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How global are boundaryless careers and how boundaryless are global careers? Challenges and a theoretical perspective 
Introduction

Contemporary careers present unpredictable challenges for individuals, organizations, and societies. Among the major developments in the study and practice of careers are the increased dynamism of the global labor market system and the ever-growing globalization of careers. Career systems are now taken as ‘eco-systems’ where moves are influenced by a variety of factors and the conditions are ever-changing with mutual participants and evolving needs (Baruch, 2013; Higgins, 2005). Traditional definitions of “career” have included a sequence of work-life experiences over the individual life cycle (e.g., Arthur, Hall, & Lawrence, 1989; Levinson, 1978). Non-traditional views of careers as boundaryless (Arthur & Rousseau, 1996), multidirectional (Baruch, 2004), protean (Hall, 2004), and kaleidoscope-shaped (Mainiero & Sullivan, 2005; 2006) have depicted careers as less structured and more dynamic (e.g., the ability to change careers or start a second or third career). 

Two themes have significantly shaped the field of careers studies: The so-called ‘New Careers’, and the globalization of careers. The ‘New Careers’ considered the contemporary labor markets as dynamic and less structured than they were in the past. The dominant related concept or theory in the “boundaryless careers” – a term that was first coined by DeFillippi and Arthur (1994) and epitomized by Arthur and Rousseau (1996) - defines careers that move dynamically in non-traditional ways in time and space and across different employers; Sullivan and Arthur (2006) also discuss psychological state of mind. These paths are quite different from the traditional organization of a career, although the latter still exists to a large extent (Baruch, 2006; Lips-Wiersma & Hall, 2007). In this sense, each career actor can have a different and independent interpretation if he/she can “perceive a boundaryless future regardless of structural constraints” (Arthur & Rousseau, 1996, p. 6). Nevertheless, some have called into question the notion that “all is changed” and that boundaryless and protean careers characterize the true nature of present careers (Inkson, Gunz, Ganesh, & Roper, 2012). Indeed, empirical analysis suggests that there is more rhetoric and less solid evidence for the argument regarding this new employment regime (Rodrigues & Guest, 2010). 

The other dominating theme in career studies is the globalization of the business realm (Bartlett & Ghoshal, 1999), and as a result, the globalization of careers (Dickmann & Baruch, 2011). We contribute to the literature by suggesting a new theoretical framework regarding the intersection between global and boundaryless careers, including the anticipated trends in talent flow directions by country cluster membership (Ronen & Shenker, 1985), individual autonomy and dignity, social interconnectedness, and demographic factors. 

Global careers are those which span two or more countries and across more than a single country, and may take a number of forms (Baruch, Dickmann, Altman, & Bournois, 2013). In general, people’s careers have become increasingly global (Tams & Arthur, 2007). Recent evidence suggests that total permanent immigration in the OECD is close to four million, and on the increase, while temporary labor migration is about two million (OECD, 2013). These rough figures exclude the illegal sector of the labor market. Certainly global careers involve boundary-crossing – at least geographical and cultural boundaries. Both scholarly and practitioner literature provide ample evidence for the large and growing number of people opting for careers that transcend national borders (e.g., Briscoe, Hall, & Mayrhofer, 2012; Peiperl & Jonsen, 2007). 
Global careers may come in various types and forms, with several dimensions helping to draw distinctions across different types of global careers (e.g. Baruch et al., 2013). Sullivan and Arthur (2006) explored the physical versus psychological boundaries and looked at what it means for those concerned to cross the different types of boundaries.  However the focus on geographical and career mobility across borders is not analyzed.
While typically mentioned together as contemporary themes (Banai & Harry, 2004; Stahl & Cerdin, 2004), it is unclear how related and associated the two themes or phenomena are. Authors tend to use them interchangeably; as if one implied the other, and vice versa. In the presence of conflicting evidence and rhetoric, we aim to explore to what extent boundaryless careers are truly global, and at the same time, for those with global careers, how boundaryless these careers are. Such distinction will contribute to theory development in the field of career studies, in particular where there is overlap between career studies and International Human Resources Management (IHRM). Career theory is fragmented and significantly relies on other fields (Arthur, 2008). The boundaryless career is one of the few agreed career theories, but it needs further refinement. Our contribution is in line with this much needed refinement of theory, which is essential if theoretical progress is truly to be made (Edwards, 2010, p. 616).
Our paper also has practical managerial implications; for individuals’ self-career management, for organizations, and at the societal level. We argue that global careers can be boundaryless, but this is not always the case, and similarly, that boundaryless careers may be global, but are not necessarily so. In other words, not all boundaryless careers are global.  We explore these arguments and offer a framework that takes into account individual orientations and national differences. To examine this idea, we collated a wide range of evidence from a number of geographic origins (e.g., Reis & Baruch, 2013), making sense of the different, sometimes inconsistent, perspectives on the meaning of both boundaryless careers and global careers. We refer to global careers in various countries and we selected particular examples due to the striking relationship that exists between different countries.
We present a theoretical examination of global careers at both individual and organizational levels, including demographic issues such as gender and age. Individuals live and interpret the situation of global careers differently, and their national and cultural structures can constrain them from engaging in a global career. Finally, we question whether how meanings ascribed to global careers are really free of structural constraints, in particular when individuals move out (physically and psychologically) of their usual country to engage in a boundaryless career at the global level. 

