’s 
reading people or having an understanding of the data and being able to 
analytically consume that information and marrying that to a strategic vision. 
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 Mr. F. saw his work as adding a significant piece to the educational puzzle by 

presenting history differently. He aimed for a humanistic value-driven approach to his 

work by investing in the citizen: 

In terms of the work that I do with museums, there is this ongoing contribution 
that I bring back to the table of reminding or of really pushing the teams to think 
about the diversity of our audience and the diversity of the kids in the audience. 
I’m working on now here in [state], there is a continual push on my part to make 
sure that the history that’s being told is a history that is inclusive of all the 
cultures that were there to form what we have. We’ve come through several 
decades worth of history being told in a way that is purely seen through the eyes 
of the people at the top, and failing to look at the contributions that were done by 
the people that weren’t necessarily in the situation of writing the history books at 
the end. I always tell people is that for the benefit of the country, for the benefit of 
the culture, we need to invest in the citizen. 

 Being in a leadership role enabled Mrs. C. to promote change in harmony with a 

sustainable organizational mission that influences individual lives. Thanks to her 

transcultural experience, she was able to create a nurturing environment favorable for 

students to grow: 

I understand this [being a change agent] to be a big component of my leadership. 
Even to a fault sometimes, I think I exhaust some of the people around me 
because I like to see things get better and change. Our goals are always to turn 
them [students] into truly committed citizens of the world. I always say, “We are 
so much of the world that we are for it.” My philosophy is give students the 
slightly uncomfortable feeling of being not at home. . . . My goal is for them to 
come here at [college] and to be a little uncomfortable, to feel a little beyond their 
comfort zone, and to begin to exalt in that feeling because what it brings is that 
feeling of freedom I was talking about before, that you can be a different person. 

According to Mrs. C., a sense of individual freedom is to be gained from the cross-

cultural experience by being challenged to step outside of one’s comfort zone. 

 Humanistic management. Humanistic management positions the individual at 

the forefront of managerial decisions and actions by emphasizing humanistic values and 

empowering the individual (Spitzeck et al., 2009). Mr. E. advocated for a humanistic 



 220

approach with his team. Mr. E. believed in a leader-member exchange management style 

and has encouraged his employees and team members, throughout his professional 

activities as a restaurant owner and now a corporate manager, to actively contribute to 

organizational change: 

J’ai fait comprendre à des gens qui ont travaillé pour moi, et j’ai embauché plus 
de 250 personnes en 16 ans, que le management participatif dynamique, où il faut 
se remettre en question avec comme qualité principale que l’employé peut être le 
vecteur d’un changement au sein de l’entreprise. C’est complètement différent de 
la France. . . . Donc, j’ai vécu cette expérience comme une forme d’ouverture de 
la connaissance d’intégration dans un pays différent.  
[I have explained to people who worked for me, and I hired more than 250 
individuals in 16 years, that dynamic participative management is one that 
requires questioning oneself, with the main quality that the employee can be an 
actor of change at the heart of the company.]  

He underlined the importance of questioning oneself to become an active vector of 

change. Mr. E. also found remarkable the possibilities and flexibility the U.S. 

environment offered to individuals, in contrast to France. 

 In his approach, Mr. F. invited his team members to voice their thoughts: 

Honoring the history of the different people, honoring the thoughts of people on 
your team. Next week I’m gathering my team for them to review my script. I’ve 
written a script, I’m now presenting it back to the team, and I’m asking the team 
to come to me and tell me what am I missing here? Do you agree with what I said, 
and if not, what’s missing? What do I still need to think about? Does this speak to 
the different audiences that you know of or the different audiences you address in 
terms of when you represent the museum? 

With his approach of caring for the audience in the display of a newly designed 

exhibition, everyone may contribute to ensuring that no gaps were left. His approach was 

apparently well received by both coworkers and the public, as he was sometimes 

introduced as one who “makes history cool!” 
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 Organizational culture change. Organizational culture change is here defined as 

a transformative process that alters working habits at the individual level and shifts the 

organization from an undesirable state and/or no longer desired and/or no longer 

harmonious to a desirable state in harmony with markets, politicolegal contexts, the 

sociocultural environment, or the natural environment or other external and/or internal 

circumstances. 

 At the time of the interview, Mr. E. worked in the corporate world. He inherited a 

situation that included a conscious racial divide among some of his teammates, due in 

part to prior managerial neglect and hierarchical indifference. He overcame this obstacle 

by modifying each and every one of his team members’ perceptions about work and their 

role in the organization:  

Aujourd’hui, à 62 ans, je gère des gens qui n’ont pas beaucoup d’objectifs à part 
toucher leur $10 ou $12 de l’heure. . . . Pour certains, ils ont fait plus de prison 
que d’années dans ce travail. Mon équipe est très diversifiée et ils me voient 
comme racialement différent. . . . Je suis en train de leur prouver que la synergie 
de groupe c’est la mise en valeur de l’individu. . . . Je donne à ceux qui 
m’entourent la notion de spécificité. Je veux dire par là que quelqu’un qui 
travaille avec une rigueur scientifique, que cette personne a beaucoup de qualité, 
qu’elle contribue à changer la société. Dans la spécificité il y a la manière dont on 
travail, l’esprit avec lequel on travail et aussi la forme de notre communication ; à 
savoir communiquer clairement et être capable de se remettre en question.  
[Today, at 62 years old, I manage individuals that don’t have many objectives 
other than earning their $10 or $12 per hour wage. . . . For some of them, they 
have spent more years in prison than in this line of work. My team is very diverse 
and they see me as racially different. . . . I am currently proving to them that 
group synergy is of value to the individual. . . . I give to those that surround me 
the notion of specificity. What I mean by that is that if someone works with 
scientific rigor, and as an individual has a lot of valuable qualities, that he or she 
contributes to changing the organization. Included in the idea of specificity are the 
ways one carries out a job, the mindset with which one works, and also one’s 
ways in communicating, meaning communicating clearly and being able to 
question oneself.] 
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At the core of this contemporary management style was the essential premise of 

questioning oneself and recognizing each team member as a potential vector for 

organizational change. 

 For the past few years, Mr. G. was in a position to instigate a shift in the 

organizational culture. As an individual who enjoyed challenges, he managed to tackle 

one that significantly impacted his organization’s culture and directly affected its 

business: reducing pollution and improving production processes in harmony with the 

environment: 

In the last 5 years, I’m paid for being innovation strategy, head of strategies for 
innovation. That brings company to at least talk about: Can we do something 
different to . . . make more money through being more responsible? To not be 
sellers of [product], but be sellers of something good. For years, for decades, 
forever, it was very much environment is an enemy. We produce [product]; there 
is pollution. Pollution is something we do; it’s part of the business. Everyone who 
comes and says “reduce pollution” is an enemy. That’s it, simple as that. Now 
they wouldn’t describe it like that to the outside world. It’s sometimes not even 
told to themselves. They will say, “Oh no, we are socially inclined, blah, blah, 
blah.” So it all goes into this universe of no one ever saying the reality. And I’m 
the one who is like: Stop this. This is what you actually do. In fact, what you do 
costs you money. I’ve managed to connect pollution to the cost of the company 
and convince them to pay attention to and invest in the cleaner technologies so 
you don’t pollute as much. 

Mr. G. pointed out the organization’s taboo in evoking, even remotely, the idea of 

environmental responsibility. He raised awareness thanks to the creative process of 

relating variables that had never before been correlated. 

Organizational culture change was described as a slow and progressive process by 

Mrs. C.: 

Well, cultural change, to make a change in a culture is a slow process. I mean, 
that does not happen overnight. I think the biggest cultural change we had to 
make here was to view ourselves as a success, not as survivors. . . . The 
[organization] myth for so long was, this little cork on the top of the ocean 
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surviving somehow by girding our loins and saving our money and trying to get 
through crisis after crisis and just surviving. We were in survival mode for so 
many years. . . . Five years ago, we were bringing in maybe 25% of our students 
were global explorers. Now, 78%. 

The organization shifted from a survival state to a successful state. The change required a 

leader’s positive outlook.  

 Mrs. C. indicated that when others are doubtful and reluctant, opening 

conversations is helpful:  

Change is always greeted with some pushback, but I think that it was also, I think 
that the general education review was also invigorating for people. We were 
talking. We were having important conversations about educational philosophy, 
about [the organization’s] specificity, about how we use this amazing 
demographic diversity we have to do a better job than most [organizations] at 
opening the eyes of our students. We declared our values when we did this 
general education review: A world of interdependence. 

Mrs. C. used humanistic values as a framework to officially take a philosophical stance 

by explicitly communicating a value statement that strengthened her organization. 

Communication 

 Being a communicator is related to a knowledge-mindfulness-behavioral skill 

dimension in multicultural identity attunement (Ting-Toomey, 2014). The ideas of being 

a go-between, a facilitator, or a translator is consistent throughout the literature in studies 

about biculturals, third-culture adults, and transcultural management (Berry & Epstein, 

1999; Tarique & Weisbord, 2013). 

 Articulating change. To accompany change processes and to empower others, 

individuals are encouraged to systematically and explicitly communicate clear visions, 

anticipated positive outcomes, and actionable steps (Yukl, 2013). Participants found 
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themselves in professional roles requiring them to analyze and articulate goals and steps 

to implement organizational strategic change.  

 Mr. E. inherited a difficult managerial situation that needed to be addressed for 

lack of efficiency and effectiveness. He held a positive discourse with each member of 

his team in relation to their individual contribution, convincing them of their essential 

role on the team.  

Comme ils sont convaincus au départ qu’ils vont être exploités, le plus gros 
dilemme c’est de leur montrer que c’est leur travail qui va faire que l’équipe 
brillera devant tout le monde. C’est un langage auquel ils ne sont pas du tout 
habitués. Voilà, c’est un aspect culturel. Il y a des gens dans l’équipe qui ont 
vraiment envie de comprendre davantage, d’apprendre davantage, de s’investir 
davantage et ça c’est un petit peu la joie que j’ai d’appliquer mes principes de 
communication de respect, de tolérance, qui font que les gens se mettent à 
admettre que tu as quelque chose à leur apprendre.  
[Since they are convinced from the start that they are being exploited, the hardest 
dilemma is to convince them that their work is what will make the team shine in 
front of everyone else. It is a discourse that they are not used to at all. There, 
that’s a cultural aspect. There are individuals in the team who really want to 
understand better, wish to learn more, are looking to invest themselves more, and 
that’s a bit of the happiness I take in applying my communication principles of 
respect, tolerance, that start people to admit that you might have something to 
teach them.] 

Holding a humanistic discourse never heard before about work ethics, Mr. E. positively 

influenced his team. They constructively shifted their behaviors towards their work and 

the organization. For instance, theft activity stopped, and their organizational role became 

meaningful.  

 Across Mrs. A.’s life story, and many times over, she underlined her stance 

against all prejudicial thinking or prejudgment. Here, she detailed how she proceeded to 

articulate the integration of a nutritionist program into the daily routine of a Muslim 

patient during Ramadan: 
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When I was with nutrition, and people come to you because they’re sick or they 
don’t feel well, . . . I would give them their menu and tell them how to do it; to 
teach them. They have to do the work, but it’s just to teach them how to do the 
work. . . . You have to use the tools that they understand. So they would tell you 
the kind of food they would eat. Okay. Then we say, “Okay, instead of using this, 
replace it with this. Eat less of that and eat more of this.” They don’t have to 
change their whole way of looking at it. The hardest was to work with Muslims 
during Ramadan, especially Ramadan in the summertime because it’s very hot 
and the days are very long. You have to convince them how much to eat before 
and after, and then during the night if they wake up in the middle of the night, 
grab some food. . . . It’s also teaching me, because I don’t understand the custom. 
So, it’s asking them. It’s not being embarrassed to ask questions, explain and say, 
“Okay, I’m not a Muslim. Can you explain to me how it works and then we’re 
gonna adapt to it?” 

Although Mrs. A. was the health coach, she adopted a position as a learner towards her 

patient. Listening was crucial for her to make sure she gained the patient’s adherence 

while communicating her message clearly. 

 Building a solid organization requires methods. Mrs. C. revealed her ways of 

working with planning, rigor, and consciousness, while simultaneously translating the 

community’s ideas within and to the outside world: 

I work methodically and slowly and I build the sound foundation first. . . . I try to 
articulate, I mean, I think my job as a leader is not to impose my own ideas 
necessarily, but to articulate the ideas of the community that are wanting to be 
expressed. . . . And so, I feel that I’m a spokesman from inside here [organization] 
trying to communicate to the world what our values as a university are, and also 
trying to kind of create a ‘we.’ 

 Diplomatic. Being diplomatic is often referred to as a skill or competence for 

transcultural individuals who display a high degree of emotional intelligence and cultural 

intelligence in interpersonal communication (Benet-Martínez & Hong, 2014). 

 Mrs. A.’s emotional intelligence and sense of diplomacy emerged in the period 

surrounding the years following the dramatic events of September 11, 2001: 
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After 9/11, people tended to panic a lot easier on the plane. We had these two 
guys one time. They were Muslims. They were sitting together, laughing and 
scratching and having a good time. They weren’t causing a problem. They 
weren’t loud. They were just having a good time between themselves. Passengers 
were panicking because they couldn’t understand what they were saying and they 
wanted them off the plane. Captain said, “Well, what do you want to do?” I said, 
“Do you think they need to come up?” I said, “None of us feel threatened.” So, 
we went and talked to the passengers and said, “Okay, if you feel uncomfortable, 
you can take the next flight, but we can’t ask these people to leave just because 
they’re having a good time.” I said, “They’re not loud. They’re talking between 
themselves. They’re not threatening anyone.” I said, “But if you feel threatened, 
please. You’re allowed to get off. We will not charge you extra for changing,” 
and one family left. A woman with her two kids left. They weren’t happy with us, 
but what were we supposed to do. 

 Mrs. A. displayed competencies at observing behaviors and deciphering emotions, 

enabling her to diffuse a tense situation with calm and diplomatic skills. She further 

emphasized the necessity of having an open mind to work in that industry:  

If you have a closed mind you’re not gonna get very far. . . . Well, you’re not 
gonna be happy in your job if you’re somebody who’s a very close-minded, very 
set ideas and all that, and then you try to be either a pilot or a flight attendant or 
anything to do with the aircraft industry, because there’s too much diversity and 
you’ll make yourself miserable. Those are the ones who are not gonna last very 
long. 

 As one who described himself as having diplomatic know-how, Mr. F. had a way 

of establishing a connection with people, regardless of their socioeconomic background, 

that involved inviting with a smile to show that he transcended any prejudgments that one 

might have at first: 

Sure, there was an interest in terms of the culture [while traveling in Vietnam] and 
the cultural differences, but what I kept telling people is in the end, as long as I 
smile at somebody and they smile back, I’ve made a connection, and we can then 
have a conversation. At that point where I’m on even footing, and I don’t pass 
judgment. 

Mr. F. expressed the idea of equality between individuals by referring to it as being “on 

even footing.” 
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 It took all of Mrs. P.’s knowledge in diplomacy to follow in the footsteps of 

someone who had been the head of an educational institution for 23 years. It was time to 

spin the organization around to have it aligned with the 21st century: 

Quand je suis arrivé ici, après une femme qui avait fait toute sa carrière dans 
l’école durant 23 ans, j’ai trouvé un lycée très bien, très fort avec une très bonne 
réputation, mais qui n’avait jamais fait la transition au 21ème siècle. Alors il a fallu 
faire un changement profond. Pour cela j’ai changé les horaires et ça c’est un 
changement mécanique, mais ça a permis de transformer la pédagogie de manière 
beaucoup plus interactive: du professeur qui sait tout le « sage on the stage », on a 
maintenant des élèves qui participent dans leur apprentissage et des professeurs 
qui le facilitent. Donc on a changé la manière d’enseigner et d’apprendre.  
[When I arrived here [Washington, DC, region], after a woman who spent all her 
career in this school for 23 years, I found a very good high school, very strong 
and with a great reputation, but it had never transitioned to the 21st century. So, it 
needed some deep change. For that purpose, I changed the scheduling and that 
was a mechanic change, but it enabled to transform the pedagogical approach into 
something much more interactive: from the “sage on the stage,” we now have 
students participating in their learning and teachers as facilitators. So we change 
the way to teach and to learn.] 

