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ABSTRACT 

 

This is an ethnographic study of both geographical and spatial transnational ‘migrants’, 

namely, expatriate employees of transnational organisations/corporations, who work 

away from home countries for a limited period, and their relationships with host 

national colleagues who work alongside them in transnational office spaces. The central 

aims of this study are to explore the ways in which expatriate and host national 

employees work and interact with each other in and out of office spaces and to consider 

the influences and meanings of the movement of these people and their face-to-face 

interactions in our globalising societies. 

 The dominant view in the existing social science literature is that ‘elite’, 

‘cosmopolitan’ expatriate employees live in a ‘bubble’ cut off from the host societies. 

This ‘enclosed’ image of the ‘bubble’ sets up a strong contrast with the ‘openness’ that 

is often associated with their mobility. Meanwhile, in business studies, host national 

employees tend to be invisible and situated as subordinates to their superiors, namely 

expatriate employees. This study brings the lived experiences of both expatriate and 

host national employees into both the social sciences and business studies, shedding 

light on both constituencies in a balanced manner. This is also a relatively unique case 

study which focuses on Asian expatriate employees working in an Asian country. 

 With a focus on the Japanese and Indonesian staff of a branch office of a 

Japanese transnational organisation in Jakarta, as well as a field office in Makassar, this 

study shows that Japanese expatriate employees (and their families) and host nationals 

develop important forms of transnational relationships that have hitherto been 

underexamined. Both expatriate and host national employees perform mediator roles, 

thus connecting with each other at different times and spaces according to various 

factors, such as the size and scale of groups/communities, gender, age, ethnicity, 
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religion, personal characteristics, careers, and circumstances inside and outside offices. 

 Using network analysis as a framework, this study attempts to grasp 

interpersonal interactions between expatriate and host national employees who 

generally come from different socio-cultural backgrounds. Granovetter’s theory of ‘the 

strength of weak ties’ highlights the way in which the functional strength of structurally 

weak ties effectively connects these two sets of individuals. Exploring both open and 

closed sides of interpersonal relationships, this study also investigate three theories, 

which contain the concepts of openness and closure: closed networks and shortcuts in 

small-world networks, ‘bonding’ and ‘bridging’ social capital, and idealised openness 

and practical limitation in cosmopolitanism. By so doing, this study reveals the 

complexity of their interpersonal relationships interwoven practically and emotionally. 

 Challenging the superficial image of the ‘bubble’, this study expands our ways 

of thinking about transnational connections. Considering the dual features of ‘closure’ 

and ‘openness’ in interpersonal interactions, the arguments of this study contribute to 

both the current discourse of transnational studies and the area of business studies. 

Finally, this study suggests that ties forged through face-to-face interactions in porous 

spaces on the surface of the bubble and intermittently sustained between (ex-)expatriate 

and (ex-)host national employees, support the emergence of a latent transnational 

business/social community beyond national boundaries. 
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PART I   BEGINNING OF THE JOURNEY: RESEARCH SETTING  

 

 

They reached the canal. It was long and straight and cool and wet 
and reflective in the night. 

“I’ve always wanted to see a Martian,” said Michael. “Where are 
they, Dad? You promised.” 

“There they are,” said Dad, and he shifted Michael on his 
shoulder and pointed straight down. 

The Martians were there. Timothy began to shiver. 
The Martians were there–in the canal–reflected in the water. 

Timothy and Michael and Robert and Mom and Dad. 
The Martians stared back up at them for a long, long silent time 

from the rippling water.... 

 

(Bradbury 1958, p. 222) 
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CHAPTER 1  INTRODUCTION : FROM IN-BETWEEN SPACES 
 

I cannot imagine myself not moving. 

A Japanese female expatriate staff member (field note, 8 December 2009) 

 

It’s always interesting for me if I can learn something like the way they doing [sic] 
business, but not only business, but the culture... somehow they bring some culture in 
the work, in the working environment without realise [sic]. 

An Indonesian female staff member (interview, 10 July 2008) 

 

Introduction 

 

Global flows of information, goods and people produce significant effects on every 

country. Globalisation has become a strong, unavoidable phenomenon connecting every 

place, as well as every person, more than ever before. At the end of the twentieth 

century, Appadurai (1990) categorised these global flows into five ‘scapes’: 

‘ethnoscapes’, ‘mediascapes’, ‘technoscapes’, ‘finascapes’, and ‘ideoscapes’. According 

to his ‘ethnoscape’, ‘tourists, immigrants, refugees, exiles, guestworkers and other 

moving groups and persons constitute an essential feature of the world, and appear to 

affect the politics of and between nations to a hitherto unprecedented degree’ 

(Appadurai 1990, p. 297). Some might not fully agree with his statement, especially 

because globalising processes are uneven, with some people and places more connected 

than others. However, considering the current number of ‘moving groups and persons’ 

in the world, it is understandable that they should feature in Appadurai’s attempt to 

describe the flows that characterise the globalising world. For instance, the United 

Nations’ International Migrant Stock attempts to calculate the number of people living 

in a country or area other than that in which they were born (or that of their citizenship); 

they estimate that there are 214 million international migrants in the world, representing 

3.1% of the world population (UN 2009a). If compared with the country rankings by 
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population (UN 2009b), the 214 million international migrants – taken as a group – 

could be ranked among the top five countries in the world. It is interesting to think 

about the criteria by which Appadurai categorises people who cross national borders. 

The first five categories of his ‘ethnoscapes’ are easily identified – ‘tourists, immigrants, 

refugees, exiles, guestworkers’. However, the content of the final category, ‘other 

moving groups and persons’ is not so obvious. There are several possible figures who 

could be included here: highly mobile business people, groups of delegations (e.g. 

delegations with varied purposes, such as sports, arts and governmental missions), 

academics who fly all over the world to attend conferences/seminars, and overseas 

students. Who else could be included in this category? Who else is crossing borders? 

 The existence of transnational organisations/corporations in the world is one of 

the catalysts of human mobility beyond national borders and a driving force for 

producing some of Appaduari’s ‘other moving groups and persons’, namely expatriate 

employees. At the same time, it could be argued that the local people who work with 

these expatriate employees can also be considered examples of Appadurai’s ‘other 

moving groups and persons’ because they cross borders between their home societies 

and the other societies – not geographically, but spatially in the spaces of transnational 

organisations/corporations. In this thesis, I argue that both expatriate and host national 

employees could be considered examples of Appadurai’s ‘other moving groups and 

persons’ and those who construct ‘ethnoscapes’ and ‘affect the politics of and between 

nations’. 

 Hence, in this thesis, I examine Japanese expatriate and Indonesian host 

national employees as examples of moving people. I focus, in particular, on their 

relationships in their workplaces in transnational organisations/corporations in 

Indonesia. Japanese expatriate employees move geographically from Japan to Indonesia 

and they also move spatially from their, in Kurotani’s (2005) words, ‘home away from 
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home’ to home/host offices within Indonesia. On the other hand, Indonesian host 

national employees also move spatially from their home to home/host offices in their 

home country, Indonesia, every day. For both groups, by ‘moving’ geographically and 

spatially, overseas offices of transnational organisations/corporations become 

simultaneously spaces of both the home and host countries. Members of both groups 

move between home/host social spaces every day. 

 Curiously, however, expatriate employees’ lives tend to be imagined not as 

interacting and interweaving with host nationals and host societies generally. Rather, 

they are described as forming a ‘bubble’ that shields them from the outside and 

separates them from the host society. In Indonesia, for instance, where there are huge 

economic gaps between expatriate employees and host nationals, the life style of the 

former is visibly different from that of the latter. Expatriate employees and their family 

members live in high-rise apartments or huge houses in high-status residential areas, 

travel around in cars with drivers, and associate with their co-nationals almost 

exclusively. In everyday living conditions, however, it is impossible to avoid contact 

with host nationals and societies completely. For example, expatriate employees and 

family members have to meet and communicate with local drivers to travel by car and 

with local maids to maintain houses/apartments. It is therefore important to highlight the 

existence of open spaces on the “bubbles” that apparently surround individuals and 

groups, which represent the everyday ways that these groups come into contact with 

each other. In addition, the very fact mentioned above that expatriate employees are 

interacting with host national employees in work places is often overlooked. In 

responding to these key issues, the central question of relevance to this study is how 

expatriate employees develop ties with host societies and host nationals? What is the 

nature of these ties and what is their effect? 

 In this thesis, I focus on the work places of transnational 
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organisations/corporations and closely examine the way in which Japanese expatriate 

employees work and interact with Indonesian host national employees. Their 

face-to-face interactions are ‘real’, not imagined, although they are also quite limited. 

They share experiences and emotions, such as delight, frustration, anger, sorrow and 

pleasure, through working in the familiar/unfamiliar working environments of their 

home/host offices. Such shared experiences and emotions definitely have an impact on 

both groups of people. These influences are accumulated over time and are brought 

‘back’ by the employees to their home/host societies and hence might consequently 

‘affect the politics of and between nations’. An analysis of both expatriate and host 

national employees’ interactions and lived experiences reveal the ways in which 

‘moving groups and persons’, by crossing geo-spatial boundaries, contribute to changes 

in our society. 