Literature Review and Proposition Development

A truly boundaryless global career is free of any national and structural constraints. This ideal is striking; perhaps even a myth that encourages global career theoretical discourse to be examined since there is more to building a global career than the application of mainstream skills and techniques. Following Arthur’s (2008) call for further investigation of the nature of contemporary careers, and the need for a more in-depth understanding of the dynamic nature of global careers (Dickmann & Baruch, 2011; Shaffer, Kraimer, Chen, & Bolino, 2012), we further explicate the meaning of boundarylessness and globalization in terms of careers. One should bear in mind that similar distinction takes place in the line of global careers studies and immigration studies. Most but not all immigration is involved with a global career move or with talent flow (see Shuler, Jackson, & Tarique, 2011, for a description of global career moves and talent flow challenges). However, many global career moves (e.g., a MNC expatriate) are not involved with immigration (although some do end with a change of nationality and actual immigration (Andresen, Al Ariss, Walther, & Wolff, 2012; Borg, 1988). 
Figure 1 suggests that the apparent distinction between global, boundaryless careers and traditional careers is quite complex. We argue that a two-dimensional model depicts careers as falling into one of four categories: Some careers follow the traditional concept, and are neither boundaryless nor global. Others are boundaryless but not global, and yet others are global but not boundaryless. Lastly, there are careers that are both boundaryless and global. We describe examples for each category in the following figure. 

----------------------------------

Insert Figure 1 About Here

----------------------------------

A typical example of a local and traditional career would be the one of a local shop owner which specializes in traditional local art (e.g. jewel artisans in Portugal). A boundaryless and local career is often found with lawyers who work in different offices and in different towns in the US. The traditional and global careers are, for example, the typical traditionally managed expatriates in MNCs or those in the military or diplomatic services. Lastly, a global and boundaryless career, the focus of our paper, would be for example for those who can and want to engage in self-initiated expatriation (see the case of Australians in Inkson et al., 2013 or Andresen, Al Ariss, Walther, & Wolff, 2012). 
	Box 1: Case in hand – Academic careers can fall into any of the four options 

	The entire career of Chris was neither boundaryless nor global. Chris started as a teaching fellow in a small State university in the USA, following successful completion of a PhD. Focusing on pedagogy and serving as an exemplary tutor, and later becoming a professor in the same department, Chris was admired for the quality of teaching and high students’ ratings. Never taking a sabbatical or moving to a different state, was this career fulfilling? Yes, and it never occurred to generate a push for career moves. 
Rene had a fairly different career, fairly boundaryless but not global. Starting working life as an engineer in Belgium, Rene realized that progress meant a move to management, and took an MBA degree at a well-known university in Belgium. Hooked by the academic lifestyle and freedom to conduct research, Rene took doctoral studies in general management and continued directly for a post-doctorate position in a neighboring city, and then moved to a lectureship in Marketing. After five years Rene realized that the most fruitful research collaborations that led to strong publications were in the strategy field, and applied for an associate professorship in the university where the PhD was granted from. This move proved beneficial and, following strong success in publication, Rene was promoted to Full Professor, and to a leadership position. The road to a Deanship position was natural, but as Dean, Rene had to abandon research activities and focus on the administrative roles. Now serving as a deputy to the president of the university, when looking back at the progress, while it all took place within a range of 10 square kilometers, it was rich with multiple career moves that have made for a lively personal history. 
Rowan’s experience represents quite an opposite type of career which is global but not boundaryless. Reading anthropology in a prestigious UK university, the road was paved to a post-doc in the USA in a prominent department at an Ivy League university. The opportunity for a first tenure track position came in South Australia, where Rowan focused on aboriginal studies. Six years of hard work entitled Rowan to a sabbatical, taken in the Amazon. Next emerged an opportunity to become Associate Professor at Halifax, to study aboriginals in north Canada. Rowan considers the future as a continuation of anthropology studies, either back in Australia, or in the US, working with native Americans. 
Lastly, Sam’s career is both boundaryless and global: Serving in the Navy took Sam to a number of existing destinations. Following an injury Sam had to leave the service and opted to study accounting. Being the first in class, a Master’s stipend was eagerly accepted. A short stint in one of the ‘big six’ (as they were known at the time) gave Sam the option of expatriation to South America (knowledge of Spanish was a factor too), and then to a leading position in the firm’s branch in Spain. A collaboration project with a major Spanish business school led to a part-time PhD program where financial accounting was the topic of the dissertation.  Next came a position as an assistant professor in New York. Similarly to Rene, Sam’s interest developed to more general management, with a focus on firm’s strategy. Testing this option via a sabbatical in Europe, Rene accepted an associate professorship in London. What comes next is still open. 
Authors’ note – not by chance but by choice, all the names are genderless


Boundaryless indeed? 