Using time as a tool to modify schedules offered that opportunity to transform the 

teaching and learning environment as whole. While she recounted meeting strong and 

deeply engrained resistance to change, a new balance was found in their new format, and 

it has now been maintained for 4 years. 

 Go-between, facilitator, translator. Such terms refer to transcultural individuals 

bridging cultural divides in interpersonal relations and communication. A go-between is 

someone serving as an intermediary between two groups; a facilitator may promote 

and/or improve communication between individuals and/or groups of individuals; and a 

translator uses language knowledge to articulate meaning into another language and/or to 

translate complex abstract thinking into actionable steps (Benet-Martínez & Hong, 2014; 

Grosjean, 2010). 
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 Mr. G. recounted an interpersonal group interaction within a learning environment 

during which he detected a subtle switch in atmosphere. As the group discussed the 

concept of leadership, individuals unconsciously created an atmosphere opposite of a 

previous exchange: 

There’s this leadership group I’m part of. Two months ago, we discussed the topic 
of role of leader as a coach, as a father figure. So, a leader is promoter of good 
things and doer of good things. It was going on today and I noticed how different 
the dynamic of this meeting was compared to last time. And I told them: “You 
guys speak about jealousy; everything is about fights and how bad is that and how 
bad is this and who is jealous and how are we going to get him out. And so, it’s 
all about fighting somebody some way.” Two months ago, we said the role of 
leader is to be the coach, the servant, the father figure, and the dynamic of that 
meeting, everybody was like: “Yeah, you have to love humanity; you’ve got to 
solve problems and show humanism.” And they were like: “Yeah, this is 
exactly—what a novel idea.” So, I had very good feedback to that. And then the 
whole meeting switched to discuss this difference. 

For having detected such a subtle change in the group’s dynamic, Mr. G. was praised and 

asked how he had managed to detect it. He simply answered that it was natural to him. 

During the interview, he connected it to his ability to pay attention to people’s language, 

their change in behaviors, and their shifts in outlooks. 

 Miss S. bridged gaps and facilitated communication between individuals from 

different workspace environments. She found herself translating their respective 

perspectives to get them to understand each other and to work together: 

I have found that since I have left the lab, I work in an environment where I have 
to bridge the gap between people that are needing to get stuff done, pull out the 
bigger picture, interact with folks that are like that and basically help translate 
what they say, what their purpose is, what they’re doing into something that a late 
audience can understand and bridging that gap, I guess. It really is a divide 
between that community [laboratory scientists] versus someone that works in an 
office setting. . . . I really see myself as a facilitator to help people think 
differently about what they’re doing and putting it in a context of the bigger 
picture, and really helping them take that next step. . . . So, one of my coworkers 
that I used to work with said: “[Miss S.] listens.” She says, “You actually listen to 
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what people mean to say as opposed to what they say. And you are able to 
connect the dots.” So, in a world where everybody looks vertical, right—because 
we’re all focused on, you know, on our own path, our own thing—I look 
horizontally. So, I try to scan the horizon and see how it disconnects. . . . 
Obviously, everybody is focused on moving forward and up ahead, but they don’t 
actually understand where that all fits in the bigger context and how it’s 
connected. I help connect those two, those dots, and create a framework. . . . I 
accomplish it . . . by leveraging what I know of people, the people that work in 
different areas, and I really just listen to what’s going on. Most of the time, I just 
ask people, like just trust me. 

Miss S. underlined two major ways to facilitate communication: having emotional 

intelligence by being a good listener, which means paying attention to people, and being 

be analytical and articulate to associate scattered elements to provide people with a 

visualization of the bigger picture. 

 Thanks to his bicultural and bilingual knowledge, Mr. F. referred to himself as an 

interpreter, a translator not only of language but also of cultural subtleties and nuances 

when negotiating:  

I was asked by [an organization] to be an interpreter with a French national to 
discuss the repatriation of documents that had gone missing in France after World 
War II. It was the first time I came face to face with my role as a translator wasn’t 
just translating language, but translating the cultural nuances. In the mediation of 
the discussion, depending on how the individual responded to the questions, 
depending on how the individual both in terms of the rhythm of the response or 
the inflections or the hesitations or the comments made or the proper protocol in 
responding in an email, the decorum that goes there. . . . That to me definitely 
comes from my upbringing in terms of learning to navigate different cultures, and 
learning to navigate the differences, even within American culture. . . . As a kid I 
very quickly was able to define who was part of what and where, but I was always 
fascinated and kind of crossing over, and talking to people in all the different 
groups, and realizing the commonality that’s there instead of hyperfocusing on the 
differences. 

The thrill of the transcultural ability to navigate cultures was here clearly stated with a 

focus on shared human attributes.  
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Pragmatism 

 Related to pragmatism is the concept of procedural knowledge (Stewart & 

Bennett, 1991), which emphasizes the individual’s worldview with action-driven 

thinking. This cultural aspect is generally accepted to being North American but not 

exclusively (e.g., Hall, 1976; Schein, 2010; Stewart & Bennett, 1991), and it emerged 

across the nine participants. Three subthemes were found: displaying analytical skills in 

problem solving; an acute ability to decipher subtleties in cross-cultural situations and 

interpersonal interactions; and a proactive mindset. 

 Being analytical. In relation to leadership and organizational change issues or 

implementing change in the workplace, having analytical skills is a recognized 

competence among problem solvers (Yukl, 2013), and it is a theoretical characteristic of 

agents of change mentioned in Table 4.5. 

 Miss S. had a practical and analytical approach. She was recognized by her peers 

for this talent, as it seems she had a certain je ne sais quoi [an inexpressible something] to 

make things happen: 

In all of my work things that I’ve done, I tend to figure things out. Like I wouldn’t 
say I’m a tinker but I get stuff done. Like, when I was in the lab a lot of the times 
we would get something in and five different people had tried making it work. 
They couldn’t get it to work, so then it somehow trickled down to me and they 
said, “Can you look at this? Can you make it work?” Most of the times, I could 
figure it out. I guess, tenacity, patience, grit, thinking outside the box, who knows 
. . . probably for the past 10, 15 years I’ve been known as someone who gets stuff 
done. 

 Mr. F. was factual in his work. He stuck to presenting facts. He identified himself 

with the profession of being a historian and the associated nonpartisan outlook, and 

traced this skill as derived from his transculturality: 
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I still go by this notion that a true historian has no country. A true historian tries to 
look at the world completely objectively and factually. My role as a historian is to 
present that [history of the United States] as factually as possible. I think I got to 
that notion, again, through my own upbringing and through my bridging of two 
cultures. With my teams, when I was at the [institution] I had a vow of 
nonpartisanship. Every exhibit I had to present all sides of the equation without 
value judgment. I was very capable at that. 

 Deciphering situation subtleties. In interpersonal relations and communication, 

deciphering language and behavioral subtleties, related to cultural influences, is a 

recognized competence among transcultural individuals (Benet-Martínez & Hong, 2014; 

Dewaele & Wei, 2012, 2013). 

 Mrs. N. carried a humanistic outlook in her profession as an international lawyer. 

As one who had mastered three languages, she emphasized the knowledge of languages 

as an essential skill in interpersonal relations to be able to interpret and understand the 

subtleties of international legal issues. In such a way, she enlightened her college 

students’ preconceived ideas about becoming international lawyers: 

Beaucoup de jeunes me demandent si c’est important de parler différentes langues 
et je les regarde étonnée car c’est essentiel. Tout le monde veut faire du droit 
international mais il n’y a pas une discipline de droit international, c’est une 
question de compréhension d’interprétation des cultures. Il y a des questions de 
droit international. C’est plus comment les cultures, les langues et avoir une 
capacité à naviguer entre les systèmes juridiques de pays différents. C’est ça en 
fait. Et cela ne peut être acquis qu’en parlant plusieurs langues. Si tu parles que le 
français ou que l’arabe ou que l’anglais ce n’est pas possible. Mais je ne sais pas 
en fait si cela va changer leur vie . . . comment le savoir ?  
[Many young adults ask me if it is important to speak various languages and I 
look at them stunned because it is essential. Everybody wants to do international 
law but there is no such discipline as international law; it is a question of 
comprehending interpretations of cultures. There are legal international questions. 
It is more about how cultures, languages, and having an ability to navigate 
between legal systems of different countries. That’s what it’s about. And this can 
only be learned by speaking multiple languages. If you speak only French or 
Arabic or English, it is not going to be possible. But I don’t know if that 
information will change their lives. . . . How can one know?] 
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Mrs. N. pointed out the key ability to navigate between cultures in her legal practice. The 

knowledge of languages was an essential competency, moreover a prerequisite to relating 

to and interpreting legal systems from different macro cultures (i.e., a country’s legal 

frameworks). 

 Being proactive. Supporters of change in organizations display proactive 

behaviors in instigating, carrying out, and implementing incremental steps towards the set 

goal (Yukl, 2013). 

 Miss S. described thinking like a chess player to identify actionable steps when 

anticipating problems or obstacles. She used the analogy of ballroom dancing to illustrate 

the idea of providing individuals with a framework to move forward when they appeared 

lost or overwhelmed by change: 

I tend to look three steps ahead and try to put everything in place three steps back 
so that we will be ready when the next two things come along. I see it as my job 
to help you communicate what you need to say and do in a succinct way and help 
guide you in that direction. . . . If you ask people, you know, what is it that you 
want? They don’t know. They have no frame of reference, they know nothing. It’s 
like dancing. It was, someone gave the best analogy to ballroom dancing, because 
it’s not very popular among gentlemen. A lot of the times, men, and I’m 
stereotyping, they don’t like to dance. As women, we say, “Well, just get on the 
dance floor and just move. Move to the music.” To some people, all those options 
are paralyzing. You just do not know. But what if I told you that ballroom dance 
is actually a way that you can apply structure to something that appears to be 
unstructured. . . . They just see it as a big, empty space. But, if you give them 
several things or at least a path, you can guide them along. I hate to say it but, 
even if you provide that framework, you can actually guide people to the decision 
you believe is the best one while still keeping the options open. 

Miss S. framed and articulated what was invisible for others. She provided a structured 

path for guidance and rendered visible incremental steps to attain goals. 

 Mr. G. was open to discussions and willing to address any issue or questions with 

anyone. He mentioned not having any taboos: 
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I have no taboos in subject. And part of, so there is part of that which is emotional 
intelligence as we call it. That kind of learning of myself is also very important 
because no taboo in subjects. And comfort has pros and cons. Because at the end 
you don’t want—you want to succeed. To succeed, you want to say the right 
things at the right time to the right people. 

Mr. G. had a success-driven approach and addressed problems by speaking to the right 

people. 

 Mrs. C. recently launched an innovative idea to actively engage the international 

competition her organization was facing:  

So we just created something called the Global Explorer Passport. And what it is, 
it’s going to be a cocurricular transcript. So that we keep a transcript, not only of 
our student’s grades and their academic courses, but also of all of the experiences 
they have: all of the study trips they go on, all of the clubs they join, all of the pro-
bono, or associative, or philanthropic work that they do; internships that they may 
get; various kinds of experiences and workshops that they participate in, as part of 
our wellness programs or our sports programs; leadership training. Everything you 
can possibly think of, we’re documenting it. Because we want students to be able to 
show an employer not just grades, but also, “look where I went to school, and look 
at some of the experiences I had, and look at how nimble and agile this makes me. 
And look at how this will really show you what kind of employee I’m going to be 
inside your institution.” Which is obviously going to be a change-maker. Someone 
with cultural intelligence who crosses cultural borders easily. 

Mrs. C. indicated that such an innovation was part of the new successful organizational 

culture to meet the international market and face the competition. 

 To conclude this part, an inventory of quotes is displayed in Table 4.8, reflecting 

answers to the question of whether one is an agent of change and, if so, how. As shown 

below, answers vary: Mrs. A. and Mr. M. are unsure what an agent of change might be or 

what characterizes one; according to Mr. E. everyone is an agent of change; for Mrs. N. 

and Mr. G. agents of change are rare individuals or individuals that do significant and 

remarkable things; while Miss S., Mr. F., Mrs. C., and Mrs. P. consider themselves as 

agents of change as their career demonstrates it. 
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Table 4.8 
Participants’ Self-Perception as an Agent of Change 

Participant Thoughts on being an agent of change 

Mr. E. Un agent du changement c’est un micro travail qui peut arriver à évoluer dès 
l’instant où il y a des gens qui prennent en charge cette mission. On est tous des 
agents du changement dès lors que l’on considère que la communication et la 
manière de travailler fait le succès de l’entreprise. . . . Je me considère comme un 
agent du changement parce que j’ai toujours en moi ce désir de faire la différence 
entre quelqu’un qui vient gagner du pognon dans une entreprise et quelqu’un qui 
vient mettre en opération des principes fondamentaux que sont la joie de travailler 
ensemble, et la joie de la performance en équipe et ça c’est un peu mon leitmotiv 
dans un contexte où je n’ai aucune raison d’exister si ce n’est celle que je viens de 
décrire.  
[An agent of change is a micro job that can evolve as soon as there are individuals 
to take charge of this mission. We are all agents of change once one considers 
communication and the way to work to make the business successful. . . . I consider 
myself an agent of change because I’ve always had in me this desire to make a 
difference between one who comes for the dough and one who comes with ethical 
values such as happiness to work together, enjoying team performance, and that is a 
bit of my leitmotiv in an environment where I have no reason to exist aside from 
what I just described.] 

Mr. G. To me, an agent of change is absolutely individuals who are very rare. Who, you 
could throw the word leader, but who could decide something needs done and 
then convince others, make others, do whatever to get it done that’s different to 
what it was before. I would say that’s the agent of change. 

Mrs. N. I don’t see that I ever contributed to change, . . . not that I know of. A significant 
contribution to change is doing something exceptional. At work, I just do a job, in 
which I can be replaced any time.  
C’est un peu comme un militaire, j’ai rempli ma mission, c’est bien, tout le 
monde est content. Oui, je suis échangeable. Pour moi, j’entends par contribution 
quelque chose d’exceptionnelle que j’aurais fait. Ce doit être quelque chose de 
très important. Contribuer à changer la vie d’un client, à construire un projet ou à 
mettre en place des stratégies juridiques, c’est pas exceptionnel pour moi. Je ne 
vois pas l’exceptionnel dans cela. Ça ne va pas changer la face du monde.  
[It is a bit like a soldier; I have accomplished my mission, all is well, everyone is 
happy. Yes, I am replaceable. For me, to contribute means that I would have done 
something exceptional. It has to be something very important. To contribute to 
changing a client’s life, to carry out projects or to implement legal strategies, 
that’s not exceptional for me. I don’t see anything exceptional in that. It’s not 
going to change the world.] 

Miss S. For me, helping them [coworkers] understand that change is a time for growth 
and opening their eyes even within that transition time and period, that it’s not 
bad. It’s not horrible. I tend to relate it to what’s the next step? 

