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This study aims to test the theoretical model of career adaptability of refugees to investigate 
the dynamics of successful resettlement. The theoretical model is grounded on career 
construction and social network theory. We  employ quantitative and qualitative 
methodologies to test the model in a sample of Venezuelans living and working in Colombia. 
The quantitative results provide partial support for Campion’s model. However, we test 
an alternative model and find that career adaptability has a direct relationship with 
subjective resettlement (i.e., life satisfaction and psychological health). In addition, cultural 
identification plays a buffering role on the harmful effects of discrimination on subjective 
resettlement. Qualitative results from eight in-depth interviews shed light on the process 
of refugee resettlement, thus revealing the role of social networks. Our study contributes 
to previous research on refugees by testing, adapting, and expanding a novel model of 
work resettlement and focusing on a group of refugees transitioning from one emerging 
country to another emerging country.

Keywords: career adaptability, social netwoks, cultural identification, refugees, resettlement sucess

INTRODUCTION

Currently, an estimated 70.8  million people have been forcibly displaced worldwide 
(United Nations High Commissioner for Refugee, 2019). In a recent report, the UN declared 
that given the deterioration of the socioeconomic and political situation, Venezuela is one of 
the major countries in the Americas experiencing dramatic displacement. Over 1.5  million 
people have left Venezuela to settle in neighboring countries, and thousands of them remain 
in an unsteady economic situation, making them particularly vulnerable to exploitation, trafficking, 
violence, forced recruitment, sexual abuse, discrimination, xenophobia, and other social malaises 
(United Nations High Commissioner for Refugee, 2017). Currently, Colombia is one of the 
major host countries in the ongoing exodus of hundreds of thousands of Venezuelans. According 
to the National Office of Migration in Colombia, more than 1,260,000 Venezuelans are living 
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in Colombia with the majority being located in the capital 
city of Bogotá (Migración Colombia, 2019).

Many previous studies focused on refugees living in various 
countries, such as Austria, Germany, Turkey, United  States, 
Greece, or the Netherlands (Baranik et  al., 2018; Eggenhofer-
Rehart et  al., 2018; Gericke et  al., 2018; Knappert et  al., 2018; 
Pajic et  al., 2018; Wehrle et  al., 2018). Such studies not only 
identified obstacles such as hostile labor markets, social rejection, 
exploitation legitimation, or long-term unemployment but also 
suggested coping mechanisms, such as social capital, psychological 
capital, reflection–relaxation, or problem-solving, that accordingly 
hinder or assist refugees in navigating their careers and 
overcoming the associated work-related challenges. Another 
stream of studies examined expatriates to shed light on the 
dynamics of cross-cultural adaptation (Chen et al., 2019; Giorgi 
et  al., 2020). However, little is known about the resettlement 
of refugees to a country that shares a common cultural heritage. 
What barriers do they face? How do they cope with them? 
Do they depend on specific strategies? What factors significantly 
help them to improve their fit in their new environments in 
terms of objective and subjective resettlement success factors? 
Examining these questions in the case of Venezuelans who 
have settled in Colombia is distinctive from the vast majority 
of existing refugee studies given that our study addresses 
displacement across countries that share a common cultural 
heritage (e.g., both countries speak the same language and 
have strong historical and cultural communalities).

In contrast, previous research presented less apparent 
similarities between the home and host countries. Since the 
1960, Venezuela has been home to many Colombians, thus 
offering a chance to work and live in peace. Furthermore, the 
oil-rich country was constantly better off in terms of economy 
compared with Colombia, which implies that Venezuelan refugees 
are leaving a previously wealthy country to settle into a developing 
country, which is in an on-going process of peace recovery. 
This distinctiveness renders the investigation on the case of 
Venezuelans notable because it presents a unique example of 
migration where refugees may have high cultural identification 
with the host country.

HYPOTHESES

The main objective of the study is to test, adapt, and expand 
a novel model of work resettlement as proposed by Campion 
(2018). The study focuses on a group of refugees transitioning 
to a host country that is culturally similar to their home 
country. This model intends to explain the structural and 
personal barriers (e.g., discrimination threat) to objective and 
subjective resettlement. Campion (2018) stated that objective 
resettlement success is defined as job type and wage, whereas 
subjective resettlement success is defined according to mental 
health and life satisfaction. A second important goal of the 
research is to introduce “cultural identification with the host 
country” as a moderating variable, which may potentially 
address the abovementioned uniqueness of Venezuelans who 
are settling in Colombia. The theoretical model is grounded 

on two complementary domains, namely, career construction 
and social networks theory (Figure  1).

Grounded on these domains, the study presents four main 
contributions. First, addressing the calls for future research 
on refugees (e.g., Newman et  al., 2018), the study empirically 
tests (combining quantitative and qualitative methodologies) 
a conceptual model of how refugees search for and secure 
employment. Although the vast majority of studies on refugees 
address their integration into a host country labor market 
from a person-centric approach (Wehrle et  al., 2018), the 
current study intends to integrate contextual factors into the 
understanding of the career adaptability of refugees and focuses 
on personal narratives at the same time. Second, the study 
expands the model of Campion (2018) by testing the role of 
cultural identification with the host country. Third, the current 
study differs from the vast majority of studies on refugees by 
exploring career adaptability in a Venezuelan refugee group 
relocated in Colombia, where cultural identification is generally 
assumed to be  low. Moreover, the study examines a group of 
refugees that moved from a home developing country to a 
host country that is also an emerging economy. Both countries 
feature a shared history, geography, and language and many 
other cultural features. Fourth, by investigating the process of 
refugee resettlement in terms of work life, the study provides 
a roadmap for key stakeholders, such as refugees themselves, 
host country agents or organizations, and all possible agents 
that constitute the refugees’ social networks. Such parties may 
help these agents to formulate wise initiatives and contribute 
better to the integration of refugees in the workforce. The 
current paper presents two studies as follows. Study 1 is a 
quantitative study where the Campion model of career adaptability 
is empirically tested, whereas Study 2 is a qualitative study 
that aims to explore the unexplained statistical relationship 
between discrimination threat and cultural identification to 
identify other processes and factors that may be  involved 
beyond the theoretically tested model.