 In this chapter, I begin by outlining the background to this study to situate it 

within the social sciences more broadly. I also clarify the main terms and definitions I 

use in the study. In addition, I provide a brief historical background about Japanese 

nationals living in Indonesia. Then, I explain my original intention for conducting this 

study in transnational office spaces. Finally, I conclude by outlining the structure of the 

entire thesis. 

 

Background to This Study: Rethinking Research Attention and ‘Studying Up’? 

 

Despite the undeniable existence of ‘moving groups and persons’ in our societies, there 

seems to be some invisible barrier to conducting research on expatriate and host 

national employees. One of the reasons stems from the characteristics of expatriate 

employees. Expatriate employees tend to be marginalised, or relatively invisible, in the 

social sciences, often falling into ill-defined categories like Appadurai’s ‘other moving 
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groups and persons’. For instance, studies of ‘moving groups and persons’, especially 

‘immigrants, refugees, exiles’, and ‘guestworkers’, have been conducted by many 

scholars whose research interests focus on ‘transnational’ issues. Basch et al. (1994, p. 

7) define transnationalism ‘as the processes by which immigrants forge and sustain 

multi-stranded social relations that link together their societies of origin and settlement’. 

The central feature of transnationalism is ‘the multiplicity of migrant’ involvements in 

both the home and host societies’ (Schiller et al. 1992a, p. ix). Expatriate employees 

represent an excellent example of ‘other moving groups and persons’ because they 

constantly go ‘back and forth’ between their host and home countries (Schiller et al. 

1992b). They, at least Japanese expatriate employees, tend to have strong cultural 

obligations to their family and extended-family members and friends. During their 

assignments, depending on their stage in the life-cycle, some of them are obliged to 

return to home countries in order to attend friends’ marriage ceremonies and family 

members’ funerals and Buddhist memorial services, as well as to give care to their aged 

parents. They move ‘back and forth’ repeatedly between host and home countries and 

thus actively connect both countries. 

 However, expatriate employees, particularly those who have a permanent status 

in their organisations/corporations, share an identical characteristic which distinguishes 

them specifically from ‘immigrants, refugees, [and] exiles’. It is their obligation to leave 

the host country after a certain period. Examining the cultural meanings surrounding the 

massive post-war waves of Italian migration to Australia, Baldassar (2007, p. 280) 

argues that these migrations were legitimately ‘supported as appropriate life-courses by 

[the migrants] themselves and their families, communities and even nations’. The 

significant financial contributions migrants sent to their home societies contributed to 

the migrants having ‘licence to leave’ (Baldassar 2001). Their migrations were justified 

as an appropriate family economic strategy in hard times. In the case of expatriate 
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employees, it could be said that they have ‘licence to return’ to their home countries. 

Under a kind of ‘unwritten rule’ of the transnational organisations/corporations that 

employ them, the expatriate’s overseas assignment is certainly ‘supported as appropriate 

life-courses by themselves and their families, communities’, on the condition that they 

return to their home countries for good one day. Compared with the ‘immigrants, 

refugees, [and] exiles’, expatriate employees’ lives appear to be strongly tied to their 

home societies and more oriented to their home countries than their host countries due 

to the temporary nature of their assignments or employment contracts. Although the 

characteristic of ‘licence to return’ can be shared by members of the category of 

‘guestworkers’, expatriate employees are excluded from the former category whose 

members are often labour migrants and form a numerically significant figure in host 

societies. The historical tendency of transforming guestworkers into permanent settlers 

has also been observed (see Castles 2006). 

 At the same time, expatriate employees appear to lack connections with host 

nationals and societies. Each expatriate as a temporary resident apparently leaves little 

trace, and probably exists only as a dot in host societies on a superficial level. The 

unclear and almost unseen connections between expatriate employees and host societies, 

as well as the former’s strong ties with home countries, likely also obscures their 

transnational characteristics. Consequently, imagined strong ties to home societies 

among expatriate employees and assumptions about the apparent lack of ties to host 

societies appear to have discouraged research about expatriate employees and their 

relationships with host nationals, including host national employees and host societies. 

 In the social sciences, much of the existing literature, though not all of it, tends 

to present expatriates’ lives as encapsulated in a ‘bubble’ in which they live in 

quasi-home spaces in host societies (e.g. Ben-Ari 2003; Cohen 1977; Fechter 2007b; 

Kurotani 2005). Even though this literature sometimes mentions linkages between 
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expatriate employees and host nationals and societies, it rarely examines them in-depth. 

In some scholars’ research (e.g. Cheung 2008; Leggett 2003, 2010; Sakai 2000; Smith 

1994b, 2002), work relationships between expatriate and host national employees can 

be observed, which implicitly indicate the interactions between them and/or reveal their 

stratified relationships. Nevertheless, although there are exceptions (e.g. Leggett 2003, 

2010), these studies often focus on either expatriate or host national employees and do 

not fully explore their interactions and relationships. In fact, the limited, partial attention 

given to the relationships between expatriate and host national employees seems to 

result in emphasising the separation and distance between them, further reinforcing the 

image of living in a ‘bubble’. 

 There are a few studies which discuss transnational relations between 

individuals and groups with different socio-cultural backgrounds beyond national 

boundaries (e.g. Moore 2005; Nowicka 2006; Sklair 2001). These studies clearly show 

how people’s mobility influences the attitudes and thoughts of those they encounter and 

therefore contributes to reshaping and reinforcing changes in their lives. 

 An expatriate employee is probably one in a long and continuing line of 

employees dispatched from his/her country. If this chain-like dispatching continues in a 

certain time span within a certain space, individual dots gradually make a line and form 

a recognisable group in the host society. Particular areas (or particular 

apartments/houses) of host societies, for instance, tend to be occupied by the expatriates 

of the same nationality. In this case, for host nationals and societies, the presence of 

expatriate employees and their families is not temporary, but quasi-permanent. Taking 

into account these conditions, it is very likely that they ‘forge and sustain multi-stranded 

social relations’ in both home and host societies. There is also no evidence that all 

individuals’ connections between expatriate employees and host nationals are 

disconnected at the end of their assignments. 
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 On the other hand, there are numerous studies on expatriate employees from 

the perspective of international business studies, for instance international human 

resource management. The main considerations of these studies include assignment 

strategies, improvement of management skills, and employee adjustment to host 

societies (e.g. Haslberger 2005; Mendenhall & Oddou 1985), reflecting an 

understandable focus on important, practical requirements from business circles. In 

contrast, host national employees are relatively marginalised. There are only a small 

number of scholars who have focused their attention on the role and value of host 

national employees in transnational corporations (e.g. DeNisi et al. 2006; Toh 2003; Toh 

& DeNisi 2007). In addition, the studies from international business seldom explore 

either the lived experiences of expatriate and host national employees or their 

interactions in everyday working life in any depth. Consequently, expatriate and host 

national employees tend to be treated collectively, not individually. Studies on expatriate 

and host national employees and their work relationships are still on the margin in both 

academic areas. 

 Arguably, another reason for the unpopularity of studying expatriate employees 

is the general disinclination in the social sciences to ‘study up’. Nader (1974) was one 

of the first to raise the issue of ‘studying up’ by acknowledging little field research on 

the middle and upper classes. About thirty years after Nader’s claim, Moore (2005, p. 2), 

who conducted research on German transnational businesspeople in the U.K., still 

argues: 

 

[a]nthropologists [...] tend to eschew studies of elite groups (in particular white, 
male and European ones) in favour of small-scale and third-world societies. [...] 
they [ethnographies of large corporations] still tend to focus on the lowest level of 
the workforce and ignore the transnational aspects. [...] their [anthropologists’] 
research tends to focus very much on small businesses and migrant labour, with 
transnational businesspeople featuring mainly as two-dimensional oppressors. 
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Moore (2005, p. 2) also points out that business studies have dealt little with ‘the lived 

experiences of culture’, despite the fact that there are abundant monographs on 

transnational businesses from the 1970s. 

 Moore’s claims are probably not inflated. Regarding expatriate employees who 

work in the transnational business arena and are often considered as ‘elites’, 

ethnographic studies on them remain few and far between. Some scholars (Cohen 1977; 

Fechter 2007b) make similar claims. In the 1970s when Nader suggested ‘studying up’, 

for instance, Cohen (1977, pp. 85-86) called for more systematic studies on expatriates’ 

impact on host societies and their relationships with host nationals due to the 

importance of their existence in the changing world. Pointing out the anthropologists’ 

preference for studying down, not studying up, Fechter (2007b, pp. 17-19), who 

conducted ethnographic studies on expatriates in Indonesia, stresses that expatriates 

‘undeniably constitute a part of the social landscape’, although their lives are not in ‘the 

mainstream of Southeast Asian societies’. The existence of expatriates in the society is 

an unquestionable truth, since they certainly move to other countries physically, and live 

and share time and space there. 

