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Abstract 

The migration of coaches is a topic that has seen increasing research interest in recent 
years. Discussions are evolving around the factors driving coaches' migration, their 
experiences, and perceptions held by other sports stakeholders. This study aimed to 
explore the decision-making processes of coaches regarding migration and their views 
on the phenomenon. A total of 68 coaches, both with and without international 
experience, participated in the study. Data collection involved an online survey 
comprising closed-ended questions. For data analysis, we employed a One-Way 
ANOVA to draw comparisons across independent variables. Interestingly, coaches 
with international experience have been more frequently approached with offers than 
their counterparts without such experience. Nevertheless, the majority of the coaches 
did not perceive foreign coaches as essential to sports development. Coaches with 
international backgrounds expressed a belief that native coaches should exclusively 
coach their national teams. Overall, coaches did not highly value international 
placements or experience. These unexpected findings have significant implications 
for coach training programs globally. The results are further explored in the context 
of the expertise required to work in a globalised sports setting and interact with 
stakeholders from diverse cultural backgrounds. 
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The phenomenon of coaches' migration has acquired increased research attention (Borges et 
al., 2015; Borges et al., 2020; Griggs & Gibbons, 2012; Orlowski et al., 2016a; Orlowski et al., 
2016b; Smith, 2016; Taylor, 2010; Wicker et al., 2018). While these studies have inspired 
discussions, previously centered around athletes (Bullough et al., 2016; Love & Kim, 2011; 
Maguire, 1999), they began by examining factors behind coaches’ migration, their experiences, 
and perceptions of them by other sports stakeholders. Nevertheless, there's a gap in 
understanding coaches' actual migration decisions (Orlowski et al., 2016a; Wicker et al., 2018; 
Rojo et al., 2022) and their self-perception and perception of peers within this context. This 
distinction is crucial since coaches' migration decisions appear to diverge from the prevailing 
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views held by other sports stakeholders. Furthermore, past research has highlighted the need 
for quantitative studies (Borges et al., 2015; Samuel et al., 2021). While migrant coaches often 
perceive their roles as pivotal in advancing the sport in host nations (Borges et al., 2015; Sain 
et al., 2022), local media frequently label them as opportunistic "mercenaries" with weak ties 
to the sport and culture of their adopted countries Borges et al., 2022b; Griggs & Gibbons, 
2012; Vincent et al., 2006). 

Past research has used typologies to categorise the motivations of migrating sports 
professionals, (Maguire, 1999; Magee & Sugden, 2002; Love & Kim, 2011). These typologies 
were based on the push-pull theory of migration. This theory focuses on the "push" factors 
that drive players out of their home countries (e.g., lack of opportunities, economic challenges, 
or political instability) and "pull" factors that attract them to destination countries (e.g., better 
salaries, competitive leagues, or advanced training facilities). From these, eight distinct types 
of migrants have emerged: Mercenary, Cosmopolitan, Settler, Returnee, Exile, Expelled, 
Ambitionist, and Pioneer (Magee & Sugden, 2002). Interestingly, upon application to elite 
handball and football coaches, motivations predominantly clustered into three main 
categories: Ambitionists, Cosmopolitans, and Pioneers (Borges et al., 2015). However, an 
unexplored dimension remains: how do coaches see themselves within these typologies? 

The decision to migrate frequently intertwines with cultural and socio-economic drivers. 
Social networks, spanning from the early 1900s to the present (Taylor, 2010; Borges et al., 
2015), often play a pivotal role. Coaches, like athletes (Elliott & Maguire, 2008; Elliott & 
Weedon, 2010), frequently use informal recruitment channels rooted in social connections 
both in their home and adopted nations (Taylor, 2010). Other significant factors include job-
related opportunities, the quest for new experiences, competitive reasons, potential for higher 
income, contract stability, and language proficiency (Orlowski et al., 2016a). Stereotyping of 
foreign coaches compared to native ones remains a concern. The former are sometimes 
portrayed as detached mercenaries by host-country media (Griggs & Gibbons, 2012), while 
the latter are celebrated as patriotic and genuine advocates for their national sport. Efforts 
must be made to eliminate these biases and educate stakeholders accordingly (Borges et al., 
2023). 