Career Construction, Career Adaptability, 
and Generation and Use of Social 
Networks
The main tenet of career construction theory is that career – 
the development of vocational behavior over time – is a reflection 
of the course of one’s vocational behavior – a person’s responses 
toward the selection and adaptation to an occupation – but 
not the vocation behavior itself (Savickas, 2002). In other words, 
career construction occurs throughout life and builds upon 
the actualization of certain developmental tasks, such as reflection 
on work-related choices, adaptation strategies, and experienced 
changes. Based on this reflexive exercise, people are transformed 
into the main actors of their own story (Savickas, 2002). One 
important emphasis of career construction theory is career 
adaptability. It is a psychological construct that informs the 
self-regulatory behaviors of a person during a job search and, 
therefore, informs us about individual differences in career 
trajectories (Campion, 2018). Campion’s model proposes that 
career adaptability should shape the behaviors and attitudes 
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of refugees in response to employment challenges, such as 
refugee resettlement, which in this case is translated into finding 
a job and securing social support. Therefore, career-adaptive 
refugees are likely to generate and use social networks in their 
endeavor to find resettlement (e.g., employment opportunities). 
As such, the study hypothesizes that:

Hypothesis 1: Career adaptability is positively related to 
the generation and use of a social network in the refugee 
job search process.

Structural and Personal Barriers for 
Refugee Resettlement
Campion (2018) model expands the career construction theory 
by proposing that education, experience, effortful job search, 
and career adaptability are insufficient to guarantee high-quality 
employment for job seekers. The argument is that career 
construction theory predicts that humans create their success; 
however, this construct also neglects the influence of structural 
barriers. Therefore, to better understand refugee resettlement 
success (subjective or objective), considering the intersection 
between career adaptability and structural barriers is necessary.

As previously mentioned, career adaptive refugees will look 
for opportunities of social support via social network generation 
and use in their venture into successful resettlement. However, 
this notion may be  a double-edged sword. First, based on the 
concept of homophily, career adaptive refugees are expected to 
associate with others similar to them (McPherson et  al., 2001), 
compared with native citizens. Second, based on the concept of 
ethnic niche employment, career adaptive refugees are also expected 
to secure a quick but not high-quality employment. Several 
interrelated mechanisms explain this exposure to low-quality jobs 
(e.g., non-recognition of qualifications or race and cultural 
discrimination), which make refugees concentrate in labor market 
niches, such as cleaning services, taxi drivers, or care givers (Colic-
Peisker and Tilbury, 2006). Third, empirical research shows that 
ethnic networks in the job search of migrants search have a 
direct negative effect on job quality of employment because 
information gathered from such informal sources is low quality 
(Mahuteau and Junankar, 2008). Thus, although informal sources 

are important for quickly securing jobs (Yamauchi and Tanabe, 2008), 
such jobs may be  low in quality (Mahuteau and Junankar, 2008). 
Fourth, career adaptive refugees are expected to secure jobs similar 
to those of the members of their social network because they 
prioritize the generation and use of a social network. Indeed, 
empirical evidence indicates that a social network influences career 
adaptability (Guan et  al., 2015; Garcia et  al., 2019). Within the 
current model of career adaptability framework, this influence is 
explained by the concept of social expectations, which are primarily 
translated into strong norms imposed by the social network of 
members. In turn, this network influences the occupational decisions 
of refugees (Campion, 2018).

In summary, this study expects that career adaptive refugees 
will achieve a lower level of objective resettlement success (i.e., 
wage and job type), for instance, in comparison with the locals. 
The reason underlying this notion is that the generation and 
use of a social network with similar people constrains the quality 
of employment as a result of the low quality of information 
and social expectations from such a social network. These aspects 
yield lower pay and lower job types compared with their 
qualifications. In addition, the model predicts that career adaptive 
refugees will experience positive psychosocial benefits. This 
paradox is explained by the generation and use of social networks 
with similar people, which eventually results in a high likelihood 
of career adaptive refugees landing a job where similar people 
are employed. This, in turn, may yield low turnover (Maertz 
et  al., 2003) and high levels of social support, mental health, 
and job satisfaction. Therefore, this study hypothesizes that:

Hypothesis 2: Social network generation and use will 
mediate the relationship between career adaptability and 
objective resettlement success.
Hypothesis 3: Social network generation and use will 
mediate the relationship between career adaptability and 
subjective resettlement success.

Discrimination Threat
Another important structural barrier for successful refugee 
resettlement identified by Campion’s model is discrimination 
threat. Discrimination is defined as “a set of implicit or explicit 

FIGURE 1 | Theoretical model of career adaptability in relation to refugee resettlement success. Adapted from Campion (2018). Cultural identification was excluded 
from the original model, instead a variable named “host country language ability upon arrival” was included.
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norms and behaviors that deny some right of a group of people, 
usually a minority without any power, for possessing a physical, 
personal, cultural, or social characteristic that has been identified 
(for the rest of the society) as negative” (Campo-Arias et  al., 
2015, p. 39). The study on perceived threats by minority groups 
is a relevant topic at the moment (e.g., Jedinger and Eisentraut, 
2020). Thus, the current study focused on discrimination threat, 
which is also an obstacle of securing a high-quality job type 
for career adaptive refugees. As a result, this study expects 
that career adaptive refugees will opt for the generation and 
use of social networks with similar people and accept jobs 
similar to them to avoid discrimination threat during the job 
search process. However, they also receive social support from 
such social ties. Therefore, this study hypothesizes that:

Hypothesis 4: Discrimination threat will moderate the 
relationship between career adaptability and generation 
and use of social networks, such that, refugees who 
perceive higher discrimination threat will more heavily 
generate and use social networks.

