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ABSTRACT

TERAH L. DAVIS
FROM UNIVERSITY TO EMPLOYMENT: AN EXPLORATION OF EMPLOYMENT 
BARRIERS AND PERCEIVED STRESS LEVELS OF INTERNATIONALS LIVING 
IN THE UNITED STATES. Under the direction of KAREN D. ROWLAND, Ph.D

This study explored the perceived stress level of international students who faced 

barriers to employment upon graduation from an American post-secondary institution. 

The Barriers to Employment Success Inventory (BESI) was used to assess employment 

barriers and the Perceived Stress Scale (PSS) assessed the perceived level of stress 

experienced by international student participants who were in the process of actively 

finding employment in the United States. An informed consent, demographic survey, and 

two exploratory semi-structured qualitative interview questions, the BESI, and the PSS 

were administered.

The criteria for participant selection were: F-l visa status, no dual citizenship, and 

a desire to work in the United States post-graduation. The sample for this study was 

projected to be 150-200 international F-l visa students who were conveniently and chain 

sampled through electronic means: the Lyford Cay Foundation, a private university 

located in the southeastern region of the United States international student listserv; the 

Counselor Educators and Supervisors Network (CESNET); and the Association for 

Multicultural Counseling and Development (AMCD).



With the examination of employment barriers and stress levels attributed to 

employment navigation; international student offices, American educators, international 

advisors, and those in direct contact with international students—from recruitment to 

completion of studies—will find the information useful and an aid to better serve this 

population.

Keywords: international students, employment, barriers, stress



CHAPTER ONE 

INTRODUCTION

The number of internationals entering the United States for educational purposes 

has increased considerably in the last fifty years (Agarwal & Winkler, 1985; Bhagwati, 

2003). In 1998-99 over 490,000 international students were attending U.S. colleges and 

universities (Wood & Kia, 2000) and according to Lin and Scherz (2014), international 

student enrollment in the United States climbed to over six hundred thousand. Along this 

same growth pattern, a 2014 review in U.S. News recorded that there were 886,052 

undergraduate and graduate students within the country. With the United States as the 

leading host to foreign students worldwide (Yang, Wong, Hwang & Heppner, 2002); it is 

evident more than ever before that internationals are choosing to study in the United 

States. So much so, global enrollments in postsecondary education were forecasted to 

reach 160 million by 2025 (Van Hook, 2012).

Over the years, the literature focused on quite a number of issues international 

students faced while pursuing higher education in the United States. Some of the issues 

researched were: acculturation and adjustment issues (Robinson, 1992; Olivas & Li, 

2006; Lin & Scherz, 2014); emotional and social issues—for example, lack of cultural 

knowledge and peer and faculty support (Robinson, 1992; Lay & Safdar, 2003; Andrade, 

2006); family and homesickness (Khoo & Abu-Rasain, 1994; Crockett & Hays, 2011;

1
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Pinder, 2012; Thurber & Walton, 2012); financial issues (Cantwell, 2015); and career 

concerns (Yih-Jiun & Edwin, 2004; Musumba, Jin, & Mjelde, 2011). Clearly a number of 

articles reviewed focused on the challenges faced by international students in the initial 

phases of recruitment and settling in America (Cartmell & Bond, 2015; Thurbur & 

Walton, 2012; Coates & Dickinson, 2012; Lay & Sadar, 2003; Crockett & Hays, 2011; 

Lin & Scherz, 2014; Mittal & Wieling, 2006; Gebhard, 2012; Kless, 2004; Overzat,

2011) yet none focused on life after graduation.

With the rapid increase of international students, there is a dire need for those 

who service the pre-mentioned population to go beyond public awareness for equal 

services (Yang, Wong, Hwang & Heppner, 2002; Gebhard, 2012; Andenoro & Bletscher,

2012) and into the realm of assisting international students in transitioning from 

university to employment (Shen & Herr, 2004; O’Sullivan, 2012; Pedace & DuBois, 

2012)—an area often overlooked. Limited research has been done specifically on the 

career needs of international students (Yang, Wong, Hwang & Heppner, 2002; Crockett 

& Hays, 2011), despite the outcry of internationals to have assistance with navigating 

their academic and professional environment (Knox, Sokol, Schlosser, Inman, Nilsson, 

Wang, 2013; Cartmell & Bond, 2015; Coates & Dickinson, 2012). It is no doubt that 

international students have endured high physical (Lay & Safdar, 2003) and emotional 

costs (Thurber & Walton, 2012) to follow their ambitions and dreams through overseas 

study, with the attainment of their own career aspirations as the ultimate objective (Shen 

& Herr, 2004; Crockett & Hays, 2011; Kisch, 2015).
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Barriers of Employment 

The literature (O’Sullivan, 2012; Han, Stocking, Gebbie & Appelbaum, 2015; 

Kless, 2004; Musumba, Jin & Mjelde, 2011; Sangganjanavanich, Lenz, & Cavazos,

2011) postulated key barriers of employment for international students. For one, finding 

employment suitable to the qualifications of the international degree recipient was 

challenging (Saminathan, 2012; Malos, 2012; Musumba, Jin & Mjelde, 2011). Secondly, 

there appeared to be a lack of guidance from international student career services—that 

were strategically placed in universities to assist this population—beyond validating their 

legal status and visa requirements (Olivas & Li, 2006; Yang, Wong, Hwang & Heppner, 

2002). What is more, the presence of restrictive immigration laws and visas varying from 

state to state (Pedace & DuBois; O’Sullivan, 2012; Jaggers, Gabbard & Jaggers, 2014) 

added to the barriers of employment coupled with employment discrimination—where 

companies were hesitant to hire non-Americans due to a lack of understanding of the 

legal and long-term financial implications (Malos, 2012).

Locating employment opportunities apt to the qualifications of internationals has 

been described as a daunting task (Kisch, 2015). New arrivals to the United States have 

encountered difficulties integrating into the new labor market, finding employment 

suitable to their professional qualifications, and attaining adequate economic returns 

(Rebhun, 2008; Marin, 2016). Empirical research also supports the notion that humanities 

graduates are more likely to have difficulty finding related employment compared to 

graduates from science, engineering, business, nursing, and education (Fenesi & Sana, 

2015; Lacey & Crosby, 2005; Richards, 1984; Robst, 2007; Sharp, 1970; Sharp &
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Weidman, 1986). It was also noted that most studies only provided data from early to 

mid-1990s, which may not be indicative of the more current relationship between 

university programs and employment (Allen, 1998; Giles & Drewes, 2001; Lacey & 

Crosby, 2005; Richards, 1984; Robst, 2007).

Lack of guidance from international student career services was seen as a critical 

barrier to employment for internationals (Savickas, Van Esbroeck, & Herr, 2005; 

Sangganjanavanich, Lenz, & Cavazos, 2011; Dine & Bapat, 2007). As a link from 

university to employment, the role of college and university career offices was typically 

to handle compliance issues such as visas, employment records, and employment 

authorization (Sangganjanavanich, Lenz, & Cavazos, 2011). Additionally, the office of 

career services was identified as the liaison that provided tools international students 

needed in order to obtain employment in the United States or abroad (Kisch, 2015; 

Spcncer-Rodgers, 2000; Sangganjanavich & Black, 2009). With the pie-identified 

services at the disposal of international students, Sangganjanavanich, Lenz, and Cavazos’

(2011) study stated that all international students surveyed on the process of seeking 

gainfiil employment in the United States indicated that they were “clueless” on how to 

locate essential resources specific to employing international workers. International 

students used contacts in their academic fields far more than they used campus career 

services, due to negative perceptions of or limited services that the center could provide 

(Shen & Herr, 2004; Dine & Bapat, 2007).

The United States has restrictive immigration laws and visas stipulations that are 

designed to protect American jobs which also serve as key barriers to employment for
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international students (O’Sullivan, 2012; Johnson, 2009). Federal laws restricting 

immigration to the United States have long been established (Johnson, 2009; Saminathan, 

2012; NAFSA, 2006) and it was not until 1875 the change in policy restrictions began to 

appear (Saminathan, 2012; Jaggers, Gabbard & Jaggers, 2014). Initially, this policy did 

not have quotas based on origin of nationality nor was there a cap on the number of 

immigrants admitted to the U.S. (NAFSA, 2006; Pedace & DuBois, 2012). Nonetheless, 

the process of gaining an immigrant employment visa was often described as being time 

consuming, expensive, and difficult for non-citizens (O’Sullivan, 2012; NAFSA, 2006; 

Johnson, 2009).

Employment discrimination was another grave concern of international students 

(Rissing & Castilla, 2014; O’Sullivan, 2012). As a result of a worldwide economic 

downturn, there has been a reversal in previous actions toward immigration staffing and 

an increase in protection of the host country labor (Malos, 2012; Borovska, 2016). Malos

(2012) stated that employers in the U.S. can face potential legal liability if they favor 

American citizens over authorized foreign workers in layoffs, pay decisions, and other 

relatable actions. Little attention has been paid to the likelihood that authorized foreign 

international workers—more specifically Hl-B work visa holders (Johnson, 2009; 

Borovska, 2016)—may become victims of discrimination when layoff, large scale 

reductions in force, and related staffing decisions are implemented (Malos, 2012).

Clearly, significant barriers exist for international students in obtaining employment in 

the U.S. upon graduation; an experience that has the potential to lead to tremendous 

levels of stress.
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Theoretical Framework 

In order to understand the success and level of stress concomitant to international 

students obtaining careers upon graduation from an American university, a theoretical 

framework for research with this population was warranted. The Social Cognitive Career 

Theory (SCCT) by Lent, Brown and Hackett (1994) was heavily based upon Albert 

Bandura’s social cognitive theory (Bandura, 1986) and Krumboltz’s Social Learning 

Theory (Krumboltz, 1994). Brown (2007) recognized that in the SCCT model there were 

self-regulatory cognitions that can be ever-changing for the career-seeking individual.

The SCCT links the individual, outcome expectations, and environmental factors that 

influence the choice of career (Zhao-Ping & Zhangran, 2012; Lee, Flores, Navarro & 

Kanagui-Monoz, 2015).

Krumboltz (1994) and Brown (2007) stated that four aspects of the individual 

influenced career-related behavior: behavior, self-efficacy beliefs, outcome expectations, 

and goals, in addition to genetically determined characteristics. Of the four personal 

aspects, self-efficacy beliefs and expectations of outcomes worked together to directly 

influence the development of career interest. People tend to be interested in things they 

believe they can perform well to produce valued outcomes (Brown, 2007). The researcher 

hypothesized that international students predominantly pursued higher education with 

hopes of developing career interests that lead to valued outcomes such as employment.

SCCT also took into account how career interests affect goals and outcomes such 

as career satisfaction, engagement, performance, and persistence (Lee, Flores, Navarro & 

Kanagui-Munoz, 2015) of international students. SCCT postulated that career and
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academic interests developed when individuals had confidence in their ability to perform 

specific academic or career related tasks (self-efficacy) and when they anticipated 

positive outcomes for engaging in these tasks (Lee, Flores, Navarro & Kanagui-Monoz, 

2015). Ideally, a perceived positive expectation for foreign students would be to receive a 

return on academic investment upon graduation despite potential barriers to employment.

The influences of environmental experiences such as support systems and barriers 

on career progress are explored within the SCCT framework. Environmental factors can 

entail race/ethnicity, culture, gender, ability, personality traits, and educational 

experiences (Zhao-Ping & Zhangran, 2012). Educational experiences were translated in 

the form of international students receiving or anticipating assistance from on-campus 

career centers and international student offices. The interaction between people and their 

environments is highly charged; the result is that individuals are initially influenced by 

and therefore cause influence on their environments (Brown, 2007); a seemingly cause- 

and-effect implication.

Not only the individual, but his/her outcome expectations and environmental 

factors influenced the career development course international students chose to take 

(Brown, 2007; Nunes & Arthur, 2013; Arthur & Flynn, 2011; Arthur, 2007). Career 

implementation was also influenced by a number of direct and indirect variables such as 

discrimination, economic variables that influenced supply and demand, and the culture of 

the decision maker (Brown, 2007; Malos, 2012; Rientes & Tempelaar, 2013). This 

research builds on the pre-identified variables through the exploration of how barriers to 

employment played a role in career implementation for international students.
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Holding true to the importance of understanding the environment, outcome 

expectations, and individual beliefs of international students, it was imperative to 

encourage individualized career narratives of international students through the process 

of narrative inquiry. As a qualitative research method, narrative inquiry was incorporated 

into this research as a sub-theoretical orientation where it assisted the researcher in 

understanding a phenomenon or an experience rather than to simply formulate a logical 

or scientific explanation (Connelly & Clandinin, 1987; Polkinghome, 1989; Bruner,

1990; Connelly & Clandinin, 1990; Kramp, 2004). Based on the belief that every life has 

a story and every self is a story—Narrative Inquiry suggests that the thicker the story, the 

richer the life experience (Randall, 2012; Randall, 2011). It is both a process (where the 

narrator tells the story) and a product of inquiry (where a story or narrative is told) 

(Turner & Bruner, 1986; Kramp, 2004). Bruner’s (1990) functional approach to narrative 

inquiry focused on the way individuals made sense of reality particularly through shaping 

random and seemingly chaotic life events into a comprehensible narrative with meaning. 

The focus of this form of analysis was on the interpretations of events related in the 

narratives by the individual telling the story (Kramp, 2004).

Statement of the Problem 

The gap in knowledge for the international student population rested on the 

premise that international students have faced considerable barriers towards being 

successfully employed upon graduation from an American university. Literature was 

limited in examining employment concerns and level of stress when internationals sought 

to transition from university to employment. Seemingly, much effort was placed into
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recruiting international students for studies in the United States (Ross, Grace, & Shao, 

2013; Shen & Herr, 2004; Spencer-Rodgers, & Cortijo, 1998) while less effort was 

placed on assisting them in obtaining M l time employment (Yih-Jiun, & Edwin, 2004; 

The White House Office of the Press Secretary, 2010).

It was apparent that international students were continuously presented with 

multi-layered career challenges during and after their matriculation through higher 

education pursuits. For those on an international student visa (also known as the F-l 

visa), legally they were not allowed to work off-campus during the first academic year, 

but may accept on-campus employment subject to certain conditions and restrictions 

(USCIS, 2016). Of the many challenges, the literature shed light on quite a few. Robinson 

(1992) noted that there was a lack of guidance and support from international student 

offices where the international student may expect too much or too little from with 

reference to their post-graduation employment needs. Also, internationals can experience 

“employability discrimination” (Malos, 2012). Employability discrimination was often 

linked to the cause and effect of immigration laws that employers may know little about, 

that potentially fed into their hesitancy to employ (Malos, 2012).

The literature stated that the primary role of international student advisors was to 

support international students while adjusting to and succeeding in obtaining degrees 

from U.S. colleges and universities (Wood & Kia, 2000). Within their primary role, 

various activities were included such as ongoing advisement throughout the year on 

cross-cultural issues (Reynolds, Constantine, 2007; Sangganjanavanich, Lenz, &

Cavazos, 2011; Sangganjanavanich & Black, 2009) and to prepare students to explore
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post-graduation opportunities (Wood & Kia, 2000; Sangganjanavanich, Lenz, &

Cavazos, 2011; Bikos & Furry, 1999; Yang et al., 2002). The gap in the literature on 

international student advisement lied in the latter, where there was limited support noted 

that explored post-graduation opportunities such as employment in their field of study.

International students are faced with a double bind, employability upon 

graduation and discrimination based on their immigration status. It is probable that this 

was partly due to the worldwide economic downturn where previous trends have been 

reversed toward offshore staffing and an increase in protectionism toward home country 

labor (Saminathan, 2012; The White House Office of the Press Secretary, 2010; Malos,

2012). Many employers are reluctant to hire eligible foreign national workers because 

they are intimidated by the difficult and uncertain nature of immigration law (Borovska, 

2016; Saminathan, 2012; Kless, 2004). Nonetheless, authorized internationals are subject 

to the rules and regulations of the United States that comes along with their migratory 

plight (Rissing & Castilla, 2014; Jaggers, Gabbard & Jaggers, 2014).

To work legally in the United States, the international student must go through a 

work visa process that requires strategic direction from legal counsel for it to be a rather 

smooth and seamless process (Borovska, 2016; Johnson, 2009; Malos, 2012). If there was 

a lack of guidance and direction for the student, the challenge at hand to obtain a work 

visa may be doubled or tripled, presumably adding to the level of stress the foreign 

student experiences (Chu, Khan, Jhan & Kraemer, 2015; Chai, Krageloh, Shepherd & 

Billington, 2012; Szabo, Ward & Jose, 2016). This study investigated employment
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barriers o f international students in the United States and explored perceived stress levels 

when international students were faced with career-related challenges.