Cross-cultural training, already adopted by professionals in other sectors (Cushner & Brislin, 
1997; Li et al., 2013; Reiche et al., 2014), could be invaluable for migrant coaches. Depending 
on the chosen method, be it didactic or experiential, such training can provide cognitive 
understanding or practical exposure to cross-cultural interactions. International exposure 
definitely raises intercultural skills and awareness (Crowne, 2008; Shannon & Begley, 2008; 

Engle & Crowne, 2014; Șahin et al., 2014). Such experiences, which might arise from short 
visits or extended work periods abroad, enable individuals to navigate varied cultural values, 
languages, and leadership dynamics more effectively (Li et al., 2013). This reciprocal transfer 
of skills and knowledge, often termed "brain-exchange" (Beaverstock, 2005), has notable 
implications in sports. As elite coaches increasingly traverse national borders (Smith, 2016), 
clubs value those with varied experiences spanning playing styles, strategies, and 
organisational cultures. 

Studying the migration decisions and perceptions of coaches is essential to understand why 
coaches choose to move. This can help sports organisations and educational institutions to 
develop their coaches. Also, coaches who migrate bring with them relevant knowledge from 
their home countries. Studying their decisions and perceptions can help shed light on the 
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differences and similarities in training techniques, strategies, and philosophies across different 
cultures. The sports bodies can gain insights into the career aspirations and paths of coaches, 
helping them to better design development programs and to develop strategies to make their 
environments more welcoming for coaches from different backgrounds. This study aims to 
dissect coaches' migration-related decisions and perceptions. Key research questions 
encompass motivations to work abroad, factors influencing such decisions, self-identification 
with their roles, and overarching views on migration and international experience. 

Methods 

Participants 

A total of 72 individuals participated in the online survey over a 5-month period. Out of these, 
four datasets were incomplete, leaving 68 validated datasets for data analysis. Of these 
participants, 60 were male and 8 were female, with ages ranging from 22 to 57 years (mean = 
35.02; SD = 7.65). They represented 6 native countries and participated in both individual 
(e.g., sailing, gymnastics, golf) and team sports (e.g., basketball, football, handball). Of them, 
14 had prior international experience as professional coaches. Regarding certification, 26 held 
levels 1 or 2, while 42 had levels 3 or 4. In terms of education, 19 had less than a higher 
education qualification, 31 held a higher education degree, and 18 possessed a post-graduate 
degree or higher.  

Variables 

The primary independent variable was "international experience" (with or without). 
Dependent variables covered aspects such as decisions to work abroad, offers received for 
overseas roles, and perceptions of foreign and native coaches. 

Survey Design  

The survey, administered online, probed areas like decision-making factors related to 
migration, perceptions of professional identity, and views on foreign and native coaches. The 
questions drew inspiration from prior studies on both athlete and coach migration. Three 
PhD-credentialed experts with extensive experience in sports, coaching education, and 
migration independently reviewed the survey for relevance and bias mitigation. After 
incorporating their feedback, the survey was translated into Portuguese using a committee 
approach translation methodology (Vallerand, 1989; Banville et al., 2000). The final version 
consisted of 37 questions, covering dichotomous, multiple-choice, and Likert scale formats. 
Questions explored decision-making processes, self-perception, migration views, and 
demographic details. The survey was hosted on the LimeSurvey platform and secured 
approval from the Ethics Committee of the School of Applied Sciences. 
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Figure 1. Screenshot of the first section of the online survey.  

Data analysis 

Initial data scrutiny ensured distribution normality, homoscedasticity, and checked for outliers 
and missing values. Data from the survey's closed-ended questions underwent quantitative 
analysis using SPSS 26. One-way ANOVA tests were conducted at a significance level of p < 
.05. Effect size determination employed ηp

2 (eta partial squared). 
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Results 

International Experience and Decision to Work Abroad 

Coaches with international experience showed a higher inclination to work abroad (mean = 
1.64; SD = 0.5) than their counterparts without such experience (mean = 1.2; SD = 0.41; F(1, 
66) = 11.819, p = .001, ηp

2 = .543 ). They also reported receiving more offers to work abroad 
(mean = 1.93; SD = 0.27) in comparison to those without international exposure (mean = 
1.11; SD = 0.32; F(1, 66) = 78.304, p = .000, ηp

2 = .152).  