Cultural Identification
Cultural identification is an indicator of sociocultural adaptation 
(Sussman, 2000) and refers to the extent to one’s sense of 
shared values, beliefs, norms, attitudes, meanings, and customs 
with a group. Campion’s model proposes that language proficiency 
may help career adaptive refugees to form ties with people 
beyond similar others. In other words, they are likely to reach 
out with weak ties. These ties hold non-redundant information 
about employment and, therefore, refugees may escape from 
the ethnic niche employment. This tendency results in increased 
objective resettlement success. However, this study examines 
refugees with high cultural commonalities with the host country, 
i.e., speaking the same language (Spanish). This characteristic 
of the sample in focus leads the current study to employ cultural 
identification as a proxy variable of one’s connectedness to the 
new culture instead of language proficiency. Indeed, previous 
studies indicated that second language acquisition and proficiency 
(e.g., pronunciation) “is the strongest linguistic marker of a 
speaker’s cultural identification” (Lybeck, 2002, p.  174). 
Furthermore, individuals may experience group identification 
in various forms, and earlier studies illustrated that group 
identification can alleviate the negative consequences of felt 
discrimination (Branscombe et al., 1999; Schmid and Muldoon, 
2015). As such, the present study hypothesizes the following:

Hypothesis 5: Cultural identification will moderate the 
relationship between career adaptability and the generation 
and use of social networks, such that career adaptive 
refugees with high cultural identification with the host 
country will heavily generate and use social networks.

Gender
According to Campion’s model, gender represents a personal 
barrier to refugee resettlement because it constrains and guides 
certain types of behavior. Campion (2018) provided three main 

arguments that sustain this general proposition. First, in 
accordance with the social role theory, people hold gender role 
beliefs based on sex differences and similarities in behavior, 
which, in turn, represent social roles for men and women (Eagly 
and Wood, 2012). Second, career construction theory assumes 
that career construction occurs when people develop and 
implement self-concepts. In turn, these concepts are established 
through the interaction of aptitudes, physical make-up, and 
satisfactory evaluations from peers or supervisors of performance 
in work roles (Savickas, 2002). Third, previous research indicates 
that female and male refugees secure employment that are 
closely related to their social gender roles, such as babysitters, 
housekeepers, or construction workers. For instance, Koyama 
(2015) observed a group of sub-Saharan African women living 
in New  York City and found that the preponderance of these 
refugees in the food industry may be  related with the notion 
that women belong to the kitchen. This gender role may be shared 
by people not only at home but also in the host country.

Taken together, social roles constrain and guide behaviors, 
which, in turn, exert pressure on career adaptive refugees and 
forces them to accept jobs that may deviate from their self-
concept. The result is an alignment with a social role at the 
expense of the self-concept. Therefore, this study presents the 
following hypothesis:

Hypothesis 6: Gender will moderate the relationship 
between the generation and use of social networks and 
objective resettlement success, such that women and 
men that rely on their network will be more likely to 
accept lower job status (e.g., cleaning, child care for 
women, or physically demanding labor for men).

Education and Experience
As previously mentioned, the non-recognition of qualifications 
and certifications is a common challenge among refugees. It 
is a structural barrier for refugee resettlement that is based 
on a phenomenon called deskilling (Campion, 2018). Deskilling 
occurs when people work in jobs that are lower than their 
qualifications or when people simply lack the right to work 
for a certain period of time. This scenario produces a detriment 
in knowledge, abilities, and skills, which lead to an eventual 
recertification that is practically unrealistic (Philo et  al., 2013; 
Stewart, 2003). For instance, in the United  Kingdom, several 
legislations have denied working rights to asylum seekers since 
1996. However, since 2005, they were allowed to work if they 
had been waiting for at least 1  year for a decision on their 
legal status, thus resulting in deskilling (Philo et  al., 2013). 
Campion argued that adaptive refugees with high levels of 
educated and more career experience, who engage in their 
social networks to secure employment, are more likely to suffer 
from deskilling, thus affecting objective resettlement success. 
Therefore, this study hypothesizes that:

Hypothesis 7: Education and experience will moderate 
the relationship between the generation and use of social 
networks and objective resettlement success, such that 
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refugees with high levels of education and more work 
experience, who rely on social networks for job 
information, will be more likely to experience a greater 
downward occupational mobility than less-educated 
refugees who rely on social networks.

STUDY 1: EMPIRICAL EXAMINATION OF 
CAMPION’S MODEL

Study 1 aims to test the model of career adaptability in a 
sample of Venezuelan migrants in Colombia.

MATERIALS AND METHODS

Participants and Procedure
Data (n  =  81) were collected using a non-probability sampling 
technique from a group of Venezuelan employees working in 
Bogotá, Colombia. The average age for all participants was 
38.3  years (range  =  20–63, SD  =  11). The two main inclusion 
criteria were: (1) having Venezuelan citizenship and (2) currently 
working with an organization in Colombia. Additionally, the 
study excluded independent or informal workers. A correlational–
exploratory design was used and two procedures were considered 
to identify working Venezuelans in Bogotá. First, the researchers 
attended a fair organized by a non-governmental organization, 
whose objective is to improve the quality of life of Venezuelans 
in the city. During this fair, assistants were approached and 
given a summary of our research. If they were interested in 
the study, the researchers then asked for their e-mail address 
on which to send a link with questionnaires. A total of 124 
assistants were approached, out of which 29 were currently 
unemployed. Out of the remaining 95, 38 were interested in 
the research and were sent an e-mail. The second procedure 
involved the snowball sampling technique. The researchers asked 
Venezuelan students and faculty in our department to inquire 
with their Venezuelan acquaintances if they were interested in 
the research. With this technique, a total of 103 e-mails were sent.