Rationale and Purpose of Study 

A review of empirical literature (Yang, Wong, Hwang & Heppner, 2002;

Gebhard, 2012; Andenoro & Bletscher, 2012; Shen & Herr, 2004; O’Sullivan, 2012; 

Pedace & DuBois, 2012; Crockett & Hays, 2011; Knox, Sokol, Schlosser, Inman, 

Nilsson, Wang, 2013; Cartmell & Bond, 2015; Coates & Dickinson, 2012; Olivas & Li, 

2006) revealed that there was little to no research done on employment barriers faced by 

international students who sought transition from university to employment. Even though 

the international student population continues to increase (Agarwal & Winkler, 1985; 

Bhagwati, 2003; Lin & Scherz, 2014; Yang, Wong, Hwang & Heppner, 2002; Van Hook,

2012), little research was conducted specifically on the career needs of international 

students (Yang, Wong, Hwang & Heppner, 2002). Moreover, little to no studies were 

done on the perceived stress levels of these students during this transitory time period 

(Szabo, Ward, & Jose, 2016; Cooper, 1990; Hamboyan & Bryan, 1995; Hechanova- 

Alampay, Beehr, Christiansen, & Van Horn, 2002). It is paramount that individuals and 

professionals who are in direct contact with international students be aware of and have a 

general understanding of the barriers faced by internationals. In proactively doing so, the 

individuals are working towards understanding additional needs of the international 

student population beyond initial relocation to a foreign country.

Historical and current statistics suggest that international students are migrating 

more and more to the United States (Agarwal & Winkler, 1985; Bhagwati, 2003; Wood
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& Kia, 2000; Lin & Scherz, 2014). Yang et al. (2002) implied that the growing number of 

international students have stimulated the need to develop [and implement] career 

services designed to meet their unique needs further than advocating for equal services. It 

is important that American educators, international advisors, and those who are in direct 

or indirect contact with this population have a clear understanding of current multilevel 

challenges international students face, more specifically employability needs.

International students have the potential to be skilled in the workforce (Nunes & 

Arthur, 2013; Saminathan, 2012; Sangganjanavich & Cavazos, 2011) yet the foreseeable 

skills are not utilized in the absence of a job opportunity—a grave disadvantage. To be 

trained in a foreign country for several years and not be afforded the opportunity to work 

in the same country is the tiresome plight of the international student who desires 

temporary or permanent employment in the United States (The White House Office of 

the Press Secretary, 2010; Malos, 2012). Moreover, when they are not afforded job 

opportunities, financial, emotional and oftentimes physical burdens are ensued where 

they receive no return on their academic investment (Robinson, 1992; USCIS, 2016; 

Johnson, 2009; Saminathan, 2012; NAFSA, 2006). Probable employment effects 

include: downward occupational mobility (Bordoloi, 2013; Musumba, Jin, & Mjelde,

2011); decreases in income and little to no career prospects (O’Sullivan, 2012); career 

redirection (Sangganjanavich, Lenz, & Cavazos, 2011), and under- or unemployment 

(Pedace & DuBois, 2012; Bordoloi, 2013).

It was clear that barriers to career employability and the level of stress associated 

with finding and obtaining employment was an admissible area of concern. Researchers
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have identified numerous challenges of international students such as acculturation 

(Robinson, 1992; Olivas & Li, 2006; Lin & Scherz, 2014), homesickness (Khoo & Abu- 

Rasain, 1994; Crockett & Hays, 2011; Pinder, 2012; Thurber & Walton, 2012), level of 

language proficiency (Kisch, 2015; Chartock, 2010), and infiising multicultural education 

in the American post-secondary school system (Kisch, 2015; Alfred, 2009; Chartock, 

2010; Ferrare & Hora, 2014). Substantial focus has also been placed on organizational 

and legal factors affecting inequality in labor markets for internationals (Rissing & 

Castilla, 2014; Baron & Bielby, 1980; Cohen, Broschak & Haveman, 1998; Dobbin & 

Sutton, 1998; Edelman & Suchman, 1997; Kalev, Kelly, & Dobbin, 2006) yet an often 

neglected area was employment for those who entered the country to initially pursue 

higher education.

The purpose of this study was to explore the perceived stress level of international 

students who face barriers to employment upon graduation from an American post

secondary institution. This study sought to unveil at what point international students 

experienced their highest level of stress. Through the examination of these barriers and 

associated stress levels attributed to the process of navigating employment, international 

student offices, American educators, international advisors, and those who are in direct 

contact with international students—from recruitment to completion of studies—will find 

the information useful and an aid to better serve this population.

Significance of the Study 

International students’ options are limited once they have completed their course 

of study. They can try to stay permanently in the United States, stay temporarily and then



14

return to their home countries, return to their homelands directly, or even go to other 

countries (Shen & Herr, 2004). Although most international students initially intend to 

return home after receiving their degree, many change their mind (Kisch, 2015). Shen 

and Herr (2004) stated that students who plan to return home immediately chose to do so 

because of a commitment, a sense of security, family ties, or career promotion.

International students who have chosen to stay within the United States face 

multi-dimensional challenges when attempting to maneuver through career opportunities. 

For example, when said students inquired about job opportunities, international education 

administrators chose to follow campus policies (Wood & Kia, 2000) and governmental 

procedures (Shen & Herr, 2004) over the career needs of international students; hindering 

foreign students from staying in the United States (Shen & Herr, 2004). In retrospect, 

American universities appear to disengage after the recruitment phase was over.

A review of the outcomes of this study will particularly be beneficial to a myriad 

of audiences. The intended audiences were: international student offices, reluctant 

employers, prospective and current international students, the United States Citizenship 

and Immigration Services (USCIS), career counseling services, and college counselors. 

International student offices can use the information presented as a tool for guiding 

international students along their career paths, weighing out their options. Reluctant 

employers can view the outcomes of this study as an aid to understanding the perspective 

of international students and to gain clarity as to what is necessary to hire such 

individuals. Prospective and current international students can utilize the results as a 

realistic point of reference if one of their goals upon graduation is to pursue employment
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in the US. The office of the USCIS can benefit from this endeavor by utilizing the results 

as an indirect means of receiving feedback from those served in the work visa process 

and those who are seeking to be served. Career counseling services across the United 

States and the respective countries of origin can potentially benefit from information 

explored in this research as a way to prepare students who are seeking to relocate to 

foreign countries in pursuit of higher education. This study will also help college 

counselors understand the stressors international students may face as they near the end 

of their course of study. Lastly, post-secondary administrators can attract international 

students by implementing broader career counseling services and other programs aimed 

at addressing their employment barriers.

Definition of Terms 

While gaining knowledge about international students and their employment 

barriers is of importance, it is equally beneficial to define key terms that were referenced 

in this study. Terms were also included as a means to understand common vernacular of 

international students and those who work closely with them.

• Curricular Practical Training (CPT): An F-l student may be authorized to 

participate in a curricular practical training program that is an integral part of an 

established curriculum. Curricular practical training was defined as alternative 

work/study, internship, cooperative education, or any other type of required 

internship or practicum that is offered by sponsoring employers through 

cooperative agreements with the school (USCIS, 2014).



Employment: off campus employment opportunities afforded to international 

students. The terms career and career counseling are culturally constructed and 

need to be examined for their meanings and relevance for international students 

(Arthur & Popadiuk, 2016). For populations as diverse as international students, 

the term career may mean different things, which is important for career 

counselors and those working with international students to take into 

consideration (Arthur & Popadiuk, 2016). For the purpose of this study, career 

was identified as the chosen field international students either received a degree, 

certification, or diploma in. Career counseling was defined as the type of 

counseling received by international students that were relative to their chosen 

career path, most often from international student offices of the university or 

college they attend.

F -l visa status student: academic students who hold an F-l academic student visa 

that allows them to enter the United States as a full-time student at an accredited 

college, university, seminary, conservatory, academic high school, elementary 

school, or other academic institution or in a language training program (USCIS, 

2014). The identified sub-group must be enrolled in a program or course of study 

that culminates in a degree, diploma, or certificate from a school authorized by 

the U.S. government (USCIS, 2014).

H-1B: a nonimmigrant visa that allows U.S. employers to temporarily employ 

foreign workers in specialty occupations (Malos, 2012). The specialty occupation 

requires the theoretical and practical application of a specialized knowledge as
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well as a bachelor’s degree in said specialty (Malos, 2012). Unless determined to 

be exempt, H-1B petitions are subject to either the 65,000-statutory cap or the 

20,000-statutory visa cap exemption (USCIS, 2016).

• International students/internationals: English-speaking students who entered into 

the United States from their home country initially to pursue higher education 

within the American higher education school system, ideally those that do not 

have dual citizenship in the United States. A sub-category of international 

students is those who hold an F-l visa status.

• Non-immigrant: A foreign individual who seeks temporary entry to the United 

States for a specific purpose. The purpose can include visitors for business and for 

pleasure, students, international representatives, temporary workers and trainees, 

amongst others (USCIS, 2016).

• Optional Practical Training (OPT): The visa applied for by an F-l student where 

he/she may be authorized up to a total of 12 months of full-time practical training 

at each educational level (undergraduate, graduate and post-graduate) (USCIS, 

2016). Students who have received one year or more of full time curricular 

practical training are ineligible for post-completion academic training.

• Stress level: the perceived level of stress experienced by international student 

participants in the process of actively finding employment in the U.S.

• Barriers: difficulties experienced while pursuing employment in the U.S. such as: 

personal and financial, emotional and physical, career decision-making and 

planning, job-seeking knowledge, training and education (Liptak, 2011).
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Limitations and Delimitations

There were a few notable limitations of the study. For one, the study may not be 

applicable in places other than where the study took place particularly because a portion 

of the sample was collected from post-secondary schools located within a southeastern 

state of the United States. According to Open Doors (2015) review, Georgia was not 

listed as one of the leading host states for international students in the United States.

Other limitations of the study were gender, race, age, time spent within the United States, 

qualifications of international student representatives, cultural influences, and 

socioeconomic status.

The term delimitation suggests that parameters were deliberately set in order to 

establish some level of control for the intended study. International students who were 

not, or have not been on an F-l visa for higher educational studies were not recruited as 

well as those who had current dual-citizenship in the United States. Also, the 

socioeconomic status of international students was considered a delimitation. It was also 

important to filter out those who had little to no desire to pursue employment within the 

United States post-graduation as the study focused solely on international students who 

had an interest in obtaining employment within the US post-graduation.

Summary

Chapter one outlined the rationale for this study and the significance of 

researching perceived stress level and employment barriers for international students who 

pursue employment in the United States post-graduation. The researcher introduced a 

brief history of international students in the U.S., defined frequently used terms,



19

considered theoretical frameworks for the study, and identified foreseeable limitations 

and delimitations of the study.

Chapter two covers an introduction and a review of the literature on topics 

relevant to this study. Areas addressed in this chapter are: international students in 

America; international students and academic issues; international students, visas, and 

visa issues; transition from university to employment; academic issues and employment; 

international students and employment barriers; international students and stress; and 

international students, employment barriers, and stress.



CHAPTER TWO 

REVIEW OF LITERATURE 

Empirical studies with regard to international students in America, barriers to 

employment, and perceived level of stress international students faced while seeking 

employment within the United States were reviewed in the literature. A plethora of 

studies were conducted on international students in America relative to academic issues 

(Zheng, Everett, Glew, & Salamonson, 2014; Rienties & Tempelaar, 2013; Rientes, 

Beausaert, Grohnert, Niemantsverdriet & Kommers, 2012; Nayak & Venkatraman, 2010; 

Senyshyn, Warford, 2000); employment barriers (Nunes & Arthur, 2013; Arthur &

Flynn, 2011; Mihail 2007; Shen & Herr, 2004); and stress (Bai, 2016; Chu, Khan, Jahn, 

& Kraemer 2015; Kwadzo, 2014). Yet, there was a lack of research that explored the 

relationship between perceived levels of stress international students experience while 

searching for gainful employment post-graduation. This review had eight focal points: 

international students in America; international students and academic issues; 

international students, visas, and visa issues; transition from university to employment; 

academic issues and employment; international students and employment barriers; 

international students and stress; and international students, employment barriers, and 

stress.

20
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International Students in America 

The international student population in the United States has grown considerably 

(OECD, 2014) over recent years. In 2012, there were 4.5 million students who studied 

internationally worldwide, an increase of about five percent over the previous year and an 

upsurge of over 50 percent since 2005 (OECD, 2014). This growth of international 

students in the United States reflects the global trend of students who pursued higher 

education outside their birthplaces each year (IIE, 2015). Although the U.S. market share 

has declined in the last decade, the U.S. nonetheless hosted increasingly more 

international students than any other destination—from 2013 to 2014, a record high of 

886,052 international students (IIE, 2015). The second most popular international study 

destination—The United Kingdom—hosted approximately 481,050 international 

students; comparably less than two-thirds o f the U.S. total (IIE, 2015).

More than three-quarters (77%) of prospective students worldwide perceived the 

U.S. to have a high-quality higher education system in place and a wide range of schools 

and programs to meet a variety of student academic needs (IIE, 2015). International 

students often considered a range of factors when they made the critical decision to study 

in another country. Institute of International Education (IIE) (2015) defined two 

categories of influential factors: “push factors” and “pull factors”.

Push factors reflect the nudge international students encounter that encouraged 

them to migrate from their home country in pursuit of better education—for example, not 

being able to find a specific level of training at home (HE, 2015). International students 

may wish to study in another country as a means to broadening cultural and intellectual
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experiences while improving their job prospects, as they prepare for the next stage of 

their education or career (IIE, 2015). Pull factors are the factors that cause students to 

choose a specific location over others. These can include existing historical and political 

relations between countries and migration patterns; cost; and internationally-recognized 

degrees (HE, 2015). Additionally, intensive English programs are a gateway to U.S. 

degree programs and many universities have recruited international students by attracting 

them to English-language programs (NAFSA, 2006)—pulling them in the direction of the 

U.S.

The best and the brightest from around the globe are now a sought-after 

commodity, and are able to choose from many centers of distinction where they can 

sharpen their creative skills (NAFSA, 2006). The fact remains that although many 

international students want to return home and contribute to their countries after 

graduation from an American university (NAFSA, 2003), some remain legally in the U.S. 

and want to use the knowledge they gained and contribute to the U.S. economy (NAFSA, 

2006). With the presence of global mobility, some are able to do both where they 

effectively become citizens of two countries, move back and forth, and contribute to both. 

Overall, this particular group of international students contribute to long-term U.S. 

interests (NAFSA, 2003).

Over the years, the market for international students has transformed. Traditional 

competitors to the U.S. have executed strategies for capturing a grander share of the 

market; new countries have entered the market; and sending countries are building their 

higher education as to encourage students to stay home for all their education needs
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(NAFSA, 2006; Johnson, 2009; DHS, 2016). In 2001, the United States received 28 

percent o f international students; by 2011 that share had lessened to 19 percent (NAFSA, 

2006). Countries like Canada, the United Kingdom, New Zealand, Australia, Malaysia, 

Taiwan, and China are aggressively instituting new strategies to attract international 

students (DHS, 2016).

In 1999, Prime Minister Tony Blair announced a United Kingdom strategy for 

recruitment of international students which resulted in an increase of international 

enrollments by 118,000 students—more than twice the U.S. increase on a smaller base 

(NAFSA, 2006). In 2006, Mr. Blair announced a new initiative to increase international 

enrollments by another 100,000 over the next five years (NAFSA, 2006). China has also 

engaged in a dramatic opening of its higher education system and India has similarly 

emphasized the importance of keeping its students home—these countries account for 25 

percent of all international students in the United States (NAFSA, 2006).

Moreover, in 2008, Canada improved its Post-Graduation Work Permit Program 

to allow international students who have graduated from a Canadian post-secondary 

institution to gain pertinent post-graduate work experience in Canada up to a maximum 

of three years, with no restrictions on type of employment (DHS, 2016). Canada also had 

a 64 percent increase in post-graduation work permits and by 2014, the number of 

international students in the work permit program was doubled its 2008 total (DHS, 

2016).

International students have historically made significant contributions to the 

United States (DHS, 2016; NAFSA, 2015; Hunt, 2011; Johnson, 2009; NAFSA, 2006;
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NAFSA, 2003). Contributions are made by payment of out-of-state tuition; supporting 

research and innovation through science and engineering coursework (NAFSA, 2015; 

DHS, 2016); enhancing cultural and educational exchange on campuses throughout the 

U.S. (NAFSA, 2006; NAFSA, 2015); and promoting the importance of U.S. foreign 

policy, international leadership, and global expertise and dimensions (NAFSA, 2003; 

NAFSA, 2006). Mentionable, this population has also contributed a sum total of over 

35.8 billion dollars to the U.S. yearly (Open Doors, 2016). NAFSA (2015) also 

mentioned that as of 2015, there were 340,007 net jobs directly and indirectly 

created/supported in the state economy by international students and their families.

On a global platform, the United States need international students, professors, 

researchers, scientists, and future leaders (Johnson, 2009) and need to realize that 

additional academic and practical steps are necessary so that it does not continue to lose 

its competitive ground (DHS, 2016; HE, 2014). America can no longer assume that it will 

remain as the preferred destination where international students will come simply 

because they always had (NAFSA, 2006; Johnson, 2009). The international student 

market has become highly competitive, but the market leader—The United States—is not 

competing (NAFSA, 2003).