Mr. M. [He does not really see himself as an agent of change. His perspective shifted 
when realizing that improving the end user’s experience at the library was a 
possible form of change.] 
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Participant Thoughts on being an agent of change 

Mrs. A. [Did not perceive herself as an agent of change until she recalled the following 
event:] Sometimes you have to learn to get mad and sometimes you have to learn 
to take things gently. Sometimes you have to learn to be willing to give a hug and 
sometimes you have to tell people where to go. It was, again, right after 9/11. This 
woman shows up. . . . It was 4 years after 9/11 and she said, “Boy, we haven’t 
seen our grandkids in 4 years.” I said, “Oh, how come?” She said, “Well, you 
know, it’s not safe to fly.” And I went, “Really? I’ve been doing it ever since. 
Before, during, and after I was flying.” I said, “We’re still here. Nothing else has 
happened.” Then I looked at her, because it irritated me when people said that. I 
said, “Ma’am, you know when you change your life because of something that 
happened, because of a terrorist, then they win.” . . . Then I had no conversation 
with her after that and on the way out, as we’re saying goodbye to the passengers, 
she comes up to me. She grabs me, gives me a big hug, and she says, “You’re 
right.” I said, “They’re not winning anymore.” She walked off. 

Mr. F. Making history cool:  
I think a lot of it has to do with previous projects I’ve worked on pushing the 
exhibit designs to work in a way that is understandable to the maximum amount 
of people within the audience that are there. My current exhibit I’m writing for 
sixth graders. That’s the reading level that I’m writing that, because I have found 
that the average American adult, a lot of them don’t read beyond the sixth-grade 
level. Obama’s speeches at the most were between seventh and eighth grade 
reading level, if you think about it. 

Mrs. C. Well, see, I don’t know that I’m a standard person because I find change 
exhilarating. I enjoy it. And I try to construct a life that has some of that in there. 
Now, it hasn’t reflected itself so much in my career because, as I said, I’ve been at 
two [organizations]. But in those [organizations], I was most definitely a change 
agent from the very, very beginning in both places. I like to stay a long time and 
implement change and see it impact institutional growth. And that takes a long 
commitment. 

Mrs. P. Quand je suis arrivé à Paris, je ne m’attendais pas à être un agent du changement. 
Mais lorsqu’il a fallu appliquer la loi des 35 heures alors on n’avait pas le choix. 
Cela a été difficile mais très intéressant. Quand je suis arrivé ici, après une femme 
qui avait fait toute sa carrière dans l’école durant 23 ans, j’ai trouvé un lycée très 
bien, très fort avec une très bonne réputation, mais qui n’avait jamais fait la 
transition au 21ème siècle. Alors il a fallu faire un changement profond. Pour cela 
j’ai changé les horaires et ça c’est un changement mécanique, mais ça a permis de 
transformer la pédagogie de manière beaucoup plus interactive: du professeur qui 
sait tout le « sage on the stage », on a maintenant des élèves qui participent dans 
leur apprentissage et des professeurs qui le facilitent. Donc on a changé la 
manière d’enseigner et d’apprendre.  
[When I arrived in Paris, I did not expect to be an agent of change. But when we 
had to implement the 35-hour work week law, then we did not have a choice. It 
was difficult but very interesting. When I arrived here [Washington, DC, region], 
after a woman who spent all her career in this school for 23 years, I found a very 
good high school, very strong and with a great reputation, but it had never 
transitioned to the 21st century. So, it needed some deep change. For that purpose, 
I changed the scheduling and that was a mechanic change, but it enabled to 
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Participant Thoughts on being an agent of change 

transform the pedagogical approach into something much more interactive: from 
the “sage on the stage,” we now have students participating in their learning and 
teachers as facilitators. So we change the way to teach and to learn.] 

Lifestyle 

 Participants achieved cultural autonomy through individuality and a way of being 

and living (e.g., leisure pursuits, social activities, travel, the arts) combining their diverse 

sociocultural selves (adapted from Usher et al., 1997, as cited in Merriam et al., 2007, 

p. 187). Moreover, they adopted “exotic self-fashioned lifestyles” (D’Andrea, 2006, 

p. 106), meaning a life of travels and cultural endeavors.  

 Travels. Some of the participants had transnational lives, keeping in touch with 

family and friends, as they regularly traveled to other countries.  

 Mr. F. recalled his arrival in the United States and pointed out the time dedication 

to visiting family left behind. He also described how having three homes influenced one’s 

existential being, and thus one’s thinking, social behaviors, and interpersonal relations: 

Coming here as an immigrant, and I’ve spoken to other immigrant folks who have 
this sense of family. We’re just saying you’re now devoting all your trips to going 
back home and visiting your family. In our trip in Vietnam, this was the first 
adventure my wife and I have had since we were married. She was like, “Wow, 
this is the first time we’ve gone somewhere else than France, right?” Because 
over the years I’ve gone mostly to France. So much of that is tied to the family 
unit, and where the family is, and where we define home as being. I have a home 
here in Texas with my wife, and my dogs, and that is a home. I now have a home 
in DC, and I have a home in Paris. My father’s in DC. Those are three very 
different parts of me that are all connected, obviously through the love connection 
and family connection. It requires a very different way of thinking in terms of 
how we schedule, and how we think about our futures and our lives, and how we 
think about what we do, and the actions we take, and how we interact with people. 

 When asked how family and friends reacted to Mr. M.’s visits, he evoked the fact 

that his trips home were initially motivated by longing for family and friends. When his 
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parents passed away and friends built families, the motivation seemed to slowly fade and 

trips became shorter: 

Actually they [friends] say that it’s short. Sometimes they say, “[Name], you 
don’t want to stay a bit longer?” That’s okay. I think with my brother, I think 
we’re going to start something different. We’re going to meet in different places, 
not in Munich. For example, 2 weeks ago we went to Vietnam. He came from 
Munich and I came from Paris with my girlfriend so we spent the whole weekend, 
3 days all together with family. I can imagine that it’s going to continue. Probably 
next year we’re going to go to Barcelona. 

He now called Paris his home. His travels were now for his own leisure and personal 

interests. In this new context, he intended to coordinate with his brother to meet 

somewhere other than Germany and travel together. 

 Mr. G.’s family life and professional career appeared to be driven by a sense of 

comfort. He achieved the material means to maintain a sustainable emotional and 

affective life away from the chaos of dislocation: 

What I notice is that something in my background makes me more comfortable to 
unpredictable environments, or uncertain environments. It’s back to ticket [ability 
to attend lawfully any sold-out show without paying]. But it equally makes me in 
some way harder to change. . . . Me knowing me, it’s awfully high. And it’s a 
problem because, me knowing me, if I can go on doing what I do, playing this 
type of things, I will find a way to stay in the company. Or I may find a way to 
stay in the company, which would then basically translate all my skills of dealing 
with change. It’s like a filter that generates nonchange. . . . Put it like this. For 
many people, it would have been harder than for me to stay 25 years in the 
company to start with. I stayed for 25 in the company for many reasons, one of 
which is this ticket thing. Finding ways. So what’s the objective? The objective is 
to actually stay in the company and then the objective is to have no change. You 
use skill of dealing with change to have no change. One other piece to think about 
is definitely the difference in terms of if you’re in the comfort zone or if you’re 
not in the comfort zone. Also the kind of people that’s around you. . . . There 
should be comfort. I think you have to be honest about it. Physical comfort, but 
mental as well. Comfort in every way. I want to have my concerts and nice people 
around. So Paris, London, Washington, yes. Kansas City, no! The happiness 
element is important, and I think it goes back to the Soviet, and the idealism of 
things saying we want a happy world. So start with being happy. Very important, 
yes. That’s a good key word. I think it is a very important word. 
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Mr. G. built a lifestyle and professional perspective grounded in a degree of happiness 

and comfort. To achieve and maintain such a work-life balance, he managed to stay with 

the same organization and to live in the same location for 25 years. Mr. G. interpreted his 

vision of change as one that was paradoxical. He narrowed down his ability to navigate 

uncertainty and change to his “ticket skill,” this ability to find a way to attend any sold-

out show. In such a way he dealt with change to maintain a degree of stability. 

 Mrs. C. recounted one of her student’s lifestyles in living this sense of freedom 

derived from being adaptable in a chameleon-like way, and thus being able to shift from 

one macro sociocultural environment (i.e., country) to another:  

I’m thinking of some of our [country of origin] girls. . . . They get on the plane, 
they change clothes, and put on their tight little jeans and high heels on, right? 
And then in Paris they’re a different person. When they go back to their country 
with great respect in the bathroom in the plane, they change clothing again, so that 
they can also interact with their communities there. But that’s like code switching 
in language. It’s learning what’s expected of you in different cultures and 
somehow being able to be free within those constraints. 

Such an alternative lifestyle reflected an ability to accentuate a part of the self to function 

within some immediate sociocultural surroundings. It was a transitional process from one 

state to another that required not only knowledge of languages but also shifts in 

cognition, behaviors, and clothing. 

 Aesthetics. Aesthetics designates here a space in “the original sense of its 

Enlightenment definition—that is, as a science of sensitive knowing vis-à-vis the natural 

world at large” (Foster, 2011, p. 209). For the participants, it was a space in which they 

could express themselves in various ways, but all as representations of their worldview 

and way of experiencing the world.  
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 I had the opportunity to meet the participants in various environments, such as 

their workplace (Mr. M., Mrs. C.), at home (Miss S., Mrs. P., Mr. F.), at a private club 

(Mr. G.), at a restaurant (Mrs. N.), at my home (Mrs. A.), and on a sailboat (Mr. E.). 

From observations, I detected a sense of aesthetics generally present in the participants’ 

lives, for instance, being surrounded by tasteful classical decorative objects (e.g., 

antiques, classical and modern paintings, contemporary representations of 

craftsmanship); dressing with clothing projecting a confident bearing and making an 

effort to harmonize colors in a fashionable way; and working and living in decorated, 

agreeable, and luminous environments. Seven of the participants indicated dedicating 

leisure time to attending classical and modern art expositions and music and theatrical 

performances. Three participants contributed pieces of arts as symbolic representations of 

personal interpretations of their worldview, or the connection of their inner life with their 

worldview at a moment in time (see Appendix A). 

 Mr. G. chose a painting that he held dear that expressed a depth of resonance with 

his perception of life. Even though the painting belonged to the London National Gallery 

of Art, it carried meaning with him over many years and he regularly revisited it with 

family to discover new details, similar to his approach to life in general.  

 In his painting, Mr. F. expressed his childhood memories of learning a new 

language and his preference for pictures. This painting theme, combined with his earlier 

description of cultural influences, gives the viewer an idea, in contrasted colors, of 

obstacles. His painting highlights his struggles in learning languages through reading and 

pictures. It was a significant period of his childhood during which he integrated French 

and American cultures. 
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 Mr. E. was a rustic-romantic in his rapport with the natural world, people, and 

animals. He displayed sensibility, authenticity, and genuineness, expressed himself 

through music and poetry, and was often inspired by nature. His two poems give the 

reader a peak at his inner world experience and interpretation of being on the water, 

sailing at night time, as well as his anthropomorphism of a river’s beauty and fragility. 

Water and time combined in both of his poems: the river represents the flow of time 

passing and memories remaining; sailing at night appeared to suspend the time-space 

continuum as he described his atemporal relationship with his traveling companion, a 

dolphin. His message was about awakening and broadening the mind to remain open to 

experiences and to ideas and knowledge in general. 

 It seems that aesthetics was part of the participants’ lives in a way that gave an 

impression of projecting their colorful transcultural personalities. 

Chapter Summary 

 Chapter 4 has presented the results pertaining to the phenomenon of being a 

transcultural individual and to the transcultural individual’s relation to change. The 

results of the analysis in regard to the participants’ relationship to change and to their 

self-perception as agents of change underline skills, competencies, and abilities. 

 The results emphasizethe transcultural phenomenon as a transformative process 

requiring one to transcend cultural perspectives and one’s assumptions about the world. 

The nine perspectives about change seem to reflect the participants’ philosophy of life 

and lifestyle. Their prior knowledge derived from their transcultural transformative 

experiences and their relationship with change appear to present an advantage when in a 

position of an agent of change. They further showed that integrating multiple cultures is a 
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lifelong learning process combined with meaning making. As illustrated, the transcultural 

process is affected by and depends on several factors, ranging from historical, 

ideological, and socioeconomic contexts to personality traits, transmitted family heritage, 

and sociocultural circumstances. The process entails open-mindedness to ensure one’s 

harmonious relationship with the immediate environment and one’s well-being. The next 

chapter interprets the results to answer the two subquestions, which combined address the 

overarching research question.  
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CHAPTER 5 

DISCUSSION 

 This chapter presents a summary of the findings and their interpretations to offer 

conclusions and recommendations. The study identified a human capital problem for 

organizations with operations involving international and/or global interactions and 

strategic organizational change. Such organizations seek individuals capable of 

functioning effectively and efficiently in cross-cultural interindividual interactions and in 

multicultural settings (Cohen & Kassis-Henderson, 2017). Training individuals for such 

interactions, and particularly for expatriate assignments, is costly, not only from a 

financial perspective (Andresen & Margenfeld, 2015; Nowak & Linder, 2016) but also 

from a human perspective: disenchantment of employees, lower productivity, low self-

esteem, lack of motivation, family issues, and depression, which are the result of poor 

assimilation and/or accommodation to the host culture (Andresen & Margenfeld, 2015; 

Okpara, 2016; Shah & Barker, 2017). Hence, training outcomes remain uncertain. 

Moreover, today’s organizations are required to adapt, to change to survive under 

competitive stimuli. Thus, instigating and implementing appropriate strategic 

organizational and cultural changes requires individuals who are able to support and 

accompany such adjustments and transformations.  

 The literature review in chapter 2 showed that a pocket of individuals, namely 

individuals with cross-cultural experience, have specific skills, competencies, and cross-

cultural abilities to contribute in managerial and leadership positions (Benet-Martinez & 

Hong, 2014; Lam & Selmer, 2004; Stokke, 2013). Therefore, the purpose of this study 
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was to explore, with a humanistic lens, the idea of transcultural individuals as agents of 

change and/or leaders of change in the workplace. The research question was as follows:  

 RQ: How are transcultural individuals agents of change in the workplace?  

Two subquestions enabled exploration of the concepts that underpinned the research 

question:  

1. In what capacities does a transcultural individual reflect a particular way of 

knowing the world and of being in the world? 

2. If at all, how does a transcultural individual contribute to change in the 

workplace? 

 The two subquestions are addressed first, with sections summarizing the findings 

based on the major themes identified in chapter 4; discussing the findings through 

interpretations made in a continuous process of comparison between results and the 

literature review; and offering conclusions. Conclusions then follow for the overarching 

research question. Recommendations are offered for individuals, for practice, and for 

future research. Final thoughts about the idea of a societal transcultural reality in the 

making close this chapter and this empirical qualitative dissertation study.  

Capacities of a Transcultural Individual (Subquestion 1) 

Subquestion 1: In what capacities does a transcultural individual reflect a 

particular way of knowing the world and of being in the world? 

Themes 

 Time. In the shape of external historical events (e.g., world wars, falling of the 

Berlin Wall, Chernobyl, riots), time was recollected in terms of atmospheres and 
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moments that were significant milestones for the participants. Memories were recounted 

in relation to broad stages of human development (i.e., childhood, teenage years, young 

adulthood)—sometimes in terms of age but never in terms of dates (i.e., days, months, 

and years). Participants’ temporal recollection was an interesting point that echoed their 

general perspective on life as momentum. The historical markers also indicated the 

sociocultural heritage, influences, and settings the participants grew up in. Language 

theory emphasizes the fact that social histories, national identities, political ideologies, 

and other cultural circumstances are carried and transmitted through language (Bailey, 

2012). Hence, one who masters more than one language is most probably influenced by 

underlying sociocultural aspects. 