By “boundaryless” we mean a career that is not structured, is not rooted in time, place, employer or profession, and where individuals can move from job to job and change career at will. Such utopian boundaryless cannot exist in reality (Inkson et al., 2012); thus, practically, by the label “boundaryless” we mean “relatively less bounded,” as there is no such a thing as pure boundaryless system. Each system includes restrictions, rules (even if unwritten), regulations, and legal considerations. Every individual has certain self- or externally-imposed career boundaries, such as skills or family-related limitations. Different factors—at both individual and organization levels—influence one’s decision to make a career move (Doherty, Dickmann, & Mills, 2011). For instance, organizations establish formal systems to hire (and fire) employees. Sectors of industry set clear boundaries, including professional ones, with qualifications that may not be accredited in a different country. Moreover, global movement can be strongly restricted—for example, by the need to acquire a work permit—which is just one factor in the general push-pull model, explaining people’s inclination (or not) to make a global move (Baruch, 1995). Such is the case in, for example, a decision to expatriate and to repatriate later (Tharenou & Caulfield, 2010), or when the firm prefers to capitalise on local talent (Vance, Andersen, Vaiman, & Gale, 2014). 
Global indeed? 

By “global” we mean careers that extend beyond a single country’s borders. A typical example is the Multinational Corporation (MNC), which have grown in number and size in recent decades. With over 70,000 MNCs employing some 77 million people (Papadakis, 2011), a significant share of the labor market is global – at least in terms of orientation (because being an employee of a MNC does not necessarily mean actual cross-border moves). Nevertheless, 77 million, although a large number, is still a small fraction of the overall global workforce. Working for a MNC is not the only way to acquire a global career. Self-expatriation is a significant challenge which people may embark upon, either within or externally to their employing organization (Al Ariss & Özbilgin, 2010; Altman & Baruch, 2012). A growing number of people are choosing to migrate or self-expatriate (Tharenou, 2010); however, cultural, legal and financial considerations block many would-be migrants (Massey, 1999). Some of these movers form careers as qualified immigrants (see Cerdin & Selmer, 2014) and there is a wide range of differences types of global moves (Baruch et al. (2013). 
Previous research has emphasized the significance of various dimensions of an individual career transition at the national level, which can be related to the boundaryless career concept within geographical national borders. For example, based on Nicholson and West’s (1989) model that assumes transitions have identifiable causes and lead to specific outcomes, Briscoe et al. (2012, p. 92), identified transition “triggers” as events that lead to career or job changes. They considered “change” open to personal interpretation, and the transition “triggers” were described as the person’s own initiative led by the desire to acquire new experiences and self-development; when the person does not desire but is obliged to take a career transition through their own efforts; and when external sources force a career change such as organizational change, economic factors and even luck/contingencies. In Briscoe et al.’s study (2012, p. 92), authors from 11 different countries investigated whether individuals took national career transitions and found that “[…] in most countries well over half of those interviewed indicated at least one transition that was driven by their own initiative.” This trend of self-initiated global career moves is now attracting considerable attention in the literature (Altman & Baruch, 2012; Bozionelos, 2009; Dickmann & Harris, 2005).

The reasons why people move within their national boundaries, however, are less clear, and most authors name the search for development, work-life balance, and higher remuneration. Taking into account this research review, it would be useful to begin by locating the discourse of boundaryless careers within a unique country and before bringing other cultures and countries’ contexts into the discussion.
	Box 2: Case in hand – four different careers

	
	Boundaryless
	Not boundaryless

	Global
	Luis worked for one of the Big Eight (now Big Four) consultancy firms in the early 1980s. She moved from Spain to Argentina to manage a local branch, and was lured by a competitor to manage their activity there. She was then transferred to the competitor firm’s main operations in NY, USA, had a family and left to open a small export/import agency. Ten years later she was offered a senior position in a global bank. She is open about her next career. 
	Ronaldo is a professional footballer.  Starting his career in the youth section of the club, he played for the juniors and was then promoted to the major league team. He remained with his club and played for his country too, and participated in several advertisement campaigns. He is tied to his club and football is his major talent, though he is aware of the fact that at a relatively young age he will need to make a career change due to the largely short-term nature of professional sport careers. 

	Not global
	Nicola is a Medical Doctor who works at the same time in a local private hospital, teaches as adjunct at the local university and still runs her private practice. Occasionally she is invited to court to provide expert advice in cases of insurance litigation. 


	Ricardo is the owner of national chain of pizzerias which gained a famous local brand name for its high quality products and good service. He felt that going global would compromise quality control, thus prefers to maintain the status quo. Most of his employees never worked in any other occupation, started as apprentices and continue working, some as chefs, others as waiters. They all work within the same sector, same profession and same firm in the same country.


Propositions
Previous research on cultural, geographical, and national border crossing was reviewed, along with the implications for the feasibility of a national boundaryless career. Inkson (2006) suggested that there is a “boundary-crossing career” and if this is the inversion of the term “boundaryless careers”, it implies that careers are not free from barriers. So boundaryless careers may only be a trend or rhetoric.