Data were collected online using Qualtrics. At the beginning 
of the survey, employees were informed about the confidentiality 
of information provided. Within the questionnaire, information 
about the research project, role as participants, and consent to 
participate were provided. Before gathering data, the ethics committee 
from the corresponding department approved the research.

Variables and Measures
To test Campion’s model of resettlement success we  follow 
her own recommendations about which variables should 
be  included in the model and include a measure intended to 
assess each of those variables.

Career Adaptability
The study employed the career adaptability scale of 
Savickas and Porfeli (2012) in its Spanish adaptation by 
Merino-Tejedor et  al. (2016). It is a self-report measure with 
24 items that ask the participants to rate their career 

adaptability-related abilities (e.g., “making decisions by myself,” 
“learning new skills,” and “preparing for the future”). Items 
were scored on a 5-point Likert scale ranging from 1 (not strong) 
to 5 (strongest).

Generation and Use of Social Network
The level of generation and use of social networks was measured 
using the 6-item Lubben Social Network Scale developed by 
Lubben et al. (2006) and adapted into Spanish by Vilar-Compte 
et  al. (2018). The scale asked respondents to think about the 
availability of family and friends for support (in terms of 
numbers). A sample item is “Considering the people to whom 
you are related either by birth or marriage. How many relatives 
do you  see or hear from at least once a month?” Items were 
scored according to six response categories ranging from 1 
(none) to 6 (nine or more).

Discrimination Threat
This variable was measured via the 9-item discrimination threat 
scale developed by Williams et  al. (1997) using the Spanish 
version adapted by Campo-Arias et al. (2015). The scale measured 
the frequency of discrimination events. A sample item is “In 
your daily life, how many times did the following things happen 
to you…being treated with less courtesy than others?” Items 
were scored on a 6-point Likert scale ranging from 1 (never) 
to 6 (almost every day).

Cultural Identification
Cultural identification with the host country was measured 
using the 4-item scale developed by Schulz and Leszczensky 
(2016). A translation back-translation process as proposed by 
Brislin (1980) was followed, and adequate indicators of reliability 
(composite reliability  =  0.95) and validity (AVE  =  0.81) were 
obtained. A sample item is “I feel part of the Colombian 
culture.” Items were scored on a 7-point Likert scale ranging 
from 1 (strongly disagree) to 7 (strongly agree).

Gender
Gender was a categorical variable, where 57% of the sample 
was composed of females.

Education and Experience
For education, the highest level of education was recorded on 
a scale of 1–5, in which 1  =  primary school, 2  =  high school, 
3  =  technical education, 4  =  college, and 5  =  postgraduate. 
In the study, 3.7, 40.7, and 54.3% of the respondents completed 
education at the high school/diploma level, undergraduate level 
(university, technical, or technological education), and 
postgraduate level. For experience, the total number of years 
of work experience was recorded. The mean years of work 
experience was 14.5 (range  =  1–40, SD  =  11.2).

Objective Resettlement Success
Following Campion (2018), job type and pay were assessed. 
A self-rated occupational status classification (i.e., blue collar, 
administrative, technical, professional, and managerial) was 
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used for job type. The composition of the sample was blue 
collar  =  16%, administrative  =  7%, technical  =  5%, 
professional  =  57%, and managerial  =  15%. In terms of pay, 
a self-report of the current wage in Colombian pesos was 
employed using five categories ranging from 1 (approximately 
330 US dollars, which is the minimum monthly wage in 
Colombia) to 5 (more than 3,000 US dollars).

Subjective Resettlement Success
Following Campion (2018), psychological health and life 
satisfaction were assessed. The 12-item General Health 
Questionnaire developed by Goldberg (1978) in the Spanish 
version by Silla (2007) was used to measure mental health. 
This scale asks the participants to report the frequency in 
which they have experienced certain events (e.g., “able to 
concentrate,” “capable of making decisions,” and “lost much 
sleep”). Items were scored on a 4-point Likert scale ranging 
from 1 (less than usual) to 4 (much more than usual). Life 
satisfaction was measured using the 5-item life satisfaction scale 
developed by Diener et  al. (1985) in its Spanish version by 
Vázquez et  al. (2013). A sample item is “I am  satisfied with 
my life.” The items were scored on a 7-point Likert scale 
ranging from 1 (strongly disagree) to 7 (strongly agree).

Statistical Analyses
Common Method Biases
All the variables were provided by the same job incumbent 
and in a single sitting. Thus, to test for common variance 
effects on the results, Harman’s single-factor test was conducted 
(see Podsakoff et  al., 2003) to test an unconstrained and a 
zero-constrained model.

Structural Equation Model
To test the original model of Campion (2018) and our hypotheses, 
a structural model was run using AMOS 25 (Arbuckle, 2017). 
Various fit indices were reported: χ2/df ratio, comparative fit 
index (CFI), standardized root-mean-square residual (SRMR), 
and root-mean-square error of approximation (RMSEA). For 
the χ2/df ratio, a value of 2.0 indicates good fit. For CFI, 
values higher than 0.90 indicate good fit. For SRMR, values 
lower than 0.08 indicate good fit. Lastly, a value of 0.05 indicates 
good fit for RMSEA. The model was considered acceptable if 
all fit indexes were within the said limits.