Factors Influencing Migration Decisions 

Differences emerged regarding the motivations behind decisions to migrate. Coaches with 
international experience placed greater importance on the social and economic environments 
of foreign countries (mean = 1.29; SD = 0.47) when compared to those without such 
experience (mean = 1.07; SD = 0.26; F(1, 66) = 5.009, p = .029, ηp2 = .071). Their decisions 
were also influenced more by professional relationships abroad (mean = 1.71; SD = 0.47) as 
opposed to coaches without international experience (mean = 1.04; SD = 0.19; F(1, 66) = 
70.363, p = .000, ηp

2 = .516). In contrast, coaches lacking international experience based their 
decisions more on professional networks in their native countries (mean = 1.26; SD = 0.44) 
and personal and familial ties (mean = 1.57; SD = 0.50) than their counterparts with 
international experience (mean = 1.00; SD = 0.00 for professional networks and mean = 1.07; 
SD = 0.27 for personal ties; F(1, 66) for professional networks = 4.756, p = .033, ηp

2 = .067 
and F(1, 66) for personal ties = 13.118, p = .001, ηp

2 = .166). 

Satisfaction with Migration Decisions 

Coaches with international experience expressed greater satisfaction with their migration 
decisions (mean = 4.07; SD = 1.27) compared to those without (mean = 2.37; SD = 0.78; 
F(1, 66) = 39.671, p = .000, ηp

2 = .533). 

Table 1. Coaches decision-making factors to migrate or not.  

Professional Identity 

Internationally experienced coaches identified as being more adaptable to new professional 
environments. In contrast, those without international experience predominantly viewed 

Items  
International experience 

without with 

 M SD M SD 

Age 1.13 0.34 1.14 0.36 

The social and economic environment of the country abroad 1.07 0.26 1.29 0.47 

The social and economic environment of the native country 1.17 0.38 1.29 0.47 

Recruitment logistics and bureaucracies (e.g., visa) 1.11 0.32 1.00 0.00 

Financial proposal and benefits (e.g., salary, health insurance) 1.30 0.46 1.29 0.47 

Living conditions (e.g., housing, transport, school for children) 1.22 0.42 1.21 0.43 

Professional relationships and network abroad (e.g., managers, coaches, agents) 1.04 0.19 1.71 0.47 

Professional relationships and network in the native country (e.g., coaches) 1.26 0.44 1.00 0.00 

Personal relationships and family abroad 1.11 0.32 1.07 0.27 

Personal relationships and family in the native country 1.57 0.50 1.07 0.27 

Language and communication abroad (e.g., second language, gestures) 1.24 0.43 1.14 0.36 

Cultural factors (e.g., food, religion) 1.02 0.14 1.07 0.27 

The status of the sport (e.g., popularity, level of competition) 1.11 0.32 1.21 0.43 

Professional status (e.g., unemployed, well-employed) 1.37 0.49 1.29 0.47 
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themselves as promoters and developers of their sport. When expressing a desire to work in 
their native countries, coaches without international experience showed a stronger preference 
(mean = 1.33; SD = 0.48) compared to those with such experience (mean = 1.07; SD = 0.27; 
F(1, 66) = 3.893, p = .053, ηp2 = .056). 

Table 2. Conceptions on professional identity  

Conceptions on Coaches and Migration 

No significant statistical differences were found between the two groups concerning 
perceptions about foreign and native coaches, the broader context of coaches’ migration, or 
the value of international experience. However, it's notable that both groups were sceptical 
about the importance of foreign coaches in native countries. Furthermore, while coaches with 
international experience leaned towards native coaches exclusively coaching national teams, 
both groups were ambivalent about the essentiality of international experience for coaches. 