Brilliant students and skillful workers have many options around the world for 

study and they are attracted to the places that offer them the best opportunities (Johnson, 

2009). In a 2010 address, President Barack Obama stated that while America provides 

students from around the world visas to get engineering and computer science degrees at 

top American universities, there are laws that discourage said students from utilizing
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those skills to start a business or power a new industry in the United States—ultimately 

defaulting to the U.S. only training global competition (The White House Office o f the 

Press Secretary, 2010). The United States cannot be competitive for the world’s most 

talented students unless those students know that they will have employment 

opportunities after graduation, should they wish to pursue them (The White House Office 

of the Press Secretary, 2010).

Recruitment strategies and interest in enrolling international students has grown 

among the U.S. higher education institutional community (IIE, 2014). Future 

international students may already be positioned in secondary schools at the time of 

recruitment into higher education, making local recruitment probable—specifically from 

private U.S. high schools (IIE, 2014). Research states that for every F-l secondary 

international student in the U.S., there are about seven international undergraduate 

students (IIE, 2014). Consequently, colleges and universities will continue to need a 

robust overseas recruitment plan in order to recruit sizeable numbers of international 

students (DHS, 2016; IIE, 2014). In addition to robust recruitment strategies, receiving 

universities need to equally adopt full-cycle recruitment strategies which has translated 

into universities recognizing the importance of assisting international students in 

exploring their post-graduation plans (The White House Office of the Press Secretary,

2010).

International Students and Academic Issues 

As it stands, professional literature is saturated when it comes to exploring 

academic issues of international students pursuing higher education. Some of the
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academic issues discussed in the literature are: adjustment issues (Robinson, 1992; Olivas 

& Li, 2006; Crockett & Hays, 2011), help seeking behaviors (Mittal & Wieling, 2006) 

visa or paperwork problems (Robinson, 1992; Spencer-Rogers & Cortijo, 1998; Crockett 

& Hays, 2011; IIE, 2015), level of language proficiency (Robinson, 1992; Crockett & 

Hays, 2011; Gebhard, 2012; Lin & Scherz, 2014; Araujo, 2011) cultural and 

sociolinguistic skills (Lin & Scherz, 2014; Andrade, 2006), and stress (Robinson, 1992; 

Crockett & Hays, 2011). Several scholars have conducted research to examine specific 

academic issues of the international student who pursue higher education away from their 

home country.

The newly migrated international student has difficulty adjusting from 

educational practices of their home country to the American university system (Nayak & 

Venkatraman, 2010). From a narrative inquiry approach, Nayak and Venkatraman (2010) 

conducted a pilot study with undergraduate and graduate international students from 

India that explored the influence of home country academic culture on the performance 

of international students in the field of Business. The purpose of this qualitative study 

was to allow the narrators to tell the story of their educational pursuits, while drawing 

from the Social Identity Theory (SIT). Since this was a pilot study, the narratives were 

collected through a structured and timed interviewing process where the narrators 

discussed their experiences and problems individually. The researchers found that the 

following academic cultural themes emerged from the narrations: shift from annual 

teaching to semester system, unfamiliar with assigned writing assignments, unfamiliar 

with the American accent, and most prevalent was the lack of the students’ skills in
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adapting to the university culture within a considerably short period of time (Nayak & 

Venkatraman 2010).

Rientes, Beausaert, Grohnert, Niemantsverdriet and Kommers (2012) appear to 

echo Nayak and Venkatraman (2010) in that international students were unsatisfactorily 

adjusted to higher educational programs apart from their host country both academically 

and socially (Rientes et al., 2012). The researchers adopted a cross-institutional 

comparison with 958 students from five business schools in the Netherlands to address 

two research questions. First, they wanted to know, ‘To what extent do international 

students differ from domestic students with respect to academic and social integration”. 

Also, they sought to look at what “extent do differences in academic and social 

integration between domestic and international students have an impact on academic 

performance”.

The researchers applied a multi-layer approach for analyzing the data 

components. Students’ academic integration was measured by the Student Adaptation to 

College Questionnaire (S ACQ). Students’ social integration was measured with a new 

questionnaire developed by the researchers based upon a literature review conducted. 

Academic performance of the students who participated was assessed by a European 

Credit Transfer and Accumulation System (ECTS) collected after one year of 

international studies in addition to the student’s grade point average (GPA) after one 

year. As it relates to ethnicity, this was measured by four open-ended questions where 79 

nationalities and 129 ethnic identities were identified in the database.
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First, a correlational analysis of data was conducted that explored the relationship 

between the SACQ, ECTS scores, and the social integration questionnaire. Next,

Analysis of Variance (ANOVA) examined the differences between the four groups of 

participants. Then, regression-analyses were done as a means of identifying whether the 

demographic data collected, the SACQ, and SIQ elements predicted the grades achieved 

and ECTS points. The research postulated three main findings. Academic performance 

was affected positively by academic integration; Western students scored better than 

Dutch students on academic integration and study-performance; and there was a 

complementary relationship between academic and social adjustment and study- 

performance (Rientes, Beausaert, Grohnert, Niemantsverdriet & Kommers, 2012).

It was perceived that as international students transitioned to higher education, a 

considerable amount had difficulty distinguishing between language and cultural 

differences. Senyshyn, Warford, and Zhan (2000) conducted their study with the 

University of Tennessee undergraduate international population with 83 eligible 

participants. A self-developed questionnaire was mailed out to international students 

where the total sample population was reduced to 30 students—yielding a 42.5% 

response rate (Senyshyn, Warford & Zhan, 2000). The results suggested that the students 

who were originally from Western Europe and Canada adjusted better and had fewer 

problems than their Asian counterparts despite examining such a relatively small sample 

size.

Rienties and Tempelaar (2013) conducted a cross-sectional comparison between 

1,275 students from nine higher educational institutes in the Netherlands who were
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revered as having extensive experience providing education to international students. The 

researchers sought to find differences between the academic performance of Dutch and 

international students by taking a detailed look at their levels of academic and social 

integration. There were 77% of the participants who were enrolled in a business program, 

14% within an education program, 7% engineering, and 2% identified as ‘other’. Like 

Rientes, Beausaert, Grohnert, Niemantsverdriet and Kommers (2012), Rienties and 

Tempelaar (2013) utilized the SACQ to measure academic integration and administered 

an SIQ questionnaire. The researchers gave the questionnaires to 2,446 full-time 

Bachelor and Master students after 6-8 months of studying in the host country where 

1,375 were completed and used. ANOVA explored the differences between the culture 

clusters, correlational analyses explored the SACQ, SIQ elements, cultural dimensions, as 

well as grades and obtained ECTS. The analyses were followed by a multilevel 

regression analyses. The main significant finding postulated that there were significant 

academic and social integration processes between the nine groups of international 

students (Rienties & Tempelaar, 2013).

One of the key areas identified as an academic issue was the level of language 

proficiency of international students. Set in Greece, Zheng, Everett, Glew, and 

Salamonson’s (2014) correlational study aimed at comparing the high attrition and 

academic performance of international and domestic English as Additional Language 

(EAL) students. The researchers utilized 277 (25%) international and 814 (75%) 

domestic nursing students enrolled from 2010-2012 located at a large Australian 

university. Another criterion was for the nursing students to be individuals who also
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attended orientation before beginning courses. The method involved completing a survey 

that assessed their English language usage. The data collected included students’ 

enrollment status and GPA at 12 months. The authors’ findings denoted that the attrition 

rate was significantly lower than domestic students (7.9% versus 13.3%, p=0.018); 

international students had higher GPA’s from the sample taken (4.1 versus 4.0, p=0.011). 

The researchers concluded that the levels of English-language usage and language 

acculturation was not sufficient to ensure successful transition into the academic 

environment for either international or domestic EAL nursing students (Zheng, Everett, 

Glew, & Salamonson, 2014).

International Students, Visas, and Visa Issues 

A visa is a document that allows an individual to apply at a port of entry for 

admission to the United States (Johnson, 2009). In order for international students to 

study at a higher education institution in the U.S., they must possess a [student] visa. Two 

main types of visas international students possess are F-l and J-l visas. An F-l student 

visa affords the international student the opportunity to study as a full-time student at an 

accredited institution (USCIS, 2014). A J-l (nonimmigrant) visa is an exchange visitor 

visa that authorizes individuals who seek to participate in an approved program geared 

towards teaching, instructing or lecturing, studying, observing, conducting research, 

consulting, demonstrating special skills, receiving training, or to receive graduate medical 

education or training (USCIS, 2016). These individuals are sponsored by an exchange 

program and can be professors or scholars, research assistants, students, trainees, 

teachers, specialists, nannies/au pairs or camp counselors (USCIS, 2016).
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When international students approach graduation, they can apply for temporary 

work visas—two of which are the Curricular Practical Training (CPT) visa and the 

Optional Practical Training (OPT) visa. The CPT is an alternative work/study, internship, 

or practicum offered by sponsoring employers in agreement with the host institution 

(USCIS, 2014). The OPT visa is a form of temporary employment available to F-l 

students (except those in English language training programs) that directly relates to a 

student’s major area of study in the U.S. (DHS, 2016). It is a 12-month full-time practical 

work training opportunity at each educational level (undergraduate, graduate, and post

graduate) (USCIS, 2016).

If international graduates seek employment after the expiration of the OPT visa, 

they can eventually apply for a long-term employment visa—the H-1B visa, or the green 

card (Johnson, 2009). The H-IB is a nonimmigrant visa that allows U.S. employers to 

temporarily employ foreign workers in specialty occupations (Malos, 2012). It is 

sometimes seen as a stand-in for immigrant visas due to the unavailability of green cards 

(where a foreigner can live and work permanently in the U.S). If there were adequate 

availability of green cards, much of the pressure would be removed from the temporary 

employment-based visa system (Johnson, 2009).

International students have experienced confusion regarding U.S. Citizenship and 

Immigration Services (USCIS) policies and work authorization procedures that regulate 

U.S. employment (NAFSA, 2006). This in turn has made it difficult for these students to 

evaluate the viability of their career plan against the USCIS policies that govern 

employment (Crockett & Hays, 2011). Visa policies also have the likelihood of
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preventing the U.S. from further benefiting from the contributions of international 

students who might want to stay in the U.S. post-graduation (NAFSA, 2006).

Transition from University to Employment

F-l students who have completed their academic programs and any ensuing 

periods of OPT, must generally leave the United States unless they enroll in other 

academic programs, change to a different nonimmigrant status; or legally extend their 

period of authorized stay in the U.S. (DHS, 2016). Historically, an F-l student is allowed 

a 60-day grace period after the completion of the academic program or OPT to prepare 

for departure from the United States (DHS, 2016). Immigration law recognizes people as 

either “immigrants”, those who apply for entry with the intent of remaining, or 

“nonimmigrants”, those who apply for entry for a specific puipose and period of time, 

after which it is assumed that they will go back to their home country (DHS, 2016; 

Johnson, 2009).

The reality of today is that talented individuals circulate. Skilled people leave 

their home country for different reasons and seek to stay in the receiving country for 

varying periods of time based on multifarious factors (Johnson, 2009). They may stay, 

return to their prior country of residence, move to a third country, establish homes in both 

the sending and receiving countries and divide their time between the two, travel back 

and forth constantly to engage in conglomerate research projects, or follow a variety of 

other patterns (Johnson, 2009).

In February 2006—Dr. Goverdhan Mehta—an internationally renowned scientist 

from India and a frequent visitor to the United States—was refused a visa to lecture at a
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conference at the University of Florida where he had previously served as a prominent 

visiting professor (NAFSA, 2006). The refusal was overturned after an international 

outcry threatened to disrupt President Bush’s visit to India, but Dr. Mehta declined the 

invitation in disapproval of a visa application process that he found arduous and 

demeaning (NAFSA, 2006). Like international students, international scholars also have 

options.

The U.S. immigration system has likewise not yet effectively adapted to the era of 

globalization—today’s international students are tomorrow’s innovators in the U.S. 

economy (NAFSA, 2006). The United States has argued myopically over outdated caps 

on the number of talented people who will be permitted to work and live in this country 

all while other countries have seized this weakness to lure people to their knowledge- 

based economies (NAFSA, 2006). While the United States provides a patchwork of 

limited, short-term work options with long and uncertain paths to permanent residency, 

other countries promise quick membership in their societies for talented people and their 

families (Johnson, 2009). Canada has ran advertisements in major U.S. newspapers 

seeking to attract knowledge workers and their families who are stuck in U.S. green card 

backlogs (Johnson, 2009). In an era of competition for rare global talent, countries that 

attract the world’s best and brightest to their universities are the countries that will have 

the best talent pool from which to fill their cutting-edge jobs (NAFSA, 2006). The very 

diversity the U.S. gain through openness to international talent itself fuels innovation and 

creativity (Johnson, 2009).
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Academic Issues and Employment 

Set in Greece, Mihail’s (2008) quantitative study investigated the evolutionary 

nature of careers from the employee’s perspective, in numerous business contexts. The 

researcher discussed the importance of understanding the difference between old 

employment contracts and new employment contracts where it was admirable if graduate 

students exchanged ‘performance on the job’ with job skills, work experience, and 

project handling so they remained marketable and employable (Mihail, 2008). The 

researcher conducted a survey using a structured questionnaire with 238 graduates 

working for firms across all sectors of the Grecian economy. Factor analysis was utilized 

to form career anchors/orientations, and career strategies from graduates’ attitudes and 

statements reported in the survey. Additionally, regression analysis was applied in order 

to assess the influence of alternative career orientations on career self-management 

behaviors (Mihail, 2008). The researcher reported that the primary source for shaping the 

surveyed graduates’ career strategies, was their own career orientations; drawing 

importance of a self-drive through the employment search.

Shen and Herr (2004) explored the career placement concerns of international 

graduate students from a qualitative perspective. They had a total of 24 participants, 18 

who were foreign graduates, one naturalized American, three academic advisors, and two 

career counselors. Of the 24 participants, nine were Master level and 10 doctoral level 

from 19 major colleges. All who held non-immigrant visas—14 F-l, 3 J-l, and 1 H-1B.

A total of 18 countries were represented including the Americas, Asia, the Middle East, 

and New Zealand. The researchers had a total of four research questions—how do
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international graduate students vary by career; what are the factors influencing the plans 

of the students, if  they intend to leave or stay in the United States; what have been their 

experiences with academic advisors and with career counseling and placement services in 

higher education; and what are the implications for career development and placement 

services for international graduate students who differ by major, gender, and geography. 

The researchers utilized mixed purposeful sampling, chain sampling (with international 

student associations), stratified sampling, and maximum variation sampling. Their 

structured, open-ended interviews lasted between 45-120 minutes and they also collected 

demographic information on a form that was developed by the researchers. As their 

instrument, transcriptions were processed through inductive (thematic) analysis and 

cross-case analysis by the first author. Individual data sets were broken into categories 

with themes emerging from them. The authors found that factors influencing career plans 

varied by person. Additionally, factors affecting students’ plans ranged from 

individualism to collectivism. Irrespective of major, gender, and geography, the academic 

field was counted as being more supportive than career services for the international 

student. One of the major findings was that the majority of students did not benefit from 

campus career services although career placement was their concern (Shen & Herr,

2004).

International Students and Employment Barriers 

For every seven international students enrolled, three U.S. jobs were created or 

supported by spending that occurred in the following sectors: higher education, 

accommodation, dining, retail, transportation, telecommunications, and health insurance
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(NAFSA, 2015). Despite direct contribution to the U.S. economy, international students 

faced various employment barriers while transitioning from a student to an employee.

The literature explored some of the employment barriers faced.

Arthur and Flynn (2011) conducted a study that included the perspectives of 

international students who were in the process of transitioning from studying to working 

and settling in Canada. They identified factors that supported international students who 

desired employment and permanent immigration. In total, there were 19 participants, 11 

of which were men and 8 women between the ages of 21 and 38. The participants 

originated from China, India, Sri Lanka, Peru, Bangladesh, Mexico, Columbia and 

Taiwan. With reference to their education level, 16% were of the doctoral level, 68% 

master’s level, and 16% were undergraduate students.

Arthur and Flynn (2011) recruited their participants from the Centre for 

International Students during their final year of academic studies. This was done through 

an email that was sent to the Centre’s listserv that stated the purpose of their study, the 

compensation amount, and a request for a meeting time. Out of the 26 responses the 

researchers received, 19 participants were interviewed. A follow-up interview was done 

during their first year of employment post-graduation in Canada. As their instrument, the 

researchers gave a semi-structured interview with 12 open-ended questions that included 

a Critical Incident Technique (CIT). The participants were asked to report a critical 

incident related to their career influences. After the interview, the interviewer asked the 

participants if they had any additional information they wanted to add relevant to the 

study.
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Data analysis was conducted in the form of transcriptions that were transcribed 

verbatim by a professional transcriptionist. The 12 open-ended interview questions were 

analyzed using a constant comparison method and frequency analysis (Arthur & Flynn,

2011). Constant comparison was done to formulate categories from the data and 

inductive reasoning was done to note similarities and differences. To establish 

trustworthiness, the first author examined the second author’s view of the Critical 

Incident Techniques (CIT) utilized. Themes from analysis were as follows: enhanced 

quality of life, career-related opportunities, enhanced work environment, and safety and 

political stability. It is imperative to note that the suggested future direction of this 

research was to investigate the ways that international students bridge the gap between 

their career desires to pursue employment and permanent immigration and their actual 

experiences of entering the local market (Arthur & Flynn, 2011). This dissertation 

research endeavor expounded on the future research recommendation by Arthur and 

Flynn (2011).