The most widespread boundaries in geographical regions are based on several typologies of cultural, geographical, and national borders and frameworks that use cultural communalities and distinctions, most notably Hofstede (1980), Schwartz (1999), and Ronen and Shenkar (1985). Specifically, we explore what constitute these theories. Hofstede’s dimension of the “uncertainty avoidance,” for example, measures the degree to which members of a society are open to and ready to deal with the uncertainty and risk present in everyday life, including working life. This dimension is relevant for boundaryless careers since people in cultures with high uncertainty avoidance tend to tolerate less change and transition (Nicholson & West, 1989) and would aim to stay with one employer and one country for a longer period of time. We endorse Ronen and Shenkar’s (1985) framework of country cluster membership, constructed by assuming three dimensions: geography, language, and religion. They suggested a model of clustering countries based on attitudinal dimensions, enabling a clear distinction between countries suggested by attitudinal dimensions rather than a different set of clusters that would depend upon the dimensions under investigation. We accept that there are many other contextual barriers such as historical, legal, and other institutionalized forms, but our focus here is on how individuals interpret their way out of their contextual systems to engage in boundaryless careers. 

For example, regarding individuals’ willingness to engage in global boundaryless careers, in Australia and New Zealand, they have the culturally inherent drive to experience work in English-speaking countries and in those with geographical proximity (Inkson et al., 2012), while in the US, individuals have almost no information on ways to search for work outside of their native country (Baugh, Sullivan, & Carraher, 2012). Some countries are very homogeneous in their build and character, whereas in others, a move to a different part of the country will be a significant step, like from a peripheral US state to New York or to California, or within a country with internal variance in culture (like Belgium). 
We do include along the paper and recognize migrant issues since these are interrelated with global and boundaryless careers. However, the focus of this paper is on how individuals end up having a global career which may or may not be boundaryless.  Theoretically, we differentiate between global careerists and migrant movers. Global careerists are not categorized as different types of migrant movers. These are individuals who freely give their own work different interpretations and understandings in the making of their global careers.
Reis and Baruch (2013) integrated studies from 16 countries with stories of how individuals managed careers either in their countries or away from their countries. As stated before, individuals had different interpretations of the ideological meaning of global careers. Some present stories of traditional expatriation, repatriation through international organizations or multinationals, self-initiated assignments, or foreign assignments taken by those expatriated in each country. Others focussed on comparative narratives of illegal immigrants and global superstars. The stories of how people have perceived and overcome difficulties and identified opportunities to develop a global career are, in most situations, remarkably boundaryless because they have superseded both structural and cultural barriers. 
In terms of formulation, Proposition 1 offers a succinct presentation of global career moves:
Proposition 1
1a: The achievement of a cross-national boundaryless career can be better facilitated for moves within industrialized regions such as the EU or North-America compared with moves to and from emerging markets

1b The wider the cultural gap between the home country and the host country, the harder the move is to manage, the higher chances for a failure, and the less propensity it will lead to full immigration
1c: Legal constrains cab block traditional career move of expatriation and can end with illegal move
geographical borders, cultures, and contexts such as the European Union (EU), Japan, and North America compared to those where people cannot move because of cultural and legal factors.

We now focus on people’s global moves between different countries and within a variety of structural and cultural barriers. Different organizations have different strategies to manage expatriation and repatriation practices. Baruch et al. (2013) explored seven dimensions of international work demonstrated by 20 different types of international work in which a range of contextual circumstances and experiences can offer different meanings to global careers. Expanding on the work of Peiperl and Jonsen (2007) that introduced the two dimensions of time exposure and amount of interaction, Baruch et al. (2013) added five other dimensions that may influence the level of boundarylessness of careers as managed by organizational practices.
The additional dimensions suggested by Baruch et al. (2013) relate to HRM practices and systems. HRM policies appear to be underdeveloped in many organizations in a number of countries in Europe (e.g., Russia, Portugal) and continents such as the Far East and Latin America. This is a significant handicap to organizations that do not recognize how investing in HRM influences performance and effectiveness (Huselid, 1995; Jiang, Lepak, Hu, & Baer, 2012). 

These differences in organizational practices obviously have a significant impact on the motivation of individuals who aim to undertake a global boundaryless career. When there are no systems in place to motivate individuals and to retain a talented workforce, individuals would try to secure employment to guarantee their basic needs are met and may immigrate or engage in a self-initiated global assignment. 

Specific dimensions from the Baruch et al. (2013) which regards global careerists are the legal context, instigators of international work, cultural gap, and job/role needs. We integrate these in this discussion with more concrete examples together with the other clusters of countries’ memberships (Ronen & Shenker, 1985) discussed earlier.