 Forsey (2007, pp. 70, 84, italicisation in original), writing about the relative 

absence of teachers as a subject in educational anthropology, argues that ‘[w]e 

[anthropologists] need to pay attention to standing and moving in the “in-between” 

spaces occupied by social groups’ and proposes ‘a mindset attuned to critical 

appreciation of their [researchers’] research sites and the people in them’. This ‘critical 

appreciation’ can be used not only for the expatriate employees, who tend to disappear 

in the social sciences, but also for host national employees, who are curiously absent 

from the social sphere of expatriate employees’ lives in most of the studies about 

expatriate employees. According to Forsey (2007, p. 85), ‘for deeper, richer, “thicker”, 

more nuanced understandings of power and its social effects, a commitment to a critical 
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appreciation of all aspects of social life is vital’. Standing in the position of the 

‘in-between’, in a sense, this study is a challenge not to ‘study-up’ or ‘study-down’, but 

to study ‘in-between’ spaces of expatriate employees, who are apparently elites, as a 

missing aspect of the social sciences, as well as host national employees, who function 

as their subordinates, yet as local elites as well, as a strangely missing aspect in the 

ethnographic studies of the lived experiences of expatriate employees. Focusing on both 

expatriate and host national employees and their relationships in a balanced way, this 

study will enhance our understanding of their relatively little-known lives. This thesis 

aims to contribute to emerging research areas through the examination of some of those 

‘other moving groups and persons’ who work and live closely ‘in-between’ spaces of 

transnational organisations/corporations. 

 

Terms in the Study 

 

When I started thinking about this project, the Japanese term kaigai-chuzai-in was 

foremost in my mind. In Japanese, kaigai-chuzai-in (kaigai = overseas, chuzai = station, 

in = a staff member) literally means ‘a staff member who is stationed overseas’. Despite 

the fact that the word chuzai originates from the Meiji era to describe the state of 

government officials who were stationed overseas (Nihon Kokugo Daijiten 1975, s.v. 

'chuzai'), kaigai-chuzai-in is now widely used in Japan to describe those who are 

assigned by organisations/corporations to work overseas during certain periods. 

 In the area of international business studies, corporate workers who have their 

assignments out of their home countries, which is the same as the Japanese term 

kaigai-chuzai-in, are commonly described by the term ‘expatriates’. However, in 

general, the English term ‘expatriate’ means ‘[i]n modern usage, a person who lives in a 

foreign country’ (OED 2010, s.v. 'expatriate'). Therefore, if we use the term ‘expatriate’ 
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in our modern society, following the dictionary definition, all persons living in a country 

other than those holding permanent residence or citizenship in that country, including 

kaigai-chuuzai-in, are ‘expatriates’. This broad use of the term is too vague and not 

heuristically useful. 

 In fact, the use of the term ‘expatriates’ is quite wide ranging and depends 

largely on the situations and contexts to which it is applied. In her study which focuses 

on the lived experiences of Western expatriates, Fechter (2007b) acknowledges this 

point. Fechter (2007b, pp. 1-15) carefully interrogates the category of ‘expatriates’ in 

the context of her field site, Indonesia. Fetcher explored in depth the experiences of 

‘expatriates’ and their surrounding social environments and compared the broad 

dictionary definition to how people living in Indonesia use the term. She concludes that 

expatriates are not ‘a homogenous group’ and suggests the term be understood as ‘the 

notion of partial connections to capture the meaningful links between them, and the 

attitudes and practices that they share’ (Fechter 2007b, p. 15). 

 In the social science literature, despite the fact that the lives of expatriate 

employees form a part of the socio-economic landscape of our current world, an 

adequate or appropriate term which captures expatriate employees as a group has not 

been defined. The wide coverage of the term ‘expatriates’ also indicates something of 

how little analysed ‘expatriates’ have been as the main focus of research in the social 

sciences literature. They are most commonly defined with modifiers, such as corporate 

expatriates, privileged migrants, ‘mobile elite’, ‘mobile professionals’ (Favell 2003), 

‘transnational elites’ (e.g. Beaverstock 2002; Hardill 2004) and, more recently, 

‘transnational professionals’ (Nowicka 2006). In many cases, expatriate employees are 

invisible as one characteristic group, being included in the large umbrella category of 

‘skilled migrants’ (e.g. Iredale 2001). In transnational studies, which tend to emphasise 

links within the world economy, ‘transnational migrants are primarily proletarian in 



CHAPTER 1  INTRODUCTION 

14 
 

their placement within the host labour force if not in their class origins’ (Schiller et al. 

1992b, p. 13). In this framework, expatriate employees, kaigai-chuzai-in, are considered 

a ‘mobile elite’ or ‘transnational elites’ and are often excluded from migration research 

which focuses more on migrant labour, as I mentioned above. The existing terms in the 

social sciences literature convey specific connotations by combining the words, 

‘privileged’, ‘elites’, ‘professional’, and ‘skilled’, which I want to avoid in this thesis, 

since I discovered in my fieldwork that not all expatriate employees are ‘privileged’, 

‘elites’, ‘professional’, and ‘skilled’. They, I suggest, are often employees in lower and 

middle ranks in the context of their home countries. 

 Therefore, for the purposes of this thesis, I have chosen to use the English term 

‘expatriate employees’ to refer to those individuals who are assigned by their 

organisations/corporations to work out of their home countries for certain periods. This 

term is the simple English translation of kaigai-chuzai-in, but does not have the 

connotation of ‘elites’, as does the Japanese term. At the same time, in accordance with 

the term ‘expatriate employees’, I will use the term ‘host national employees’ for those 

who work with the former in transnational organisations/corporations, instead of host 

country nationals (often abbreviated as HCNs) which is the term most commonly used 

in international business studies. Both expatriate and host national employees are wage 

workers, and I think it is useful to emphasise this similarity between them. 

 

Japanese Nationals in Indonesia 

 

As this study focuses on the interactions between Japanese expatriate and Indonesian 

host national employees, it is important to know the way in which Japanese nationals 

came to live in Indonesia historically. 

 In Southeast Asia, Indonesia is one of the most important hosts of these 
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transnational corporations (Ramstetter & Sjöholm 2006). Indonesia has been a host 

country of transnational corporations since the Dutch colonial era when such 

corporations cooperated with the Dutch colonial system. During this time, there were 

interruptions to the inflow of foreign capital including during and in the aftermath of 

World War II, the Japanese Occupation, the struggle for Indonesian independence, and 

the period of nationalisation of foreign companies, in particular Dutch-owned ones 

(Sumantoro 1984, pp. vii-ix). Panglaykim points out that the methods employed by the 

large Dutch trading firms through which banks, shipping and insurance companies, 

industrial enterprises, and other related activities had been tightly linked to each other in 

a complex system were adopted by the large Japanese trading firms in the post-colonial 

period (1977, cited in Sumantoro 1984, pp. 1-2). 

 The number of Japanese nationals started growing in Southeast Asia from the 

latter half of the nineteenth century to the beginning of the twentieth century (Miyamoto 

2003, p. 184). The earliest Japanese nationals who moved to Southeast Asia included 

merchants, peasant migrants, fishermen, and prostitutes (so-called karayuki-san), 

mainly driven by individual and economic reasons, and linked closely to the trading 

networks of ethnic Chinese (Miyamoto 2003, p. 185). During the period, nihonji-kai 

(Japanese associations) were established in several places in Indonesia: in Medan, 

Sumatra, in 1897 and in Batavia (now Jakarta), Java, in 1913. These were followed by 

other nihonjin-kai in Semarang and Surabaya in Java and Makassar in Sulawesi 

(Miyamoto 2003, p. 185). The establishment of the Japanese Consulate in 1909 

provided support for the economic activities of Japanese entrepreneurs (Miyamoto 2003, 

p. 185). Japanese economic expansion dramatically increased from the late 1920s to the 

1930s in Southeast Asia, including Indonesia (Miyamoto 2003, pp. 184-187). In the 

1930s, foreign investments, including from Japan, for the manufacturing industry under 

the Import Substitute Industrialisation (ISI) policy started increasing (Miyamoto 2003, 
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pp. 189-192). In 1942 during World War II, Japan began to invade Indonesia and 

exploited her resources under military rule until 1945 (Miyamoto 2003, pp. 193-198). It 

is easy to imagine that a number of Japanese people moved ‘back and forth’ between 

Japan and Indonesia with varied motivations during the period and encountered 

Indonesians. 

 It was in the Sukarno era after World War II when Bank Perdania, the first 

Japanese joint venture with Indonesians, was established on February 1, 1958 (NNA 

2008), following the establishment of diplomatic relations with the signing of the Treaty 

of Peace between Japan and the Republic of Indonesia in April of the same year (MOFA 

2010a). Since 1967 when the Indonesian government introduced the Foreign Investment 

Law, which provided a ‘favourable investment climate’ for foreign investments, the 

Indonesian government changed its policy of nationalisation of foreign companies and 

reverted to opening a gate for multinational corporations (Sumantoro 1984, pp. 1-3). 

Throughout the 1960s-70s, with the expansion of Japanese foreign direct investment 

(FDI), Japanese firms also expanded their operations overseas (Lakhera 2008, p. 28), 

which raised the number of Japanese expatriate employees as a matter of course. During 

1967-80, the Indonesian government approved investments by a number of foreign 

investors and multinational corporations (among which Japanese investment was the 

highest), which resulted in producing 420,000 Indonesian and 13,000 foreigner 

employees (see Tables 2 and 3 in Sumantoro 1984, pp. 8-9). This means that quite a 

large number of expatriate employees already lived and worked in Indonesia, and a 

considerable number of Indonesian host national employees worked with them even 

around that time. 

 In Asia, Japanese foreign investments were assisted by the Japanese 

government in the form of official development assistance (ODA), such as loans, 

technical assistance, and grants. Loans had been a dominant component since the early 
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post war period, and technical assistance and grants were increased in the mid-1970s 

(Tachiki 1999, pp. 195-196). This Japanese government assistance brought about not 

only the improvement of business environments, but also produced the movement of 

people, such as development consultants and aid officers, into Asia, including Indonesia. 