RESULTS

Descriptive Statistics and Bivariate 
Correlations
The study reports the means, standard deviations, bivariate 
correlations, and reliability coefficients for all listed variables 
in Table  1. Analyses suggest that, in general, all variables have 
average levels of skewness (1.5) and kurtosis (2.7). However, 
for career adaptability and discrimination, the values were 
higher: skewness (−2.30 and 2.47 for adaptability and 
discrimination, respectively), kurtosis (9.27 and 8.10 for 
adaptability and discrimination, respectively). The results of TA
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the common latent factor test indicated that the unconstrained 
and zero-constrained models were equal (i.e., p > 0.05). Therefore, 
no specific response bias affecting the assessment model was 
observed (Gaskin and Lim, 2017).

Test of Hypotheses
To test the model of Campion (2018) and our hypotheses, a 
structural equation model was run. Results of the global test 
indicate adequate fit (χ2/df ratio = 1.643, CFI = 0.92, SRMR = 0.06, 
RMSEA  =  0.09). Figure  2 presents a graphical depiction of the 
model, which includes the significant standardized loadings for 
each path of the hypotheses. As seen in Figure  2, only two 
hypotheses were sustained, namely, Hypothesis 1 (career 
adaptability was positively related to the generation and use of 
social networks) and Hypothesis 3 (generation and use of social 
networks mediate the relationship between career adaptability 
and subjective resettlement success; indirect effect = 0.22, p < 0.01). 
No evidence was found for the mediating role of the generation 
and use of social networks in the relationship between career 
adaptability and objective resettlement success (Hypothesis 2), 
the moderating role of discrimination threat (Hypothesis 4), or 
cultural identification (Hypothesis 5) on the relation between 
career adaptability and generation and use of social networks. 
Furthermore, the moderating role of gender (Hypothesis 6) or 
education and experience (Hypothesis 7) on the relationship 
between generation and use of social networks and objective 
resettlement success was unsupported. Given these results, certain 
modifications were made in the original model of Campion 
(2018). Moreover, post hoc analyses were performed to better 
understand the role of key variables.

Post hoc Analyses
As previously mentioned, the results of Study 1 suggested that 
Campion’s model should be updated given that several hypotheses 
were unsupported. Therefore, post hoc analyses were conducted 
to test the most critical factors for refugee resettlement success, 
for instance, focusing on relevant moderators, such as cultural 
identification. The term refers to an extension of Campion’s model 
of refugee resettlement and potentially, an important contribution 
of this paper. Post hoc analyses suggested four main updates. 

First, career adaptability is related to the generation and use of 
social networks. Second, gender, education, and experience were 
excluded as moderators and designated as control variables. Third, 
career adaptability and discrimination threat may have a direct 
relationship on the indicators of objective and subjective resettlement 
success. Fourth, cultural identification may be  a moderator of 
the relationship between discrimination threat and cultural 
identification and the indicators of objective and subjective 
resettlement success. This model showed adequate overall fit, with 
the lowest χ2/df ratio, SRMR, RMSEA, and highest CFI values 
(Table 2). Figure 3 presents a graphical depiction of the modified 
model, which includes the significant standardized loadings.

DISCUSSION

Study 1 is quantitative in nature and aims to empirically test 
the Campion (2018) model of career adaptability and our 
hypotheses. The results indicated that although the global model 
of resettlement success showed adequate levels of fit, five of 
the proposed seven specific paths demonstrated non-significant 
results. For the significant paths, the study found that social 
networks play a mediating role in the relationship between 
career adaptability and subjective but not objective indicators. 
In accordance with the concepts of homophily and ethnic 
niche employment, the study further found that, although social 
networks are related to career adaptability, they do not play 
a key role in the objective resettlement success of migrants. 
However, social networks provide shelter and emotional support, 

FIGURE 2 | Theoretical model of career adaptability in relation to refugee resettlement success. Adapted from Campion (2018). **p < 0.01 and ***p < 0.001. R2 
values are enclosed in brackets for each outcome variable.

TABLE 2 | Results of confirmatory factor analysis.

Model χ2 Df χ2/df 
ratio

SRMR RMSEA CFI

Original 
model

76 46 1.643 0.06 0.09 0.92

Adapted 
model

21 16 1.28 0.07 0.06 0.98

SRMR, standardized root-mean-square; RMSEA, root-mean-square error of 
approximation; CFI, comparative fit index.
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which, in turn, is translated into improved levels of psychological 
health and life satisfaction. In conclusion, a key finding from 
Study 1 is that networks, in contrast to non-refugee samples, 
do not matter for settlement objective outcomes. This finding 
is notable and interesting because the bulk of the literature 
suggests that social capital is advantageous to career success.

Furthermore, the results indicated that resettlement success 
(objective and subjective) is highly influenced by discrimination 
threat. However, the results also revealed that cultural 
identification can buffer this negative effect. Therefore, one 
key conclusion from Study 1 suggests that cultural identification 
can help lessen the negative effects of discrimination threat 
on objective and subjective resettlement success of Venezuelan 
refugees in Colombia. Therefore, cultural identification may 
be  a boundary condition and a core contribution of the paper. 
In conclusion, post hoc analyses suggest the need to update 
and extend Campion’s model of career adaptability, where 
cultural identification may be an important boundary condition.

At the same time, Study 1 led to further questions about 
the resettlement process of Venezuelan refugees in Colombia 
given that social networks did not influence resettlement success. 
Study 2, which uses a qualitative method and in-depth interviews 
with Venezuelan refugees, was developed to better understand 
the role of several of the relationships identified in Study 1 
and because the sample size could not be expanded to sufficiently 
explore Campion’s model.