 Transcultural orientation. Participants’ transcultural construction started in their 

childhood years under such socialization immersions and stimuli as family surroundings, 

multiple sociohistorical and cultural heritages, collective events, and living in a diglossic 

country. For Mr. G. and Mr. M., cross-cultural experiences seemed more pronounced in 

their young adulthood during college or through new family ties. Nonetheless, the 

benefits of early exposure to multiple languages and cultural differences have now been 

generally recognized and accepted (Cheng et al., 2014; Grosjean, 2010; Ramirez-Esparza 

& Garcia-Sierra, 2014; Ringberg et al., 2010). Among the benefits identified from the 

participants’ narratives were cognitive flexibility, abstract complex thinking, empathy, 

tolerance, open-mindedness, self-regulation, behavioral monitoring, initiative, street 

smarts, confidence in one’s resources, and exploration. 

 Learning from experience.experience One of the major common denominators 

between the participants, apart from language learning, was having learned code 
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switching and cultural frame switching. Although the degree of fluidity varied from one 

individual to another, as differences exist between biculturals and different types of 

bilinguals (Ringberg et al., 2010), the cognitive and neuronal gymnastics had been 

learned and practiced. Their frames of reference coexisted in an inner transcultural space 

where all languages and other cultural elements converged and combined to help them 

make sense of the world or of a perceived reality. Nonetheless, Mrs. A., Mrs. N., Mrs. C., 

Mr. M., and Mr. F. described experiencing deep emotional, cognitive disruptions and 

existential questioning when first exposed to cultural environments other than the ones 

they were initially familiar with. While the literature has often referred to such a stage as 

culture shock, it has been described here as a vulnerable period during which existential 

questioning takes place and is an opportunity for creativity to emerge. 

 Engaging in local social activities and contributing to social life forged ties with 

the local community, which became a new support system. The participants expressed 

their needs not only in autonomy but also in relatedness. Participants with children 

mentioned transferring their experiential knowledge and the fact that children often 

imitate their parents in acclimating through language learning, behaviors, and embracing 

the culture. Participants experienced situations that brought them to realize that they did 

not belong to either their home or host cultures. A metacognitive state was reached 

enabling cultural consciousness and awareness. This state offered the opportunity of 

creating one’s own culture or worldview by combining or associating scattered cultural 

elements significant and meaningful to the individual. A web of cultural idiosyncrasies 

then generated a transcultural world and one’s inner reality. 
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 Holistic development.Becoming a transcultural individual is a holistic and 

integrative process that is tiring and requires physical, mental, and emotional energy. 

Transculturals may experience various scenarios relative to each one’s life: some 

inherited multiple cultures, while others learned to integrate multiple cultures at a later 

stage such as in their teenage years, young adulthood, or adult life. The human life cycle 

has an impact on learning in general (Hoare, 2011). One is more or less receptive to 

modifying one’s belief system and challenging one’s home culture at different stages of 

life. A paradox is that a level of maturity, life experience, and inner motivation or outer 

stimuli is needed to engage in critical self-questioning to enter a transformative learning 

experience. In the case of thethe transcultural individual, the outcome of such questioning 

is a sense of freedom, which manifests itself by one’s capacity to navigate the multiple 

cultures involved in the process. Interpersonal interactions mirror one’s self-

representation and serve as reference points to adopt appropriate social behaviors. Hence, 

critical self-reflection appears key to access the deep cognitive activity required by 

assimilation and accommodation. Participants thus developed multiple cultural identities 

expressed through language-induced behaviors to maintain harmony with their social 

surroundings.  

  Openness to experience. It is a disposition of the mind to remain open to novelty, 

to unknown environments and individuals. Open-mindedness is often associated with 

openness to experience, and both have been positively identified as favorable 

characteristics for cross-cultural interpersonal interactions. The literature includes them in 

such theories as emotional intelligence, social intelligence, cultural intelligence, cultural 

awareness, and cultural sensitivity (Ang & Van Dyne, 2008; Benet-Martínez & Hong, 
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2014; Earley & Ang, 2003; Goleman, 2005; Plum, 2008; Thomas & Inkson, 2003). By 

way of agency, one accedes to empowerment and emancipation as suggested in Epstein’s 

(2012) philosophical perspective on thethe transcultural phenomenon transforming the 

individual. Transcending one’s own culture means opening the door to the Other by 

freeing oneself from cultural limitations, lay beliefs, and cultural hegemony barriers 

(Graen & Hui, 1996, 1999). 

Discussion 

 The findings generally confirm and/or reflect evidence of the theoretical literature 

in intercultural competency-based frameworks, which includes cognitive abilities, 

interpersonal skills, and behavioral approaches, and literature from a human development 

perspective, including language learning, brain activity, genetics and neuroscience 

(Benet-Martinez et al., 2006; Benet-Martínez & Hong, 2014; Brannen et al., 2009; 

Grundy, Anderson, & Bialystock, 2017; Kuhl et al., 2016; Lumsden & Wilson, 2005). It 

is not clearly stated in the empirical cross-cultural literature that an individual’s 

transcultural traits are part of a human development process in and of itself, as suggested 

in philosophy by Epstein (2012) and in comparative literature with Dagnino (2015). 

There is a prolific autobiographical literature about identity confusion, a sense of divided 

self, and marginalization in contemporary human societies (e.g., Benali, 2013; Connolly, 

2016). This literature indicates that many individuals are possibly unknowingly going 

through the transcultural process. The struggles and inner tensions described in the 

literature, and in this study’s nine narratives, are generally related to the social perception 

and need to conform to culturally standardized and accepted normative ways of thinking 

and being. Since the workplace is not exempt from enforcing cultural standards for the 
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benefits of its efficacy and efficiency, it may be interesting to raise the idea of the 

transcultural individual in organizations along with the idea of diversity. 

 The transcultural process appears as a positive existential transformative process. 

It brings a form of personal freedom. An individual may experience the world from 

multiple perspectives, not just as an intellectual abstraction but as a way of living and 

learning about the world and relating to people. Paradoxically, when one desires to 

differentiate oneself, which implies seeking self-affirmation of uniqueness in identity and 

belonging, for instance, a degree of isolation from others emerges. An equally strong 

alternative desire of relatedness surfaces in the form of a need to integrate a group. 

Hence, one of the complexities of transcultural personal growth lies in the dedication and 

ability to maintain a healthy balance between autonomy and relatedness. 

 To become a transcultural individual cannot be learned in a classroom. It is a 

humantrait that requires lived experiences. It is within the cultural exchange that one 

becomes an apprentice about oneself by way of an iterative critical self-reflection process. 

Assimilation and accommodation represent cognitive processes that enable individuals to 

communicate between deep structural functions and the surface: awareness, metacognition 

(Cottraux, 2011). Brannen et al. (2009) pointed out the fact that biculturals derive their 

cultural metacognition from their life experience of having integrated two cultures: 

The more complex cognitive representations that biculturals developed as a result 
of internalizing more than one set of (sometimes conflicting) cultural schemata 
suggest that they will also develop higher order cognitive processes required to 
manage this complexity. That is, they will, of necessity, engage in more active 
monitoring and regulation of cognitive activities in the cultural domain. Thus, 
biculturals should have higher levels of cultural metacognition. (p. 9) 

Although there is a push from practice to assure that cross-cultural training works 

(Waxin & Panaccio, 2005), there are still “missing links” to the expatriate’s toolbox 
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(Guttormsen, 2017). Disruptive emotions such as anxiety and fear can impede learning 

and acting (De Becker, 1997; Hoare, 2011; Yalom, 1980). Therefore, a degree of self-

regulation and emotional monitoring (Calkins & Leerkes, 2017) is necessary to 

distinguish between a physical threat and a threat to one’s belief system, cultural 

assumptions, or worldview. A paradox emerges, as one of the participants pointed out: to 

learn, one is to be in a slightly uncomfortable position. Learning is here moving from a 

state of ignorance to knowledge. 

 Overall, the participants’ stories showed that to be a transcultural individual is a 

path of life either transmitted during their upbringing or discovered during school years 

or in young adulthood and pursued later in adulthood. For those individuals discovering 

and living a life as transculturals, the literature refers to them as expatriates (Guttormsen, 

2017) and adult third-culture kids and underlines their intellectual, psychological, and 

social capital (Stokke, 2013). Some of the human outcomes, described in this study, 

emphasize the transcultural experience as a learning and self-taught experience about 

identifying subtle cues and clues during interpersonal interactions; looking for underlying 

meanings in verbal and nonverbal communication; exercising a self-reflective critical 

analysis of situations; articulating relationships between disparate cultural elements and 

thus creating new thoughts; paying attention to people and to details of situations and 

circumstances by listening and observing; and maintaining a degree of awareness. In 

contrast, participants pointed out that remaining in one’s cultural assumptions prevents 

one from entering objectively into a communication mode that permits one to understand 

the behavioral underpinnings of the Other. The difficulties in cross-cultural relations are 

related to differences in cultural assumptions and personal values. 
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Conclusions 

 Way of knowing. The nine participants embodied, in their own ways, skills and 

competencies identified by the literature and derived from the transformative process of 

becomingbecoming a transcultural individual: cultural sensitivity, openness to 

experience, open-mindedness, language ability, cognitive complexity, cultural 

metacognition, and empathy, among others. Transculturals speak at least two languages 

and have integrated consciously and unconsciously (over time) at least a second cultural 

framework. Recent empirical research on the brain indicated that “bilinguals experience 

cognitive decline at a later stage of development than monolinguals” (Grundy et al., 

2017). Both structural and functional aspects of the brain are modified by bilingualism. 

Hence, learning a language appears to be more than an intellectual activity; it is a healthy 

form of brain gymnastics to be encouraged during formative years. Since language is 

related to personality development, individual behaviors, and sociocultural worldviews, 

individuals can become transcultural at any age when influenced by different 

sociocultural settings than they experienced during their formative years.  

 A claim is made that participants integrated multiple cultures out of an instinct of 

social survival, relatedness, and autonomy. The transcultural process predisposed them to 

be more open to cultural differences and less wary of adapting to diverse cultural settings, 

as the objective is to relate to the Other rather than rejecting or distancing from the Other. 

Transculturals can probably be described as inclined to humanistic thinking and acting. 

Therefore, the transcultural process does not appear to be a one-time transformative event 

but rather as a continuous way of integrating the immediate sociocultural surroundings. 

Table 5.1 is an attempt at describing synthetically a multicultural integrative process. 
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This visual is extracted from my understanding by combining the narratives with the 

literature. The impression of linearity, top to bottom, only serves to present identified 

frameworks, experiences, and processes. The emphasis is on the hypothetical 

constructive process situated in the inner world. An understanding of the transitioning 

phases between worlds is outside the scope of this dissertation. 

 
Table 5.1 
A Tentative Exploration of Mental Frameworks and Their Respective Processes Involved in 
Transcultural Life Experiences 

 
Note. This table is best read left to right and top to bottom, although the top can be retraced back 
from the bottom. The objective is to give the reader an idea of major frameworks and processes 
that appear to be involved in cross-cultural experiences. A symbolic distinction is made between 
external world and internal reality, as one is seemingly convinced the world functions the way 
one perceives it. 
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 Way of being. Following the analysis of the transcultural experience, I agree with 

Epstein on the fact that to be a transcultural individual “is a mode of being located at the 

cross-road of cultures” (2012, p. 60). The nine narratives revealed transcultural traits 

(e.g., ways of thinking and seeing the world from a humanistic stance) as a common 

denominator among individuals who integrated more than one language and macro 

cultures (i.e., at a collective and national level). To depict some of the major outcomes of 

the transcultural human development process as exemplified by the nine narratives, 

Dagnino’s 10 components of the “transcultural orientation” (2015, p. 193) resonate and 

offer a solid pedestal to build on. They are thus adopted here: 

1. Thriving in, or at least positively challenging, the feeling of precariousness of 

one’s existence 

2. Experiencing movement as freedom—an opening of new possibilities, 

beginnings, and becoming 

3. Feeling “in-place” not “out of place—no longer a guest, at home anywhere, 

despite the difficulties inherent in any process of adaptation and translation 

4. Perceiving the boundaries between cultures and geographic entities as mobile, 

liquid, and changeable 

5. Conceiving identity as a fluid process, with no need for self-affirmation or 

categorical reference to ethnic groups 

6. Finding enrichment through interaction with, and immersion in, multiple 

cultures 

7. Perceiving the annulment, weakening, or supersession of traditionally 

conceived hegemonic centers 
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8. Engaging playfully and creatively with the experience of foreign idioms, 

concepts, meanings, geographies, and verbally empowered characters, fluent 

in more than one language 

9. Blurring of the boundaries between self and other 

10. Finding becoming experienced and understood an empowering, although 

sometimes distressful, dialogic process of mutual transformation and cultural 

confluence 

Figure 5.1 is a tentative visual representation of the transcultural life experience 

as a human development process. 

 Intuitively, there may be subtle degrees in being a transcultural 

individualindividual, if only in the mastering of languages, as studies on biculturals and 

bilinguals have demonstrated (Benet-Martinez et al., 2002; Brannen et al., 2009; 

Grosjean, 2010, 2015). The diversity among participants showed the presence of an 

inherited lineage reinforced by a transcultural upbringing, as well as the discovery of 

the transcultural experience in adulthood. It remains for future research to clearly 

differentiate aspects and variations in human development outcomes. Nonetheless,to be 

a transcultural individual is a powerful human quality that is recognized in today’s 

volatile, uncertain, complex, ambiguous world (VUCA—Ajith, 2015; Bukharina, 2017; 

Codreanu, 2016). The participants described situations in which their transcultural 

quality provided them the tools to transform cultural differences into an enriching 

dialogue rather than feeling threatened in their beliefs and cultural assumptions. 
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Figure 5.1 A tentative visual representation of the transcultural life experience as a human 
development process. For the purpose of this visual, the transcultural process starts in the 
formative years (Inglehart & Welzel, 2005) or impressionable years (Alwin & Krosnick, 1991), 
or may be a transformative life experience in adulthood. The cloud is a symbolic representation of 
temporalities (Brunelle, 2017) during which components (i.e., stage in human life cycle, location, 
sociocultural and living environments, and type of cross-cultural experience) converge in a 
transcultural process. Chronos is absent from this visual. Kairos (i.e., opportune time) indicates a 
temporal momentum between components. While the transcultural individual is positioned here 
as an outcome of a process, the red arrows go both ways, as it seems to be an iterative process. 
The figure can be summarized by the motto, “Once a transcultural always a transcultural.” Once 
acquired, there is no going back to being a monocultural—or is there? The acquired knowledge 
by way of a deep life-changing meaning-making process seems to affect and inform one’s 
blueprint (Kroeber & Kluckhohn, 1952) or functional schemata about how to live in human 
society. 
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 Tentative definitions. To close this section, an attempt is made at assembling 

definitions, on the grounds of this explorative study, for the transcultural individual, 

transcultural reality and transculturality. 

 Transcultural individual. The transcultural individual is an open unity, 

transcending one’s inherited cultural origins, and is shaped by a complex plurality of 

sociocultural interpersonal interactions and a collective of culturally symbolic 

representations. The transcultural creates and navigates a personalized transcultural 

reality. In interpersonal communication, the transcultural uses such tools as cognitive 

frame switching and linguistic code switching, which are, respectively, form and content. 

To maintain a degree of existential well-being and continuity, the transcultural is 

inherently motivated to accommodate and assimilate.  