 

 

 

 

 

 

 

Items 
International experience 

without with 

Nomadic M SD M SD 

I am someone who is always moving between countries 1.13 0.34 1.14 0.36 

Pioneer     

I am someone who wants to promote and develop the sport 1.65 0.48 1.64 0.50 

Mercenary      

I am someone who seeks fast profits and lucrative deals 1.07 0.26 1.00 0.00 

Cosmopolitan     

I am someone who seeks multicultural experiences 1.20 0.41 1.36 0.50 

Returnee      

I am someone who wants to return to my native country/culture 1.00 0.00 1.07 0.27 

Settler     

I am someone who wants to remain in the country abroad 1.17 0.38 1.07 0.27 

Ambitionist     

I am someone who wants to have a professional career 1.48 0.50 1.57 0.51 

Expelled     

I am someone who was forced to migrate due to sport-related 
problems 

1.00 0.00 1.00 0.00 

Native settler      

I am someone who likes to work in my native country 1.33 0.48 1.07 0.27 

Monocultural     

I am someone who does not like multicultural experiences 1.02 0.14 1.00 0.00 

Cultural chameleon     

I am adaptable to new professional environments 1.56 0.50 1.79 0.42  
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Table 3. Conceptions on foreign and native coaches, coaches’ migration, and international 
experience 

Discussion 

The findings from this study highlight the significance of both individual and social factors in 
coaches' decisions to migrate. While this mirrors existing research on athletes and coaches, 
our results investigate deeper into the nuances of these decisions. 

Coaches' choices seem to be driven largely by social factors like professional networks and 
the socio-economic environment of the potential host country when deciding to migrate. 
Conversely, decisions against migration are more rooted in personal considerations like 
familial ties. Significantly, the influence of language and communication barriers also stood 
out, suggesting potential benefits for coaches in obtaining language training to facilitate their 
migration (Borges et al., 2022a; Borges et al., 2023). 

While previous research has shown that football and handball coaches value their overseas 
experiences, our study found that coaches without international experience disagree with this 
view. This perhaps implies an underlying desire to work abroad, which might be constrained 
by their current personal or professional situations. The evident disparity in job offers between 
coaches with and without international experience likely also plays a role, hinting at the 

 International experience 

Items without with 

Foreign Coaches M SD M SD 

Coaches who work abroad are valued in their native countries 2.09 1.12 2.21 1.37 

Coaches who work abroad are valued in their countries abroad 2.13 1.18 2.07 1.33 

Coaches who work abroad are the coaches of the new global era 2.06 1.09 2.43 1.16 

Coaches who work abroad are more successful than native coaches 2.59 1.09 2.57 0.94 

Coaches who work abroad are more likely to work in higher leagues 2.09 1.07 2.43 0.94 

Coaches who work abroad work mainly with stakeholders of their nationality 2.04 0.95 2.29 0.82 

Coaches who work abroad create internal groups of nationalities in their teams 2.52 1.00 2.43 0.85 

Native Coaches     

Coaches who work in their native country should be the only ones coaching 
their national team 

3.15 1.48 3.57 1.55 

Coaches who work in their native country work mainly with national 
stakeholders 

2.22 1.33 2.21 1.31 

Coaches who work in their native country create internal groups of nationalities 
in their teams 

2.41 1.14 2.57 1.09 

Coaches’ migration      

Coaches’ migration in general is good for sport development 1.98 1.34 2.36 1.50 

Coaches’ migration, in general, is good for the development of the sport of the 
country abroad 

2.13 1.35 2.57 1.45 

Coaches’ migration, in general, is good for the development of the sport of the 
native country 

2.31 1.26 2.64 1.34 

International Experience     

I think it is important for coaches to work abroad to develop their professional 
career  

2.83 1.31 3.07 1.21 

I think it is important for coaches to follow training and education about sport 
migration 

2.96 1.33 3.36 1.08 

I think it is important for coaches to do a placement abroad as part of their 
coaching training  

2.11 0.98 2.36 0.93 

I think it is important for coaches to have sports experiences abroad 2.85 1.45 3.00 1.24 
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influential power of established international networks (Borges et al., 2015; Orlowski et al., 
2016b). 