As a matter of course, many host nationals became employed in this sector. 

 During the latter half of the 1980s, the number of Japanese transnational 

corporations dramatically increased in Asia due to push and pull factors: push factors 

included the rise of the Japanese yen brought about by the depreciation of the US dollar 

as part of the Plaza Agreement among the G5 (the United States, the United Kingdom, 

France, West Germany, and Japan) in 1985 and increasing Japanese foreign direct 

investment; and pull factors included lower labour and other costs and the growing 

market in Asia (Encarnation 1999; Lakhera 2008; Mason 1999; Miyoshi 1996). 

Consequently, these push and pull factors resulted in increasing the number of Japanese 

expatriate and host national employees in Asia. 

 The existence of Japanese expatriate employees in Indonesia as a group, then, 

has been observed for more than one hundred years. I will discuss the current trends and 

characteristics of Japanese nationals living in Indonesia in Chapter 3. 

 

Offices as Spaces for Transnational Interactions 

 

The office spaces in transnational organisations/corporations provide one of the best 

places to examine how expatriate and host national employees interact with and 

influence each other in everyday life. Working together, they share a certain amount of 

time each day. In office spaces, they have apparently ‘equal’ relationships as 

‘employees’ (although there is an organisational hierarchy) as colleagues who share 

work responsibilities and support each other. In general, the relationships between 
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expatriate and host national employees are not the same type of superior-subordinate 

relationships as they are between expatriates and their domestic servants at home, 

although this point is debatable. Expatriate and host national employees sit side by side, 

discuss their work/projects, attend meetings together, chat, and sometimes drink cups of 

coffee together during breaks. Giddens (1989, p. 4, italicisation in original) suggestively 

points out that ‘coffee is not just a refreshment. It possesses symbolic value as part of 

our day-to-day social activities. […] Drinking and eating in all societies, in fact, provide 

occasions for social interaction and the enactment of rituals – and these offer a rich 

subject matter for sociological study’. If Giddens’s analysis is true, working places 

definitely provide such ‘occasions for social interaction’. 

 In her keynote address at a conference Pratt (1991, p. 34) introduced the 

concept of ‘contact zones’, which she defines as ‘social spaces where cultures meet, 

clash, and grapple with each other’.. What makes it possible to create the contact zone 

are ‘safe houses’, which are ‘social and intellectual spaces where groups can constitute 

themselves as horizontal, homogeneous, sovereign communities with high degrees of 

trust, shared understandings, [and] temporary protection from legacies of oppression’ 

(Pratt 1991, p. 40). In such ‘safe houses’, people ‘construct shared understandings, 

knowledges, claims on the world that they can then bring into the contact zone’ (Pratt 

1991, p. 40). In a sense, transnational office spaces function much like the ‘safe houses’ 

and produce contact zones. 

 Some scholars identify transnational corporations as ‘transnational social 

spaces’ (Pries 2001; Williams & Geppert 2006). For decades, in the areas of political 

science and international relations, the term ‘transnationalism’ has been used ‘to 

characterize all types of interactions and institutions above nationally bounded 

phenomena and international relations’ (Pries 2001, p. 17). Pries (2001, pp. 17-18) 

defines ‘transnational social spaces as configurations of social practices, artifacts and 
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symbol systems that span different geographic spaces in at least two nation-states’. In 

Westerner transnational offices in Indonesia, Leggett (2003, 2010) also observes a 

similar space. Pries (2001, pp. 5-6) argues that transnational migration and transnational 

companies are among the most important forces for the formation of transnational social 

spaces. Clearly, expatriate company offices would represent good examples of these 

transnational social spaces. 

 The ‘transnational social spaces’, or Pratt’s ‘contact zone’, of transnational 

organisations/corporations are a product of globalisation brought about by the rapid 

flow of people, goods and information around the world. Wilson and Dissanayake (1996, 

p. 2) mention that ‘[i]t is no longer adequate to map the globe into binary zones of 

center and periphery’. The boundaries between the global and the local are becoming 

more blurred and uncertain than ever in the contemporary world. The actors of a 

transnational organisation/corporation in a host country, for instance, move from the 

local to the global and vice versa: expatriate employees in their home countries are the 

local, when in host countries they present the global, and host national employees in a 

host country are the local, but when in a transnational organisation/corporation, they 

represent the global from the viewpoint of other host nationals. Dirlik writes (1996, p. 

42) that ‘[t]he boundaries of the local need to be kept open (or porous) if the local is to 

serve as a critical concept. The contemporary local is itself a site of invention; the 

present is ultimately the site for the global’. In the rapidly globalising world where the 

boundary of the local and the global is blurring, transnational social spaces are probably 

one of the prime interfaces of this blurring. For example, Friedman (2005, pp. 5-11) 

finds this blurring in an IT company in Bangalore, India, to which American and 

European multinational corporations outsource part of their business activities, and 

argues that ‘the world is flat’. 

 The spaces of transnational corporations are at the forefront of globalisation. In 
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these spaces, economic and organisational polarisation (e.g. different salaries and job 

positions) also occurs (Leggett 2003, pp. 131-132), and expatriate and host national 

employees search for their social place and create relationships with their colleagues. 

The spaces of transnational organisations/corporations certainly provide occasions for 

bridging between two or more geographic spaces and forming ‘social practices, artifacts 

and symbol systems’. In this way, expatriate and host national employees are the main 

actors who play an important role in shaping such transnational social spaces, in other 

words they occupy and connect together in porous, in-between spaces. 

 

The ‘Human Face’ of Expatriate and Host National Employees 

 

The experiences and perspectives of expatriate and host national employees in the 

porous spaces of transnational offices will reveal new dimensions of their relationships 

within and beyond host societies. Such a focus will help to break through stereotypical 

images about them, which stem from the relatively limited understanding we have of 

their lives. For instance, as already mentioned, expatriate employees are often 

associated with ‘elites’ and ‘cosmopolitans’. However, the definition of ‘elites’ is very 

situational and depends on the positions of those so-called ‘elites’ in socio-political 

contexts (Amit 2007c, p. 1). ‘Simplistic talk of “elites” and “ordinary people” conceals 

that common ground (as well as the fact that these terms are often themselves 

instruments in the negotiation of power) and so inhibits analysis’ (Herzfeld 1997, p. 3). 

Therefore, it is important to re-examine the legitimacy of the general labelling of 

expatriate employees as ‘elites’. In the case of Japanese expatriate employees, for 

instance, they are also ‘employees’, a status which conveys a different image from that 

of ‘elites’, in both home and host societies. 

 At the same time, ‘highly mobile elites’, such as expatriate employees, are 
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often defined as cosmopolitans (Amit 2007c, p. 9; Hannerz 1990, p. 238; Vertovec & 

Cohen 2002, pp. 5-8). The association of ‘cosmopolitans’ with ‘elites’ actually results in 

linking the notion of class to the former term. Conflating the notion of upper classes or 

elites with the notion of ‘cosmopolitans’ can be misleading and threatens to diminish 

our understanding of expatriate employees’ lives. In his arguments about ethnography as 

a form of travel, Clifford (1992, p. 108; see also Werbner 2008, p. 17) questions the 

notion that ‘certain classes of people are cosmopolitan (travellers) while the rest are 

local (natives)’. In fact, Werbner’s (1999) non-elite ‘working class cosmopolitans’ 

suggest a diversity of cosmopolitans. In fact, the question of whether all expatriate 

employees are cosmopolitans and all host national employees who work with them are 

not has not been seriously examined. 

 The impression of ‘openness’ as an expected attitude of cosmopolitans (as 

argued by Hannerz 1990) is also potentially a misunderstanding, as it is a largely 

untested claim. It tends to give rise to the contradiction between the attribution of 

‘openness’ as cosmopolitans and the ‘closure’ conveyed in the predominant image of 

expatriates living in a ‘bubble’. Fechter (2007b), for example, highlights the exclusive 

attitudes of expatriates which contrasts sharply from the general image of cosmopolitan 

‘openness’. The unexamined, taken for granted image of ‘openness’ risks conveying an 

inaccurate understanding of expatriate employees. 

 It is undeniably true that categories in general are often socially constructed 

and within them individual faces become indistinct. Consequently, when the concept of 

‘elite’, for instance, is analysed against empirical evidence, variance with the category is 

clearly seen (Marcus 1983), and this is true for the concept and category of 

‘cosmopolitans’ as well. However, an examination of these stereotypical images of 

‘elites’, ‘cosmopolitans’, and ‘openness’ about expatriate employees helps to reveal who 

they actually are, how they are related to other individuals and groups, and what their 
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roles are in our societies. Simultaneously, this analysis will extend to host national 

employees who are considered ‘privileged’ in their societies due to their relatively 

higher educational and income levels and who have been largely ignored by the social 

sciences. In his analysis of two sets of ‘travellers’, Victorian bourgeois travellers and 

non-white persons (e.g. servants, helpers, companions, guides, bearers), Clifford claims 

that the comparison and translations of different cultures do not need to be ‘class- or 

ethno-centric’ (1992, p. 107). This seems to suggest the importance of studying both 

expatriate and host national employees, who could be considered both ‘travellers’ and 

‘cosmopolitans’. 