 Transcultural reality. Transcultural reality is a spatial and temporal space 

involving diverse cultural constructions, uses, and symbolic representations. The 

transcultural seeks to create, conceptualize or reproduce a humanistic atmosphere, 

harmonious to experiencing enriching interpersonal relations with the Other, regardless 

of essentialistic differences. 

 Transculturality. The following came first to me in the French language: La 

Transculturalité c’est la sortie de l’Homme de l’état de tutelle de la Culture dont il est lui-

même le créateur. Cet état de tutelle est le confort de la soumission à une manière de 

penser et d’agir. [Transculturality is the individual’s way out of a state of control from 

culture, of which the individual is the creator. This state of wardship is the comfort 

provided by the submission to a way of thinking and acting.] 
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Transcultural Individuals and Change (Subquestion 2, Part A) 

Subquestion 2: If at all, how does a transcultural individual contribute to change 

in the workplace? 

 The concepts of change and transcultural process converge in certain 

circumstances (e.g., family nucleus, leisure activities, schooling, moving, marriage, 

sojourn) and make salient the idea of transitioning from one state of being and one 

knowledge state to another. A transition phase emerges as an opportunity for personal 

development and growth. During such transitions, participants often evoked obstacles, 

moments of inner tensions, and sometimes struggles (Mrs. A., Mrs. N., Mrs. C., Mr. F.).  

 This discussion of Subquestion 2 is divided into two sections. This part explores 

the participants’ rapport with change; the second part explores participants’ involvement 

in change within the workplace. Similarly to the previous subquestion, the interpretations 

follow the major themes identified in chapter 4. 

Themes 

 Critical life events. In periods of life adversities, the participants’ life stories 

evoked resilience as a core personality trait. Resilience has been positively correlated 

with manager role (Lounsbury et al., 2016). It has been identified in studies about 

biculturals under emotional resilience (Benet-Martínez & Hong, 2014) when coping with 

stressful situations such as moving abroad. Nonetheless, the participants indicated that 

engaging in local activities and developing social networks, while not neglecting distant 

relatives and friends, also contributed to reinforcing their well-being. A move often 

brings a need to redefine oneself and one’s relationships with new colleagues, friends, 

and family. Language is part of that change, and while it may affect one’s worldview, it 
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offers an opportunity to discover it anew. It has been pointed out that changing domains 

of work within one’s organization also constitutes a change in language usage as related 

to the new expertise and requires adaptability. 

 Existential reflections.To be a transcultural individual is an existential state, in 

which universal human life experience–related questions arise when living different 

cultural lives simultaneously combine. Among the existential themes that arose were 

truth, one’s life mission and duties, love as transcending all cultural barriers, relation to 

birth and death, awakening moments, past traumas, and loneliness and isolation. 

Participants described motivational factors engrained in a higher purpose, work ethic, and 

personal values. While spiritual enlightenment was not explicitly mentioned, it was 

evoked and included within the underpinnings of life philosophy.  

 Adult development and personal growth. Open-mindedness, optimism, and 

ingenuity/creativity have often emerged in empirical studies with intercultural 

competence frameworks (Benet-Martínez & Hong, 2014) and in learning in adulthood 

(Hoare, 2011). It has been shown that perceived values and symbolic threats in intergroup 

relations affect one’s emotional level of anxiety and fear (Ting-Toomey, 2014). The 

participants underlined optimism as a way to surf the waves of change rather than 

gasping for air when envisioning overwhelming difficulties or disagreeable impacts and 

outcomes. Optimism disposes one to humor and empathy rather than antagonistic 

perspectives. It also contributes to being able to distance oneself from a conflicting 

situation to analyze it and distinguish possible communication strategies and behaviors. 

Participants displayed inventiveness in difficult and complex situations. They were 

apparently creative in the way they approached key turning points in their lives or in the 
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way they untangled messy situations. Creativity and ingenuity are thus two key resources 

in facing unexpected situations for anticipated unknowns. 

 Table 5.2 summarizes participants’ views on change. 

 
Table 5.2 
Summary of Participants’ Definition of Change or Thoughts about the Idea of Change 

Participant View of change 
Mr. E. Applied a political and social view of change, which tied in with his philosophy 

of life to contribute to the progress of society one individual at a time. 

Mr. G. Intellectualized or rationalized change as a thing that one might like or not, and 
that might present itself whether one wishes it or not. 

Mrs. N. Associated change with life cycles of deaths and rebirths. Despised change while 
loving discoveries and adventures. Some level of certainty was necessary 
nonetheless for her comfort. 

Mrs. S. Associated change with momentum, both physical and mental and personal 
opportunity for progress or improvement. Mentioned that flexibility and 
malleability contribute to making change a healthy process and stimulating 
creativity. Considered change a moment to evaluate one’s resources, and a pause 
to assess one’s accomplishments and future directions. 

Mr. M. Visualized change as something significantly big taking place in the external 
world. Considered the concept of change unfathomable. 

Mrs. A. Inscribed herself in the cosmos and saw change as both an inner motivation and 
an external force. Had a deterministic view of change and saw it as having a 
capacity to reveal the world. Associated change with eye-opening life experience. 

Mr. F. Categorized change as something controllable (i.e., live with, work with, learn 
from). As a painter and a musician, used a metaphor with music to denote change 
as disruption in one’s life as it is balanced by habits. Associated change with the 
opposite feelings of pleasantness and unpleasantness. 

Mrs. C. Owed her meaning of change to her intense life learning experience as a child in a 
foreign boarding school, which she found to be a positive, extraordinary source of 
inspiration. Believes that change has to be uncomfortable to be a learning 
experience. 

Mrs. P. Associated the concepts of fear and risks with change while emphasizing that, as 
a globalist, she accepted taking on the challenges change may bring. 

 
 

Discussion 

 Recent evidence in bicultural identity studies has shown that biculturalism 

positively correlates with a higher perception of health and well-being (Yamaguchi, Kim, 
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Oshio, & Akutsu, 2016). Among the participants, change was generally perceived as 

offering an opportunity to become, self-authorization, and self-realization; challenging 

one’s personality and questioning one’s identity and one’s sense of belonging; 

questioning one’s outlook on life; experiencing knowledge; and stimulating one’s deep 

resources and discovering and exploring new ones. Culture change is often spoken of, in 

studies of third-culture kids and adult third-culture kids, as a stimulus triggering an 

emotional survival mode prior to adapting or accommodating (Pollock & Van Reken, 

2009). Self-regulation and personal agency are critical to effective learning throughout 

the lifespan (Artistico et al., 2011) and thus must be stimulated and nurtured, as the 

participants expressed. 

 Cultural differences constitute a threat. Literature still warns of culture shock 

(Zhou, Jindal-Snape, Topping, & Todman, 2008) as a dramatic emotional disruption 

associated with a cultural transition—hence the expatriate failure rates, student 

sojourners’ early return, and migrants’ difficulties in assimilating. Therefore, there is a 

strong need for proper education, counseling, and, in organizations, proper selection. 

Organizational human resources departments need to identify individuals with personal 

inclinations and predispositions in personality, character, emotional balance, and 

experience to handle a life in a different culture. Ting-Toomey (2014) pointed out four 

types of identity threat that one might experience: “intergroup anxiety, negative or rigid 

stereotypes, tangible/realistic threats, and perceived value/symbolic threats” (p. 488). The 

latter is the one that concerns this dissertation study specifically, as it involves morals, 

values, beliefs, norms, and attitudes related to culture differences. The participants 
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appeared able to function beyond those threats while still experiencing some form of 

inner tension, which they seem to have become familiarized with. 

 Time and change converged as participants recollected their life stories. Change 

was described by participants as movement from one state to another. In Figure 5.2, 

participants projected themselves in the past to recall and describe actions, behaviors, and 

feelings. They depicted a future in the past when retracing their life story. The significant 

events that induced a change were recollected by participants as moments of disruptions, 

off beats, or disturbing one’s comfort. Csikszentmihalyi (1990) pointed out that 

“whenever information disrupts consciousness by threatening its goals we have a 

condition of inner disorder, or psychic entropy, a disorganization of the self that impairs 

its effectiveness” (p. 37). Throughout the conversations, change seemed to materialize 

their life stories as a continuum of leaps or jumps. For Mrs. P., time and change 

converged to appear as the backbone of an organization’s structure and existence 

(Bleijenberg et al., 2016; Langley & Tsoukas, 2016; Schultz & Hernes, 2013). 

Chronological time enables positivistic measurement of strategic change implementation, 

while it may also deeply hinder aims and anticipated outcomes. The organizational 

development literature barely addresses change in relation to one’s personal and 

subjective perspective about the various temporal dimensions (Brunelle, 2017). A gap 

emerges here, and the transcultural paradigm might offer a framework to better 

understand the underlying role of time in change other than with Chronos. 
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Figure 5.2. Temporalities: future—present—past—present—future. The size of the circle 
symbolically embodies the convergence of all temporal dimensions in the present instant, while 
the small circles are positioned in the distance of the imagination. When the participants were 
revisiting their memories, the future was in the past, and the past explained their present as well 
as helping provide a coherent projection for a future. Generally speaking, one anticipates or 
visualizes possible future actions and behaviors with knowledge from past experiences. 
 

 

Conclusions  

 Recalling the idea of continuity suggested in the previous conclusion regarding 

the participants and the transcultural process, change may also be perceived as a 

continuous phenomenon (Weick & Quinn, 1999). Events such as family nucleus break-

ups, leisure activities, schooling, moving, marriage, travels, and career moves have 

shown transformative power as sources of experiential knowledge when combined with 

critical and existential self-reflection. Participants’ experience with change included the 

following descriptions: disruptive, inducing suffering and death, life opportunities, a 

pause to visualize strategies and plans, vulnerable periods, opportunities for ingenuity 

and creativity, adapting, assimilating, and accommodating. Overall, it seemed that all 

participants sought to achieve and maintain a level of well-being and harmony while 

addressing significant external changes. 
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 The participants described periods of change in which ingenuity and creativity 

were displayed. To transform an imagined future into actionable steps requires a flexible 

and analytical mind. Across the stories, change appeared as movement from one state to 

another. This impression of movement led to consideration of the role of subjective 

perceptions of temporalities for each participant. Brunelle (2017) mentioned the need to 

address the construct of temporality and its subjective pluralities in organizations. The 

exploitation of time (i.e., linear and measurable), webbed and currently indissociable 

from human organization and synchronicity of action, is prioritized over the subjectivity 

of temporal human perceptions. Nonetheless, Brunelle emphasized the need to explore 

temporalities as directly related to human behaviors and actions.  

 Figure 5.3 offers a constructivist temporal perspective, whereby participants 

traveled through their memories revisiting and reconstructing their life stories, evoking 

timing and duration within their experiences. As pointed out by Bakken, Holt, and Zundel 

(2013), “The past . . . is . . . a constantly shifting sea of meaning that gets reconfigured 

every time we invoke it” (as cited in Brunelle, 2017, p. 5). Indeed, the narratives 

addressed moments and memories and elaborated articulation of enmeshed meanings, 

emotions, feelings, and rational analysis. Yet, participants rarely remembered any exact 

dates or years, but solely periods of life connected by a consciously structured continuity 

of thought and need for coherence. 
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Figure 5.3. A tentative representation of a cyclical momentum of life’s significant moments. 
From the analysis, this visualization was captured representing life’s cyclical momentum relating 
significant and meaningful moments of discovery, disruption/stimuli (internal and external) or 
disruptive states (varying in degrees of intensity), and new balance or harmony. While the big 
events may seem the most obvious, one often remains oblivious to little changes, as disruptive 
and intense as they may be, as pointed out by participants. Each moment corresponds with a state 
of transition: familiar to unfamiliar, introducing emotional and cognitive disruptions leading to an 
unknown new balance. Each moment and state is embedded in its respective temporal dimension. 
Arrows do not meet; they purposefully pass each other to represent the cyclical dynamic 
momentum: stage 0 is unknown (i.e., may be physical birth) and stage ∞ is unknown (i.e., may be 
physical death). 
 
 
 
 The nine participants helped draw what might be a model of balancing and 

maintaining one’s well-being while coping with external stimuli triggered by change and 

the unknown. Three paradoxes appeared to be cohabiting and contributing to a degree of 

the participant’s life comfort (i.e., physical) and well-being (i.e., mental): seeing change 

as an opportunity to grow and maintaining stability in one’s personal and professional 

life; enriching the familiar with curiosity about the unknown; accepting slight discomfort 

to stay on one’s toes to maintain a readiness for uncertainty. Figure 5.4 is an attempt to 

capture the balancing act of attaining and maintaining one’s comfort and well-being while 

heading into the unknown, which participants seemed to have been carrying out 

throughout their lifespan.  
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Figure 5.4. The balancing of life from a transcultural perspective while heading for the unknown 
and negotiating change. The figurative representation is an interpretation of how the participants 
seemed to maintain a familiar environment and stability while negotiating change and heading 
for the unknown. Hence, the individual lives in his sphere of comfort continuously balancing his 
or her well-being.  
 

Transcultural Individuals as Agents of Change (Subquestion 2, Part B) 

Themes 

 As noted in chapter 2, the denominations for individuals instigating, 

implementing, or supporting change vary from agent of change and change agent to 

change champion. The literature has indicated that an agent of change is someone who 

can “improve organizational performance” (Murthy, 2007, p. 3). For that designated 

person in the organization, change is perceived as positively contributing to the 

organization and as an improvement from a previous state of affairs. Murthy (2007) 

described agents of change as those who  

• Articulate change and make sense of change underway 

• Serve as a catalyst 
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• Are in a key position 

• Manage language, dialogue, and identity 

• Recognize and differentiate between categories of change such as adaptive 

and intentional 

• Make change salient and reframe it for others 

As above, the results are reviewed by the major themes, including subthemes, as 

presented in chapter 4. 

 Leadership. The participants were involved in instigating and implementing 

change while running into some of the obstacles exposed in chapter 2 (Argyris, 1990): 

misunderstanding and misinterpretations in communication, organizational inertia, and 

unreasonable behaviors. They also seemed to have been following some of the strategic 

steps provided by Kotter (1995) to achieve and/or contribute to a successful process of 

organizational change (see chapter 2). Their leadership involved articulating objectives 

and visions, combined with the humanistic value of including, involving, entrusting, and 

empowering colleagues. Such a style echoes the idea of a life-serving leadership and 

management approach formulated by Spitzeck et al. (2009) to reintroduce humanism in 

business. As pointed out by some of the participants (Miss S., Mrs. C., and Mrs. P.), it 

takes time, dedication, and committed, responsible individuals to transition an 

organization from one cultural worldview to a contemporary, future-oriented perspective. 

Embodying a new vision draws on energies to be canalized with a focus on what is being 

reoriented on rationally articulated and empirical grounds. Nonetheless, trust and faith in 

the people above requires knowing what, why, and how they are reshaping the 

organization. 
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 Communication. Participants exemplified roles of leaders and managers when 

emphasizing the importance of providing support and positive reinforcement to their 

colleagues. Their communication mode included first and foremost putting themselves in 

the stance of a listener and acknowledger, while articulating clearly their message aligned 

with change strategies. This approach demonstrated their consciousness and awareness of 

individual disparities, including personal cultural values. Work-related cultural values 

have significant effects on individual behaviors (Taras et al., 2013). Cultural value 

differences may impact job performance (Stahl, Maznevski, Voigt, & Jonsen, 2009). 