Our results reveal a notable divergence between the actual motivations of migrant coaches 
and the perceptions held about them by their peers. Participating coaches held predominantly 
negative views regarding the contributions of foreign coaches to sport development, aligning 
with media stereotypes of foreign coaches as inferior to their national counterparts (Griggs & 
Gibbons, 2012; Vincent et al., 2006). Yet, past research has identified migrant coaches as being 
largely motivated by ambitions to develop their sport in multicultural environments (Borges 
et al., 2015). These contrasting perspectives underscore the persistence of biased views that 
favour native coaches over their foreign counterparts. 

The data suggests that the coaching community might be overlooking the increasing 
globalisation of elite coaching roles. With elite clubs increasingly seeking coaches familiar with 
diverse playing styles and cultures (Smith, 2016), and evidence from other fields suggesting 
the benefits of international experience for professionals (Shannon & Begley, 2008; Li et al., 
2013), there's a compelling case for the value of cross-cultural coaching experiences. 

This study sheds light on the complex factors influencing coaches' migration decisions and 
underscores the importance of challenging prevailing biases in the coaching profession. It 
highlights the need for further research and potential initiatives to bridge the gap between 
perception and reality when it comes to international coaching experiences. 

Conclusion 

The primary objective of this study was to explore the factors influencing coaches' decisions 
to migrate, alongside their perceptions concerning the broader phenomenon of coach 
migration. Our findings delineate that coaches with international experience display a stronger 
inclination to work abroad, receiving more job offers in comparison to their counterparts 
without such experience. Factors like professional networks abroad, socio-economic climates, 
financial propositions, and professional stature greatly influence the migration decision. On 
the other side, personal relationships in the native country, professional stature, and monetary 
benefits predominantly determine the decision against migration. Interestingly, coaches with 
international experience not only displayed contentment with their migration decisions but 
also perceived themselves as adaptable to diverse professional settings. In contrast, coaches 
without this experience showed dissatisfaction, identifying more with the desire to enhance 
and propagate their sport domestically. 

In terms of perceptions about foreign versus native coaches and the overarching idea of coach 
migration, a consensus emerged across groups against the notion of foreign coaches being 
pivotal for sport development. Those with international experience leaned towards the 
exclusivity of native coaches leading national teams. Both categories neither fully endorsed 
nor rejected the idea that international experience is essential for coaches. Placements abroad 
as part of coaching training received low importance. 

The implications of these findings are particularly relevant for global coaching training 
programs. As coach migration becomes more prevalent, it's imperative that training initiatives 
underscore the variety of advantages arising from skills exchange across borders. Such 
exchanges not only serve as tools for knowledge dissemination but also catalyse meaningful 
dialogues about how global knowledge circulation can enhance sports. Given the bidirectional 
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nature of coach migrations, cultural training should be prioritised for both migrating and 
domestic coaches. 

However, this study is not without its limitations. The use of a relatively modest sample size 
lends an exploratory nature to the research. Subsequent investigations would benefit from a 
larger sample, investigating deeper into training requirements and assessing cultural 
intelligence. Moreover, dissecting the influence of variables like gender, age, academic 
credentials, and coaching level could offer a more nuanced understanding of the intricacies of 
coach migration. Future work could also benefit from longitudinal designs, focusing on the 
impact of prolonged international experience or the outcomes of implementing cultural 
training programs on a coach's cultural intelligence. 

References 

Banville, D., Desrosiers, P., & Genet-Volet, Y. (2000). Translating questionnaires and inventories using a 
cross-cultural translation technique. Journal of Teaching in Physical Education, 19(3), 374-387. 
https://doi.org/10.1123/jtpe.19.3.374 

Beaverstock, J. (2005). Transnational elites in the city: British highly-skilled inter-company transferees in 
New York city's financial district. Journal of Ethnic and Migration Studies, 31(2), 245-268. 
https://doi.org/10.1080/1369183042000339918 

Borges, M., Rosado, A., de Oliveira R., & Freitas, F. (2015). Coaches’ migration: A qualitative analysis of 
recruitment, motivations and experiences. Leisure Studies, 34(5), 588-602. https://doi.org/10.1080/ 
02614367.2014.939988 