As a second phase to Arthur and Flynn’s (2011) study, Nunes and Arthur (2013) 

explored international students’ experiences of integrating into the Canadian workforce.

In the previous study, 19 international students were interviewed, 16 of the students 

agreed to be contacted for a follow-up interview via Skype after completing their 

educational programs—compensation included. The researchers analyzed 14 semi- 

structured interview questions through constant comparison analysis. Four (25%) of the 

16 participants reported that they had secured a job since graduating from their 

university, 2 full-time employment and 2 part-time employment jobs. One of the
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participants reported that their secured job was in their field of study, eight stated that 

they were unable to secure a job, and four were still pursuing their educational degrees. It 

was noted that three participants referred to their lack of Canadian citizenship or 

insufficient networks as elements that made their process challenging. Additionally, half 

of the participants articulated that their expectations for better job prospects in Canada 

were unmet (Nunes & Arthur, 2013). Forty-four percent of the interviewees stated that 

choosing to immigrate has strengthened their work experiences, 31% were indecisive if 

their work experience was strengthened or weakened and 25% believed that their initial 

decision to relocate to Canada was weakened post-graduation (Nunes & Arthur, 2013). 

Recommendations were made for Canadian employers, career services personnel, and 

incoming international students to address aforesaid concerns.

International Students and Stress 

Stress associated with adjusting to U.S. culture manifests in a myriad of 

symptoms. High stress levels can increase susceptibility to physical illness and induce 

chronic somatic complaints that have no organic basis (Crockett & Hays, 2011). It is not 

unusual for international students to experience loss of appetite and sleep, low stamina, 

headaches, muscle tension, gastrointestinal problems, and ulcers (Crockett & Hays, 2011; 

Winkelman, 1994). Since visa status can restrict and reduce vocational opportunities, this 

population may have added stress in understanding how their visa intersects with 

personal career goals and aspirations (Crockett & Hays, 2011).

Bai (2016) conducted a quantitative study to measure the acculturative stress of 

international students and explore the predictors of acculturative stress. A total of 186
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international students (F-l and J-l status) from a U.S. Midwestern University participated 

in an online survey, 152 cases were used. The majority of the students were graduate 

students (64.47%) and single (75.66%). In the questionnaire given, the following 

variables were included: demographic variable, English proficiency, academic 

achievement, perceived support from school, and acculturative stress. English proficiency 

was measured by the Test of English as Foreign Language (TOEFL); academic 

achievement measured by grade point average (GPA); perceived support from school by 

a nine-item scale created by the researcher; and acculturative stress by the Acculturative 

Stress Scale for International Students (ASSIS). Results indicated that 22.4% of the 

students topped the typical stress level and it was suggested that these students may need 

counseling or psychological intervention. Additionally, international students from the 

Middle East had a meaningfully higher level of acculturative stress than students from 

other regions. Perceived support from the university was addressed as a considerably 

negative predictor of acculturative stress for the participants (Bai, 2016).

Chu, Khan, Jahn, and Kraemer (2015) conducted a quantitative study aimed at 

assessing two areas of interest. First, the researchers examined the levels of perceived 

stress and studying-related life satisfaction and the possible linkage with only-child (OC) 

status and whether these links differed between Chinese and international students. The 

researchers utilized a cross-sectional health survey with 1,843 students; of which 300 

were international students and 1,543 were Chinese. This particular study was done at 

two Chinese universities between 2010 and 2011 (Chu, Khan, Jahn, & Kraemer, 2015). 

As the chosen instrument, the researchers administered Cohen’s Perceived Stress Scale
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(PSS-14) and Stock and Kraemer’s Studying-Related Life Satisfaction Scale. To examine 

the relationship of only-child status with perceived stress and studying related life 

satisfaction by sex, a multivariable logistic regression analyses was conducted for both 

Chinese and international students independently. The multivariable regression models 

postulated that the Chinese non-only-child (NOC) individuals were more stressed than 

OCs with a stronger relation in men than women. Of the international students examined, 

no relations between OC status and perceived stress or studying-related life satisfaction 

were noted (Chu, Khan, Jahn, & Kraemer, 2015).

International Students, Employment Barriers, and Stress 

Kwadzo (2014) conducted a qualitative study research design that explored the 

experiences of international students who were working and studying at a North Eastern 

public university. The researcher utilized purposeful sampling, criterion sampling—for 

M l time international students who were also engaged in on-campus employment; and 

snowball sampling. Four international student employees were contacted first and then 

each recruited participant assisted the researcher with finding other participants; 20 

international students were selected. Each student chosen were on an F-1 visa from either 

Malaysia, China, India, South Korea, Ghana, Nigeria, Niger, Kenya, or Jordan (Kwadzo, 

2014). The researcher chose to incorporate semi-structured face-to-face interviews and 

photo-elicitation techniques to study the students’ experiences of studying and working in 

the United States. Photo-elicitation is the process of allowing the participant a moment to 

self-express or respond to private photos as a means of aiding the interviewing process 

and potential communication gaps. Participants were given a disposable camera and
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instructed to take approximately ten pictures representative of their study and work 

experiences. The students were instructed to speak about his/her feelings about the 

photos. The analysis of data involved data coding, transcription and development, and 

discovery of patterns (Kwadzo, 2014). Findings suggested that the international students 

benefited from the duties of their dual role as both students and employees; however, 

they also suffered from emotional and physical stress. Additionally, these students 

reportedly used various coping skills such as finding social support, and engaging in 

leisure and non-leisure activities (Kwadzo, 2014).

From the studies reviewed, the author sought to fill the gap between international 

students, employment barriers, and perceived stress. Stress has been observed in the 

literature as a result of studying and working simultaneously (Kwadzo, 2014); however, 

research is scarce in examining the level of stress as it relates to the employment seeking 

phase of international students. The author adopted a few of the instruments used in the 

previously reviewed studies such as: a demographic survey, an edition of Cohen’s PSS 

scale (Chu, Khan, Jhan, & Kraemer, 2015), and the listserv method (Arthur & Flynn,

2011) for data collection.

Summary

In summary, chapter two introduced the reader to a review of the literature on 

topics relevant to the process international students encounter while pursuing higher 

education and transitioning into their chosen career paths. The areas addressed in this 

chapter were: international students in America; international students and academic 

issues; international students, visas, and visa issues; transition from university to



employment; academic issues and employment; international students and employment 

barriers; international students and stress; and international students, employment 

barriers, and stress. Chapter three will provide a description of the methodology and 

procedures of this study. This includes research design, research question, research 

hypothesis, sample description, instrumentation, demographic survey, Barriers to 

Employment Success Inventory (BESI), Perceived Stress Scale (PSS), qualitative 

question, data collection, data analyses, and a summation of the chapter.



CHAPTER THREE 

METHODOLOGY

This chapter outlined the methodology for this study and adopted both 

quantitative and qualitative measures. It was organized into 12 key sections. The sections 

were divided into the following: research design, research question, research hypothesis, 

sample description, instrumentation, demographic survey, Barriers to Employment 

Success Inventory (BESI), Perceived Stress Scale (PSS), qualitative question, data 

collection, data analyses, and a summation of the chapter.

Research Design

A regression is a type of statistical technique that is used when a researcher is 

particularly interested in predicting a dependent variable from one or more independent 

variables (Heppner & Heppner, 2004). The predictor variable for this study was 

employment barriers with five levels (personal and financial, emotional and physical, 

career decision making and planning, job-seeking knowledge, and training and 

education). The criterion variable was the level o f perceived stress with three levels (low, 

average, or high).

The research design for this study utilized multiple regression that explored the 

relationship between the predictor and criterion variable—the stepwise multiple 

regression of analysis. A stepwise regression is considered to be one of the most popular 

types of multiple regression and is commonly used to identify the following: “(a) how

43
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much total variance a set of predictors can account for in a criterion variable and (b) 

which predictors can explain more variance in the criterion” (Heppner & Heppner, 2004). 

According to Tabachnick and Fidell (1996), stepwise regression is regarded as the path to 

the best prediction.

Research Question

Heppner and Heppner (2004) stated that a research question asks a question about 

a specific set o f events. A research hypothesis goes one step further and predicts an 

expected relationship between concepts or predicts the end results of a set of events 

(Heppner & Heppner, 2004). The author proposed the following inferential research 

question: “How do employment barriers influence the level of stress international 

students experience while pursuing employment in the United States?”

Research Hypothesis 

This semi mixed-method research study explored the relationship employment 

barriers had on perceived levels of stress for international students who sought 

employment post-graduation. The Barriers to Employment Success Inventory (BESI) 

created by John Liptak, assessed employment barriers. The Perceived Stress Scale (PSS) 

assessed the perceived level of stress experienced by international student participants 

who were in the process of finding employment in the U.S. This study sought to uncover 

whether a relationship between employment barriers and perceived stress level was of 

significance or not. The following hypotheses were proposed:
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Null Hypothesis: There is no relationship between employment barriers and perceived 

level o f stress for international students who pursue employment in the U.S. post

graduation.

Hypothesis: There is a relationship between employment barriers and perceived level of 

stress for international students who pursue employment in the U.S. post-graduation.

Sample Description

According to a 2015 report, there are an estimated 19,758 international students 

residing in Georgia (NAFSA, 2016). The sample for this study was projected to consist of 

150-200 international F-l visa students who resided in the U.S. and had a desire to work 

in the U.S. post-graduation. These students were conveniently and chain sampled 

through: the Lyford Cay Foundation, Nassau, Bahamas; a private university located in the 

southeastern region of the United States international student listserv; the Counselor 

Educators and Supervisors Network (CESNET)—an online network of counselor 

educators and doctoral students who are dispersed all over the United States—and the 

Association for Multicultural Counseling and Development (AMCD).

Instrumentation

In addition to an informed consent form (Appendix G), the researcher 

electronically sent out an invitation letter for participation (Appendix F); a self- 

administered demographic survey with two exploratory qualitative semi-structured 

interview questions (Appendix H); the Barriers to Employment Success Inventory 

(Appendix E); and the Perceived Stress Scale (Appendix C) to the international student 

participants. This was primarily conducted through Survey Monkey.
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Demographic Survey 

All participants were asked to complete a demographic survey that contained the 

following sample items: age range, country of birth/origin, ethnicity, desire to stay in the 

United States and obtain gainful employment after graduation, dual citizenship, highest 

degree obtained, employment status, identification of barrier, and a rate-your-stress-level 

question from zero to four where international students responded based on current 

barriers to employment. The two questions on barriers were open ended and qualitative in 

nature. For continuity purpose, the range of zero to four on the rate-your-stress level 

question mirrored the pre-identified range on the PSS scale. The proposed demographic 

information was selected to gain information about the characteristics of international 

students living in the United States. Also, the types of questions on the demographic 

survey were included as potential sources of variance.

Barriers to Employment Success Inventory (BESI)

The Barriers to Employment Success Inventory (BESI), fourth ed. by John Liptak 

(2011) was published by JIST Works, an imprint of JIST Publishing, and has been used 

to help individuals identify their major barriers to obtaining a job or succeeding in their 

current employment (Liptak, 2011). The BESI was initially developed and designed in 

1996 (Johnson & Solly, 2014) as a self-scoring and self-interpreting inventory for 

individuals who were either starting their job search, have been unsuccessful in gaining 

employment, or those who have been unable to secure and keep a job (Liptak, 2011). 

Although the BESI was designed for administration and interpretation by non

psychologists (Johnson & Solly, 2014), it was a standardized counseling tool for the
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intent of initiating conversation about barriers to gainful employment and to suggest ways 

in which the identified barriers can be overcome (Liptak, 2011).

The BESI took approximately 20-30 minutes to complete and consisted of 50 

statements where each item was rated on a Likert-type scale ranging from no concern, 

little concern, some concern, and great concern. The 50 statements were presented at a 

seventh-grade reading level and covered the following five categories: personal and 

financial, emotional and physical, career-decision making and planning, job-seeking 

knowledge, and training and education (Johnson & Solly, 2014). Sample statements from 

the BESI were: “finding government programs that can help me”; “learning effective job- 

search skills”; “learning about jobs with a good future”; and “explaining gaps in my work 

record (JIST Gateway, 2016).”

After the items on the inventory were complete, scores were automatically 

calculated and interpreted. The pre-mentioned five categories on the BESI were scales 

that represented 30 or more barriers to employment (Liptak, 2011). Ten items analyzed 

each set of (the five) barriers with the 50 statements (Johnson & Solly, 2014). Each 

Likert-type response was given a point value—one for ‘no concern’, two points for ‘little 

concern’, three points for ‘some concern’, and four points for ‘great concern’. For each 

identified barrier, there was a minimum score of ten and a maximum of 40 given. For 

interpretation purpose, a raw score of 0 to 20 was described as low, 21 to 30 as average, 

and 31 to 40 as high for each barrier category. After completion of the 50 statements, 

each participant was prompted to complete a short-term (minimum of a two-month
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commitment) and long-term (minimum of a six-month commitment) action plan to 

overcome identified barriers (Johnson & Solly, 2014).

The ‘personal and financial’ barriers scale measured barriers that occurred from a 

lack of primary survival resources (Liptak, 2011). Participants that scored high on this 

scale may have been concerned with needs such as transportation, housing, money, and 

similar resources. The ‘emotional and physical’ scale measured barriers that derived from 

feelings of insecurity and low self-esteem. Individuals who responded high on this scale 

were preoccupied with maintaining health or perhaps a positive stance.

The ‘career decision-making and planning’ scale measured obstacles that resulted 

from a lack of career planning and career decision making skills. Those who scored high 

were interested in receiving more information relative to their interests and values, 

occupations and leisure activities, and small business and home-based business 

opportunities. Additionally, high scores indicated a general concern for implementing 

effective career decisions, goal-setting, and developing strategic plans in order to achieve 

goals (Liptak, 2011).

The ‘job-seeking knowledge’ scale measured barriers that were evident as a result 

of a lack o f knowledge about how to develop a beneficial job search. Participants who 

scored high on this scale were interested in creating a suitable job search plan, acquiring 

effective job search skills, and communication skills with potential employers. The final 

scale— ‘training and education’ measured barriers that were evident as a result from a 

lack of education or training for the desired job. High scorers were concerned with ways 

to enhance their employability chances.
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Within the administrator’s manual of the BESI, the reliability and validity of the 

instrument were included. The rational-empirical method of test construction (Crites, 

1978) was utilized in the developmental stages of the BESI. Miller and Oetting’s (1977) 

research about barriers to employment served as the primary research in the development 

of the inventory (Liptak, 2011). Liptak (2011) postulated that an individual’s success in 

obtaining gainful employment was predominantly affected by the barriers the individual 

faced and decided to create an inventory to address this gap.

Internal consistency (alpha coefficients) was calculated for the BESI on each 

scale using an adult populace. The following calculations were collected: personal and 

financial: .88; emotional and physical: .91; career decision making and planning: .95; job 

seeking knowledge: .87; and training and education: .92. After six months of the initial 

testing, test-retest correlation was done on a sample of the 150-original pool of 

participants. The test-retest correlation results were: personal and financial: .86; 

emotional and physical: .90; career decision making and planning: .85; job seeking 

knowledge: .79; and training and education: .82 (Liptak, 2011).

Reliability of all subscales were > .87 which implied that there was a high 

confidence that the items on the BESI scales were similar to what they intended to 

measure (Liptak, 2011). A split-half reliability estimate produced a result o f .90, above 

the average range for the inventory. After testing for concurrent validity in the form of 

interscale correlations, Liptak (2011) found that his results ranged from .451 to .694. 

These low correlational results suggested the independent use of the five scales for the 

inventory (Liptak, 2011). Nonetheless, means and standard deviations were also
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calculated for the BESI which stated that men identified job-seeking knowledge as then- 

biggest barrier to employment while women identified personal and financial issues as 

theirs. Men and women listed training and education as their least important barrier. 

Women also identified emotional and physical barriers as more significant than their 

male counterparts (Liptak, 2011). Overall, job seeking knowledge and personal and 

financial concerns were the greatest of the barriers and training and education was the 

least.

Perceived Stress Scale (PSS)

The PSS was considered to be one of the most widely used instruments to 

measure the psychological perception of stress (Cohen, 1994) in respondents’ lives over 

the previous month (Chu, Khan, Jahn & Kraemer, 2015). The original PSS was normed 

over a sample o f2,387 participants within the United States—926 males and 1,406 

females grouped into the following age brackets: 18-29,30-44,45-54,55-64,65 & older 

(Cohen, 1994). The norm group comprised of 1,924 White, 98 Hispanic, 176 Black, and 

50 other minority ethnic groups (Cohen, 1994).