 Through examining the lived experiences of German transnational 

businesspeople, Moore hopes to ‘place a human face upon the elite’ and attempts to 

reveal how they ‘truly relate to other groups’ (Moore 2005, p. 2). As Goffman’s (1959) 

analysis of individuals’ self-presentation suggests, all people, certainly including 

expatriate employees and host nationals, perform their roles in everyday life and sustain 

their performances with each other. Moore (2005) effectively uses Goffman’s theory of 

self-presentation in order to explain how people and organisations act strategically for 

their success in transnational business settings. By so doing, she successfully 

demonstrates how transnational businesspeople ‘truly relate to other groups’, which 

results in giving them ‘a human face’. 

 Like Moore, I will explore the lived experiences of both Japanese expatriate 

and Indonesian host national employees, as important actors in the transnational 

business arena. By rethinking the notions of ‘elites’ and ‘cosmopolitans’ and ‘openness’ 

with reference to their experience and perspectives, I hope to disengage them from their 

stereotypical images and bring them down to earth. For this study, Granovetter’s thesis 

about the strength of weak ties is one of the most important conceptual tools to examine 

the relationships between expatriate and host national employees in a well balanced 
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manner. Granovetter (1973) demonstrates the ways in which ‘weak ties’ between 

different groups have more strength than ‘strong ties’ between members of a group, 

such as family members and close friends, in terms of information diffusion and access 

to new ideas and knowledge. Using Granovetter’s theory of ‘the strength of weak ties’, 

this thesis will examine interpersonal interactions between expatriate and host national 

employees linked by weak ties, which will reveal how they ‘truly relate to other groups’ 

and ‘place a human face upon’ them. Throughout this thesis, particularly in Chapters 4 

and 5, I discuss the appropriateness of these notions by exploring their everyday lives. 

 

Outline of the Study 

 

Focusing on Japanese expatriate employees and their relationships with Indonesian host 

national employees in the overseas offices of Japanese organisations/corporations, this 

thesis aims to understand the influences and meanings of people’s face-to-face 

encounters brought about by their geo-spatial movement in our globalising society. By 

so doing, this thesis will tackle several challenges in multiple layers. 

 First, this thesis challenges the contradictory characteristics of relationships 

between expatriate and host national employees: on one hand there is a compelling 

sense of closure derived from the closed image of expatriate employees’ lives, which is 

described as ‘living in a bubble’, as well as their segregation in both work and non-work 

contexts. On the other hand, there is an equally prevalent notion of openness created 

from the expatriate employees’ mobility and the associated attributes of ‘cosmopolitans’. 

Through fine-grained, micro level observation of the formation of openness and closure 

in relationships between and among1 them, this thesis will provide ethnographic 

                                                        
1 I use the term ‘between’ to refer to relationships between expatriate employees (and their families) 
and host nationals, and I use the term ‘among’ to refer to relationships among expatriate employees 
(and their families) and ‘among’ host nationals. 
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evidence of the existence of porous spaces on the surface of the bubble that is said to 

contextualise expatriate lives. 

 Second, this thesis examines the interpersonal relationships between expatriate 

and host national employees, by bringing the latter firmly into the centre of attention. In 

doing so, I hope to introduce a new way of thinking about transnational movements, by 

recognising that, in the globalising world, people are crossing national boundaries in 

their own countries without moving geographically. Exploring the spatial movement of 

both host national and expatriate employees in transnational office spaces and 

surroundings, this thesis will analyse their relationships from both sides. This process 

will present these actors as having roles as mediators between multiple cultures. 

Bringing host national employees firmly and squarely into analysis will also address a 

missing element in business studies in general. This more balanced focus on both 

expatriate (including their families) and host national employees will highlight the 

formation of transnational connections within and beyond host societies. 

 The third challenge is to revaluate network theory in ethnographic research. For 

this thesis, network theory, particularly Granovetter’s theory of ‘the strength of weak 

ties’ together with small-world networks, will provide a useful framework to understand 

open and closed structures of social networks in our society, by including diverse 

individuals and groups connected in various forms. At the same time, the notions of 

social capital and cosmopolitanism, which simultaneously contain both discourses of 

openness and closure will be interrogated. Consequently, the analysis of expatriate and 

host national employees’ everyday lives in transnational organisations/corporations at 

the micro level using ethnographical methods, will identify the way in which 

interpersonal interactions impact on not only themselves, but also their home societies. 

 With these challenges in mind, this thesis is presented in three parts. The first 

part constitutes the introduction to the project. This chapter has provided a starting point 



CHAPTER 1  INTRODUCTION 

25 
 

for my research, including background, key terms, and aims. Chapter 2 examines 

existing literature related to expatriates and host nationals and highlights key conceptual 

areas of relevance in this literature to provide a solid overview of the theoretical 

approach of the study. In Chapter 3, I analyse statistical data in order to describe the 

basic demographic characteristics of mainly Japanese expatriate employees living in 

Indonesia. I then describe the methodology which I used to collect the data for this 

thesis. I also examine my position in the research site. 

 The second part of the thesis presents the ethnographic findings from my 

fieldwork and is an analysis of the everyday lives of Japanese expatriate employees and 

in particular, the way in which they work with Indonesian host national employees. I 

begin by investigating cosmopolitanism in relation to interactions between Japanese 

expatriate and host national employees. I then discuss the role of social capital in order 

to understand the practical dimensions of their relationships. Chapter 4 examines the 

way in which Japanese expatriate employees and their families carve out their spaces as 

individuals and groups in new environments in Indonesia. I shed light on the realities of 

their lives, which are virtually invisible from the outside, and reveal where, with whom, 

and how they connect beyond their ostensibly encapsulated lives. 

Chapter 5 focuses on what is actually happening in a transnational office space 

in everyday life and how the transformation of values and knowledge between 

expatriate and host national employees takes place. I highlight their capacities for 

‘managing differences’ in in-between ‘the areas of (cultural) familiarity and difference’ 

(Nowicka 2006; 2008, p. 41; Nowicka & Kaweh 2009). Struggling and negotiating with 

unfamiliar customs and values within the office, the Japanese expatriate and Indonesian 

host national staff members gradually develop new outlooks allowing them to see things 

from both their own and the Other’s viewpoints consciously and unconsciously. This 

helps them to cope with new circumstances and customs flexibly. In Chapter 6, I 
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highlight the roles of expatriate and host national employees as mediators to connect 

with individuals and groups, and factors, such as gender, age, life stages, and career, 

which influence their relationships and the construction of ties between and among 

them. I also examine trust and small talk: the former supports them to act as mediators 

and the latter functions to generate the former. Chapter 7 examines the influences of the 

scale of communities and groups on relationships between and among expatriate and 

host national employees, referring to, for instance, the case of a small field office of the 

same organisation in Makassar in comparison with the much larger Jakarta office in the 

nation’s sprawling capital. This chapter traces different patterns of connections and 

interactions between and among Japanese expatriate employees, families, and related 

host nationals. 

 The final part of the thesis concludes the study. Using the results of a short 

survey together with ethnographical findings, Chapter 8 highlights the consequence of 

face-to-face physical interactions between expatriate and host national employees 

within and beyond host societies. This chapter extends the analysis of ties further to 

demonstrate that some ties between expatriate employees and the host society, 

especially host nationals, are not bounded by a specific geographical place and a 

specific time frame of an expatriate assignment period. The central argument of this 

chapter presents the possibility of maintaining ties over a longer time span and a picture 

of a latent transnational business/social community beyond geographical and social 

boundaries. Taking into account the emotional dimension of the relationships between 

Japanese expatriate and host national employees, this chapter focuses on social 

networks between and among them for the purpose of understanding and portraying a 

macro picture of the consequences of their movements. In Chapter 9, I summarise the 

discussions of the study on the basis of three theories used for analysing data throughout 

the chapters: cosmopolitanism, social capital, and networks. I also explain contributions 
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of the study to the social sciences and business studies, together with some general 

suggestions for living in globalising societies. Then, I refer to the limitations of the 

study and include some suggestions for future research. Finally, Chapter 10 briefly 

presents a wider view of the world which people’s movements are and will be forming. 

 The study sheds light on different dimensions of interactions between and 

among expatriate and host national employees than is currently described in the existing 

literature. I demonstrate that shifting between openness and closure, both expatriate and 

host country employees, as well as their families and related others, certainly connect 

and will continue connecting with each other within host societies, and beyond their 

national boundaries in the globalising world, although their ties are weak. Examining 

both open and closed sides of interpersonal relationships, in other words interactions 

and the bubble respectively, this thesis reconsiders the phenomenon of people’s 

cross-boundary movement and its consequence. 

 

Conclusion 

 

This thesis will explore the way in which interpersonal ties are constructed among what 

I think are special members of Apaddurai’s ‘moving groups and persons’ in order to 

enhance our understanding of alternative transnational movement. Japan has been 

imagined as the country which is governed by ‘an ideology of cultural and racial 

homogeneity’ and lacks interaction with others, which was strengthened during Japan’s 

post-war economic growth (Goodman et al. 2003, pp. 1-7). Although Japan is often 

associated with ‘the myth of homogeneity’ emphasised by its isolation and uniqueness, 

‘Japan was historically far from a closed, homogeneous society’ (Goodman et al. 2003, 

p. 5). By bringing host nationals’ experiences and perspectives into consideration, this 

thesis will provide insights of their encounters with those of different socio-cultural 



CHAPTER 1  INTRODUCTION 

28 
 

backgrounds, which has not been sufficiently examined. 