Borges, M., Rosado, A., de Oliveira, R.F., & Freitas, F. (2020). Portuguese football coaches’ migration: 
Patterns and networks in 2009-2013. Sociología Del Deporte, 1(2), 37-48. https://doi.org/10.46661/ 
socioldeporte.5098 

Borges, M., Rosado, A., Lobinger, B., Freitas, F. & de Oliveira, R.F. (2022a). Cultural intelligence in sport: 
An examination of football coaches’ cross-cultural training needs. German Journal of Exercise and Sport 
Research. https://doi.org/10.1007/s12662-022-00825-y 

Borges, M., Rosado, A. & de Oliveira, R.F. (2022b): Foreign coaches viewed through media discourse, Sports 
Coaching Review. https://doi.org/10.1080/21640629.2022.2077519 

Borges, M., Rosado, A., Lobinger, B., Freitas, F. and De Oliveira, R. (2023). The cross-cultural training needs 
of football coaches. International Sport Coaching Journal. https://doi.org/10.1123/iscj.2022-0018 

Bullough, S., Moore R., Goldsmith, S., & Edmondson, L. (2016). Player migration and opportunity: 
Examining the efficacy of the UEFA home-grown rule in six European football leagues. International 
Journal of Sports Science & Coaching, 11(5), 662–672.  

Crowne, K. (2008). What leads to cultural intelligence? Business Horizons, 51, 391-399. 
https://doi.org/10.1016/j.bushor.2008.03.010 

Cushner, K., & Brislin, R. (1997). Improving intercultural interactions: Models for cross-cultural training programs. 
Thousand Oaks, CA: Sage Publications. 

Elliott, R., & Maguire, J. (2008). ‘Getting caught in the net’: Examining the recruitment of Canadian players 
in British professional ice hockey. Journal of Sport and Social Issues, 32(2), 158-176. 
https://doi.org/10.1177/0193723507313927 

Elliott, R., & Weedon, G. (2010). Foreign players in the English Premier Academy League: “feet drain” or 
“feet exchange”?  International Review for the Sociology of Sport, 46(1), 61-75. https://doi.org/10.1177/ 
1012690210378268 

Engle, R., & Crowne, K. (2014). The impact of international experience on cultural intelligence: An 
application of contact theory in a structured short-term programme. Human Resource Development 
International, 17(1), 30-46. https://doi.org/10.1080/13678868.2013.856206 

Griggs, G., & Gibbons, T. (2012). Harry walks, Fabio runs: A case study on the current relationship between 
English national identity, soccer and the English press. International Review for the Sociology of Sport, 49(5) 
536 –549. https://doi.org/10.1177/1012690212463917 

https://journals.tplondon.com/md
https://doi.org/10.1123/jtpe.19.3.374
https://doi.org/10.1080/1369183042000339918
https://doi.org/10.1080/02614367.2014.939988
https://doi.org/10.1080/02614367.2014.939988
https://doi.org/10.46661/%20socioldeporte.5098
https://doi.org/10.46661/%20socioldeporte.5098
https://doi.org/10.1007/s12662-022-00825-y
https://doi.org/10.1080/21640629.2022.2077519
https://doi.org/10.1123/iscj.2022-0018
https://doi.org/10.1016/j.bushor.2008.03.010
https://doi.org/10.1177/0193723507313927
https://doi.org/10.1177/%201012690210378268
https://doi.org/10.1177/%201012690210378268
https://doi.org/10.1080/13678868.2013.856206
https://doi.org/10.1177/1012690212463917


10 Coaches’ Migration: Decisions and Perceived Importance of  International Experience 

Migration and Diversity 

Li, M., Mobley, W., & Kelly, A. (2013). When do global leaders learn best to develop cultural intelligence? 
An investigation of the moderating role of experiential learning style. Academy of Management Learning & 
Education, 12(1), 32–50. https://www.jstor.org/stable/23412390 

Love, A., & Kim, S. (2011). Sport labor migration and collegiate sport in the United States: a typology of 
migrant athletes. Journal of Issues in Intercollegiate Athletics, 90-104.  