Hence, the importance of clarifying messages as participants did. To achieve clear 

communication, the literature emphasized the need to develop emotional and social 

intelligence (Ekman, 2007; Goleman, 2005, 2007, 2011; Matsumoto, 2009) and more 

recently cultural intelligence (Ang & Van Dyne, 2008; MacNab, 2012; Thomas & 

Inkson, 2009) for leaders and managers to be successful. Being able to decipher subtleties 

in thinking processes brings new perspectives to conversations. The participants seemed 

to show that such a skill may originate from the combination of life experiences and the 

integration of multiple cultural frameworks. As Hall (1976) mentioned, one’s thinking is 

culturally bound. Therefore, as demonstrated by the participants, a translator is not just an 

interpreter of the audible (i.e., language) but also of the visible and invisible, to which 

belong cultural subtleties hidden in meanings. 

Pragmatism. Navigating cultural frameworks entails knowing the language and 

the underlying subtlety of the meanings associated with the cultural atmosphere. It 

requires displaying proactive behaviors such as instigating, supporting, and implementing 
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incremental changes with the bigger plan. It also meant having no taboos for open 

discussions. 

 Lifestyle. From an individual perspective, a transcultural lifestyle can be an exotic 

one, and costly with the multiple trips to one’s home country. That is the price of 

attachment to multiple “homes.” With travel comes knowledge of how things are done 

elsewhere. Hence, one develops a comparison mindset and an international scale of 

references. This may range from business-oriented knowledge to personal informative 

experiences.  

 Comfort and happiness constituted a balance worth striving for. Mr. G. provided 

such a perspective when describing his favorite painting (Appendix A): 

We call this work by Hobbema, at the National Gallery in London, “Greg’s 
painting.” I must have seen it for the first time in 1991, at the time of major 
changes in Eastern Europe, my first arrival to London, and our wedding in St. 
Petersburg. I admire the juxtaposition of the walking man’s tranquility and the 
vast landscape. At first, the painting comes across as a peaceful rural episode, but 
there is a city in the background. Some years later, a guide pointed out the sailing 
ships on the horizon, which connect this land with the oceans, exploration and the 
unknown. It reminds me that at time of changes we find peace in a simple walk, 
fresh air, and familiar trees. Such local experiences provide a moment of pause, 
and to refill in energy to reach out into the world, to discover and to enjoy the 
unknown. The painting also provides endless details, symbolism, and it teaches 
me the power of observation. After decades of admiring it, still every time I 
discover or imagine something new. The church, the gun, the dog, the new trees. 
Basically, this painting has everything: the rural comfort and the city’s progress, 
the vast world beyond, the thinking, the riddles of symbolism and the excitement 
of change. It is the best combination. 

 The participants mentioned coping mechanisms to maintain harmony in their lives 

while going through significant changes. What is applied in personal lives may also serve 

an organization. For example, their references to aesthetics, arts, or ways of being were 

informed by their transcultural upbringing and international travels. Participants 

transferred their transcultural values and worldviews into their professional activities in 
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managing change—through work ethic, communication, capacity to decipher subtle 

changes in behavior, and diplomatic mindset, among other ways. Overall, these findings 

are consistent with the literature in regard to a healthy psychological life and well-being 

when choosing a strategy for integrating two cultures rather than rejecting either 

(Ponterotto, 2010; Ponterotto & Fietzer, 2014).  

 Table 5.3 summarizes participants’ perceptions of being agents of change. 

 
Table 5.3 
Summary of Participants’ Self-Perception as an Agent of Change 

Participant Perception as agent of change 
Mr. E. Emphasized an intellectual description including work ethic and value-driven 

principles. Encouraged individuals to seek higher interpersonal and social motives 
in the workplace than just working for the money. 

Mr. G. Considered the agent of change to be a rare specimen who is able to drive people 
to make things happen and thus change the course or state of things. 

Mrs. N. Had a very high opinion about the agent of change. Saw that person as someone 
working at changing the world and having a big impact visible to all. Did not 
think of herself as an agent of change. 

Mrs. S. Viewed her role as an agent of change in supporting others by clarifying 
situations involving change. Reassured others and spoke about opening their eyes 
during that transition period. Engaged processes of change with dynamism and an 
optimistic action-driven approach, seeking efficiency and effectiveness. 

Mr. M. Provided significant modifications in the way patrons experienced their 
interactions with library resources. 

Mrs. A. Had a number of examples describing how she behaved and acted in mutual trust 
with the public. Among them, explained brightening a woman’s perspective of the 
world when fear had clouded her mind for too many years. Illustrated how the 
power of words can affect one’s worldview and maybe one’s life. 

Mr. F. Strove to communicate clear messages. Considered it key to be able to articulate 
and clarify objective history to inform people. Hoped and aimed to broaden 
people’s knowledge. This involved encouraging critical reflections on the 
historicity of sociopolitical economic influences in layman beliefs that drive daily 
lives. 

Mrs. C. Emphasized the exhilarating and enjoyable aspects derived from change. Always 
considered herself as an agent of change while maintaining a degree of personal 
life stability. Strongly believed in the institutional growth derived from change. 

Mrs. P. Viewed her role as a leader of change. Significantly altered educational 
organizations’ structures to provide a teaching and learning environment in 
accord with their era. Underlined the aspect of time perception as a crucial mean 
to induce revised human habits and instigate innovative human actions. 
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Discussion 

 What can be assumed regarding the usefulness of the transcultural individual for 

the workplace? The skills, competencies, and abilities should transfer from a transcultural 

life experience (Table 5.4). A capacity to address change in complex interpersonal and/or 

cross-cultural settings requiring analytical and pragmatic approaches while remaining 

receptive and attentive to cultural assumptions and values should also be transferable. 

 The literature provides evidence that organizations (e.g., multinational 

corporations, international nonprofits) are seeking talent internationally in a competitive 

market (Adobor, 2004; Beechler & Woodward, 2009). A transcultural life made the 

participants knowledgeable about how life is lived elsewhere than in their country of 

residence. They were thus able to compare such things as way of life and quality of life, 

as well as aesthetically driven sociocultural frames of references such as culinary habits, 

education, business practices, leisure activities, and different perception of time. 

Knowing what exists outside of one’s daily realm enables a global vision, a sense of 

general tendencies, and sociocultural shifts pervading or spreading around the world. For 

managers and leaders of change, such knowledge widens perspectives on how to enact 

their role. 

 Table 5.4 connects some of the characteristics that emerged from the participants’ 

life stories to theoretical characteristics identified in the literature concerning the agent of 

change. It was said previously that an individual comes to work as a whole being, and 

thus some of the most obvious skills and knowledge that were identified throughout the 

nine narratives appear in the column for Strategies. Participants used certain strategies to 

deliver their messages or support their colleagues or implement their strategic 
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organizational changes. The three major ones underlined here are a humanistic approach 

to management and leadership; being pragmatic in application and implementation of 

change strategies; and being a visionary to guide the unfolding of a strategic plan while 

remaining open to situational adjustments. Consequently, it seems obvious that the 

participants were agents of change—although they did not say it in the same way. 

 
Table 5.4 
Interconnecting Extrapolated Characteristics from the Nine Life Stories with Being an Agent of 
Change 

Characteristics of 
transcultural individuals 

Transferable 
skills/knowledge Strategies 

Characteristics of  
agents of change 

• Conscious awareness 
• Analytical abilities 
• Association of thoughts 
• Self-awareness of cultural 

influences in one’s being 
(i.e., in behaviors, 
thinking, worldview) 

• Self-regulation 
• Monitoring of social 

behavior 
• Openness to learning  
• Curiosity for knowledge  
• Capacity to critically 

reflect 
• Self-assessment 
• Conscientiousness 
• Analytical thinking 
• Comfort with a 

perception of change as a 
symbolic representation 
of the dynamic 
momentum of life 

• Paradoxical thinking 
• Comfort with cognitive 

dissonance 

• Languages 
• Cultural  

intelligence 
• Emotional 

intelligence 
• Creativity 
• Open-  

mindedness 
• Openness to  

experience 
• Metacognitive  

thinking 
• Flexibility 
• Non- 

judgmental 
approach 

• Optimism 
 

Humanistic lens: 
• Employing 

participative  
leadership/ 
management 

• Having a strong 
work ethic and  
values 

• Communicating 
 
Pragmatic: 
• Being proactive 
• Being analytical 
• Having empathy 
• Converting 

abstract thinking 
to practice  

 
Visionary: 
• Anticipating 
• Using prior 

experience 
 

• Connection of 
the previously 
uncorrelated 

• Creativity 
• Diplomacy 
• Analytical 

abilities 
• Articulateness 
• Listening 
• Resiliency 
• Humanism 
• Open-

mindedness 
• Risk-taking 
• Curiosity 
• Vision 
• Use of a 

metacognitive 
process 

 

 
 
 Looking closer at the results, two major aspects materialize: one’s prior personal 

experience and relationship with change, and one’s perception of the agent of change or 

visualization of the traits that should be embodied. The disparity among the participants 
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suggests that one’s relation with the idea of change is relative and subjective. It is relative 

to how change is defined and presented, and subjective in how change has been lived or 

experienced by the individual. Therefore, it seems important to clarify these components 

before asking individuals to simply cope with change in an arbitrary way. Saka (2003) 

pointed out the too-often taken-for-granted rational-linear aspect given to change in 

organizations and the pressure put on management to communicate a clear-cut vision of 

change while it is simply the embodiment of uncertainties and unknowns. 

As noted earlier, change is a transition from one state of things to another. One 

can only hope to attain an envisioned state, but the reality remains uncertain and how the 

transitional phase is carried out also triggers side effects to be managed. Therefore, the 

basic and threatening human emotions of anxiety and fear are stimulated to mobilize the 

individual’s attention and resources (De Becker, 1997; Vohs & Baumeister, 2017). The 

participants expressed the importance of paying attention to the Other and taking a 

listener’s stance as well as taking initiative and offering guidance. 

 The need to self-regulate one’s emotions and monitor one’s behaviors in cross-

cultural relations has been emphasized; interestingly, the same applies to managing 

change, as it has different implications, meanings, and psychological outcomes for 

different individuals. It seems important and useful to rethink how change is defined and 

presented to individuals in the workplace and possibly in relation to one’s perception of 

time dynamics other than chronological. 

Conclusions 

 Transculturals can contribute to implementing organizational strategic change. 

Prior experience with the transcultural process or as a transcultural throughout one’s life 



 272

reveals individual characteristics that can be transferred to the workplace and in the role 

of an agent of change. As key communicators, transculturals’ analytical skills help break 

down complex situations for others. Participants showed how they supported colleagues 

experiencing personal difficulties with change, while they shared practical and human 

concerns with their organization in the case of overlooked obstacles. For instance, not 

everything may need to be changed if human comfort is jeopardized to a point of causing 

ineffectiveness or inefficiency or hindering one’s functioning.  

 The participants indicated characteristics very similar to the ones the literature has 

inventoried. Figure 5.5 presents three major areas with which the participants helped 

overcome human difficulties. This is indicative of a humanistic stance when 

circumstances require team efforts. Building team support does not replace presenting 

change in an unthreatening way so that all feel comfortable in the transition from one 

state to another. 

 

Figure 5.5. Change perceived as a personal threat. One generally anticipates that change brings 
unknown circumstances and a new environment; emotional and physical discomfort; and a degree 
of uncertainty. The analysis of the results shows a probability that transculturals may be 
predisposed, ceteris paribus, to managing, to functioning in, and to addressing change more 
comfortably than individuals feeling threatened by change.  
 
 
 
 Due to their nonjudgmental approach, optimism, and capacity for distancing 

themselves from a potentially threatening perspective of change as a disruptor of comfort, 
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transculturals may be able to present change in another light to soothe or reassure 

colleagues. To become a transcultural individual appears to be a transformative human 

quality that enables individuals to identify and decipher subtle changes in human 

dynamics so as to anticipate and cope with obstacles that arise. Participants indicated 

being paradoxically comfortable with change in the workplace while requiring their 

personal and home comfort. Hence, some form of personal life stability appears 

necessary while individuals go through change in the workplace. Even if change may 

seem ordinary, a minimum of perceived structured comfort is needed to counterbalance 

the effect of disruptions elsewhere in one’s life. 

Overarching Conclusion 

Research question: How are transcultural individuals agents of change in the 

workplace? 

 Past and current literature has shown that individuals’ exposure to certain 

sociocultural environmental settings favors their blooming while other settings impair it. 

This study was an attempt to gain insight on the process individuals have gone through or 

are going through as transculturals or may anticipate going through in a life-changing 

transnational move. It was also aimed at gaining awareness of the enhanced capacities 

that individuals develop by living such a transformative process, the kind of knowledge 

that emerges and is created by a learning process of self-reflection upon personal 

experiences, the broadening of personal potential, and the possible contribution 

transcultural individuals can make to human societies that are ever in the making.  

 Since the transcultural individual has occupied the forefront of this dissertation, a 

visual representation of concepts associated with this individual is provided in Figure 5.6. 
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Figure 5.6. An anthropomorphic visual of concepts related to the transcultural. This 
anthropomorphic visual symbolizes the symbiotic and dynamic relations between the concepts 
explored in this dissertation study. The mysteries of human development are represented in a 
cloud hovering over the individual. Each member and major organs for one’s life are symbols that 
can be described as follows: To become a transcultural individual appears as a conscious and 
unconscious integrative process. A way of being drives actions and behaviors (the heart pumping 
blood). Driving humanistic values in interpersonal relations is the left arm. A way of knowing 
drives thoughts, association of ideas, and the scaffolding of an understandable and meaningful 
world (as breathing fresh air broadens the mind in contrast to suffocating in closed 
environments). Experiential knowledge strengthens ways of interacting with others and the 
immediate surroundings (right arm). Momentum is given by the waist and legs: one represents 
skills, competencies, and abilities; the other represents opportunities met with a dynamic 
optimism. The individual comes into the world with a genetic heritage and grows in specific 
surroundings and sociocultural settings.  
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 Perceptions of change vary: from a process in the becoming, whether grounded in 

substantive metaphysics (e.g., changes in substance or content of things) or process 

metaphysics (implementing imagined and abstract strategies) versus change as something 

happening sporadically or temporarily to the organization as if fixed in time (Langley, 

Smallman, Tsoukas, & Van de Ven, 2013). Organizational studies have emphasized that 

time is key in organizational settings (Brunelle, 2017). The observed continuity in 

changes occurring in an organization’s life indicates that organizations have been riding 

change waves at a seemingly accelerating pace, with a tendency to produce forces of 

resistance. Therefore, it may be time to modify perception of the change-time continuum 

and thus how we present change to individuals in the workplace.  

 The human resource function has been recognized in the literature as being key to 

positively affecting employees’ perceptions of change to gain their commitment, to 

support them, and to monitor behaviors (Maheshwari & Vohra, 2015). Becoming a 

transcultural individual may offer an innovative way of looking at change. Transcultural 

individuals live in continuous cultural shifts as a way of life, moving and navigating the 

social, societal, and workplace environments. That’s what they do when they shift or 

alternate between languages, behaviors, ways of thinking, or worldviews. 

Transculturality is a form of continuous change, a flow of cross-cultural references 

intermingling rather than a fixed state. To become a transcultural individual can be seen 

as a life experience of change with culture as the object of change. Such prior experience 

brings knowledge about oneself, the world, and change itself. Change is here defined as 

moving from one familiar state to another unfamiliar state, until the unfamiliar becomes 



 276

familiar enough to be considered a new balanced state. In other words, transculturals are 

agents of a continuous change in culture, ever recomposing their cultural framework. 

Recommendations 

 This study offers ideas and paths for individuals, practice in the workplace, and 

future research. 