  Despite the fact that the ways of interaction are quite limited, their 

experiences and perspectives have, nevertheless, been accumulated through human 

interactions rather than being only mediated through consumer goods and/or 

information conveyed by media, such as TV programmes, newspapers and films. This 

study will pay close attention to the open side of their relationships to examine the 

creation of commonalities by the increment of shared experiences, values, norms, and 

emotions, rather than that of the closed side emphasising the differences on which the 

social sciences tend to focus. By doing so, this thesis will reveal the consequences of 

their movement and interaction in our societies. It is also my hope that this thesis 

addresses some issues which will contribute to better relationships between expatriate 

and host national employees who work in the porous spaces at the front line of 

globalisation, namely transnational organisations/corporations where global flows of 

information, goods and people converge. 

 In the following chapter, I explain the theoretical approach of the study, by 

exploring the existing literature related to expatriate and host national employees. 
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CHAPTER 2  OPENNESS AND CLOSURE: CONCEPTUALISING 

TRANSNATIONAL RELATIONSHIPS  

 

Interviewer: Why do people focus on differences in their research? We have many 
commonalities. 

Researcher: Because it’s interesting! 

(conversation, date unknown) 

 

Introduction 

 

This thesis focuses on the relationships between expatriate and host national employees, 

which are largely overlooked in the relevant social sciences and business studies 

literature, in order to consider the influences and meanings of people’s movements and 

interactions in our globalising societies. This chapter highlights the contrastive features 

of their relationships, namely openness and closure, which have been identified in the 

existing literature of both academic streams. In order to understand their relationships in 

a balanced manner, this chapter highlights the importance of examining the experiences 

and perspectives of both sets of employees in transnational corporations/organisations, 

particularly host national employees, who are often less visible than expatriates. The 

aim of this chapter is to offer a more comprehensive conceptualisation of transnational 

connections across national boundaries. 

 In the first part of this chapter, I provide an overview of anthropological and 

ethnographic studies, followed by an examination of the literature in business studies in 

an effort to identify the main issues concerning work relations between expatriate and 

host national employees. I then endeavour to introduce the key theories and prominent 

discourses concerning transnational connections. In the final section of the chapter, I 

outline the theoretical approach of my research and of my conceptualisation of the 

relationships between expatriate and host national employees. By so doing, the chapter 
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aims to present the conceptual framework of this thesis. 

 

Expatriate and Host National Employees in Anthropology 

 

Few scholars have explored interpersonal relationships between expatriate and host 

national employees, although very recently, scholars have gradually been shedding light 

on the work and life of expatriates (see contributors in both Amit 2007b; Coles & 

Fechter 2008). However, most of their works tend to focus on expatriates, who are the 

most visible geographically moving people in this setting, and their interpersonal 

interactions. Very few works consider the host national employees, rendering them quite 

a marginalised and little-known group, probably because they are ‘non-geographical’ 

moving people and this lack of mobility renders them invisible or makes their 

movement less evident. This section will explore several existing ethnographic studies 

on expatriate employees and their relationships with host national employees and 

identify key issues of relevance to my study. 

 

Living in a ‘Bubble’: Closed Relations and Limited Interaction 

 

Ethnographic studies often exclude/fail to acknowledge the role that host nationals can 

play in the lives of expatriate employees and their families. One important ethnographic 

study is the classic work of Cohen in Expatriate Communities (1977). Cohen’s work on 

expatriate communities was published in a period when former imperial countries were 

seeking new relations with ex-colonies, resulting from a number of Asian and African 

countries gaining their independence in the 1960s. Cohen (1977, p. 6) defines the term 

‘expatriates’ as ‘those voluntary temporary migrants, mostly from affluent countries, 

who reside abroad’ for several purposes: business, missionary work, teaching, research 

and culture, and leisure. Cohen (1977, p. 6) reserves the term for professional migrants 
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mostly and excludes migrant labourers and foreign students due to their differences in 

number and characteristics. With a focus on American expatriates, Cohen examines a 

wide range of sociological and anthropological studies of expatriate communities of 

different sending nations including the U.S.A., France, Germany, Britain and even 

Japan in a variety of locales, which are supported by his personal experiences as an 

expatriate employee in Singapore and Fiji. 

 Through his comprehensive analysis of a series of studies on professional 

migrants and his own observations, Cohen identifies several characteristics of 

expatriates and their communities in the modern world. He points out that expatriates 

more commonly belong to ‘government, governmental agencies, and other 

organizations’ than to private companies. Perhaps his best-known and most enduring 

observation is his argument that expatriates create an ‘environmental bubble’ in which 

they conduct their lives set apart from locals. This ‘closure’ is compounded by an 

unclear separation between family and work, as well as work and social relations, and 

limited interactions with expatriates from other nations and non-elite locals (1977, pp. 

77-78). Cohen thinks that these characteristics developed from two main peculiarities: 

the expatriates’ transient circumstances, which make them indifferent to host societies, 

and their privileged status, which segregates them and reinforces their superior status in 

host societies. Despite similarities between expatriates and other migrant minority 

groups, these peculiarities make them distinctive from the other groups (Cohen 1977, p. 

78). Some, though not all, of these characteristics are still relevant to expatriates and 

their communities today. Cohen (1977, p. 8) also points out the considerable similarities 

and some historical continuity between European communities in the colonial era and 

the expatriate communities in modern societies. 

 Another study of expatriates is the more recent ethnographic work by Fechter 

published in 2007. Fechter conducted her ethnographic study on expatriates mainly in 
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Jakarta, Indonesia. Fetcher identifies a distinctive lifestyle of expatriates and confirms 

Cohen’s finding that expatriates live in a bubble. In her study, Fechter focuses on 

European and American expatriates who live temporarily in Indonesia for work-related 

reasons, generally from six months to three years. Her work provides a rich description 

of expatriates’ lives, most particularly in non-work contexts. 

 Fechter identifies different types of expatriates including ‘family expatriates’, 

‘young professionals’ and ‘foreigners’. It is ‘living in a bubble’ that Fechter identifies as 

one of the most distinctive characteristics of all expatriate lifestyles, most particularly 

for the ‘family expatriates’. Living in huge houses and serviced high-rise apartments, 

maintaining Western lifestyle, travelling only by car with a driver, and observing 

Indonesia and Indonesians from a distance, expatriates live in ‘a bubble’ without risking 

their safety or having a lot of interaction with locals. Their encounters with Indonesians 

and Indonesia are practised ‘in a “safe”, controlled fashion’ (Fechter 2007b, p. 120). 

Under these circumstances, simultaneously becoming a subject of Indonesians’ ‘gaze’ as 

bule (white persons, literally ‘albino’), they foster their white-Western-expatriate 

identity which clearly differentiates them from Indonesians (Fechter 2007b, pp. 71-80). 

Her study makes clear the similarities between colonial and expatriate lives in the ways 

both make boundaries that create a ‘bubble’. 

 Fetcher differentiates ‘family expatriates’ from young single professionals, by 

arguing that the latter are less enclosed within a bubble than the former. Young single 

professionals pursue their global careers in Jakarta and present themselves as 

open-minded cosmopolitans and tend not to associate with their fellow expatriates who 

have families, interacting instead with wealthy Indonesian elites who possess ‘the 

requisite Western cultural capital’ (Fechter 2007b, p. 133; see also Fechter 2008). 

Fetcher further distinguishes between these single expatriates and other ‘foreigners’ 

(non-corporate expatriates) in Yogyakarta. She argues that ‘foreigners’ are ‘living in a 
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gap’ between ‘a bubble’ and their Indonesian environments where they intermingle with 

locals selectively and occasionally. However, Fechter concludes that the characteristic 

of ‘living in a bubble’ is commonly shared with all types of expatriates, not in the same 

way, but in alternative ways created by particular circumstances and situations. In all 

cases, what makes ‘living in a bubble’ possible is the expatriates’ relative economic and 

Western cultural power in host societies. Consequently, Fechter claims that the reality of 

expatriate transnational lives is not as fluid as the more recent literature on globalisation 

and transnationalism suggests and celebrates. 

 Both Cohen and Fechter argue that expatriates live in a social space that is 

separated out from the host societies, which they call a ‘bubble’. In a sense, the 

preoccupation with, and focus on, the ‘bubble’ results in an over-emphasis on the 

visibility of the segregation of expatriates from host societies. In other words, the 

‘bubble’ hypothesis obscures our view of expatriate lives. In their explorations of the 

world of expatriates, Cohen and Fechter rarely consider the relationships between 

expatriates and host nationals and societies, as well as the latter’s perspectives and 

experiences; ‘If they [Indonesians] appear to be largely absent in the text, this reflects 

their absence from expatriates’ lives’ (Fechter 2007b, p. 11). 