STUDY 2: QUALITATIVE ITERATION OF 
CAMPION’S MODEL

The study tested the model of career adaptability in relation 
to refugee resettlement success (Campion, 2018), which, to 

the best of our knowledge, was suggested but not empirically 
tested. The model was tested in a sample of Venezuelan 
refugees who have settled in Colombia. Thus far, three 
main findings are notable. First, career adaptability and the 
generation and use of social networks play important roles 
in subjective but not objective resettlement success. Second, 
neither discrimination threat nor cultural identification plays 
an important role in resettlement success (objective and 
subjective). Third, gender, education, and experience may 
not be boundary conditions in terms of resettlement success. 
Drawing on these findings and considering the multi-facet 
nature of the topic (Syed, 2008; Zikic et  al., 2010; Zikic, 
2015; Zikic and Richardson, 2016), the research question 
was re-examined using a qualitative method. This scheme 
could enable the study to further shed light on the context, 
thus responding to calls for a more contextualized perspective 
in career studies (Chudzikowski and Mayrhofer, 2011; Al 
Ariss et  al., 2012) and contribute to a broader literature. 
In the following section, the findings from the qualitative 
Study 2 are described, which focused on the three 
quantitative findings.

MATERIALS AND METHODS

Mixed methods, specifically the case of using qualitative research 
methods after quantitative research, is recommended for a follow-up 
and to explore unexplained statistical results. In the case of the 
present study, such results pertain to the surprising outcome of 
cultural identification as an independent variable and an antecedent 
to the successful resettlement of Venezuelan refugees in Colombia. 
As demonstrated, the deductive model that was tested (Campion’s 
model) required in-depth understanding of cultural identification 
as a variable. Therefore, the study selected the inductive method 

FIGURE 3 | Model of resettlement success for Venezuelans in Colombia. SRS, subjective resettlement success; ORS, objective resettlement success. Control 
variables: aGender (0.19* for job type, 0.21* for pay), bEducation (0.43*** for job type, 0.44*** for pay). †p < 0.10, *p < 0.05, **p < 0.01, and ***p < 0.001. R2 values are 
enclosed in brackets for each outcome variable.
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to complement the first one on the premise that “by building 
theory inductively, research based on qualitative data offers insights 
that challenge taken for granted theories and expose new theoretical 
directions” (Bansal et  al., 2018, p.  1189).

Participants
Eight participants (four women and four men) from Study 1 
volunteered for face-to-face interviews held at the university. 
Interviews were semi-structured and used the main findings 
of Study 1 as a guide.

Procedure
Building on the quantitative findings, the qualitative study aimed 
to examine the support and threat mechanisms that played an 
important role in career adaptation processes according to the 
unique case of each participant. The study was mainly interested 
in a better understanding of the stages of the adjustment process 
because Campion’s model refers to a “process” of resettlement 
success. The current study especially focused on the driving and 
restricting forces confronted during this process and their effects 
on the identity and career adjustment experiences of individuals. 
Focusing on the processes enables the identification of the emergence, 
changes, and unfolding nature of the phenomena over time without 
overlooking “the temporal structure of social practices and the 
uncertainty and urgencies that are inherently involved in them” 
(Langley et al., 2013, p. 4). This approach allowed us to investigate 
the micro, meso, and macro factors that interact over time, such 
as education, gender, discrimination, support from social networks, 
legal constraints, and others emphasized by participants. In this 
manner, a useful heuristic evaluation can be provided for extending 
the research on career adaptation processes.

With this goal in mind, the interviewees were instructed 
to draw a journey map to trace significant events over time. 
They were given 10–15  min to draw their personal journey 
maps. Once ready, the interview was conducted based on 
their personal drawings. The interviewers had a predetermined 
set of discussion topics for the interview. The order in which 
these topics were addressed is dependent on the drawings 
of the participant for each session. Drawing a journey map 
enabled the interviewees to better remember facts, decisions, 
people, and emotions experienced during the transition process. 
The time given for drawing encouraged them to reflect on 
their resettlement processes. This method ensured that their 
answers were deep and rich in detail. The drawings “generate(d) 
deep insight by going beyond rational cognitive ways of 
knowing and providing new ways of understanding people’s 
real lived experiences and views” (van der Vaart et  al., 2018, 
p.  1). In this manner, values, beliefs, and feelings, were 
uncovered, which played an important role in the understanding 
of social realities (Schwartz-Shea and Yanow, 2012).

RESULTS

The interviewees cited that having qualifications and related 
work experience were key factors to getting a job.

“What has worked for me is that I’ve had the technical 
knowledge they were looking for.” (I5_110419)1

“…these were highly qualified jobs and I  had the 
corresponding background.” (I6_120419)

“I have two degrees, but I don’t have one of the (physical) 
diplomas with me, so I can only apply to the jobs that 
are related to the diploma I’ve got here with me.” 
(I3_040419).

In addition, the interviewees mentioned that their curriculum 
vitae opened doors when applying for new jobs. All interviewees 
reported finding a job by applying via job search websites. 
However, at the same time, all interviewees mentioned having 
landed a job because of another person who referred them.

When asked regarding the importance of social networks 
in finding a job, the majority of interviewees felt disadvantaged 
compared with Colombians because the locals of the host 
country had larger networks and a better understanding of 
how to use such networks.

“Here, you’re no one (un Don Nadie).” (I1_040419)

Even if the interviewees knew people from their Venezuelan 
social networks, they felt that they were unable to help.

“I do know many Venezuelans who have a job here in 
Colombia, but they’re struggling in the same way I am; 
you can’t ask them for support.” (I1_040419)

Most interviewees opted to migrate to Colombia because 
they have Colombian relatives.

“I came to Colombia because my parents are Colombians. 
I had the chance to get the (Colombian) nationality and 
in that way, I wouldn’t depend on a visa to find a job nor 
to stay.” (I6_120419)

“My sister lives in the US, but I preferred Colombia. My 
boyfriend at that time was Colombian.” (I1_040419)

“I would’ve liked living in Medellin, but my husband 
has some relatives who live in Bogota.” (I5_110419)

The interviewees mentioned that these relatives are a good 
first support upon arrival. Afterward, however, finding a place 
to live and a better-fitting job is dependent on the interviewees.