The ten items included in the PSS were designed to be general in nature as a way 

to explore how life can be unpredictable, uncontrollable, and overloaded at different 

phases in life (Cohen, 1994). The scale requested the name, date, age, and gender of the 

participants. However, the ‘name’ category was omitted for this study. All of the items 

were presented in a Likert-type format where responses ranged from 0=never to 4=very 

often. To score the self-administrated scale, the original scores were reversed (e.g. 0=4, 

1=3,2=2,3=1, and 4=0) to the four positively stated items (items 4,5, 7 and 8) and then
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summed across all ten scale items (Cohen, 1994). The PSS has a range of scores between 

0 and 40. A higher score indicated more stress.

Sample questions from the 10-item PSS were: “In the last month, how often have 

you felt nervous and stressed?” “In the last month, how often have you felt that things 

were going your way?” Cohen (1994) stated that stress was often influenced by daily 

hassles, major events and coping resources, which he suggested validated the expected 

fall of appraised stress within four to eight weeks. Cohen et al. (1988) also reported 

correlations between help-seeking behavior and PSS which was of some benefit to this 

study.

Cohen, Kamarck, and Mermelstein (1983) reported Cronbach’s alpha between 

.84-.86 for the PSS and test-retest reliability for the PSS was .85. Correlation of the PSS 

to other measures o f similar symptoms ranged between ,52-.76. The results on reliability 

and validity suggested that the PSS may be suitable for use in conjunction with the BESI 

and demographic survey.

Qualitative Question

In addition to the utilization of the demographic survey, the BESI, and the PSS, 

two qualitative questions were written. The first question asked participants: “What is 

your barrier to employment?” The second question asked: “How would you describe your 

most significant barrier?” Respondents typed in the spaces provided after each question.

A phenomenological method was adopted and examined the qualitative themed 

responses.
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Data Collection

The researcher utilized convenient and chain sampling procedures—two forms of 

nonprobability sampling (Mayer, Surtee & Visser, 2016). The researcher met with the 

Director of the Office of International Programs for the private southeastern university 

for familiarization on the purpose of the study. After approval from the Institutional 

Review Board (IRB)—see Appendix A—was received, the researcher sent out invitations 

(Appendix F) to the international student office, the Lyford Cay Foundation, the 

Counselor Education and Supervision Network (CESNET), and the Association for 

Multicultural Counseling and Development (AMCD) through electronic means. Upon 

acceptance, the aforementioned International Program Office and listservs recruited 

participants and passed along the study request given the previously mentioned criteria 

(F-l visa status, no dual citizenship, and a desire to work in the United States post

graduation) for qualification of study. Participants were able to take the survey—which 

included the informed consent form (Appendix G), the demographic survey and two 

exploratory qualitative semi-structured interview questions (Appendix H); the BESI 

(Appendix E); and the PSS (Appendix C)—through a Survey Monkey link. The 

researcher anticipated that through the inclusion of CESNET and other listservs, the 

chain sampling method was activated. The data collection procedure was conducted from 

January 17th, 2017 to February 13th, 2017.

Data Analyses

The data retrieved from this study was gathered and presented using descriptive 

and inferential statistics. The information received from the demographic survey was
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explained through relevant measures such as means, standard deviations, and 

percentages. The exploratory qualitative question was analyzed using the NVivo 

statistical software package and identified themes relevant to the study.

Stepwise regression was conducted to test which predictors (employment barriers) 

accounted for the most overall variance in the criterion (perceived level of stress while 

pursuing gainful employment in the U.S.). The Statistical Package for the Social Science 

(SPSS) was used to identify and order the employment barriers that accounted for the 

most variance using the significance level (.05) for each predictor (Heppner & Heppner, 

2004). After the stepwise regression analysis was conducted, three numbers central to 

stepwise regression analysis were entered in the regression equation one at a time: the 

adjusted R2, the F  statistic, and the associated p  value (Heppner & Heppner, 2004). The 

adjusted R2 and the associated p  value was observed. The F  statistic was not directly 

observed as it yields the mean scores between two populations and tests whether the 

populations were significant from one another. This study only tested one population 

pool—international students. Nonetheless, with the associated p  value set at <.05, results 

indicated whether the stepwise regression model was statistically significant (Binen,

1998; Heppner & Heppner, 2004) or not. The adjusted r2 provided the degree of 

variability perceived stress levels determined from the employment barriers.

Summary

Chapter three provided a description of the methodology and procedures for this 

study. The sections were divided into the following: research design, research question, 

research hypothesis, sample description, instrumentation, demographic survey, Barriers



to Employment Success Inventory (BESI), Perceived Stress Scale (PSS), qualitative 

question, data collection, data analyses, and a summation of the chapter. Chapter four 

includes the results of the data analyses in three parts: descriptive statistics, inferential 

analysis, and qualitative analysis.



CHAPTER FOUR 

RESULTS

Social Cognitive Career Theory (SCCT) postulate that career and academic 

interests develop when individuals have confidence in their ability to perform specific 

academic or career related tasks and when they anticipate positive outcomes for engaging 

in these tasks (Lee, Flores, Navarro & Kanagui-Monoz, 2015). There is evidence to 

suggest that individuals who choose to embark upon a pursuit of higher education expect 

to develop career interests that lead to employment.

The purpose of this study was to investigate how employment barriers influence 

the level of stress international students experience while pursuing employment in the 

United States post-graduation from an American post-secondary institution. This chapter 

presents the analysis of the data obtained for this study. The results of the data analyses 

are presented in three parts: descriptive statistics, inferential analysis, and qualitative 

analysis. The descriptive statistics report includes a discussion of the demographic survey 

results, the Perceived Stress Scale (PSS) results, and the Barriers to Employment Success 

Inventory (BESI) results. The inferential statistics report includes a report of the relevant 

statistical analyses and the result for the research question tested. The qualitative 

analysis—through the lens of Narrative Inquiry—presents the results from two 

exploratory semi-structured research questions. From a population of 192 participants, 95

were chosen as an eligible sample for this study. A summary concludes the chapter.

55
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Part I: Descriptive Statistics 

Gender, Ethnicity, and Country of Birth

The participants were recruited utilizing purposive sampling and chain sampling 

procedures. A population of 192 (99.48%) internationals who lived in the United States 

agreed to participate in this study. One (0.52%) person chose not to participate. One 

hundred and thirty (71.43%) were females and 52 (28.57%) were males. One hundred 

and eighty-two individuals responded and eleven (11) participants chose not to provide a 

response on gender.

A total of 183 participants provided a response on ethnicity and ten chose not to 

respond to this question. Of the 183, one hundred and thirty-one (71.58%) were 

Black/African American, eight (4.37%) Caucasian, one (0.55%) Hispanic, and twenty- 

two (12.02%) Asian. Twenty-one (12.02%) selected “other” of which four (19.05%) were 

African, three (14.29%) Middle Eastern, one (4.76%) Indian, one (4.76%) Turkish, five 

(23.8%) Afro-Caribbean, four (19.05%) biracial, and three (14.29%) multiracial.

One hundred and seventy-five pre-eligible participants identified their country of 

birth, 18 chose not to respond. Of the 175 participants, 117 (66.86%) were from The 

Bahamas, four (2.29%) from Nigeria, three (1.71%) from the Ivory Coast, one (0.57%) 

from Panama, one (0.57%) from The United Kingdom, 11 (6.29%) from India, four 

(2.29%) from China, one (0.57%) from Trinidad and Tobago, and three (1.71%) from 

South Korea. Two (1.14%) were from Taiwan, two (1.14%) from Equatorial Guinea, five 

(2.86%) were bom in Jamaica, three (1.71%) from the United States of America, one 

(0.57%) from South Africa, one (0.57%) from Democratic Republic o f Congo, one



57

(0.57%) from Ukraine and one (0.57%) from Zimbabwe. Two (1.14%) were from Saudi 

Arabia, two (1.14%) from Turkey, two (1.14%) from Lebanon, one (0.57%) from Russia, 

one (0.57%) from Thailand, one (0.57%) from Montenegro, one (0.57%) from Malaysia, 

one (0.57%) from Brazil, one (0.57%) from Ethiopia, one (0.57%) from Antigua, and one 

(0.57%) from Mongolia. See Tables 1-4 for a comparison of the various countries of 

birth.

Table 1

Participants Country o f Birth: North America

Continent Country N Percentage

North America Antigua 1 0.57%

Bahamas 117 66.86%

Jamaica 5 2.86%

Panama 1 0.57%

Trinidad and Tobago 1 0.57%

United States 3 1.71%

Table 2

Participants Country o f Birth: South America and Eurasia

Continent Country N Percentage

South America Brazil 1 0.57%

Eurasia Russia 1 0.57%

Turkey 2 1.14%



Table 3

Participants Country o f Birth: Asia
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Continent Country Participant Number Percentage of 

Participant

Asia China 4 2.29%

India 11 6.29%

Lebanon 2 1.14%

Malaysia 1 0.57%

Mongolia 1 0.57%

Saudi Arabia 2 1.14%

South Korea 3 1.71%

Taiwan 2 1.14%

Thailand 1 0.57%
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Table 4

Participants Country o f Birth: Europe and Africa

Continent Country N Percentage

Europe Montenegro 1 0.57%

Ukraine 1 0.57%

United Kingdom 1 0.57%

Africa Democratic 

Republic of the

1 0.57%

Congo

Equatorial Guinea

2 1.14%

Ethiopia 1 0.57%

Ivory Coast 3 1.71%

Nigeria 4 2.29%

South Africa 1 0.57%

Zimbabwe 1 0.57%

Age and Education Level

Of the 192 participants whose demographic data were collected, 181 provided 

their age bracket and 12 chose not to respond. Of the 181 who consented to the questions 

on age and education level, two (1.10%) reported being between 17 and 20 years old, 132 

(72.93%) were 21 to 30 years old, 44 (24.31%) were 31 to 40, and three (1.66%) were 

over 40 years old. One hundred and seventy-eight participants provided their highest
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degree obtained while 15 skipped this question. Of the 178 answered, 82 (46.07%) 

obtained an undergraduate degree, 72 (40.45%) obtained a graduate (Master’s) degree, 

and 24 (13.48%) obtained a graduate degree such as a PhD, PsyD, MD or similar. 

Employment, Citizenship, and Barriers to Employment

One hundred and twenty-seven participants (70.17%) were currently employed 

and 54 (29.83%) were not employed at the time of the survey. One hundred and eighty- 

one participants responded to this question and 12 participants skipped this question. 

When asked “Do you have a desire to stay in the United States and obtain gainful 

employment after graduation?” 147 (81.22%) responded yes, and 34 (18.78%) responded 

no.

Of the one hundred and eighty-two participants who provided information on 

their citizenship status, 175 (96.15%) stated that they do not have dual citizenship and 

seven (3.85%) stated that they do have dual citizenship. Of the seven, six commented on 

their status and five disclosed that they have dual citizenship in the United States and The 

Bahamas, one currently has dual citizenship in The Bahamas and Great Britain.

Each participant was asked whether they have experienced any difficulties or 

barriers while pursuing employment in the United States. Of the 183 that responded, 140 

(76.50%) stated yes and 43 (23.50%) stated that they did not experience any difficulties 

or barriers while pursuing employment in the United States. Participants who responded 

“no” to this question were redirected to another page, preventing them from completing 

the remaining questions on the survey, the PSS, and the BESI. Auto redirection was 

included in this survey to strengthen the selection process as this study was geared
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towards only those who experienced difficulties or barriers to employment, consequently 

leaving a total of 149 eligible participants.

The participants were then asked the first of two semi-structured exploratory 

qualitative questions which prompted them to identity their barrier to employment. One 

hundred and twenty four participants answered this question and 69 did not respond. It is 

notable to mention that the 69 who skipped this question included the following groups of 

participants: those who chose to skip, and those who were forced to skip this question due 

to ineligibility. Those who were eligible then answered the second semi-structured 

exploratory qualitative question: How would you describe your most significant barrier? 

One hundred and fifteen (115) respondents answered and 78 either chose not to respond 

or did not qualify to respond to this question. The two exploratory questions were 

analyzed using NVivo which will be discussed later in the qualitative analysis section of 

this chapter.

Stress Level and the Perceived Stress Scale

One hundred and twenty-eight participants rated their stress level relative to times 

when they thought about the barriers) they identified towards employment. Sixty-five 

either chose not to respond on their stress level or were not eligible to respond to this 

question. Of the 128, thirty five (27.34%) stated that they are very often stressed, 42 

(32.81%) stated that they are fairly often stressed, 41 (32.03%) stated that they are 

sometimes stressed, eight (6.25%) stated that they are almost never stressed, and two 

(1.56%) stated that they are never stressed. This translates into 118 of the 128 

respondents admitting to an average or high level of stress during their employment
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search in the United States post-graduation. One hundred and three participants 

completed the PSS and 90 skipped this scale. Again, this was either due to automatic 

redirection because of ineligibility or due to the participants’ choice not to respond. The 

PSS will be discussed in detail in Part II: Inferential Statistics.

Total Means and Standard Deviations

The sample for this study was projected to consist of 150-200 international F-l 

visa students who have resided in the U.S. and have/had a desire to work in the U.S. post

graduation. Of the 192 surveys collected, 102 (53.13%) completed the demographic 

survey and the PSS. Ninety five (49.48%) respondents completed all three instruments: 

the demographic survey, the PSS, and the BESI. The final sample of participants 

consisted of 95 international F-l visa students who have resided in the U.S. post 

graduation. For social science research, it is recommended that there are about 15 

participants per predictor for a reliable equation (Stevens, 1996; Pallant, 2010), totaling a 

suggested minimum of 75 participants for this study. Tabachnick and Fidell (2007) gave 

a formula for calculating sample size requirements that took into account the number of 

independent variables used: N > 50+ 8m (where m^number of independent variables). 

Given the five predictor variables used, a minimum of 90 participants were needed for 

reliability. This study exceeds the minimum criteria while addressing one of the 

assumptions of multiple regression which will be further discussed in Part II: Inferential 

Statistics.

Means and standard deviations were calculated for the total perceived stress 

scores and the five categories of barriers to employment success. The mean (M) for 102
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participants on total perceived stress was 18.9216 with a standard deviation o f6.35997. 

The M for the personal and financial barrier category was 23.379 with a standard 

deviation (SD) of 6.7748 for 95 participants. The mean for the emotional and physical 

barrier category was 22.347 with a SD of 6.7347 for 95 participants. The M for the career 

decision making and planning barrier category was 27.874 with a SD of 7.9161 for 95 

participants. The M for the job seeking knowledge barrier category was 25.347 with a SD 

of 8.3089 for 95 participants. The M for the training and education barrier category was 

22.105 with aSD  of 8.8106 for 95 participants. See Table 5 for total means and standard 

deviations.

Table 5

Total Means and Standard Deviations

M SD N

Total perceived stress 18.9216 6.35997 102

Personal and Financial 23.379 6.7748 95

Emotional and Physical 22.347 6.7347 95

Career Decision Making and 27.874 7.9161 95

Planning

Job Seeking Knowledge 25.347 8.3089 95

Training and Education 22.105 8.8106 95

Note. M= mean; SD= standard deviation; N= number of participants.
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Part II: Inferential Statistics 

This study used multiple regression to determine if a relationship between 

employment barriers and perceived stress level was of significance or not. The original 

multiple regression model was followed by a stepwise multiple regression to identify 

which employment barrier accounted for the most overall variance in the perceived stress 

levels of the international student sample. The researcher used the PSS to measure 

perceived stress levels of internationals living in the U.S. post-graduation seeking 

employment and the BESI to measure five categories of barriers to employment for said 

sample. Results relative to the null hypothesis for the research question will be presented. 

Profile plots and scatterplots are also included to display the interaction effects of the 

predictor variables.

Research Question and Hypothesis

The following research question was proposed: How do employment barriers 

influence the level of stress international students experience while pursuing employment 

in the United States? The null hypothesis stated that there would be no relationship 

between employment barriers and perceived level of stress for international students who 

pursue employment in the U.S. post-graduation at an alpha level (p) of .05. The multiple 

regression analysis was done to address this hypothesis. Tables 6-9 outlines the results of 

the multiple regression and includes the model summary, ANOVA, correlations for the 

five categories of predictor variables from the BESI on the one dependent variable—the 

PSS, and beta coefficients. Since there was a high percentage (66.86%) of Bahamians 

represented in the demographics, the researcher conducted a multiple regression on these
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respondents to test for significance. Results yielded similar to those calculated for the full 

study with all eligible participants. See the full output in Appendix I for Tables 10-17 and 

Figures 7 and 8.
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Table 6

Research Question One: Pearson Correlation

Total
Perceived

Stress
Personal and 

Financial

Emotional
and

Physical
Pearson Tot perceived stress 1.000 .170 .092

Correlation Personal and Financial .170 1.000 .826

Emotional and Physical .092 .826 1.000

Career Decision 

Making & Planning
.166 .726 .766

Job Seeking Knowledge .077 .789 .776

Training and Education .170 .865 .819

Sig. (1-tailed) Tot perceived stress • .051 .188

Personal and Financial .051 • .000

Emotional and Physical .188 .000 -

Career Decision 

Making & Planning
.055 .000 .000

Job Seeking Knowledge .229 .000 .000

Training and Education .051 .000 .000

N Tot perceived stress 102 94 94

Personal and Financial 94 95 95

Emotional and Physical 94 95 95

Career Decision 

Making & Planning
94 95 95

Job Seeking Knowledge 94 95 95

Training and Education 94 95 95
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Career 
Decision 

Making & 
Planning

Job Seeking 
Knowledge

Training and 
Education

Pearson Correlation Tot perceived stress .166 .077 .170

Personal and Financial .726 .789 .865

Emotional and Physical .766 .776 .819

Career Decision Making 
& Planning

1.000 .844 .863

Job Seeking Knowledge .844 1.000 .887

Training and Education .863 .887 1.000

Sig. (1 -tailed) Tot perceived stress .055 .229 .051

Personal and Financial .000 .000 .000

Emotional and Physical .000 .000 .000

Career Decision Making 
& Planning • .000 .000

Job Seeking Knowledge .000 • .000

Training and Education .000 .000 •

N Tot perceived stress 94 94 94

Personal and Financial 95 95 95

Emotional and Physical 95 95 95

Career Decision Making 
& Planning

95 95 95

Job Seeking Knowledge 95 95 95

Training and Education 95 95 95
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Table 7

Model Summary

Model R R Square
Adjusted R 

Square
Std. Error of 
the Estimate

1 .284 a .081 .028 6.26906

a. Predictors: (Constant), Training and Education, Emotional and Physical, Career Decision 
Making & Planning, Personal and Financial, Job Seeking Knowledge
b. Dependent Variable: Tot perceived stress

Table 8 

ANOVA

Model
Sum of 
Squares df Mean Square F Sig.