 Interestingly, both Cohen and Fechter refer to differences between Western and 

Asian expatriates without providing much analytical detail. Cohen observes briefly that 

the Japanese expatriate community is a non-white one and concludes, without further 

investigation, that their community is ‘tighter’ than those of Americans and Europeans 

(1977, p. 28). Fechter supposes that Asian expatriates are not so racially and ethnically 

different from locals, which implies that Asian expatriates may lead less segregated and 

distinctive lifestyles that their Western colleagues. On the other hand, in the context of 

Singapore, Yeoh and Khoo (1998, pp. 174-175) conducted research on expatriates and 

found similarities between Western and Japanese expatriates in terms of their claims to 
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‘minority’ status, stemming from their whiteness and language skills respectively. This 

minority status led them to seek exclusive social organisations, such as national 

associations and clubs. They argued that Western and Japanese expatriates were 

complete outsiders in the host society of Singapore, while Chinese and Indian 

expatriates were seen as neither ‘outside’ nor ‘inside’, due to their socio-economic 

status (Yeoh & Khoo 1998, p. 175). 

 Several other studies of Japanese expatriate employees, their families, and 

Japanese communities abroad reveal the familiar feature of enclaves and the occupation 

of a separated space in host societies (e.g. Befu & Stalker 1996; Ben-Ari 2003; Glebe 

2003; Kurotani 2005; Martin 2007; White 2003). Kurotani’s (2005) study of Japanese 

expatriate housewives in the U.S.A., for instance, focuses on their home making 

activities and their tendency to remain focused on their homes and hence separate from 

the host society. In her study in the U.K., Martin (2007, pp. 109-112) identifies some of 

the barriers (e.g. language) that limit the ability of Japanese expatriate wives to make 

non-Japanese friendships. Globe (2003) describes a high level of segregation of the 

Japanese community in Dusseldorf, which he argues is caused by both internal reasons 

(e.g. socio-economic networks) and external constrains, such as the housing market. 

Similarly, Ben-Ali (2003) explores the way in which the exclusiveness of the Japanese 

lifestyle in Singapore, such as residential segregation and consumption patterns, creates 

a separate physical and social space. He states that ‘Cohen’s generalisations well 

characterise the Japanese presence in Singapore’ (Ben-Ari 2003, p. 126). Taking into 

account the findings of these studies, there appear to be no significant differences 

between Western and Asian, at least Japanese, expatriates, although the question of 

degrees of separation from host societies is still unclear. 

 All of the studies mentioned above report significant, undeniable 

characteristics of expatriates and their communities. However, I question whether their 
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analyses go far enough. In fact, Martin’s (2007) study describes the way in which some 

Japanese wives could successfully make non-Japanese friends and maintained ties 

between Japan and the U.K. even after their return to Japan, which clearly suggests the 

existence of spaces for interactions. What is actually happening at the surfaces of the 

bubble? Living in different countries from their home countries, all newcomers 

experience many differences through each of their five senses, including climate, food, 

fashion, places, the way of life and social system. They are certainly not living in a 

bubble that can shield them completely from the outside environment (as might be the 

case in a scientific experiment in a laboratory). The membrane or boundary which 

encloses each individual personal space is porous. In working places, particularly, 

expatriate employees must meet and communicate with local people directly and/or 

indirectly. 

 

Work Relationships: Stratification/Segregation along National Lines 

 

To examine the relationships between expatriate and host national employees, it is 

necessary to look at studies on transnational organisations/corporations. In some studies 

(e.g. Cheung 2008; Leggett 2003, 2010; Sakai 2000; Smith 1994b, 2002), work 

relationships between expatriate and host national employees are discussed, which 

implicitly indicate the interactions between them, are subtle. However, as most studies 

focus on either expatriate or host national employees, it is very hard to understand their 

interpersonal relationships in a comprehensive or balanced way. The impression of their 

relationships that derive from their one-sided stories tends to highlight the stratification 

and/or segregation along national lines, which tends to further reinforce the dominating 

notion of ‘a bubble’. 

 One of the few ethnographic studies on expatriate employees in Indonesia, 
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particularly on their lived experiences in transnational corporations, is Leggett’s (2003) 

Ph.D. thesis entitled Culture, Power, Difference: Managing ambivalence and producing 

identity in the transnational corporate offices of Jakarta, Indonesia. Leggett’s careful 

analysis of abundant historical sources and in-depth observation in American 

transnational corporations in Jakarta in the late 1990s reveals a great deal about the 

relationships among Dutch colonisers, ethnically Chinese-Indonesians, and native 

Indonesians in the Dutch colonial administration and management and the 

transformation of these relationships over time into the contemporary relationships 

among American expatriate superiors and ethnically Chinese-Indonesian and native 

Indonesian employees in transnational corporations. 

 Exploring a foreign-owned transnational corporation, Leggett (2003, p. 130) 

observed the physical separation of office spaces between the ‘open office’ located in 

the centre of the floor for the work teams of the Indonesian national employees and the 

glass-fronted offices of expatriate supervisors along the side walls where they could 

watch the Indonesian work teams. The expatriate supervisors and the work teams 

communicate with memos through a secretary and emails due to the ‘language barriers’, 

which also minimises direct contact; consequently, ‘one rarely saw Indonesian and 

expatriate staff interacting over an extended period of time’ (Leggett 2003, p. 131). 

Reflecting on his relationship with his supervisor, an Indonesian staff member 

commented, ‘[t]here is no trust’ (Leggett 2003, p. 133). Under these conditions, 

expatriate employees and host nationals understand each other in different ways. For 

instance, despite host national employees’ hard work, expatriate employees shared a 

common set of preconceptions about the host nationals and their society, in particular 

the stereotype that host national employees are ‘lazy, docile, tardy, overly traditional, 

and lacking in individuality’ (Leggett 2003, p. 135). Leggett (2003, pp. 134-135) points 

out that such images of Indonesian employees are not based on individual experiences 
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and perspectives, but stereotypical notions from the legacy of colonial superiority. 

 According to Leggett (2003), cross-cultural training provided by management 

runs a very high risk of increasing and/or producing (rather than reducing) 

pre-conceived perceptions about socio-cultural differences between expatriates and host 

national employees. Cross-cultural training for expatriates often contributes to 

reinforcing the image that Indonesia is rich in culture, but still behind in modernisation 

(Leggett 2003, pp. 168-169). On the other hand, training for host national employees, 

such as leadership training, may result in employees learning to ‘speak out’ and 

overstepping the boundaries between them and expatriate employees. In reality, the 

expatriate superiors do not expect Indonesian employees to cross the boundaries and 

come to have the same power in the corporation. At the same time, the Indonesian 

employees also do not expect their Indonesian colleagues to step over the boundaries 

and act like expatriates (Leggett 2003, pp. 195-196). Leggett also reveals that ethnically 

Chinese-Indonesians play the role of a buffer between expatriate superiors and native 

Indonesian employees, similar to the role they played in the colonial system (see also 

Leggett 2010). Consequently, Leggett’s study identifies the continuity of the segregation 

between native Indonesian and Chinese-Indonesian employees, as well as the 

continuing role of expatriate superiors as ruling groups. In transnational corporations, 

the relationships among expatriate and host national employees are entangled in ethnic 

and national power relations. 

 Scholars who conduct research on expatriates and their communities in 

so-called developing countries tend to highlight similar kinds of colonial continuities. 

The findings of these scholars should not be downplayed. There are also studies which 

compare experiences of colonial officers and development professionals and present 

their significant similarities in terms of privileged power, status, and authority (Kothari 

2006). However, these colonial connections should also not be over-stated. For instance, 
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in the 1980s in the U.K., a Japanese bank introduced a system in which they trained 

local graduates to become senior managers who acted as buffers through the duties they 

performed managing the rapidly increasing numbers of local staff. A Japanese manager 

referred to this situation as an example of ‘indirect rule, like the British Empire’ (Sakai 

2000, pp. 88-89). The coloniser-colonised type relationship existed in the absence of 

any actual historical colonial relations. The nature of organisations/corporations is 

intrinsically hierarchical and power relations always exist. Within an organisational 

structure, there are superiors and subordinates in both transnational and domestic 

organisations/corporations. A preoccupation with colonial connections might incorrectly 

ascribe the nature of working relations between expatriates and host nations to colonial 

histories rather than to other equally important factors. 

 From the perspective of Chinese philosophical traditions, which represents a 

different approach to Leggett’s (2003), Cheung (2008) also suggests separate 

relationships between Chinese employees and non-Chinese expatriate managers in 

China, demonstrating their imbalanced understanding of each other. Cheung analyses 

the experiences and perspectives of Chinese employees on the basis of Chinese 

traditional ways of thinking in which, for instance, individuals’ roles and positions in 

the society are determined by their relationship to others, which contrasts with 

Westerners’, which is more self-oriented (2008, pp. 284-291). She describes the desire 

to be trusted, the conflicts with expatriate managers as superiors in the organisational 

hierarchy and the aspiration of self-development among Chinese employees. 

 These studies reveal the struggles and negotiations of host national employees 

working with expatriate employees in different transnational corporations. By 

encountering different cultural practices and customs, expatriate employees and host 

national employees tend to be described as separate entities. 

 In ethnographic studies on Japanese business in domestic settings in Japan, 



CHAPTER 2  OPENNESS AND CLOSURE 

39 
 

Japanese corporate culture tends to be described as wa (harmony) among employees and 

companies, as discussed in Rohlen’s (1974) classic work For Harmony and Strength. 