Recommendations for Individuals 

 Informing individuals about the transcultural phenomenon. Some individuals 

experience pain because they feel out of place or struggle with nostalgia for a home. 

Hence, they might find it useful to learn more about what it means to be a transcultural, 

and how to work with such a situation and existential sense of being. The integration of 

multiple cultures in one’s life is the healthiest strategy according to the literature. That 

remains to be communicated to the public. The transcultural trait is a powerful human 

quality and an existential transformative human development process that requires 

practice and deep self-reflection. Monitoring one’s behavior and self-regulating one’s 

reactions in cross-cultural settings or under circumstances of change are not easy tasks. 

 A supporting role for transculturals. Within the work place, human resource 

departments could identify transcultural individuals to set up a supporting, mentoring, 

coaching network for colleagues struggling with cultural differences. As seen in this 

study, developing a transcultural outlook will render one more secure and positively alter 

one’s relation to change and to multicultural situations. One motivating aspect to 

encourage individuals to develop a transcultural outlook could be to mention that cultural 
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intelligence is highly sought after and praised in contexts of public services and 

international business and management worlds. 

 Cultural translators. Transcultural individuals can be recognized as translators 

of cultural subtleties for the betterment of an organization’s efficacy and efficiency. 

Recommendations for Practice 

 A transcultural think tank. How to best incorporate a contemporary worldwide 

cultural phenomenon in the workplace? One answer could be to create a team of 

transculturals, representing all levels within the organization, to reflect on sociocultural 

phenomena pervading the workplace, and to oversee the implementation of internal 

policies for the progress of cultural integration and ethical business practices. Such a 

transcultural group could also harvest cultural knowledge across expatriates’ experiences 

in order to address rising local issues and challenges. 

 Humanistic management. A transcultural humanistic worldview in the 

workplace brings efficiency and effectiveness. Human growth and personal development 

is a worldwide common motivating factor for the individual. By paying attention to the 

individual-organization relationship, the latter benefits from the former’s dedication. For 

instance, ideas of comfort and well-being may vary across cultures, and thus 

transculturals would be well suited to bridge such subtle gap between a worldwide setting 

of organizational norms and standards, and local perceptions and working habits.  

 Organizational change and ethics. Change accompanied with ethical 

considerations, derived from a humanistic management approach, enhances an 

organization’s sustainability as a universal socioeconomic entity built on grounds of 

human cooperation and coexistence. It can then be driven by its social and responsible 
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vision and mission to serve human interests, social and economic needs, demands, and 

progress. Transcultural individuals may thus be suitable to communicate organizational 

change, across cultural borders, by translating locally and articulating clearly 

transitioning phases and the organization’s vision and mission. 

 Recruitment. Labor laws and citizenship administrative situations can present 

obstacles for foreign talent recruitment. Transcultural individuals, understanding country-

related subtleties, can provide insight into local hiring processes. Due to the emergence of 

regional market segmentation, the hiring of transcultural individuals can provide market 

savvy and an understanding of socio-economic habits and cultural meanings. 

 Cultural differences and accompanying expatriates. To increase chances of 

success in expatriation, the following support system has been thought of: transcultural 

individuals could be identified to serve as point of contact, coaches and/or constitute 

support teams locally. Human resources at headquarters could identify transcultural 

individuals to form a remote support team, functioning as a hotline 24/7 worldwide. 

Recommendations for Research 

  Furthering the understanding of transculturals. To further the understanding 

of the transcultural way of knowing the world and being in the world, larger sample 

studies could explore the perception of time in transcultural life. For instance: how does 

one integrate multiple perceptions of time as one lives in different culture/country 

settings?  

 Identity theory revised. The concept of the transcultural phenomenon appears to 

introduce a questioning of the conventional thinking to the socio-psychological rapport 

between individuals and human societies’ contemporary construction, which call for 
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thinking beyond nationalistic perspective. Identity theories may need to be revisited 

under the transcultural paradigm to address contemporary social challenges. 

 Informing the public. Further empirical research about the process of integrating 

multiple cultures for one’s well-being and personal growth need to be communicated to 

the public. The massive migration phenomenon taking place today makes this 

transcultural concept all the more relevant to sociopolitical issues and challenges.  

 Education for a future. Research specific to transculturals’ roles in various 

working environments could help younger generations to better envision future careers 

and explore more fully their transculturality. It could also provide guidance for hiring 

professionals and human resources departments. 

 Neonomads and sedentary individuals. Further research comparing neonomads 

with sedentary individuals, in relation to one’s perception of change, could provide 

contrasting aspects about one’s philosophy of life and types of relationships one 

establishes with change. 

 Conceiving the future of humanity. The on-going reflections about the 

relationship between human beings and artificial intelligence could be seen as parallel to 

the complex cultural challenge of integrating multiple cultures. After all, isn’t artificial 

intelligence challenging traditional and conventional thinking about humankind and its 

relation to the world? Therefore, could individuals with lifestyles requiring continuous 

adaptation, cognitive flexibility, multiple-language learning and usage be better prepared 

to face the accelerating pace of a technological progress en marche?  

 

  



 280

Final Thoughts on a Transcultural Reality in the Making 

 Scholars have presented culture as both an interactive creation of symbolic 

meanings and a collective heritage transmitted from one generation to another. It is the 

product of sociohistorical events, circumstances enmeshed with the history of human 

interindividual interactions and between communities. Therefore, cultures exist within 

social rapports, which are generally not on equalitarian footings. Transcultural thinking 

transcends dualistic thinking, as multiple cultures are integrated in the individual’s 

essential core during the transformational and experiential process of becoming a 

transcultural individual. 

 Figure 5.7 is created from associating the transdisciplinary theoretical, conceptual, 

and empirical work reviewed for this study and combining it with the exploration of nine 

transcultural life stories, including my personal interpretations. To further define the idea 

of a transcultural reality, I am connecting it to Foucault’s definition of space: 

The space in which we are living, by which we are drawn outside ourselves, in 
which, as a matter of fact, the erosion of our life, our time, and our history takes 
place, this space that eats and scrapes away at us, is also heterogeneous space in 
itself. In other words, we do not live in a kind of void, within which individuals 
and things might be located. We do not live in a void that would be tinged with 
shimmering colors, we live inside an ensemble of relations that define 
emplacements that are irreducible to each other and absolutely non 
superimposable. (Foucault, Faubion, & Hurley, 1998, pp. 177-178) 
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Figure 5.7. A tentative mapping of an imagined transcultural reality. T map presents the 
transcultural phenomenonphenomenon with both outcomes for the individual and opportunities 
for human societies. Moreover, it contributes to the creation of knowledge (on the left). The upper 
right section is dedicated to societal opportunities: policies, business and economics, architecture. 
The bottom of the map is explicitly devoted to outcomes for the individual engaging in thethe 
transcultural process. The upper left corner indicates that the process takes place in an imagined 
transcultural space and reality. 
 

The way Foucault appears to define our living space mirrors the transcultural 

space whereby a transcultural reality is the combination and convergence of multiple 

cultures in a single space. It is arranged with all respective cultural symbolic 

representations that are dear to an individual while being open to new ones and letting go 

of others, while they may be archived in one’s memory and in dedicated collective spaces 

of memories. 

 An overarching reflection derived from the combination of the literature and the 

findings of this interpretative study closes this chapter and the dissertation. This 
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reflection came to me first in my mother tongue, French. Therefore, for the purpose of 

authenticity in respect to this dissertation’s process, final thoughts are presented in 

French in Appendix C. The English translation is provided here. 

 To become a transcultural individual appears to be both a bricolage and a mental 

process of physical and spiritual (conscious and unconscious) progression on the 

individual scale. From a theoretical viewpoint, it is a concept and a mental creation 

offering a choice between different lives. From a practical viewpoint, the individual 

incarnates it, the socioeconomic and political environment influences it, and the urban 

architecture represents it in symbolic designs. One can find traces, evidence, of this 

transcultural phenomenon in the arts going back more than 40,000 years. Art offers the 

opportunity of a symbolic representation ofthe transcultural phenomenon in motion, 

whether intellectual, emotional, affective, or physical. According to the accepted space-

time referential, the transcultural phenomenon can be said to be atemporal. Indeed, it has 

been part of human life since its origin, because it creates culture and only takes form in 

the presence of cultural exchange. Still, this phenomenon is progressively accentuated in 

today’s socioeconomic and political spheres. It formerly was emergent and noted by 

anthropologists and sociologists. Today, it is in a context of cultural contrasts accentuated 

by civilizational globalization that it emanates sporadically. The theorization of the 

transcultural phenomenon can be found within different academic disciplines, whose 

conceptual frameworks have been enlarged and opened to new ideas, and to the recent 

interdisciplinary transfers of knowledge. The repercussions of this phenomenon on the 

reality of the human being are multiple, potentially irreversible, and certainly 
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unforeseeable. They are disseminated in everyone’s daily life by their metaphysical 

experience in a nonlinear context. 

 The temporal space of life experience is today enlarged by technologies that bring 

together individuals from all over the planet. Modes of communication, the acquisition of 

knowledge, and individual experimentation have brought unprecedented opportunities by 

shortening the time required to access them. From a metaphysical viewpoint, the 

individual has perhaps found an answer (artificial?) to the universal phenomenon of 

existential anxiety due to the solitude and isolation created by these new technologies that 

both bring together and divide human beings, while enriching and relativizing the idea of 

the world that the individual creates. 

 Thus, the timeliness of the transcultural phenomenon derives from the virtual and 

progressive erasing, whether desired or not, of visible (e.g., countries) and invisible (e.g., 

cultural) borders between human beings. The importance of the migrations of human 

beings due to multiple causes, ranging from armed conflict to lack of food, access to 

drinking water, or climate change, modifies the seeming equilibrium of human societies. 

Just as a virtual model can simulate human physical evolution, so also can we imagine and 

simulate the impact of the transcultural phenomenon on the creation of a new model of 

society, shorn of physical borders, whose system of government remains to be invented. In 

such a case, everyone becomes transcultural and the very concept itself is dissipated in 

social homogeneity. Then it would no longer be possible to maintain the conception of a 

country with its geographical delimitations and administrative structure inherited from the 

history, at once common and separate, of peoples. A new cultural way opens, 

uncontrollable and indifferent to the individual’s well-being. A few such scenarios are 
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emerging here and there. Whether we like it or not, the unknown contributes largely to the 

human adventure in the continuity of a heritage that goes back to the origins of our very 

human essence. 
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APPENDIX A 

PARTICIPANTS’ TRANSCULTURAL SYMBOLIC REPRESENTATIONS 

 

Mr. G. 

 

The Avenue at Middelharnis, 1689, Meindert Hobbema 
Courtesy of the London National Gallery of Art. 

 
Mr. G. described with his own words the meaning of this painting for himself: “We call 
this work by Hobbema, at the National Gallery in London, “Greg’s painting.” I must have 
seen it for the first time in 1991, at the time of major changes in Eastern Europe, my first 
arrival to London, and our wedding in St. Petersburg. I admire the juxtaposition of the 
walking man’s tranquility and the vast landscape. At first, the painting comes across as a 
peaceful rural episode, but there is a city in the background. Some years later, a guide 
pointed out the sailing ships on the horizon, which connect this land with the oceans, 
exploration and the unknown. It reminds me that at time of changes we find peace in a 
simple walk, fresh air, and familiar trees. Such local experiences provide a moment of 
pause, and to refill in energy to reach out into the world, to discover and to enjoy the 
unknown. The painting also provides endless details, symbolism, and it teaches me the 
power of observation. After decades of admiring it, still every time I discover or imagine 
something new. The church, the gun, the dog, the new trees. Basically, this painting has 
everything: the rural comfort and the city’s progress, the vast world beyond, the thinking, 
the riddles of symbolism and the excitement of change. It is the best combination” (Mr. 
G., September 2017). 
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Mr. F. 

 

Painting by Mr. F.: A symbolic representation of his transcultural reality 
through his rapport with language and learning. 

 

“As a kid, reading became problematic for me. . . . I blocked learning how to read 
French, and I only looked at all the pictures of the French comic books we had at the 
house. I learned how to read English, but there too, I avoided reading as much as 
possible, and preferred looking at picture books. I had my own stories for the comic 
books in front of me. Drawing became my way of expressing my thoughts and feelings. 
The paintings I do now are responses and investigations into imagery of individuals 
known and unknown. In the painting there is the faint imagery of an old French font 
ruler, . . . a graphic tool for letters. . . . The combination of the figurative and the abstract, 
both worked up at the same time, me responding to the outcome of both.” 
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Mr. E. 

 Two poems by Mr. E., the first one in French and the second in English, 

constitute symbolic representations of water as time carrying man across locations and 

life. Moreover, the poems depict how Mr. E. discovers the world (Night Watch) and 

experiences life as a man (Little River). They also reflect his transcultural reality and 

memory expressed through romanticism and anthropomorphism. In Night Watch, Mr. E. 

is on a sailing trip in the Atlantic Sea between Pornic, France, and Portugal. An 

interesting detail related to his transculturality is that Night Watch came to the author 

while sleeping on an airplane between France and the United States. He woke and 

immediately wrote it in English. Why he chose the English language remains a mystery 

to him to this day. He mentioned that he dreams in French as well as in English and 

Swedish. This is how Mr. E. introduces his poems:  

So many years run under the bridge since I wrote these words, depicting these 
wonderful moments. Life teaches you lessons every day through the ones you 
love. This is a fact. Nevertheless, everybody teaches you something. It is not who 
you learn it from, it is what you apprehend. Our duty as human beings is to grow 
our knowledge of life. By respecting the message of sharing, we allow ourselves 
to educate and transmit these teachings and simple messages. The message of 
love helps us grow self and mutual respect through borders, cultural differences, 
and spiritual beliefs of mutual interacting. Nobody owns the truth; our differences 
enlighten us to make this world a better place, a better journey, a great happening 
for all of us. Despite religion, races, education, and beliefs. One person at the 
time, one day at the time, as long as wind blows, water runs around us and hope 
remains in our heart. Let’s keep cruising in the landscape of our horizons as long 
as it broadens limits of the blinded mind of our own certitudes. (Mr. E., 
September 2017) 
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Petite Rivière [Little River] 

Dans la pénombre du jour qui se cache 
Les nuages dessinent comme un sombre canevas 
Ou mes pensées vont s’entremêler la nuit durant. 
Le temps qui s’étire en se riant de nous, coule, coule 
Comme le flot de ma petite rivière gelée mais vivante 
Se jouant du froid, de la neige, des années qui passent. 
Je l’ai revue ma rivière, aussi impétueuse que le regard d’une corse 
Aussi vivante que ce nourrisson serrant ses doigts sur l’index de sa mère 
Toujours majestueuse, silencieuse et dangereuse à la fois, puissante !  
Elle a bercé ma mémoire toutes ces années, juché sur le petit pont, 
Comme mon père le fut aussi, séduit par sa chanson coléreuse  
Quand le courant grossi et génère la chanson des pierres, 
Le chant de la danse du vent, des herbes et des rochers arrondis. 
Le brillant de cet image n en fini pas de s’éteindre dans ma mémoire 
Au point que la surprise de la découvrir s’estompe pour laisser place 
A la chaleur tant renouvelée des retrouvailles éternelles et intemporelles. 
A chaque fois présente, toujours vibrante, aussi rebelle qu’hier 
Tant de fois caressée de nos regards surpris de la reconnaître  
Ma rivière est là, une fois de plus, fidèle à son image 
Comme la gardienne de mes souvenirs reliant hier à aujourd’hui 
Témoignant des rires de ceux qui l’ont chevauchées à maintes reprises  