1 Regression 303.279 5 60.656 1.543 .185 b

Residual 3458.499 88 39.301

Total 3761.779 93

a. Dependent Variable: Tot perceived stress

b. Predictors: (Constant), Training and Education, Emotional and Physical, Career Decision 
Making & Planning, Personal and Financial, Job Seeking Knowledge
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Table 9

Coefficients

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 15.748 3.106 5.070 .000

Personal and Financial .235 .214 .251 1.100 .274

Emotional and Physical -.205 .191 -.217 -1.072 .287

Career Decision 
Making & Planning

.221 .178 .275 1.236 .220

Job Seeking Knowledge -.321 .182 -.419 -1.762 .082

Training and Education .191 .220 .265 .869 .387

95.0% Confidence Interval
for B Correlations

Model Lower Bound Upper Bound Zero-order Partial Part

1 (Constant) 9.575 21.920

Personal and Financial -.190 .661 .170 .117 .112

Emotional and Physical -.586 .175 .092 -.113 -.110

Career Decision 
Making & Planning

-.134 .575 .166 .131 .126

Job Seeking Knowledge -.682 .041 .077 -.185 -.180

Training and Education -.246 .629 .170 .092 .089
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Model

Collinearity Statistics 

Tolerance VIF

1 (Constant)

Personal and Financial .201 4.974

Emotional and Physical .254 3.933

Career Decision Making & Planning .212 4.721

Job Seeking Knowledge .185 5.410

Training and Education .112 8.918

a. Dependent Variable: Tot perceived stress 

Correlation

The research question sought to determine how employment barriers influence the 

level o f stress international students experience while pursuing employment in the United 

States. In the correlation table (Table 6), the pearson correlation (r) depicted that the 

predictor variables failed to show a relationship with the criterion variable. Addressing 

multicollinearity, there were no variables that scored above .3. The closest variables were 

personal andfinancial and training and education with values of .170 respectively. It is 

noteworthy to mention that per the results; the five employment categories were highly 

correlated with each other. For example, training and education and job seeking 

knowledge had the greatest correlation at .887. This suggests that future researchers may 

either need to look at instruments that have clear and distinct categorical norms or form 

composite variables for the categories that are highly correlated. In this case, forthcoming 

research can possibly group training and education and job seeking knowledge together 

or test categories independent of each other.
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Model Summary

Per the data in the model summary (Table 7), the R2 value of .081 revealed that 

the employment barriers only influenced the perceived level of stress in 8.1% of the 

respondents surveyed. The overall model failed to significantly predict a relationship 

between the five categories of employment barriers (personal and financial, emotional 

and physical, career decision making and planning, job seeking knowledge, and training 

and education) and perceived stress levels. Due to this weak relationship, further research 

is suggested to explore this relationship with the utilization of multiculturally-focused 

normed instruments. The adjusted R2 measured the proportion of the total variability in 

the perceived stress scale that was explained by the employment barriers. According to 

the adjusted R2, approximately 2.8% of the stress level reported by the participants was 

explained by the model.

ANOVA, Stepwise, and Coefficients

With the p  value reported as .185, we fail to reject the null hypothesis and 

conclude that there was no significant relationship between employment barriers and 

level of perceived stress. Although the F  statistic (F) reported a 1.543 value, it is 

noteworthy to mention the coefficients table (Table 9) indicated that job seeking 

knowledge was the strongest unique contribution to probable explanation of the perceived 

level of stress criterion variable. Conclusively, job seeking knowledge made a positive but 

non-significant contribution to the relationship with a p  value of .082. This may have 

been due to overlap with other predictor variables. Due to a high p  value, a stepwise
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multiple regression reported that “no variables were entered into the equation”; therefore 

none of the predictor variables met the eligibility criteria for further analysis.

Tolerance and Variance Inflation Factor (VIF) values were also analyzed. Since 

the tolerance values were .201 (personal and financial), .254 (emotional and physical), 

.212 (career decision making and planning), .185 (job seeking knowledge), and .112 

(training and education)—above the .10 mark—this further confirms that the variability 

was explained by the other predictor variables, satisfying the multicollinearity 

assumption. The predictor variable closest to .10 was training and education at .112, with 

job seeking knowledge following which coincides with the correlation matrix results. 

However, the VIF values calculated are not above 10 and do not strike a concern. The 

closest predictor variable to 10 was training and education at 8.918. These figures 

indicate that the multicollinearity assumption was not violated.

Normal P-P Plot of Regression Standardized Residual and Scatterplot

Figure 1 reports the level of deviations from normality and figure 2 reports the 

pattern of residuals. Figure 1 (pictured below) presents a reasonably straight diagonal 

line from the bottom left to the top right with central deviations. In figure 2, the second 

plot displayed a considerable amount of the scores that were concentrated in the center 

between the -1 and 1 SD, holding the multicollinearity assumption true. No outliers were 

reported more than 3.3 or less than the -3.3 mark of SD.
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Part III: Qualitative Analysis 

In addition to the demographic survey, the participants were asked to complete 

two exploratory semi-structured questions to identify their barrier and to describe their 

most significant barrier to employment. To identify and explore themes, questions 11 and 

12 were analyzed through the NVivo Pro 11 software. Responses from each participant 

(who completed all instruments) were imported as a Microsoft Excel data file into NVivo 

from Survey Monkey and word frequencies were computed. This section will be divided 

into the following: word frequency query, text search query, and theme charts and theme 

comparison diagram results.

Word Frequencies

The following word frequencies were rendered: companies, difficult, employers, 

employment, experience, international, sponsorship, immigration, obtaining, residency, 

students, sponsor, citizen, status, campus, visa, work, and job. Nodes (individual folders 

that allows the researcher to gather related material to discover themes, ideas, and 

patterns) were created from the word frequency items. The researcher then ran a word 

frequency query result summary. Three outputs depicted the occurrences of each word 

under the following categories: exact (word) matches with minimum length (of three 

letters); stemmed word matches with minimum length (of three letters); and synonym 

word matches with minimum length (of three letters). The researcher chose to use the 

three letters criteria as it produced the richest content for observation. Table 18 and 19 

present two of the three aforementioned outputs with word frequency counts from all 

respondents and questions asked.
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Table 18

Exact Word Match: Frequency Length and Count

Word Length Count

Visa 4 87

Work 4 67

Job 3 47

Companies 9 32

International 13 27

Status 6 27

Students 8 27

Employment 10 26

Sponsorship 11 26

Sponsor 7 24

As shown in Table 18, the top three word counts identified when each respondent 

stated their barrier to employment and discussed their most significant barrier were visa 

(87), work (67) and job (47). These results will be analyzed and discussed further in this 

chapter.
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Table 19

With Stemmed Words and Synonyms: Length, Count, and Similar Words

Word Length Count Similar Words

Work 4 175 Act, employ, employed, employer, employers, 

employment, employs, form, going, influence, make, 

makes, process, studies, turn, turning, work, working, 

works

Visa 4 92 Visa, visas

Job 3 68 Business, job, jobs, occupation, problem, task

Find 4 83 Chance, chances, feel feeling, find, findings, get, 

getting, happen, happened, incur, obtain, obtaining, 

received, receiving, rules, see

Companies 9 45 Companies, company, fellowship, fellowships

Employment 10 88 Applied, apply, applying, employ, employed, 

employer, employers, employment, employs, hire, 

hired, hiring, using

Want 4 66 Desire, lack, need, needed, needing, require, required, 

requirement, requirements, requires, requiring, want, 

wanted, wanting, wish

Students 8 43 Student, students

International 13 37 Home, international, internationals, interning, outside

Experience 10 55 Experience, feel feeling, get, getting, know, knowing, 

knows, living, receive, received, receiving, see

It is to be noted that when the researcher utilized the “with stemmed words” 

feature of NVivo, this automatically shifted the order of words and count number as 

depicted. Also, “with stemmed words” and “with synonyms” produced identical results 

and was the reason why two charts instead of three are represented. Reflected in Table 19
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output, work now reflects the highest similar and synonym word count at 175 followed 

by visa (92) and employment (88).

Text Search Query

In NVivo, the process of searching for all occurrences of a word, phrase, or 

concept is termed a text search query. Figure 3 outlines the results. The term “visa” 

yielded the most phrase connections to participants’ responses and is pictured as the 

dominant link to all phrases expressed. An example of a phrase is: “acquiring a work 

visa”. “Work” is the second most quoted word depicted. This is of no surprise as it is 

congruent with the Table 19 results.
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Theme Charts and Theme Comparison

The following theme chart outlines the results from the study. Sponsorship was a 

predominant theme followed by visa and visa issues. In relation to obtaining employment 

post-graduation, more than 9% of participants were coded under the node “difficult” to 

describe their emotion. “Not being a citizen” was also of grave concern to respondents as 

well as a lack of job opportunities. Roughly 5% of participants discussed their journey as 

they sought employment on campus. The participants also described work authorizations 

struggles; international, race and ethnicity issues; and general employment struggles as 

shown in Figure 4. Figure 5 details the frill list of parent and child nodes (subthemes) 

represented in Figure 4.
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Themes Spreadsheet - Coding by Node

Figure 4. Themes coded by nodes
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Nodes
"%■ Name Sources References
f Work (Authorizations) 1 T 2

3  ( )  Visa and Visa Issues 1 68

0 ) Visas for Field of Study Restrictions 1 1 ;

; £  Q  Status f 32 ,

0 } Residency 1 4

0 ) Immigration 11

{ 1 Obtaining (Time alloted to obtain a job) 1 2
0 ! Experience (Type of experience and lack of) 1 5

B - O  Sponsorship 1 80

Q  Sponsor 1 5

3 O ' Companies 1 45

6  C  Employe" '  35

Q  Employer Biases and Discriroinaticn t 27

(~) Company Restrictions 5 t

Miscellaneous 1 6

3 ( ) Job (lack of job opportunities) 1 ig

(y Job equal to Qualification 1 5

3  0  International, Race and Ethnicity 1 f t

(y  Cultural Differences 1 10

C") Employment f 4

•3 C'[ Difficult 1 23

£ - 0  Frustrating 1 10

;- 0  Stressful 1 7
- (~j Anxiety laden f ] ;

0 i Disappointing 1 3

< 1 Citizen- not being a citizen 1 20
■ ; Campus (On campus opportunity only) 1 12

>' ) Being and International Student 0 0 :

Figure 5. Coded Parent and Child Nodes

Visa and visa issues, and sponsorship were the nodes that yielded higher coding 

references. The subthemes coded under the visa and visa issues categories were: visas for 

field  o f study restrictions, the international student’s legal status, their lack of residency

or status as a prospective medical resident, immigration restrictions, the process and time
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given towards obtaining full time employment, and the experience requested from 

potential employers prior to hire. A few examples of items coded under the visa and visa 

issues category are shown in Table 20. Table 21 represents sample items coded under the 

sponsorship parent node.
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Table 20

Visa and Visa Issues Child Node Categories and Sample Responses

Child Node Category Participant Response
Visas for field of study restrictions

Status

Residency

Immigration

Obtaining (time allotted to obtain 
a job)

My occupation must fit certain guidelines and 
fall within certain parameters in order to be 
considered legal or legitimate 
Being honest about status vs. lying on an 
application for a position to avoid being 
thrown to the reject pile because of current 
status
It was conflicting. In order to get hired I 
needed a social security number but the 
school needed proof of hire before issuing die 
papers for me to apply for the job. 
Heartbreaking. While on an FI student visa, 
persons should be allowed to obtain residency 
As a medical doctor, completion of a medical 
residency program is very important in the 
advancement of my career. However, with the 
competitiveness of the process, it has been 
very difficult to attain a position as an 
International Medical Graduate in need of a 
visa
It [is] nauseating the idea that my worth is not 
on my merit but my immigration status 
The continued process of obtaining and 
renewing/extending die appropriate visa

Experience (type of experience 
and lack of)

I plan to go back to my country one day but it 
would be great if I have work experience in 
[the] US. However, after graduation, we have 
a 1 -year working permit (OPT) that allow us 
to work in our area of study. For example, I 
graduated in Business Administration with a 
focus on Finance so working in a bank would 
be a great opportunity for me. Hence, with the 
OPT, I have to find a job in my major and 
notify my school within 3 months. Since 
firms don't want to put extra efforts in 
sponsoring [my] VISA, it is difficult to find a 
job in (my) major within 3 months_________
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Sponsorship Child Node Categories and Sample Responses
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Sponsorship Child Node 
Category_____________

Participant Response

Sponsor
Companies

No job willing to sponsor me.
Needing sponsorship is the main deterrent to 
being hired. Most companies would rather 
not make that financial and time investment 
nor take the risk so it is easier for them to 
hire a local. This then leaves me with a 
constant instability or lack of assurance of 
the future which in turn makes it difficult to 
make any future plans or commitments.
Being judged before a company even meets 
me (because many applications ask "will you 
ever need sponsorship")
A lot of companies do not sponsor 
international students for F-l student visa at 
the undergraduate level; therefore, I am able 
to submit less applications than my 
American counterparts. However, I have 
been able to find companies in the financial 
services industry that do. I will be interning 
at a Global Investment Bank this upcoming 
summer and my F-l status would not be a 
barrier to me receiving a full-time job offer 
as the company employs international 
students.
Companies seem to not value your worth or 
potential, rather the inconvenience of 
pursing a work visa for a non-US citizen 
Most jobs required that I had the right to 
work. It was tough finding a company 
willing to take the chance.
Companies prefer to hire the locals rather 
than going through tedious and tiresome 
process of sponsoring international students 
for H1B VISA. High fees paid for tuition 
puts us under [a] lot of pressure to get job[s] 
which are very difficult to obtain currently 
as only few companies are there who could 
sponsor us.___________________________
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Employers

Employers Biases

Company Restrictions

Obtaining an H -lb visa is complicated and 
it’s hard for non-STEM students to get an 
employer to pursue the visa application. As 
soon as you mention OPT in a job interview 
you can see the wheels turning and you will 
more than likely not get the job. So I was 
often stressed trying to find a job to hire me 
after [and/or] before [my] OPT had expired.
I found that most potential employers do not 
want to move forward with an interview or 
job offer once they learned of my status as 
an international student, requiring 
sponsorship for a work visa. Either they did 
not want to be hassled by the immigration 
process, i.e. attempting to sponsor me, or 
they had tried the process before with 
another candidate/employee and were denied 
because they could not prove the necessity 
of hiring a non-U.S. citizen for the role.
It was annoying having callbacks for 
interviews and then having to raise the topic 
of sponsorship knowing that a lot of 
employers don't sponsor internationals. 
Employers are very hesitant to employ 
someone on a temporary work visa (Hl-B), 
because of the extra cost they incur to do so 
and the extra paperwork required compared 
to a permanent resident or American. Also, 
lack of knowledge on the process does not 
make it any easier
Employers may not be willing to sponsor 
work visa. My cultural background may be 
both a pro or con, but can never tell which is 
which.
Resistance or inability of potential 
employers to provide work sponsorship. 
Some employers rescinded the offer after 
knowing I'm requiring sponsorship, others 
said they couldn't offer me the job due to 
"institutional instability"
Only being able to advance a height within 
companies.___________________________
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There were a few of the identified themes coded under multiple parent nodes.

This was done particularly for participants who had difficulty either identifying their 

barrier to employment and/or describing their most significant barrier separately. The 

researcher observed that underlying the majority of responses were subtle elements of 

defeat, discouragement, and/or hopelessness. Referencing the employers ’ biases child 

node, this too was of no surprise as Malos (2012) stated that employability discrimination 

was often linked to the cause and effect of immigration laws that employers may know 

little about, that potentially fed into their hesitancy to employ (Malos, 2012). However, 

there was one participant who disclosed success despite the odds. This is evident in the 

companies ’ child node: . .However, I have been able to find companies in the financial

services industry that do. I will be interning at a Global Investment Bank this upcoming 

summer and my F-l status would not be a barrier to me receiving a full-time job offer as 

the company employs international students”.