Legal contexts may be favorable to the boundaryless careers in giving working visas but may be suppressed by the issue of established local citizens’ willingness to accept foreign workers. The employment relationship legal regulatory system is complicated and in the case of cross-border employment, complexities emerge in a number of areas (Pries & Seeliger, 2013). Some countries do not allow foreigners to become citizens, not even residents, like the Arabian Gulf case (Forstenlechner & Rutledge, 2010). In Some European countries, for example Austria, there have been issues with immigrants being accepted by local citizens (see Reichel, Erlen-Buch, Chudzikowski & Mayrhofer, 2013). The need to acquire a work permit is a clear barrier for free talent flow. Legalities are dumped by an environment of inequality where migration tolerance is limited at best. Baruch et al. (2013, p. 2388) foresee the possibility of historical catastrophic tensions being repeated: 

The importance of enabling a non-discriminatory environment cannot be overemphasized, as we are entering a new brave world of economic decline in the West, with xenophobia raising its ugly head (again). This will impact on the well-being and performance of individuals, organizations and states. 
An important dimension proposed by Baruch et al. (2013) is the instigator of international work, which is under-researched. Formal organizational policies do not seem to be transparent in terms of the selection and performance management of individuals who engage in traditional expatriate assignments and much less in self-initiated international assignments. Formal companies’ policies should take into account the drivers of self-initiated international workers (Altman & Baruch, 2012; Carr, Inkson, & Thorn, 2005; Dickmann & Harris, 2005; Mayerhofer et al., 2004) since this lack of transparency precludes global boundaryless careers, individual autonomy, and rational choices. 

The trend of self-initiated assignments has made the number of global careerists from Australia and New Zealand higher than in any other developed country (Inkson et al., 2013). The main driver of global boundaryless careers for Australians and New Zealanders is opening the possibility for their personal development or cultural enrichment. Eventually many Australians and New Zealanders return to their countries where they were born, turning the phenomenon from ‘brain drain to ‘brain circulation’ (Saxenian, 2006; Tung & Lazarova, 2006). For those in the Far East, their engagement in global boundaryless careers may be motivated by a number of other issues. One significant factor is their desperation to find better opportunities, ranging from work appreciation in being recognized for their diverse talents, to better working conditions. 
Proposition 2a: For people employed by established MNCs there is higher inclination to accept or initiate expatriation compared with employees of firms entering global markets
Another dimension from Baruch et al. (2013) mentioned the cultural gap regarding leadership philosophy between different organizations in different countries and the perceived needs for their future global leaders. The Swedish professionals integrated within the Nordic cluster country membership (Ronen & Shenker, 1985) seem to be sensitive to their embodied experiences resulting from cultural gaps (e.g. differences in concepts and practices of embodied routines) and which are largely ignored in the understanding of global careers (Essen, Thanem, & Varlander, 2013). Organizational policymakers should consider their employees’ health and well-being when employees are traveling or moving to other locations. Assuming that individuals from Nordic countries are highly sensitive to embodied issues such as eating their usual food at regular hours, they may fail to engage in global boundaryless careers, unlike individuals from Southern European countries, such as Portugal, where issues of embodiment are sublimated in sacrifices and discourses of artificial “adaptations” to achieve a better standard of living for their families (Silva, Duarte, & Ferraz, 2012).
A global boundaryless career should be free of dominant national and global barriers, and individuals should have access to and continuity in desirable work and career opportunities in different countries. Barriers can be psychological or physical (Sullivan & Arthur, 2006), legal or cultural (Baruch, 1995), or a hybrid of two or more.  In practice, this is more of an ideal than a reality, as cultural, structural and regulatory barriers continue to persist (Inkson et al., 2012). 
Proposition 2b: Employees with high level of protean career orientation and working in boundaryless career environment will have higher inclination to self-initiate expatriation or other global career moves

Global boundaryless careers – cultural and structural constraints 

Reis and Baruch’s (2013) theoretical perspective on the concept of global careers opened up a different understanding of the contemporary discursive meaning of global careers that can be applied to the boundaryless concept of global careers. This theoretical perspective focuses less on processes of liberation within a working-class struggles analysis and provides, instead, a reflection on individual careers in various societies, with the aim of understanding the struggles, barriers and opportunities they present. This is a process of freedom for all individuals of all classes and countries (Reis & Baruch, 2013). This implies the disappearance of privileges of breaking through exclusive social and professional networks to access desirable paid work in certain locations. What might be considered rhetoric and ideal may develop into reality, as the world is rapidly changing. It will take longer in certain cultures (e.g., breaking the caste culture in India or gender perceptions in the Middle East and elsewhere), but the move is in the direction of dissolving barriers, at least in democratic countries. 

Reis and Baruch (2013) asserted that individuals first validated their career possibilities within the national context before they saw the possibility of engaging in global careers. Although living in the West is idealized as optimal for their livelihood (see Lau et al., 2013), when moving to another country, Chinese people, for example, are often not independent from their families and friends of origin (see Hutchings & Weir, 2006). In this light, it is important to reflect on the following questions: Are these individuals autonomous? Are they less independent from their families and related professional networks?

In opposition to collectivist cultures (see Hofstede, 2014), most Western societies encourage individual attributes as if these were a specific recipe for the achievement of wealth or anything else desirable. What is valued (and not) as individual attributes in the West is becoming the tool for talented non-Western individuals and is validated and reproduced in Western cultural practices. 

