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Thema 1
The Role of Culture in Expatriate Management
(Das Thema kann nach Absprache auch in deutscher Sprache bearbeitet werden.)

The success of international assignments is of critical importance for companies due to the high costs
associated with them. Prior research has produced substantial insights revealing central antecedents of
expatriate performance. Various streams of literature focus on work-related as well as individual factors
as significant facilitators of successful expatriate adjustment and, hence, expatriate performance abroad.
Further research emphasizes environmental factors, like the national culture of both the home and host
country, which are also found to facilitate or hamper expatriate adjustment. In recent years, critical voic-
es regarding the investigation and conceptualization of culture have increased, calling for new approach-
es in cross-cultural research.

In a comprehensive literature review, this thesis should analyze the existing concepts, insights and cri-
tique associated with national culture within the field of expatriate management, while illustrating addi-
tional avenues for future research.
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Thema 2
Supplementary Fit and Complementary Fit in the Context of Expatriate Adjustment
(Das Thema kann nach Absprache auch in deutscher Sprache bearbeitet werden.)

Expatriates have attracted a lot of attention within the field of international human resource manage-
ment. Prior research has revealed that various determinants of the expatriate adjustment process repre-
sent important antecedents of their performance abroad. Such antecedents of expatriate adjustment are
recognized to occur on different levels of investigation: in this regard, expatriate literature distinguishes
between individual, and work level determinants, as well as environmental factors, which facilitate or
hamper successful adjustment.

This thesis should focus on person-environment fit theory, more specifically on the concepts of supple-
mentary and complementary fit, and its role in the context of expatriate adjustment. In a comprehensive
literature review, this thesis should connect the supplementary and complementary fit concepts with
expatriate adjustment theory, while illustrating additional avenues for future research.
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Thema 3
Recruitment Process Outsourcing
(Das Thema kann nach Absprache auch in deutscher Sprache bearbeitet werden.)

Attracting and retaining high potential employees is crucial for every organization to operate successful-
ly. Designing and executing a recruitment process that is suitable for both the organization and a respec-
tive target group, imposes numerous challenges on the departments involved in recruiting. As the re-
quirements for diverse competencies within the recruitment process are constantly increasing, many
companies decide to outsource parts of, or even the entire recruitment process to external providers. By
doing so, companies intend to save resources to allocate them differently and to leave recruiting to sup-
posed experts. Despite various positive aspects of recruitment process outsourcing (RPO), recent re-
search has found negative outcomes associated with the practice of RPO.

In a comprehensive literature review, this thesis should analyze existing insights on recruitment process
outsourcing, and its advantages and disadvantages, while illustrating avenues for future research.
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sourcing: A scenario-based study. Human Resource Management, 51(4), 601-623.
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Thema 4
Who is to blame? Attribution Biases and Abusive Supervision
(Das Thema kann nach Absprache auch in deutscher Sprache bearbeitet werden.)

While the positive side of leadership has been extensively analyzed in numerous studies, the research
stream on abusive supervision with its approximately 20 years of research is relatively young. Abusive
supervision is defined as “the display of hostile verbal and non-verbal behaviors excluding physical con-
tact (e.g., ridiculing and belittling)” (Tepper, 2000: 178). Research on abusive supervision gained momen-
tum in the past years, since abusive supervision is negatively associated with employee performance and
positively associated with turnover intentions, therefore potentially leading to considerable costs for
organizations. While the first studies concentrated on these causal relationships, current research focus-
es on factors leading to perceived abusive supervision. Two factors that play a considerable role in abu-
sive supervision are supervisor and employee attributions. For example, if a supervisor attributes an em-
ployee’s bad performance to laziness, the supervisor is more inclined to punish said employee and more
likely to exert abusive supervision. On the other hand, if an employee shows a tendency to interpret
other’s behaviors as having hostile intent, the employee more likely perceives supervisor punishment as
abusive.

In a comprehensive literature review, this thesis should analyze the existing relationships, while illustrat-
ing additional avenues for future research.
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