Next, NVivo also computed a diagram that compared the main themes. Figure 6 

depicts sample responses of participants who described visa and visa issues, and 

sponsorship. Connecting the two themes are responses similar to both parent node 

categories. Examples would be: “firms don’t want to sponsor VISA” and “most jobs 

require that you provide if you need sponsorship or a green card which can be a barrier to 

employment”.
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Summary

The analyses of data collected revealed a weak non-significant correlation 

between employment barriers and perceived level of stress. However, the coefficients 

table (Table 9) indicated that job seeking knowledge was the strongest unique 

contribution to probable explanation of the perceived level of stress criterion variable. 

Conclusively,yob seeking knowledge made a positive but non-significant contribution to 

the relationship. A number of themes emerged from the qualitative analysis. The majority 

of respondents expressed career concerns relative to work visas and visa issues, 

sponsorships, and job opportunities. A comprehensive discussion of these findings, 

summary, and recommendations for future study will be discussed in chapter five.



CHAPTER FIVE

SUMMARY, DISCUSSION, IMPLICATIONS, AND RECOMMENDATIONS 

The primary purpose of this study was to explore the relationship between 

employment barriers and perceived level of stress for international students who pursue 

employment in the United States post-graduation. An online demographic survey with 

two exploratory, qualitative, and semi-structured interview questions were used to collect 

descriptive data and qualitative themes. NVivo was used to identify and explore themes 

of qualitative questions. The Barriers to Employment Success Inventory (BESI) created 

by John Liptak, was used to assess employment barriers. The Perceived Stress Scale 

(PSS) created by Sheldon Cohen, was used to assess the perceived level of stress 

experienced by international student participants. One research hypothesis was 

investigated through one null hypothesis. This chapter will be divided into four parts: 

summary, discussion, implications, and recommendations for future research.

Part I: Summary

Demographic data revealed that of the 192 (99.48%) of internationals who agreed 

to participate in this study, 130 (71.43%) were females and 52 (28.57%) were males. The 

majority of the participants were of Black/African American descent, totaling 71.58% of 

the sample. There were 117 (60.94%) Bahamian participants and this may have been 

partly due to the researcher’s nationality and chain sampling data collection methods.

89
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One hundred and thirty-two (72.93%) were between the ages of 21 to 30 years old. 

Eighty-two (46.07%) obtained an undergraduate degree and 72 (40.45%) obtained a 

graduate (Master’s) degree. One hundred and twenty-seven participants (70.17%) were 

currently employed and 54 (29.83%) were not employed at the time of the survey. More 

than half (81.22%) had a desire to stay and work in the United States post-graduation. A 

considerably high number of participants (96.15%) did not have dual citizenship and 

seven (3.85%) did. The remaining 3.85% indicated that they did have dual citizenship. 

There was the possibility that respondents indicated their current dual citizenship status 

versus their status while pursuing higher education. It was also noted that within the 

3.85% respondents stated which countries they had dual citizenship with. More than % 

of the sample (76.50%) affirmed that they had difficulties or barriers to employment. 

Noteworthy, participants who responded “no” did not continue the survey and were 

redirected. One hundred and eighteen (92.19%) of the 128 participants who responded 

admitted to an average or high level of stress during their employment search. Similar to 

Kwadzo’s (2014) findings on stress and internationals, internationals self-reported 

suffering from emotional and physical stress. Of the 192 surveys collected, 102 (53.13%) 

completed two of the three instruments; 95 (49.48%) respondents completed all three 

instruments: the demographic survey, the PSS, and the BESI. The final sample consisted 

of 95 international F-l visa students who resided in the U.S. post graduation.

The research question purposed to determine how employment barriers influence 

the level of stress international students experience while pursuing employment in the 

United States. The research hypothesis sought to confirm that when tested, there would
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be a relationship between employment barriers and perceived level of stress for 

international students who pursue employment in the U.S. post-graduation. A multiple 

regression was used and conclusions were drawn based on the results. The Pearson 

correlation test revealed that there was not enough evidence to determine a significant 

relationship between the predictor variables and the criterion variable; therefore, the 

researcher failed to reject the null hypothesis. However, per the results, the coefficients 

table indicated that job seeking knowledge was the strongest unique contribution to 

probable explanation of the perceived level of stress criterion variable with a p  value of 

.082. Since there was a high percentage (66.86%) of Bahamians represented in the 

demographics, the research conducted a multiple regression on these respondents to test 

for significance. Results yielded similar to those calculated for the full study with all 

participants (See Appendix I: Tables 10-17 and Figures 7 and 8).

Finally, a qualitative analysis was done to analyze the two semi-structured 

exploratory qualitative questions that prompted participants to identity their barrier to 

employment and describe their most significant barrier. Of the 95 participants, NVivo 

revealed that the majority of respondents expressed career concerns relative to work visas 

and visa issues, sponsorships, and the availability of jobs for internationals post

graduation.

Part II: Discussion

The importance of this study rested on the premise that although the international 

student population continues to increase (Agarwal & Winkler, 1985; Bhagwati, 2003; Lin 

& Scherz, 2014; Yang, Wong, Hwang & Heppner, 2002; Van Hook, 2012), a review of
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empirical literature (Yang, Wong, Hwang & Heppner, 2002; Gebhard, 2012; Andenoro & 

Bletscher, 2012; Shen & Herr, 2004; O’Sullivan, 2012; Pedace & DuBois, 2012; Crockett 

& Hays, 2011; Knox, Sokol, Schlosser, Inman, Nilsson, Wang, 2013; Cartmell & Bond, 

2015; Coates & Dickinson, 2012; Olivas & Li, 2006) revealed that there were little to no 

research done on employment barriers faced by international students who sought 

transition from university to employment. The goals of this study were to: respond to the 

future recommendations of Arthur and Flynn (2011); identify and explore employment 

barrier themes of internationals; and identify and explore the perceived stress level of 

internationals who faced barriers to employment post-graduation from an American 

university.

Study Extension

Arthur and Flynn (2011) charged researchers to investigate the ways that 

international students bridge the gap between their career desires to pursue employment 

and permanent immigration and their actual experiences of seeking employment in the 

local market. This study focused on the latter—actual experiences—and incorporated 

elements of diversity from recruitment, to survey items, and also in the analyses of data. 

Participants were recruited utilizing purposeful, convenience, and chain sampling 

procedures, similar to Kwadzo (2014) and Arthur and Flynn (2011) who employed 

analogous sampling procedures with emphasis on sample diversity.

The research adopted a multiple listserv method of recruitment from the Lyford 

Cay Foundation, CESNET, AMCD, and the International Student listserv from a private 

southeastern university. This seemingly was the catalyst for chain sampling. Similar
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accessibility measures were reported by Arthur and Flynn (2011) who discussed their 

successes with use of this approach. In addition to incorporating the listserv method, the 

researcher also adopted a few of the instruments used in the literature such as: a 

demographic survey and an edition of Cohen’s PSS scale (Chu, Khan, Jhan, & Kraemer, 

2015) for data collection purposes. Demographic survey items also mirrored cultural 

sensitivity.

Comparable to Arthur and Flynn’s (2011) Canadian study focused on 

international students transitioning from studying to working and settling in Canada, this 

study bridged the geographical gap by providing data on participants who studied in the 

United States. Similar results were achieved where the majority of participants were of 

the master’s education level. This study also extended the research design by including 

quantitative measures.

Inferential Data and Themes

Although no significant difference was found for employment barriers and 

perceived level of stress, the quantitative and qualitative data retrieved yielded substantial 

results. Job seeking knowledge—the BESI category that made a positive but non

significant contribution to the relationship with a p  value of .082—coincided with a few 

themes that emerged from NVivo. This was evident through numerous expressions of 

challenges faced when searching for jobs willing to hire internationals. The researcher 

suggests implications from this study.
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Part III: Implications 

The fact that although many international students want to return home and 

contribute to their countries after graduation from an American university (NAFSA, 

2003), some remain legally in the U.S. and want to use the knowledge they gained and 

contribute to the US economy (NAFSA, 2006). The outcomes of this study are 

particularly beneficial to a myriad of audiences. Through the examination of barriers and 

associated stress levels attributed to the process of navigating employment, the intended 

audiences were: international student offices, reluctant employers, prospective and 

current international students, the United States Citizenship and Immigration Services 

(USCIS), career counseling services, and college counselors.

International student offices can use the information presented as a preventative 

tool for guiding international students along their career paths as they weigh out their 

options. Reluctant employers can view the outcomes of this study as an aid to 

understanding the perspective of international students and to gain clarity as to what is 

necessary to employ such individuals. Prospective and current international students can 

utilize the results as a realistic point of reference if one of their goals upon graduation is 

to pursue employment in the United States. The office of the USCIS can benefit from this 

endeavor by utilizing the results as an indirect means of receiving feedback from those 

served in the work visa process and those who are seeking to assistance. Career 

counseling services across the United States and the respective countries of origin can 

potentially benefit from information explored in this research as a way to prepare 

students who are seeking to relocate to foreign countries in pursuit of higher education.
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This study was also projected to help college counselors understand the stressors 

international students may face as they near the end of their course of study. Lastly, post

secondary administrators can attract international students by implementing broader 

career counseling services and other programs aimed at addressing their employment 

barriers.

Part IV: Recommendations for Future Research 

The researcher identified recommendations for future research. Specific 

recommendations were organized under logistics, survey method, and instruments. 

Logistics discuss suggestions for controlling variables, eligibility selection, expanding 

research questions, and exploring compensatory means. Survey method outlines 

considerations for the structure and length of future surveys. Instruments explores tools 

for stress and employment barriers.

Logistics

Controlling variables. Past F-l visa students and those who currently are F-l visa 

students completed the survey. This may have skewed the data relative to their reported 

level of stress. Future researchers can explore the option of assigning participant groups 

for F-l visa status. Additionally, those who studied in Canada, the UK, and Caribbean 

islands were not included yet there was a possibility that these excluded participants did 

not have dual citizenship and met other criteria set. Participants who were perhaps on an 

F-l visa but chose to attend U.S. schools online vs. face to face were also unintentionally 

excluded. Preventative measures can be evaluated as a means of reducing the amount of 

missing responses such as: exiting survey before completion, skipped questions, and
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skipped scale items. Researchers can explore best fit inclusion criteria options. Moreover, 

forthcoming research can address the following factors: the influence of gender, race, 

age, time spent within the United States, qualifications of international student 

representatives, cultural influences, and socioeconomic status. Since the Bahamian 

population represented the majority of participants, researchers can either focus on one 

subpopulation or have a sample that represents the distribution of current internationals in 

the United States, strengthening the likelihood of generalizability.

Eligibility. Senyshyn, Warford, and Zhan (2000) conducted their study with the 

University of Tennessee undergraduate international population with 83 eligible 

participants. A self-developed questionnaire was mailed out to international students 

where the total sample population was reduced to 30 students—yielding a 42.5% 

response rate. Researchers can explore differing methods of recruitment as a preemptive 

measure to dropout and retention. Level of English language proficiency and academic 

integration measures can be applied as a multi-layer approach to data collection. Like 

Rientes, Beausaert, Grohnert, Niemantsverdriet and Kommers (2012), Rienties and 

Tempelaar (2013) utilized the Student Adaptation to College Questionnaire (SACQ).

Compensation. Nunes and Arthur (2013) explored international students’ 

experiences of integrating into the Canadian workforce. In their previous study, 19 

international students were interviewed, 16 of the students agreed to be contacted for a 

follow-up interview via Skype after completing their educational programs— 

compensation included. Future researchers can explore the feasibility of incorporating 

compensation methods to combat foreseeable dropout rates.



97

Expanding research question. Interested researchers can incorporate more than 

one research question in their studies. Shen and Herr (2004) explored the career 

placement concerns of international graduate students from a qualitative perspective. The 

researchers had a total of four research questions—how do international graduate 

students vary by career; what are the factors influencing the plans of the students, if  they 

intend to leave or stay in the United States; what have been their experiences with 

academic advisors and with career counseling and placement services in higher 

education; and what are the implications for career development and placement services 

for international graduate students who differ by major, gender, and geography. Future 

research can create questions and hypotheses addressing the two main themes emerged 

from this study: visa and visa issues, and sponsorship. A variation to the initial title of 

this research that incorporates prementioned variables is: “From University to 

Employment: An Exploration of Restrictive Visa Processes, Sponsorship, and Perceived 

Level of Stress of Internationals Living in the United States”.

Survey Method

Future research can take into consideration the overall length of the survey as well 

as the structure of the survey. This is important as participants may experience symptoms 

of fatigue if the survey items are extensive. In this study, the majority of items were 

presented on one page; however, the final instrument was presented as a link to click 

towards the end of the survey. Future researchers can assess how they would like to 

present their items for maximum response rates. After interviewing, Nayak and 

Venkatraman (2010) asked the participants if they had any additional information they
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wanted to add that were relevant to the study. If incorporated, future researchers can 

explore the wording, structure, and preview of their qualitative question. Openness to 

conducting interviews is also suggested as the literature is saturated with the use of 

interviews as an admissible form of data collection.

Instruments

A multiple regression of the five employment categories and perceived level of 

stress yielded results that indicated a high correlation between each of the employment 

barriers categories. For example, training and education and job seeking knowledge had 

the greatest correlation at .887. This suggests that future researchers may either need to 

look at instruments that have clear and distinct categorical norms or form composite 

variables for the categories that are highly correlated. In this case, forthcoming research 

can possibly group training and education and job seeking knowledge together.

Perceived level of stress. The majority of participants admitted to having an 

average level or high stress level during their employment hunt. Chu, Khan, Jahn, and 

Kraemer (2015) conducted a quantitative study aimed at examining the levels of 

perceived stress and studying-related life satisfaction and the possible linkage with only- 

child (OC) status. As the chosen instrument, the researchers administered Cohen’s 

Perceived Stress Scale (PSS-14). Future researchers can continue utilizing versions of 

Cohen’s Perceived Stress Scale in conjunction with other instruments particularly 

because of the clarity of items presented, ease of scoring, and accessibility. However, 

researchers are cautioned that the PSS has not been normed with the international 

population.
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Similar studies suggested that international students benefited from the duties of 

their dual role as both students and employees; however, they also suffered from 

emotional and physical stress (Kwadzo, 2014). This implies that more research needs to 

be done to analyze the level of stress experienced by the identified population. Bai’s 

(2016) study measured acculturative stress with the Acculturative Stress Scale for 

International Students (ASSIS). Future researchers can explore the applicability of this 

instrument to assess level of perceived stress.

Employment barriers. If possible, when identifying potential instruments, it is 

highly suggested that timestamp availability of ideal instruments are verified to foster 

seamless data analyses and interpretation. Also, the utilization of Critical Incident 

Techniques (CIT) to identify barriers can be explored. Although it is challenging to test 

the perception of what constitutes a barrier, Bai (2016) created a nine-item scale that 

assessed perceived support from university attended. Future researchers can review, 

assess, and potentially incorporate elements from Bai’s (2016) recent study.

Conclusion

Chapter Five summarized the results of this study, discussed the goals of this 

study, provided implications, and made recommendations for future research. The results 

of this study revealed that job seeking knowledge made a positive but non-significant 

contribution to the relationship between employment barriers and perceived level of 

stress. However, job seeking knowledge coincided with a few themes that emerged from 

NVivo. Implications were made for international student offices, reluctant employers, 

prospective and current international students, the United States Citizenship and
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Immigration Services (USCIS), career counseling services, and college counselors.

Lastly, the researcher made recommendations regarding logistics, survey method, and 

instruments.
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of the study.

If these are acceptable terms and conditions, please indicate so by replying to me through 
e-mail: davisj@mercer.edu

Sincerely,

Terah L. Davis, MS, APC, NCC 

Doctoral Candidate

mailto:rowiandkd@mercer.edu
mailto:davisj@mercer.edu


117

Sheldon Cohen <scohen@cmu edu>

“V j t i ,  v o t ;  d 'i f  w e l c o m e  tc? o s e  th<? PS S  ^  y o u r  -.r j - } \ .  B r - . t H .u c V  .c

4-  -»

Terah L. Davis

Dr. Cohen:

I am currently a 3rd year PhD student at Mercer University and would love to utilize your scale in my upcoming 
dissertation project Please find attached a  letter seeking permission to use your Perceived Stress Scale.