Habermas (1974) suggested that, “The higher level of reflection coincides with a step forward in the progress toward autonomy of the individual, with the elimination of suffering and the furthering of concrete happiness” (254). Individual autonomy, in Habermas’ (1974) sense, proposes a reflection on global careers that sees those who seek this as aiming for the elimination of suffering through the making of a global career, with ultimate integration into the global informal economy with a dignified status.  

Following this concept, autonomy is viewed as a requirement for individual opportunities and is inscribed in the cultural process of achievement through individual attributes. If this type of individualism is one clear way to secure liberation from oppressive social structures, there is therefore a need to reflect on responsible social relations between employers and employees within their cultures in the creation of national, and eventually, global boundaryless careers. 
A career is related to the contextual conditions of each country, but a theoretical analysis can demystify boundaries and open up the possibility of a global boundaryless career. Proposition 3 offers an outlet for autonomy and independency free of institutional and national constraints:
Proposition 3

3a: Having boundaryless global careers orientation will be associated with higher level of autonomy and independence. 

 3b: Having boundaryless global careers can be facilitated by institutional and national policies and practices.

A boundaryless career may be associated with the emancipation of individuals from poor working conditions as well as from an economy in recession and job insecurity, which precludes boundaryless careers. Individuals under such social tensions do not believe in their employers, mentors or seniors and they do not seem to find ways of validating any of their work efforts in their countries.

In this article we recognize that certain forms of paid work are not common sense but are culturally accepted in certain contexts. For individuals who work under dependency (e.g., collectivist cultures), this situation may lead to subordination and inequalities of wealth, power, and knowledge (see Foucault, 1982). These individuals have been directed to the structural and contextual conditions of their countries and most likely are not in the position to make informed judgments and acquire autonomy. Nevertheless, many individuals from collectivist cultures engage in global careers, although this does not mean they have developed an awareness of social interconnectedness with the foreign countries they live in. They maintain family or institutional interconnectedness and may not realize that they have a collective responsibility to each other in their foreign local communities, particularly for marginalized neighbors who are not part of their families (see Habermas, 1974 for collective responsibility and marginalization). 

In the making of global careers, if individuals find job security in another country, they tend to construct new self-identities, a process of negotiation with the new local cultural context (Scurry, Blenkinsopp, & Hay, 2012). Insecurities do not necessarily disappear, but when these individuals move to an environment with less social tension, they may be better able to construct and negotiate their own identities. Scurry et al. (2012) highlighted that migrants position their self-identities within the UK context; however, this process does not seem to eliminate suffering.

Habermas (1974, p. 254) suggested that “The higher level of reflection coincides with a step forward in the progress toward autonomy of the individual, with the elimination of suffering and the furthering of concrete happiness.” Individual autonomy, in this sense, proposes a reflection of boundaryless global careers with the elimination of suffering and the integration into a global informal economy with a dignified status.

Proposition 6 reflects how a dignified global boundaryless career is concerned with labor agreements: 
Proposition 4: Dignified social relations between employers and employees in the making of boundaryless global careers may receive less attention than those involved in the making of national careers
. 

Sometimes a national boundaryless career seems to be impeded during certain life stages of an individual but not impeded if the individual engages in a boundaryless global career. 

This paper now moves the discussion to age and how this aspect can be related to boundaryless careers.  Some people do not seem to be too old or too young to engage in a boundaryless career through job changes or move between jobs either nationally or globally. This situation not only varies by country cluster membership (Ronen & Schenkar,1985) as discussed at the beginning of this article, but also by age, gender, type of occupation, and social background. For example, in India, highly qualified younger people working in the field of information technology (IT) can move from job to job since they are in high demand (Mishra & Budwar, 2012). However, this is not always the case in Western countries. Mishra and Budwar (2012) explained that individuals working with virtual means of communication in India and with professionals living in other countries may develop virtual global careers. If they change employers at the national level, they may even develop both virtual boundaryless global and national careers. Research also indicates that the role of technology, particularly regarding teleworking, has an impact on the effectiveness and quality of working and family life (e.g., Bailey & Kurland, 2002), which may not always be positive for individuals’ careers or, for example, when individuals put in longer, exhausting hours working remotely rather than if they were sitting at their desks in a physical workplace. Nevertheless, the role of technology in the creation of boundaryless careers does not seem to have been thoroughly explored in the literature. 

It is possible that wealthy individuals may retire anywhere around the world, depending on their cultural disposition. However, this freedom may not exist for those who undertook certain occupations such as local artisans and they may depend on the public retirement schemes in economically deprived countries. 