Magee, J., & Sugden, J. (2002). “The world at their feet”: Professional football and international labor 
migration. Journal of Sport and Social Issues, 26, 421-37. https://doi.org/10.1177/0193732502238257 

Maguire, J. (1999). Global sport: Identities. Societies. Civilizations. Cambridge, UK: Polity  
Orlowski, J., Wicker, P., & Breuer, C. (2016a). Determinants of labour migration of elite sport coaches. 

European Journal of Sport Science, 16(6), 711-718. https://doi.org/10.1080/17461391.2015.1130751 
Orlowski, J., Wicker, P., & Breuer, C. (2016b). Labour migration among elite sport coaches: An exploratory 

study. International Review for the Sociology of Sport, 1-15. https://doi.org/10.1177/1012690216649778 
Reiche, S., Lee, Y., & Quintanilla, J. (2014). Cross-cultural training and support practices of international 

assignees. In Collings, D.G., Wood, G., & Caligiuri, P. (Eds.), The Routledge Companion to International 
Human Resource Management, London: Routledge. 

Rojo, J., Marques, R., & Starepravo, F. (2022). A Systematic Review of Research on Sport Migration. Migration 
and Diversity, 1(1), 58-74.  https://doi.org/10.33182/md.v1i1.2847 

Șahin, F., Gurbuz, S., & Köksal, O. (2014). Cultural intelligence (CQ) in action: The effects of personality 
and international assignment on the development of CQ. International Journal of Intercultural Relations, 39, 
152-163. https://doi.org/10.1016/j.ijintrel.2013.11.002 

Sain, A., Borges, M., & De Oliveira, R. (2022). Coaches’ immigration to the United Kingdom: What do 
foreign and native coaches think about migration. Sociología Del Deporte, 3(1), 13–26. 
https://doi.org/10.46661/socioldeporte.6430 

Samuel, R., Eldadi O., Galily, Y., & Tenenbaum, G. (2021). Mobility and migration experiences of 
transnational coaches within the Israeli handball context. Psychology of Sport and Exercise, 53, 1–10. 

Shannon, L., & Begley, T. (2008). Antecedents of the four-factor model of cultural intelligence. In S. Ang, 
& L. Van Dyne (Eds.), Handbook of cultural intelligence: Theory, management, and applications (pp. 41-55). 
Armonk, NY, USA: M.E. Sharpe, Inc. 

Smith, G. (2016). Migratory career contingencies of elite level soccer coaching talent. Soccer & Society, 17(4), 
407-432. https://doi.org/10.1080/14660970.2014.919276 

Taylor, M. (2010). Football's engineers? British football coaches, migration and intercultural transfer, c.1910–
c.1950s. Sport in History, 30(1), 138-163. https://doi.org/10.1080/17460261003617011 

Vallerand, R. (1989). Toward a methodology for the transcultural validation of psychological questionnaires: 
Implications for research in the French language. Canadian Psychology, 30(4), 662-680. 
https://doi.org/10.1037/h0079856 

Vincent, J., Kian, E., Pedersen, P., Kuntz, A., & Hill, J. (2006). England expects: English newspapers’ 
narratives about the English football team in the 2006 World Cup. International Review for the Sociology of 
Sport, 45(2), 199-223. https://doi.org/10.1177/1012690209360084 

Wicker, P., Orlowski J., & Breur, C. (2018). Coach migration in German high performance sport. European 
Sport Management Quarterly, 18(1), 93-111. https://doi.org/10.1080/16184742.2017.1354902 

https://journals.tplondon.com/md
https://journals.tplondon.com/
https://www.jstor.org/stable/23412390
https://doi.org/10.1177/0193732502238257
https://doi.org/10.1080/17461391.2015.1130751
https://doi.org/10.1177/1012690216649778
https://doi.org/10.33182/md.v1i1.2847
https://doi.org/10.1016/j.ijintrel.2013.11.002
https://doi.org/10.46661/socioldeporte.6430
https://doi.org/10.1080/14660970.2014.919276
https://doi.org/10.1080/17460261003617011
https://doi.org/10.1037/h0079856
https://doi.org/10.1177/1012690209360084
https://doi.org/10.1080/16184742.2017.1354902