Tentant d’en extraire ces perches rebelles et scintillante 
Ou de guider entre ses rochers notre petite barque 
Partant à l’aventure de nos émotions et de nos conquêtes. 
Tant de vagues sans cesse renouvelées, tant de courant tourbillonnant 
Ont bercé ma vie de père, d’amant, de mari et de vagabond éternel  
Sans me juger ni me condamner, sans m’en vouloir  
De l’avoir si souvent abandonné de longues années, sans signe de vie. . . . 
Tu es le miroir brouille de ma vie, la réflexion de ma vie, 
Le rempart contre ce temps qui marque sans pitié sa trace sur nos regards, 
Nos visages et yeux cernés, nos mains marquées de tâches brunes 
Comme les pierres de ma rivière, mais qui demeurent, elles. 
Combien de regards as-tu absorbe dans les méandres de ton courant, 
Combien se sont noyées de nos pensées éphémères et coupables 
De t’oublier trop souvent, toi qui signifie cette vie sans fin  
À laquelle nous nous attachons trop, par habitude ou passion ? 
Petite rivière, ne m’oublies pas et coule encore de longues années  
Pour me rappeler que j’existe toujours à tes côtés et que mes enfants 
Seront un jour-là, près de toi, pour que tu leur raconteur mon histoire, 
Celle qui nous réunit dans le temps, l’air et l’eau 
Afin qu’à jamais je ne flotte sur tes flots, emporte par ton courant riant. 
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Night Watch 

 
In the dark of this deep warm night 
Shines à Bright star like a soft smile, 
Upon the waves, glimmering drops of sea 
Splash Towards the moon light 
The insistent wind softly shakes the sails 
With this undefined tenderness 
Because sea and winds signed a treaty. 
The galley is quiet and remains dark and appealing 
To escape the unknown of darkness and perpetual movement. 
The boat rocks and whispers encouraging rumors, 
Keep up your attention, visitors on their way. 
All of a sudden, the sea sends a message 
The moon light reflects a shiny wet skin, 
A grey dolphin blinks his left bright and smiley eye 
Warning me if is part of the watch too. 
I feel honored that this busy “mammifer” 
Chooses to follow Zelma’s course to show his friendship. 
I exist in his sight like his presence along the sliding boat 
Surfing softly over the tireless waves in motion. 
The sound of the wind, the whisper of the water roaring along the hull 
Creates this mysterious atmosphere where you feel unique and so humble 
Because the elements allow you to exist and follow their leadership. 
My mind records this moment like the sponge retains water. 
I resist the temptation to share this moment with my father 
Who sleeps quietly, resting for the 6 am watch. 
The dolphin requests my presence and my attention 
As an accomplice, I obey and stand on the deck watching his elegant moves 
Dancing with the shiny waves, flirting with air and water, 
Singing the tune of Eole and Neptune in a magnificent duo 
I am astonished and captivated by this magical scenario. 
I check the course, fine tuning the jib who waves at the dolphin 
To be part of this air and sea majestic symphony. 
Zelma glides softly, witnessing the endless show of power and grace, 
Of power and subtlety, of shadow and dark sprinkles of soft light. 
My watch was endless because so rich of special favors 
Offered by the moon, the sea and the wind and my elegant visitor. 
The light, as at the end of an exciting play, pushes softly the dying night 
The wind helps me stay awake to soften my emotions 
And the relentless souvenir of this communion between so many elements. 
My father discovers my smile and asks if the star dust has not damaged my eyes? 
The marvelous souvenir is carved in my memory. 
The warmth of the coffee cup rubbing in my hands tells me I have to step down 
And end this dream to the light taking over a new day. 
My eyes twinkle in the birth of the sun light, spreading its powerful presence 



 340

To show the contrast of the waves, the movement of the boat, the life of the crew 
The warm presence of my father and the soft pressure of his hand saying 
Thank for looking after Zelma and us, go and rest. 
I softly roll back the screen of my mind towards my inviting birth, 
Praising theses precious moments, I wished to share with you, so many years after 
But still so vibrant in my memory, a glance at the eternal richness I carry in my heart 
To have been so fortunate to share such souvenirs and so much love, 
Trust and to have learned humility and respect for the elements surrounding me. 
I am still sailing on the same element surrounding my life 
With its warmth, danger and power inhibiting me 
To carry on my journey through time and future for ever and ever. . . . 
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APPENDIX B 

INTERVIEW PROTOCOL 

Background 
 
While the semistructured interviews’ framework was informed by the methodologists 
cited in chapter 3, the questionnaire was more specifically inspired by transcultural 
scholar Arianna Dagnino’s “5D interpretive model of transculturality” (2015, p. 154). 
This model highlights dimensions that contribute to the interindividual interactive 
heuristic approach to learning about the transcultural worldview. It is here adopted for 
that purpose and to seek a theoretical relation with the individual’s engagement in his or 
her workplace. Dimensions emerging from the transcultural life experience literature are 
related to: 
 

1) The concept of Time, as in historical heritage (e.g., cultural) and chronology 
of events. 

2) The Context, as in socially situated within a specific human environment in 
time, including technology, socioeconomics, and political atmosphere. 

3) Practice, as in the individual’s daily actions, interactions (e.g., ways of being), 
and life experiences.  

4) Meaning, as in the individual’s ways of knowing and interpreting the world, 
his philosophy of life, and his cognitive constructs culturally influenced. 

5) Agency, whereby the individual engages in self-reflexivity, critical thinking, 
innovation, imagination, and creative outputs.  

 
To provide an example to help the reader understand why these dimensions appear 
significant across the transcultural literature, I point in the direction of such authors as 
Benessaieh (2010) and specifically to Pico Iyer (Brenner, 2007), whose research has 
exposed a sense of a portable “private metaphysical space” (as cited in Dagnino, 2017) in 
which the transcultural individual feels at home. In the context of this initial qualitative 
research methodology, the combination of these dimensions has contributed to describing 
the transcultural individual from a holistic and humanistic perspective while seemingly 
resonating with Maslow’s idea of the individual’s “self-actualization” or Rogers’ “fully 
functioning person” or Fromm’s “autonomous person” (Maslow, 1973, p. 73). 
 
The following interview protocol was inspired from multiple methodologists (Creswell, 
2012, 2013, 2014; Maxwell, 2005, 2013; Crotty, 2012; Rocco, Hatcher, & Creswell, 
2011; Blaikie, 2010; Merriam, 2009; Seidman, 2013; Swanson & Holton, 2005). All 
interviews started as follows:  
 

1. I reminded myself of the kind of information that is sought in relation to the 
research question. I was also conscientious about maintaining a neutral stance vis-
à-vis any content provided by the interviewee to ensure a state of empathy and 
trust during the interaction. 
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2. A reminder about my motives and intentions throughout the interview process, as 
well as the inquiry’s purpose, was emphasized to the interviewee. 

3. The interviewee was reminded that anonymity is being respected by using 
pseudonyms and that the recording of the interview may be paused and/or stopped 
at any time. 

 
Interview procedures. The following components were integrated into the standard 
procedure for each interview: 
 

1. Headings were used (i.e., dates, place, time of day, etc.) for each interview and 
documents provided by the interviewee. 

2. Opening questions or statements were used as warm-ups for conversation, and 
closing questions or concluding statements were used to end the interview. 

3. During the interview, I encouraged the interviewee to elaborate and/or further 
explain his or her thoughts. 

4. Silences were respected, as they constitute pauses for reflections. They were also 
used as spaces between questions. 

5. At the end of each interview, the participant was encouraged to call or e-mail me 
if questions or other details pertaining to the conversation arose. Participants were 
also offered the opportunity to review the transcription. 

6. I asked if any documents or artifacts could serve as other sources of information 
to illustrate and more extensively portray the interviewee’s life experience. 

7. I kept two logs: one to record all interviews and a second to collect and inventory 
documents, artifacts, or other means and sources of information. Primary material 
(i.e., directly related to the study or the interviewee) was differentiated from 
secondary material (i.e., secondhand sources, indirect). The value and reliability 
of the material was indicated in the logs. 
 

The research question as guidance. How are transcultural individuals agents of change 
in the workplace? The following introduction was sent in advance to participants: 

Thank you for participating in this research study. Our conversation today 
contributes to my dissertation, which is the outcome of 5 years of studies at the 
Graduate School of Education at The George Washington University. You were 
asked to participate because of your international life experience and knowledge 
of multiple countries and languages. By exploring together your transcultural life 
experience, this study may help other transcultural individuals understand theirs 
as well as inform human resource managers and organizations about a potential 
resource of knowledge and experience. 

The purpose of this study is to explore the transcultural life experience and see 
how it contributes to the workplace today. The study contributes to the 
discussions about human relations in the workplace while extending it to 21st 
century the Western social and cultural environment. Our conversation will be 
kept confidential, and for that purpose all identifiers, which include your name, 
your organization, and specifics of your workplace, will be removed when 
transcribed. 
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On the first interview, the following information was provided to the participant: 
 

Today is our first conversation about your life experience. The questions serve as 
a frame for discussion and thus have no right or wrong answers. Should you feel 
uncomfortable at any point in sharing specifics about your life experience, please 
let me know and we can move on to other questions. With your authorization, I 
will be recording our conversation to be able to transcribe and analyze the content 
later. At this time, do you have any questions regarding the process and/or 
purpose of this study? 
 

Questionnaire for in-depth semistructured interviews. The following introductory 
explanations were provided to the participant:  
 

Three themes will be addressed across two interviews: life history, details about 
the transcultural life experience, and the meanings of such experiences in relation 
to change. Structural flexibility is maintained for comfort and freedom of 
conversation. We will leave some space between questions to let thoughts 
emerge. 
 
 

Interview 1: Life History and Professional Experience  

 

To begin, I would like to learn about your background in terms of the cultural 
environment in which you grew up.  
 

A. Background 

1. Can you share your parents’ cultural background and thus yours at home?  
2. What were the languages spoken at home and in school?  
3. How were these experiences? 
4. Did you move to different countries while growing up? And/or did you travel? 
5. How would you describe these experiences? 

 
I would like us to move on to your professional experience.  
 

B. Professional experience 

1. Can you tell me a bit about your professional activity today and what it 
involves? 

2. What led you to this professional activity? 
3. How does your knowledge of languages and your exposure to cross-cultural 

experiences influence first your work and second your relationships with 
colleagues, clients, and other individuals you might encounter during work? 

4. Have there been significant individuals and/or public figures who might have 
influenced your opinions and values? (It could be work related or personal 
life.) 

5. What would you say has driven your professional life in terms of human 
relations, personal values, life opportunities? 
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Interview 2: A Transcultural Life in Relation to Change 

 

For this last set of questions, the focus is on the idea or image one might have of change. 
To cover that subject, I would like to talk about life-changing experiences from both a 
personal perspective and a professional one.  
 

C. Change 
1. Would you share an experience that you see as having significantly affected 

your personal life? 
2. How would you describe such an experience, and its outcomes? 

 
 Now from a professional perspective, 
 

3. How would you describe your contribution to a significant change at your 
workplace or organization? 

4. Looking back on this experience, what would you say has in fact changed? 
5. How would you describe your way of experiencing change in contrast to what 

you might have noticed about coworkers? 
 
To bring together the information covered in the three themes of life history, professional 
environment, and the experience of significant changes, I would like to explore the 
following questions: 
 

5. How do you see your personal cross-cultural background and/or experiences 
as having contributed to experiencing change? 

6. And thus, what would you say change means to you? 
 

Concluding Remarks 

 

Thank you for sharing your life experience and thus contributing to this study. I will 
forward you a copy of the interview transcript for your review, also for accuracy and 
transparency. Meanwhile, feel free to contact me if any details or specifics might emerge 
from our conversation. 
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APPENDIX C 

ORIGINAL FINAL THOUGHTS IN FRENCH BY THE RESEARCHER 

 La transculturalité apparaît à la fois comme un bricolage personnel et un 

processus de progression mentale (conscient et inconscient), physique et spirituel à 

l’échelle individuelle. D’un point de vue théorique c’est une conception et une création 

mentale offrant des choix de vies. D’un point de vue de la pratique l’individu l’incarne, 

l’environnement socio-économique et politique l’influence, et l’architecture urbaine la 

dessine. On trouve des traces, des témoignages de ce phénomène de transculturalité dans 

les arts depuis plus de 40 000 ans. L’Art offre l’opportunité d’une représentation 

symbolique de la matière transculturelle en mouvement, qu’elle soit intellectuelle, 

émotionnelle, sentimentale, affective ou physique. Selon le référentiel espace-temps 

accepté aujourd’hui, ce phénomène de transculturalité peut être dis atemporel. En effet, il 

accompagne l’Homme depuis son origine puisqu’il est créateur de culture et ne prend 

forme qu’en présence d’échanges culturelles. Cependant, ce phénomène s’accentue 

progressivement dans les sphères socio-économique et politique d’aujourd’hui. Il était 

émergeant et signalé par les anthropologues et les sociologues. Aujourd’hui, c’est dans un 

contexte de contrastes culturels accentué par la Mondialisation civilisationnelle qu’il 

émane sporadiquement. La théorisation de ce phénomène de transculturalité se retrouve 

au sein de différentes disciplines académiques dont les champs conceptuels se sont 

élargis et ouvert à l’importation des idées, et au récent début de transferts 

interdisciplinaires des connaissances. Les répercussions de ce phénomène sur la réalité de 

l’être humain sont multiples, potentiellement irréversibles et certainement imprévisibles. 
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Elles se diffusent dans le quotidien de chacun par l’expérience métaphysique de la vie 

dans un contexte temporel non linéaire.  

 L’espace temporel des expériences de vie s’est aujourd’hui agrandit par les 

technologies permettant le rapprochement entre les individus sur l’ensemble de la 

planète. Les modes de communication, l’accessibilité à la connaissance et à 

l’expérimentation ont ouvert des opportunités sans précédents en raccourcissant les délais 

de communication. D’un point de vue métaphysique, peut-être l’individu a-t-il trouvé une 

réponse (artificielle ?) à son angoisse existentielle, phénomène universel, vis-à-vis de la 

solitude et de l’isolement grâce à ces technologies nouvelles qui rapprochent, et divisent, 

les êtres humains entre eux tout en enrichissant et en relativisant une idée du Monde que 

l’individu se crée.  

Ainsi, la contemporanéité du phénomène de la transculturalité provient de 

l’effacement virtuel et progressif, voulu ou non, de frontières visibles (e.g., pays) et 

invisibles (e.g., culturelles) entre les êtres humains. L’importance des mouvements 

d’êtres humains due aux causes multiples allant des conflits armés au manque de 

nourritures, d’accessibilité à l’eau potable, ou encore aux variations climatiques, 

modifient l’équilibre apparent des sociétés humaines. De la même manière que certain 

modèle virtuel simule l’évolution physique de l’être humain, il est possible d’imaginer et 

de simuler les influences du phénomène transculturel dans la conception d’un modèle 

nouveau de société dénué de frontières physiques et dont la forme de gouvernance 

demeure à être inventer. Auquel cas en devenant tous transculturels le concept se dissipe 

dans l’homogénéité. Le maintien et la protection de la conception de l’idée d’un pays 

avec ses délimitations géographiques, administrativement dessinées à la suite de 
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l’Histoire à la fois commune et singulière des peuples, un chemin culturel s’ouvre 

indiffèrent au bien ou mal et immaîtrisable. Quelques scénarios ponctuels peuvent 

émerger ça et là. Que l’on le veuille ou non, l’inconnu contribue largement à l’aventure 

humaine dans la continuité d’un héritage culturel continuellement changeant et dont 

l’historicité se retrace aux origines de notre essence même d’être humain . . .  

 