Another issue is the healthy recognition of the social contributions of people who are aging, who seem to suffer from rigid forms of identity and disparity. Sargent, Lee, Martin and Zikic (2013) argued that there are new socially legitimized ways of growing old, and they proposed two discourses on retirement and aging subjectivity: those who are dynamic and considered useful while aging and supported by social policy, and those who are limited to making unrecognized social contributions. Individuals in both situations may engage in certain types of work activities, but the labor market acknowledgment of their contributions reflects this in a diversity of ways. It may be difficult for non-socially legitimized retired individuals to engage in a national boundaryless career since they may be unable to find any type of reward or motivation. However, as was first suggested, this does not seem to be the case for wealthy individuals of any nationality and any career type (see figure 1) who can change residence by moving to a more desirable place to live, and can thus engage in global boundaryless careers—including, perhaps, a variety of entrepreneurial philanthropic occupations. Further, in some cultures (e.g., the Middle East, the Far East), age – reflecting seniority – is highly appreciated and does not necessitate career decline (Forstenlechner & Rutledge, 2011). 
Regarding gender, women face different obstacles when embarking on a boundaryless and global career, where culture and contextual barriers differ from those that men encounter (Baruch & Reis, 2014). In some locations the barriers are more severe than in others (Altman & Shortland, 2008). For example, in certain cultures in the Middle East, women face stronger barriers or are even blocked from certain global career moves. Propositions 4 and 5 may be quite liberating for those who can engage in a global boundaryless career.
Proposition 5

5a: Th eolder the person is, the less inclination for cross- national boundaryless careers but not global boundaryless careers. 
5b. Women will have higher inclination than men for career moves within-nation (or within region, like the EU) but less inclination than men for global career move (e.g. to emerging markets)

Individuals who can move globally, free of their countries’ cultural and structural constraints, seem to have better opportunities in the making of new types of a boundaryless global career than those who stay within their national agenda. 
Discussion 

We have proposed a framework through which global boundaryless careers can be understood from different national contexts and global perspectives. Contrasting the concepts of boundaryless careers and global careers, we conclude that these two dimensions do not necessarily overlap. People may develop boundaryless careers that are not global, and certain global careers are quite bounded. However, typically global careers tend to be less bounded than others (e.g., lawyers who have their licenses connected to the local state). National, cultural and demographic characteristics add boundaries to the feasibility of successful global moves as well as to the propensity to follow boundaryless careers. Our proposed framework challenges conflicting evidence and rhetoric regarding the extent to which contemporary careers are global and boundaryless (see Inkson et al., 2012). In light of the significant increase and continued progress of the expatriation trend (McPhail, Fisher, Harvey, & Moeller, 2012), and the blurring of many former boundaries for careers such as national, cultural, structural and regulatory constraints (Sullivan & Arthur, 2006), our contribution adds value to the field of global and boundaryless careers. 

Contributions to theory
In this paper we reflected on the meanings of global careers (Dickmann & Baruch, 2011) and boundaryless careers (Arthur & Rousseau, 2011), pointing out that these dimensions are distinct. Cultural and structural constraints typically influence the will and ability of people to cross boundaries and borders, particularly when individuals move geographically (both physically and psychologically) out of their countries of origin. We referred to many ways of boundary-crossing within the field of careers which includes the topic of talent flow and concentrates less on the field of immigration. Earlier research tended to consider global careers as boundaryless and boundaryless careers to be open to globalization (Arthur & Rousseau, 2011; Banai & Harry, 2004). We make a distinction, offering a two-dimensional perspective of these two elements as orthogonal, with the possibility of, but not necessarily, completely overlapping. The research discussed in this paper proposes that many people have perceived and overcome difficulties, identified opportunities to develop a global career, and then superseded structural and cultural barriers. However, the reasons people move within their national boundaries are less clear than those for people who engage in global boundaryless careers, in particular those leading developmental roles (Cotton & Shen, 2013). Most research has focussed on national job changes and reasons such as the search for development, balance and higher remunerations (Briscoe et al., 2012). We add new insights to the engagement in global boundaryless careers, including the anticipated trends in talent flow directions by country cluster membership (Ronen & Shenker, 1985), individual autonomy and dignity, social interconnectedness, and demographic factors. 

We also caution scholars to refrain from making sweeping statements when suggesting new theories. The idea of boundarylessness of new careers may fit for some, but not for all. There is more boundary-crossing (Inkson et al., 2012), but a significant part, if not the majority, of careers are still highly bounded. Context and contingencies need to be part of any theoretical contribution. 
The concept of global careers from a theoretical perspective suggested by Reis and Baruch (2013) released a different understanding of the contemporary discursive meaning of global careers and which can be applied to the boundaryless concept of global careers. It directs our attention to individual autonomy, emancipation and social interconnectedness. Individual autonomy became viewed as emergent career inevitability, but it requires transparent opportunities for all. However, it is inscribed in the cultural, structural and regulatory constraints that career achievements are still made through individual attributes; if this type of individualism is the only way to secure liberation from oppressive cultural and social structures, researchers and practitioners need to reflect on career challenges in the making of national and eventually global boundaryless careers. 
The concept of global careers from a theoretical perspective also emphasized emancipation. It is well known that poor working conditions as well as economies in recession and job insecurity preclude boundaryless careers. Moreover, social tensions do not help individuals to believe in their employers, mentors, and seniors since they do not seem to receive rewards or recognition for work efforts in their countries. The awareness of social interconnectedness leads to being responsible for others which may not be sufficient for change, but it does challenge established ideas and practices that are now precluding the development of boundaryless careers. Demographic factors form part of the context. Although age and gender should not be factors related to one’s ability to be engaged with a boundaryless career, this situation varies by country cluster membership and on how discourses socially legitimized particular ways of growing old. For example, the role of technology, such as teleworking, will have a lot to offer for retired individuals who seek to develop global and boundaryless careers, but these issues do not seem to have been thoroughly explored in the literature.