Yours Sincere^ ,

l e r jh  L Davit. MS. HCC. A K
Adjunct P ro frao t & PhD Student-{.aumekx Education 

Mercer Unwervty-Attonu
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The questions in this scale ask you about your feelings and thoughts during the last 
month. In each case, you will be asked to indicate by circling how often you felt or 
thought a certain way.
Name_________________________________________________Date________
Age________ Gender (Circle): M F Other________________________________

0 = Never 1 = Almost Never 2 = Sometimes 3 = Fairly Often 4 = Very Often

1. In the last month, how often have you been upset because of something that happened 
unexpectedly?.................................. 0 12 3 4
2. In the last month, how often have you felt that you were unable to control the 
important things in your life? 0 1 2  3 4
3. In the last month, how often have you felt nervous and “stressed”? 0 12 3 4
4. In the last month, how often have you felt confident about your ability to handle your 
personal problems?............................................................. 0 1 2  3 4
5. In the last month, how often have you felt that things were going your 
way?.................................................................................. 0 1 2  3 4
6. In the last month, how often have you found that you could not cope with all the things 
that you had to do?........................................................ 0 1 2  3 4
7. In the last month, how often have you been able to control irritations in your 
life?.................................................................. 0 1 2  3 4
8. In the last month, how often have you felt that you were on top of things?.. 0 12 3 4
9. In the last month, how often have you been angered because of things that were outside 
of your control?................................... 0 1 2  3 4
10. In the last month, how often have you felt difficulties were piling up so high that you 
could not overcome them ?........................ 0 1 2  3 4

Please feel free to use the Perceived Stress Scale for your research. Mind Garden, Inc. 
info@mindgarden.com www.mindgarden.com References The PSS Scale is reprinted 
with permission of the American Sociological Association, from Cohen, S., Kamarck, T., 
and Mermelstein, R. (1983). A global measure of perceived stress. Journal of Health and 
Social Behavior, 24,386-396. Cohen, S. and Williamson, G. Perceived Stress in a 
Probability Sample of the United States. Spacapan, S. and Oskamp, S. (Eds.) The Social 
Psychology of Health. Newbury Park, CA: Sage, 1988.

mailto:info@mindgarden.com
http://www.mindgarden.com
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Penfield College

Letter Scekiag Permission to Use Inventory/Assessment Tool

July 29.2016
Name: Terah Davis 
Institution: Mercer University 
Department: Penfield College' Counseling 
Address: 3001 Mercer University Drive 
City/State/Zip: 30341

Dear Sir/Madam:

1 am a Counselor Education and Supervision doctoral student from Mercer University writing 
my dissertation titled: “From University to Employment: An Exploration o f Employment Barriers 
and Perceived Stress Level o f Internationals Living in the United Stales. ” under the direction of 
my dissertation committee chaired by Dr. Karen Rowland, who can be reached at (>78-547- 
6049/row land Rd d incrccr.edu. Mercer University IRB Committee Chair can be contacted at 
(478)301-2327 or by mail at: 3001 Mercer University Drive. Atlanta. GA 30341.

I would like your permission to use the Barriers to Employment Success Inventory (BESI) 
assessment in my research study. I would like to use and print your inventory under the 
following conditions:

•  I will use the assessment only for my research study and will not sell or use it with any
compensated or curriculum development activities.

•  I will include the copyright statement on all copies of the assessment.
•  I will send a copy of my completed research study to your attention upon completion of the

If these are acceptable terms and conditions, please indicate so by replying to me through e-mail: 
davis I a mcrcer.cdu

study.

Sincerely.

L. Davis. MS, APC.NCC
Doctoral Candidate

U ll  Vlrn r r  I im rn ay  llnvc. .Vlbnu. (lA Volt I 
• 'w w .m m rr nlu
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Athena W ampler < awampler@jist.com > Mark as umead

Terah,

Good afternoon) Here is a quote for the ISO online Barriers To Employment Success Inventory.

We have provide you a quote for 25 FREE online inventories and 125 at a 50% discount, that would be no shipping added for an 
online products however it would be subjected to sales tax, unless the university has an tax exempt form on file with us.

Please feel free to reach me if you have any questions.

ATHENA WAMPLER | Business Development Specialist
EMC Schools,Paradigm Education Solutions and JIST Career Solutions
855-213-0738
avsamaler(8-;t

|  P A R A D I G M  r { j | c y  

http://jist.com

mailto:awampler@jist.com
http://jist.com
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-SWUI •• ■ . } ■ ......

I  Fourth Edition

Employment 
Success Inventory

Identify Barriers to  Getting and Keeping a Job

John J. Liptak, Ed.D.

Name

Date -__________    A ge__________ Gender

Directions
BESI is an assessment designed to help you identify obstacles that may keep you from getting a 
good job or from getting ahead in your career. It can help you find solutions to major barriers to 
success in your job search or career. It presents 50 statements and asks you to decide whether they 
are of concern to you. BESI will then recommend ways to overcome these barriers. Simply turn to 
Step 1 to get started.

_ r D l S T



APPENDIX F 

STUDY INVITATION LETTER

125



126

Colleagues and Friends,

My name is Terah L. Davis. I am a doctoral candidate at Mercer University in the 
Counselor Education and Supervision program. Under the direction of Dr. Karen 
Rowland, I am conducting a research study about international students entitled: “From 
University to Employment: An Exploration of Employment Barriers and Perceive 
Stress Levels of Internationals Living in the United States.” I am emailing to ask if 
you would like to participate by completing a survey for this research project.

Eligibility for the survey is limited to individuals who are 18 years or older, have been on 
an F-l visa, does/did not possess dual citizenship (while pursuing education) and 
have/had a desire to work in the United States post-graduation. The survey will take 
approximately 20-25 minutes.

Your participation in the survey is completely voluntary and all of your responses will be 
kept confidential. No personally identifiable information will be associated with your 
responses to any reports of these data. There are minimal anticipated risks to your 
participation and you may decline to answer any or all questions. Additionally, you may 
terminate your involvement at any time if  you choose. Information collected through 
participation in this study will be used to fulfill educational requirements and may be 
published in a professional journal or presented at a professional conference.

If you would be interested in taking this survey, please click on this link and provide your 
consent to take the survey: https://www.surveymonkey.eom/r/DL736TG

If you have any questions about the study please feel free to contact me at: 
davis_t@mercer.edu or Dr. Karen Rowland at Rowland_kd@mercer.edu. Mercer 
University’s Institutional Review Board (IRB) reviewed study #111612341 01 and 
approved it on [09-Dec-2016].

If you have questions about your rights or are dissatisfied at any time with any part of this 
study, you can contact, anonymously if you wish, the Institutional Review Board by 
phone at (478) 301-4101 or email at ORC_Research@Mercer.edu.

Thank you in advance for your time and participation!

Terah L. Davis, MS, APC, NCC 
PhD Candidate & Adjunct Professor 
Counselor Education & Supervision 
Mercer University-Atlanta

https://www.surveymonkey.eom/r/DL736TG
mailto:davis_t@mercer.edu
mailto:Rowland_kd@mercer.edu
mailto:ORC_Research@Mercer.edu
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“From University to Employment: An Exploration of Employment Barriers and 
Perceived Stress Levels of Internationals Living in the United States.”

Informed Consent
You are being asked to participate in a research study. Before you give your consent to 
volunteer, it is important that you read the following information and ask as many questions 
as necessary to be sure you understand what you will be asked to do.

Investigators
Name: Terah Davis
Department: Penfield College
Institution: Mercer University, Atlanta Campus
Campus Address: AACC Bldg, 3001 Mercer University Dr. Atlanta, GA 30341 
Campus phone number 678-547-6044 
Cell phone number 770-899-4042

Faculty Advisor Dr. Karen Rowland
Department: Penfield College
Institution: Mercer University, Atlanta Campus
Campus Address: AACC Bldg, 3001 Mercer University Dr. Atlanta, GA 30341.
Campus phone number 678-547-6049

Purpose of the Research
The purpose of this research study is to explore the perceived stress level of international 
students who face barrios to employment upon graduation from an American post
secondary institution. This research is an exploratory tool geared towards identifying the 
barriers and level of perceived stress international students face while seeking gainful 
employment in the United States.

Participants will be asked to complete a demographic survey, the Barriers to Employment 
Success Inventory (BESI) and the Perceived Stress Scale (PSS) through an online link. 
These tools will be sent out as a blast email from the International Students office on the 
Mercer Atlanta campus. Confidentiality will be established and maintained by researcher 
coding each completed assessment as a means of indirect identification.
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Procedures
If you volunteer to participate in this study, you will be asked to complete a survey via an 
online link which will be attached to a blast email sent out by the International Students 
office of Mercer University’s Atlanta Campus. Your participation will take approximately 
15-20 minutes.

Potential Risks or Discomforts
You may experience mild emotions contingent upon your comfort level while completing 
the survey geared toward level of perceived stress while pursuing employment in the 
United States. These could be physical, social, economic, or psychological in nature.

Potential Benefits of the Research
It is with hope that this research will bring awareness to the challenges this population 
faces on a day-to-day basis while creating a platform for advocacy. The research will also 
benefit society by providing professionals, colleagues, and friends working with 
international students a general understanding of their subjective reality post-graduation.

Confidentiality and Data Storage
The survey will be anonymously coded and all documentations are kept confidential. Data 
from the research will be stored in Dr. Rowland’s office and can be assessed by the 
investigator for at least three years after completion of study.

Participation and Withdrawal

Your participation in this research study is voluntary. As a participant, you may refuse to 
participate at any time. To withdraw from the study please contact Terah Davis at 
davis_t@mercer.edu. Please note that if the data are anonymous, subjects cannot withdraw 
after data collection has taken place.

Questions about the Research
If you have any questions about the research, please speak with Terah Davis or Dr. Karen 
Rowland through the contact information listed above.

This project has been reviewed and approved by Mercer University’s IRB. If you 
believe there is any infringement upon your rights as a research subject, you may 
contact the IRB Chair, at (478) 301-4101.

mailto:davis_t@mercer.edu
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You have been given the opportunity to ask questions and these have been answered 
to your satisfaction. Your signature below indicates your voluntary agreement to 
participate in this research study.

Signature of Research Participant Date

Participant Name (Please Print) Date

Signature of Person Obtaining Consent Date

Rev.08/19/2010
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“From University to Employment: An Exploration of Employment Barriers and 
Perceived Stress Levels of Internationals Living in The United States”

SURVEY QUESTIONS

1. Gender 
Male 
Female
Other (please specify):

2. Ethnicity:
Black/African American 
Caucasian
Hispanic
Asian
Other (please specify):

3. What age bracket do you fall in?
17-20
21-30
31-40
41+

4. What is your highest degree obtained?
Undergraduate
Graduate (Master's)
Graduate (PhD, PsyD, MD, etc.)

5. What is your country of birth/origin?___________________

6. Are you currently employed?
Yes__________ No___________

7. Do you have a desire to stay in the United States and obtain gainful employment 
after graduation?
Yes No
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8. Do you currently have dual citizenship? Yes____________No
Comments_______________________

9. What is your barrier to employment?

10. How would you describe your most significant barrier?

11. Rate your stress level when you think about the banier(s) you have identified towards 
employment (1= never stressed; 2= almost never stressed; 3=sometimes stressed; 
4=fairly often stressed; 5= very often stressed).
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Table 10

Bahamian Participants ’ Descriptive Statistics

Descriptive Statistics

Mean
Std.

Deviation N
TotalScore 18.971 6.3777 69
PersonalandFin
ancial

23.371 7.2321 62

EmotionalandP
hysical

22.661 7.2834 62

CareerDecision
MakmgandPlan
nuig

28.806 8.3859 62

JobSeekingKn
owledge

25.758 8.6189 62

TrammgandEdu
cation

22.887 9.2826 62
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Table 11

Bahamian Participants ’ Correlations

Correlations
CareerDecis

Personalan Smotionala i i JobSeeking Traimngand
TotalScore dFinancial ndPhysical ndPlanning Knowledge Education

Pearson TotalScore 1000 134 108 169 .079 .202
Correlation PersonalandFm

ancial
.134 1.000 .851 .742 .826 .873

EmotionalandP 108 851 1 000 760 782 818
hyacal
CareerDecmon 169 742 760 1 000 861 864
MakmgandPlan
nmg
JobSeekmgKn 079 826 782 861 1000 .907
owledge
TrammgandEdu .203 873 818 864 .907 1.000
cation

Sig. (1-tailed) TotalScore .150 .201 .094 .058
PersonalandFm 150 .000 000 .000 .000
ancial
EmotionalandP 201 000 000 .000 000
hyscai
CareerDecmon 094 000 000 000 000
MakmgandPlan
nmg
JobSeekmgKn .272 000 000 000 .000
owledge
TramingandEdu 058 .000 .000 .000 .000
cation

N Total£core 69 62 62 62 62 62
PersonalandFm 62 62 62 62 62 62
anrifll

EmotionalandP 62 62 62 62 62 62
hystcal
CareerDecmon 62 62 62 62 62 62
MakmgandPlan
nmg
JobSeekmgKn 62 62 62 62 62 62
owledge
TraitimqatidFdn 62 62 62 62 62 62
cation
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Table 12

Bahamian Participants ’ Model Summary

Model Summon^
Std. Error

Adjusted R o f the
Huot, R R Square Square Estimate
1 .338“ .114 .035 6.2656

a. Predictors: (Constant), TxamingandE&ication, 
Fm nhrm aljiJPliysifal
CareeiDecrsionMakinffmdPlaTnime. PersonaLmdFmanrial, 
JobSeekingfCnoadedge

b. Dependent Variable: TotalScore

Table 13

Bahamian Participants ’ ANOVA Results

ANOVAa
Sum o f 
Squares d f

Mean
Square F Sig.

1 Regression 282.755 5 56.551 1.440
Residual 2198.458 56 39.258
Total 2481.213 61

a. Dependent Variable: TotalScore

b. Predictors (Constant), TiainjnynidEAication, EmotionalandPliysical, 
CareeiDecisiDnMalrnipmdPlanmnfc PersonalandFinanrial. 
JobSeekin^Knotriedee
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Table 14

Bahamian Participants ’ Coefficients

Coefficient^1
Unstandardced

Coefficients

B Std. Error

Standardized
Coefficients

Beta t 55*

95.0% Confidence Interval 
JdrB

Lovter Bound Upper Bound

Correlations
Zero-
order Partial Part

Colhneantv
Statistics

Tolerance IIP
1 (Constant) 18079 3 554 5 087 000 10959 25 198

PasctuhodFnaoaai - 002 269 -002 -006 995 -.540 536 134 -.001 -001 171 5863
EmotumabndPhyncal -108 226 -123 -478 634 -.560 344 108 -064 -060 238 4 201

156 211 205 736 465 -268 579 169 098 093 205 4 881

Johf.whnjghiw^<iy -478 242 -647 -1 976 053 -964 007 079 -255 -248 148 6771
TraMgMiHKAiraSifit 490 262 713 1.870 .067 -.035 1015 202 242 235 .109 9 200

I T r t i K r m

Table 15

Bahamian Participants ’ Collinearity Diagnostics

CoUinearity Diagnostic^*

\kOk. J1..1
Eigenvalue

Condition
Index (Constant)

Personalan
dFinancial

Variance

Emotionala
ndPhvsical

Proportions
CareerDecis
ionMakinga
ndPlanning

JobSeeking
Knowledge

Trainingand
Education

1 1 5856 1.000 00 .00 .00 .00 .00 .00
“V 081 8486 45 00 00 00 01 04
3 .028 14 579 .01 .11 .32 .13 .07 .02
4 016 18.993 10 .24 .45 .27 .02 .06
5 010 23.725 .03 .01 .05 .13 90 .34
6 008 27.038 41 64 17 47 00 54

a D tp u k n l VubUi : TotaEcom
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Table 16

Bahamian Participants ’ Residual Statistics

Residuals Statisticd1

Minimum Maximum Mean
Std.

Deviation N
Predicted
Value

13.986 24.894 18.971 2.1530 62

Std. Predicted 
Value

-2.315 2.751 .000 1.000 62

Standard Error
ofPredicted
Value

1.070 3.175 1 899 .444 62

Adjusted
Predicted
Value

13.337 26.239 19.064 62

Residual -13.8191 17.5688 -.5517 5.9057 62
Std Residual -2.206 2.804 -.088 .943 62
Stud. Residual -2.359 2.960 -.095 .995 62
Deleted
Residual

-15.8100 19.5809 -.6442 6.5906 62

Stud. Deleted 
Residual

-2.464 3.194 -.093 1.018 62

Mahal.
Distance

.794 14.678 4.919 2.700 62

Cook's
Distance

.000 .167 .019 .032 62

Centered 
Leverage Value

.013 .241 .081 .044 62

a. Dependent Variable: TotalScoie
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Table 17

Bahamian Participants ’ Variables Entered

Variables Entered/Removed1
Variables Variables
Entered Removed Method

1 Trammgand Enter
Education,
Emotionalan
dPhysicaL
CareerDecis
lonMakmga
ndPlarmmg.
Personaland
Financial,
JobSeeking
Knowledge**

*  n a . K « i ; v u \

T> \i. XikA'A.C <j .
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Normal P-P Plot of Regression Standardized Residual

Dependent Variable: TotalScore
1JD-

A
0 .6-

•  0.4- Q.

0.0-

00 02 0.4 0.6 00 10
Observed Cum Prob

Figure 7. Bahamian participants’ normal P-P plot of regression standardized 

residual
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Scatterplot 

Dependent Variable: TotalScore

•o

o-

Oo®  - 1 -

-3-

Regression Standardized Predicted Value

Figure 8. Bahamian participants’ scatterplot