Although family is the main emotional support mechanism 
and frequently provides entry to a new network (at least to 
a critical person even if not to a large network). For those 
who left their relatives in Venezuela, this factor is a driving 
and a restraining force. It is a driving force because they are 

1 We used the code Ix_date to cite the statement of the interviewees. Ix refers 
to interviewee number x. The date corresponds to the date on which the 
interview was conducted.
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working with the goal of providing help to those they have 
left behind.

“At the moment I economically support four households 
who are family still living in Venezuela.” (I6_120419)

“I have to keep moving, because I haven’t reached the 
point at which I can economically help my family in 
Venezuela.” (I5_110419)

However, the interviewees keep thinking of them and feel 
a mixture of emotions and may be  even feeling slightly guilty, 
which is exhaustive and thus restrains adjustment and success.

“70% of my mind is over there (in Venezuela).” 
(I3_040419)

“Being (a) workaholic is good because it’s better to keep 
my mind busy at work rather than thinking of Venezuela.” 
(I5_110419)

In relation to cultural identification, the interviewees 
mentioned that although Colombians and Venezuelans seem 
very similar, the opposite is true in reality.

“Deep inside, we’re really different. It’s difficult to make 
friends. You don’t know when you can trust someone 
as a friend.” (I5_110419).

Moreover, the interviewees mentioned that acting according 
to Colombian manners is important because Colombians may 
feel uncomfortable with Venezuelan manners.

“In Venezuela we make more jokes, we like chaquetear. 
I’ve worked in other Latin American countries and I’ve 
learned to adjust my manners. This has helped me when 
applying to jobs in Colombia. When I come across other 
Venezuelans at work, I  notice their behavior bothers 
some people.” (I6_120419)

“Here I behave like a Colombian.” (I1_040419)

Finally, the interviewees mentioned that people who found 
non-qualified jobs, such as waiter/waitress or a delivery person, 
feel more discriminated against.

“When you’re in need, you  end up accepting any 
position, even if you’re much more qualified. Some 
companies take advantage of your situation, so you feel 
discriminated.” (I3_040419)

In contrast, the higher the rank in an organization, the 
easier it is to move toward better positions.

“Once they start knowing you, they recommend your 
job.” (I6_120419)

DISCUSSION

Study 2 is a qualitative analysis that enabled us to explore 
structural and personal barriers between career adaptability 
and resettlement success in detail, which Campion (2018) 
identifies as the key contribution of the model. The qualitative 
study allowed us to go beyond a certain set of barriers and 
collect information about different types of barriers. This process 
enabled the revelation of which factors the interviewees 
emphasized, that is, cultural identification. A few of the major 
consistencies in the responses of the interviewees were (a) 
having higher qualifications and work experience, (b) limited 
utility of social networks with similar others (i.e., other 
Venezuelans), (c) low cultural identification despite sharing 
cultural commonalities (e.g., language), and (d) downward 
employment. As demonstrated, several of the propositions in 
Campion’s model are reflected in the general results of the 
qualitative examination. However, similar to the main conclusion 
of Study 2, a proposition from Campion’s model, which is not 
supported by qualitative Study 2, suggests that social networks 
are important for new refugees but do not play a key role in 
resettlement success. At this point, the study discusses vis-à-vis 
the quantitative and qualitative results.

GENERAL DISCUSSION

Grounded on two complementary theoretical frameworks, 
namely, career construction and social networks theory, the 
main objective of the study was to provide empirical evidence 
of the model of career adaptability in refugee resettlement 
success as proposed by Campion (2018). To achieve this objective, 
the model and our hypotheses were tested in a sample of 
Venezuelan refugees in Colombia. This aspect renders the 
current study distinct from the vast majority of existing research 
because of the focus on a group of refugees transitioning to 
a country that shares common cultural heritage with their 
home country. Moreover, the study aimed to expand the model 
by introducing “cultural identification with the host country” 
as a relevant boundary condition. Given the disappointing 
results from quantitative Study 1, qualitative Study 2 was 
conducted to further explore the processes of career adaptability 
and refugee resettlement success.

Key Results
The main result from Studies 1 and 2 is that, in contrast to 
the majority of literature suggesting that social capital is 
advantageous to career success, networks do not play a key 
role in refugee objective resettlement success. Study 2 further 
shows that the impact of a social network is relatively 
spontaneous and unpredictable. Personal narratives revealed 
that the major actors in the resettlement of refugees were 
usually themselves. At critical moments, such as in making 
the decision to leave Venezuela and in the process that follows, 
the interviewees stand out as the main agents. The influence 
of social ties in this process is frequently through coincidence 
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and by a self-initiated, voluntary help-giver. The expansion 
of social ties is deemed random and mostly by the intervention 
of a volunteering person (i.e., family members and total 
strangers) but not necessarily with the initiation of the main 
actor (refugee). This finding opens another direction for 
examining refugee resettlement not only through the lens of 
structural and psychological dimensions but also the 
process dimension.

Campion (2018) suggested that the creation of a network 
contributes to better mental health as well as increases life 
satisfaction. Therefore, the current study suggests a deliberate 
reconsideration of this because the findings regarding the 
positive effects of social networks are relatively equivocal. 
In Study 1, evidence supporting Campion was found; however, 
results from Study 2 are less clear. The interviewees mentioned 
that having a job brings them peace and stability. As one 
interviewee stated: “I feel more adapted now. I’ve got a job 
and I  see my career has some future.” However, the majority 
of the interviewees emphasized that they are experiencing 
stress and sadness due to their dual social network memberships. 
Although they are building a career and life in a new country 
within a new social network, their ties in Venezuela continue 
to coexist. The interviewees pointed out the emotional 
downsides (i.e., feeling sad, guilty, and worried) of strong 
connections in the country of origin, thus creating a 
psychological dichotomy. Lastly, the findings suggest the need 
for further exploration of the refugees’ understanding of their 
networks and the mechanism they use to maneuver through 
multiple networks.