Managerial Relevance
Our propositions have several implications for managerial practice at both national and global levels. Our focus on careers and examples of talent flows recognized differences in organizational practices that clearly have a significant impact on the motivation of individuals who aspire to follow global boundaryless careers. Issues such as the decision to accept an offer of expatriation are of high interest to HR managers in MNCs (McEvoy & Buller, 2013). Such organizational and managerial practices that need to follow a clear strategy should be reviewed and improved for the engagement in a global boundaryless career.
More practical implications which are timely and relatively easy to implement are:

There is an obvious need to implement transparent selection, performance appraisal, and reward systems to motivate individuals and to retain a talented workforce in most countries. For example, in Southern and Western European countries, many young qualified and talented individuals opt to work outside their countries of origin where their career development and talents are at least honored and appreciated. 
There are legal local dimensions which seem to regulate the environment in terms of who gains work permits and does not seem sufficient to prevent discrimination issues, with the possibility of significant historical tensions being repeated. 
There are cultural issues that organizations should tackle to reduce barriers to people acceptance of human dignity conduct.  For example, women opting for expatriation – but at the same time organizations refrain from sending them to regions where women are overlooked for positions of authority in spite of effort they invest (Shortland & Altman, 2011). In sum practical implications is about how to best match individuals’ needs with targeted global and boundaryless careers.  
Limitations and future research 
We hope that this framework will inspire future scholars as significant research in careers and human resources has been greatly influenced by a free global market where individuals can easily switch from job to job within different countries and contexts, without encountering too many ideological and structural barriers. This paper argued that the term “boundaryless careers” has been misused and we suggested the expressions “boundary crossing” or “moving out of bounded careers.” We opted to cover a broad range of topics in our propositions because of the acute need of change in the recognition of valuable professional talents in our societies. Scholars may address this limitation since there are always new issues related to global and boundaryless careers. This paper opens a new investigation into the impact of global boundaryless careers with the propositions and factors we elaborated on. Finally, scholars should be explicit and realistic in theoretical developments and practitioner should use transparency with employees about the sustainable nature of their (global) career prospects.
Conclusion 
We offered a framework that will help scholars to distinguish ‘global’ and ‘boundaryless’ as two different dimensions of careers. We covered various perspectives, at both the micro and macro levels of analysis, building on concepts and theories of careers and of global management, referring to individuals, organizations and nations. 

We argued that global careers can be boundaryless, but this is not always the case, and similarly, that boundaryless careers may be global, but are not necessarily so. Theoretical propositions were presented and discussed with a wide range of evidence mainly derived from research on careers in different geographic origins. This evidence supports our propositions although different, sometimes inconsistent, perspectives exist on the meaning of both boundaryless and global careers. 

Our concern derives from the fact that a significant and increasing share of the labor market is global – at least in terms of orientation. Working for a MNC is not the only way to secure a global career. Self-expatriation and immigration are significant challenges which people may embark upon. Taking into consideration that there are many other contextual barriers such as historical, legal, and other institutionalized forms, our focus was on how individuals interpret their way out of their contextual systems to engage in global and boundaryless careers. 
We started with theoretical propositions at the national level and reformulated these at the global career level to examine how individuals end up having a global career. We introduced several factors from people’s global career-move experiences between different countries and within a variety of structural and cultural barriers.
The two career dimensions – boundaryless and global – have the potential to emancipate individuals from poor working conditions as well as from an economy in recession and job insecurity. 
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Figure 1: A typology of career types
	Boundaryless - Local 
Dynamic, crossing boundaries such as organizational or sectorial, but within a single country
	Boundaryless - Global 
The ‘New Careers’: Crossing various boundaries, including to and from different countries

	Traditional - Local 
Neither boundaryless nor global: Structured and traditional, within a single country
	Traditional - Global 
Cross-border moves, yet within traditional structured system


Typical examples:
	Boundaryless – Local
Professionals (e.g. lawyers or accountants) working for different firms or as freelancers, in different towns in one country; serial entrepreneurs
	Boundaryless - Global 
Self-initiated expatriation; Fast-changing MNC within dynamic labor markets

	Traditional - Local 

Jewel Artisans who specialize in local art; The national educational system (teachers, headmasters, nurses in a country’s national health service); Local shop owners
	Traditional - Global 
The diplomatic and military service; traditionally managed MNCs; nurses and care-persons working in other wealthier countries



Less feasible moves





More feasible moves








�Cristina – I must agree with the reviewer – I do not get it. What are we trying to suggest here? 


See my wordings for the propositions above and try to formulate a ‘testable’ statement. If unsure, try to explain to me in an e-mail or via Skype what you meant to say here. 