Moreover, the results from Studies 1 and 2 confirm that 
discrimination threat is a major barrier that Venezuelan 
refugees face in Colombia because it hinders objective and 
subjective resettlement success. However, the results also 
demonstrated that cultural identification may help them cope 
with certain negative effects of discrimination because such 
effects empower the individual through a better understanding 
and interpretation of the values and practices of the host 
work environment. Therefore, one important contribution of 
the study is updating and extending Campion’s model of 
refugee resettlement. The study highlighted cultural 
identification as an important boundary condition of successful 
refugee resettlement. Among the structural and personal 
barriers addressed in Campion (2018) model, language fluency 
was excluded from the quantitative design because it did not 
apply to the current sample, which included Colombians and 
Venezuelans in the same cultural cluster (Hofstede, 2001; 
House et  al., 2004). However, the participants in Study 2 
emphasized subtle differences in Venezuelan and Colombian 
Spanish. One of the most successful participants career-wise 
specifically mentioned his careful use of language (i.e., jokes 
and specific uses of words). These subtle nuances may play 
an important role in the refugees’ fit and adaptation processes, 
at least with regard to their self-perception about how well 
they fit, even within the “same language” context. Identifying 
that subtle cultural nuances (e.g., use of specific words, jokes, 
and expressions) play an important role toward a successful 
career adaptability renders the results interesting and is the 

main lesson learned from the study. The notion applies even 
for refugees moving to a host country that shares cultural 
commonalities with their home country. In this manner, the 
study sheds light on the research on career adaptability by 
demonstrating that cultural identification is not only relevant 
in refugees transitioning to a host country that does not 
share many cultural commonalities with the home country 
(e.g., Eggenhofer-Rehart et  al., 2018) but also with countries 
that are culturally similar.

Finally, although Campion’s model does not focus on soft-
skills or traits, the interviews revealed skills considered critical 
throughout the job search and career adaptation processes. 
The interviewees are open to new experiences and bravely 
take the initiative for an unknown future. Many of them started 
businesses or changed the field in which they work, but the 
commonality is that they willingly embraced change. Therefore, 
the study recommends that future research should investigate 
soft skills, such as personal initiative, courage, resilience, and 
entrepreneurship intentions.

Limitations
Four major drawbacks limited the present research. First, in 
Study 1, the self-reported measures could represent a source 
of bias as social desirability. Second, we  asked each participant 
to share his/her perceptions, attitudes, behaviors, and 
demographics. Furthermore, the study used questionnaires to 
collect all data. These aspects may lead to problems of common 
method variance. To show discriminant validity, Herman’s 
single-factor test was performed, which suggested that common 
method variance was not a problem regarding the data. Third, 
the small sample size prevented the generalization of the results 
to the population of Venezuelans working in Colombia or 
from running additional analyses (e.g., multi-group). Fourth, 
Study 2 was not an independent qualitative study, but one 
that was designed to test the findings and limitations of the 
quantitative examination. Thus, Study 2 was exploratory and 
descriptive but not fully explanatory. Considering the limitations, 
the researchers recommend caution in the overall interpretation 
of the results.

Implications for Research and Practice
Despite the limitations, the study proposes that the gains 
related to the understanding of the resettlement process in 
refugees outweigh the limitations. For research, although 
the home and host countries share a common language and 
are in the same cultural cluster, as in the GLOBE project 
(House, et  al., 2004), deepening our knowledge about the 
cultural identification process is important given that the 
literature on resettlement (e.g., Eggenhofer-Rehart et  al., 
2018; Pajic et  al., 2018) typically focuses on comparisons 
between highly distant cultures (i.e., Arabic and European) 
and heavily overlooks similar cultures. Particularly, the 
findings from Study 2 indicate that key customs and “micro-
cultural differences” may provide an important avenue for 
future studies. Thus, the study recommends that focus should 
be  given to refugee resettlement, cultural identification as 
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a boundary condition should be examined, and the different 
layers and aspects of culture should be  taken into account 
to gain a better understanding of the career adaptation 
process of refugees. Moreover, a clear theoretical implication 
is that, apart from considering the relevance of career 
adaptability, cultural identification should be  considered as 
an important boundary condition for an in-depth 
understanding of career construction and individual differences 
in career trajectories.

Campion (2018) argued that the career adaptability of refugees 
does not prioritize the objective indicators of resettlement 
success because they frequently experience downward 
occupational mobility. The responses of the interviewees and 
the quantitative results are in accordance with this notion. 
Most of the interviewees have higher qualifications than required 
by their job. Yet, they do not hold a position at the same 
level as the one they held in Venezuela before leaving. Nearly 
all interviewees expressed a pre-acceptance of being a misfit 
(i.e., accept a low-level position) with the hope of advancement 
in time. Grounding in this replication of Campion’s model, 
the current study further suggests the examination of expectations 
versus reality of refugees for a better understanding of their 
psychological processes.

In addition, the career adaptability of refugees, personality, 
and psychological capital could provide a fruitful basis for 
future research for investigating the major strengths of refugees 
in their resettlement success. In addition, a longitudinal 
examination of how perceptions about being a misfit evolve 
over time will be  important for further investigation.

Finally, an important lesson is presented for practitioners: 
the role of cultural identification in the subjective resettlement 
process, as refugees will better know the customs of the host 
country (i.e., what is expected and what is considered taboo), 
facilitates the processes of adaptation, thus influencing life, job 
satisfaction, and psychological health. In the study, this aspect 
indicates that Venezuelans will gain better acceptance from the 
host country locals and suffer less discrimination threat. 
Furthermore, it can be useful for training programs for newcomers, 
where the customs of the host country can be taught in advance 
to enable refugees to better handle the adaptation process.
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