The analysis of this shared perspective reveals that it is created by tight relationships 

between employees and companies, and among employees. These close relationships 

are often enforced by social activities within and outside companies and are well 

documented in several studies including Rohlen’s (1974) comprehensive work that 

examines many and varied events from office social activities to corporate funerals; 

Allison’s (1994) in-depth study of night clubs; Atsumi’s (1979) careful analysis of the 

practical function of tsukiai (obligatory personal relationships) among white-collar 

Japanese employees; Plath’s (1964) work on leisure activities among the Japanese, 

including group activities related to companies; and Lo’s (1990) study of female 

Japanese employees in a Japanese company. It is very interesting to consider the ways 

in which Japanese employees who used to work in ‘harmony’, which was sometimes 

forced, responded to non-Japanese socio-cultural environments and worked with staff 

members with different work ethics and cultures. 

 In fact, like the cases in other transnational corporations explained above, 

relationships between Japanese expatriate and host national employees are also not 

unique in terms of their struggles and negotiations. Smith’s research (1994b, 1999, 

2002) in a Japanese joint venture in Malaysia is important examples of the few studies 

that provide insights into the experiences and perspectives of host national employees. 

According to Smith (2002), the Japanese work ethic, such as honesty, diligence and 

loyalty, are highly compatible with values derived from Islam. However, local Muslim 

employees have to balance their Islamic faith and the organisational demands: changing 

the time of daily prayers on the basis of work shifts, occasional absence from the Friday 

prayers, relative flexibility of fasting during the Ramadan for some manual workers, 

long annual leave for the pilgrimage to Mecca (haj), tolerance of eating and drinking 
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habits of those from different cultures, and modification of uniforms (Smith 2002, pp. 

8-10). Japanese expatriates, in turn, have to accept some inconveniences derived from 

these cultural differences. 

 Studies in Singapore and Hong Kong reveal that differences of work style 

between the Japanese and the host nationals create tensions (Ben-Ari 1995, 2003; Sakai 

2003). In Singapore, Ben-Ali (1995, 2003) found that some Japanese expatriate 

employees describe host national employees as having ‘trouble working in groups’ and 

lacking ‘cooperativeness’, which could be caused by the social hierarchy (e.g. 

educational levels) among locals as one informant explained (Ben-Ari 1995, p. 30). 

Similarly, in Sakai’s (2003, p. 143) study in Hong Kong, a locally hired female Japanese 

describes host national employees as those who ‘don’t intend to work as a team’. 

 Scholars who study Japanese corporations in European and American countries 

also identify segregation. Sakai’s (2000) study of employees, including Japanese 

expatriate employees, who work in the Japanese financial community in London, also 

identifies ‘segregation’ among groups in Japanese banks in London: between Japanese 

expatriates and British staff, Japanese expatriates and Japanese local staff, and Japanese 

local staff and British staff. Sakai highlights the difficulties of exchanging ideas 

between employees from different cultures due to cultural competition, such as the dual 

structure between parent and subsidiary companies, different work attitudes, different 

career tracks between Japanese managers and local staff, and limitations with English 

language. 

 The case studies from the U.S.A. conducted by Tomoko Hamada and her 

associate (Hamada 1992; Hamada & Yaguchi 1994) demonstrate slightly different 

dimensions of the relationships between Japanese expatriate employees and their 

American employees. In one of her studies, Hamada (1992) historically analyses both 

internal and external circumstances of Japanese expatriate employees assigned in the 
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U.S.A. and explains the different experiences/perspectives of working overseas among 

them according to the time they were despatched there. Another study conducted by 

Hamada and Yaguchi (1994) explains the rise and fall (which they refer to as 

‘hollowing-out’) of the corporate culture of a small office of a Japanese multinational 

corporation. They reveal the complexity of work relationships between Japanese 

expatriate and American employees in the small office. Hamada and Yaguchi (1994) 

demonstrate the way in which employees constructed close relationships supported by a 

sense of ‘family’ driven by ‘corporate familism’ as a managerial ideology in the small 

office, working in a hybrid open office space that combines both Japanese and 

American styles and eating lunch together. In the process of the expansion of the office 

in accordance with the development of the corporation and the increase of staff 

members, however, their relationships gradually changed. The ideology lost substance 

and the category of ‘a family’ came to exclude American employees implicitly, which 

resulted in creating ‘an insider-outsider boundary’ among them (Hamada & Yaguchi 

1994, p. 216). Their work is important for this study in terms of suggesting a connection 

between interpersonal relationships and the scale of offices, in other words numbers of 

group members. 

 The studies mentioned concentrate mainly on work relationships in 

transnational corporations. Here, a question arises: Are interpersonal relationships in 

transnational organisations different from those in multinational business corporations? 

In fact, it is indispensable to look at cases in transnational organisations, and one such 

case, that of an office in a transnational organisation, is the main field site of this study 

and is explained in detail in the next chapter. 

 There are a limited number of studies on expatriate or host national employees 

in transnational organisations (Amit 2007a; Kothari 2006; Nowicka 2006, 2008; 

Nowicka & Kaweh 2009; Scigliano 1960). Scigliano (1960) studies the national staff 
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who work for the Michigan State University Group, an American overseas agency 

which provides technical assistance to Vietnam. Relationships between the American 

and Vietnamese staff observed by Scigliano (1960, pp. 698-699) are not that of 

‘colleagues’, but of superiors and subordinates. The Vietnamese staff do not have the 

authority to make decisions, although some of them do exert influence on the American 

staff’s decisions. The survey result shows that the Vietnamese staff have positive views 

of the American staff’s behaviours toward them in general. Nevertheless, it also reveals 

diversity among staff members with different job levels. The high-level Vietnamese 

staff who had a Western education are critical of American behaviours more than the 

low-level staff. According to Scigliano (1960, pp. 703-704), they are more sensitive 

about differences between them and the American staff in terms of salaries and job 

status due to the influences of Western ideas on them. 

 A more recent work is Nowicka’s (2006) book-length study on expatriate 

employees, namely ‘transnational professionals’ who work for an international 

organisation within the United Nations System. This organisation is comprised of 

professionals from a great variety of different home countries and places of residence. 

Nowicka’s (2006; see also Nowicka 2008; Nowicka & Kaweh 2009) sociological study 

provides a very insightful view of their lives and the way in which they manage 

differences by moving between ‘familiarity and difference’, which I will discuss in 

Chapter 5. As her main focus is on their mobility and mobile lives, work relationships 

with host national employees appeared only partially and subtly. Although she does not 

study expatriate employees’ relationships with host national employees, her study 

indicates that they tend to have close relationships with host national employees and 

they make distinctions between the latter, as well as counterparts and clients, and other 

host nationals (Nowicka 2006, pp. 164, 198-200). Nowicka’s work could be interpreted 

as an example of a situation in which expatriate and host national employees have more 
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or less equal power relations. However, my interpretation of Nowicka’s work is that, 

although the relations are relatively more equal, host national employees are still in a 

subordinate position, and this is evidenced, for example, in Norwicka’s description of 

their expressed desire for acknowledgement of their contribution from their superiors 

(my personal correspondence, 10/03/2011). 

 Taken together, most of these studies tend to emphasise the boundaries between 

expatriate and host national employees and suggest that segregation and/or stratification 

along national lines are a significant feature of their relationships, regardless of the 

location of the host societies and the nationalities of the parent 

organisations/corporations. This emphasis results in a tendency to overstate the image of 

the superficial ‘bubble’ spaces of expatriates. At the same time, the studies also refer to 

the struggle and negotiations between expatriate and host national employees indicating 

that there certainly are interactions and therefore it is important that these relationships 

are not under-valued. I believe a more appropriate and fine grained representation is to 

argue that expatriate and host national employees actually work in porous spaces on the 

surfaces of individual bubbles. Most of the studies have not examined the diversity of 

individual employees and the dynamics of each relationship which are often obscured 

by the emphasis on employees’ nationalities. 

 Relationships are always constructed by both parties and interactions are 

mutual and reciprocal movements that result in two-way exchanges, which could not be 

wholly understood from the viewpoints of only one side. Therefore, it is important to 

examine experiences and perspectives of both expatriate and host national employees in 

a balanced manner with close attention to other factors (e.g. age, gender, personal 

experiences and conditions, careers, organisational policies, scale of groups), rather than 

to focus exclusively on nationalities, which influence their relationships. Emphasising 

their interpersonal interactions, in other words the open dimension of their relationships, 
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this thesis aims to demonstrate the existence of porosity at the surfaces of bubbles and 

the complexity and richness of their interactions in porous spaces. This will lead us to a 

new way of understanding transnational connections. 

 

Expatriate and Host National Employees in Business Studies 

 

Before examining the current discourses of transnational connections in the existing 

literature, it is helpful to first consider the way in which business studies, such as 

international business management, understand expatriate and host national employees 

and their relationships in transnational workplaces, since the research arena of this 

discipline is the one in which expatriate and host national employees are arguably most 

relevant. One of my thesis’ aims is to examine their lived experiences from the 

perspective of anthropology, since the studies of international business rarely explore 

them. Apart from this, two issues from the business studies literature are particularly 

relevant to this thesis. 

 

Fixed Roles of Expatriate and Host National Employees 

 

Although many studies in the area of international business management focus on 

expatriate employees, they mainly examine assignment strategies, improvement of 

management skills, and their adjustment to host societies (e.g. Haslberger 2005; 

Johnson et al. 2003; Mendenhall & Oddou 1985). Among them, in contrast to the 

nomadic cosmopolitan image of expatriate employees, there are also intriguing studies, 

such as Forster’s (2000) analysis of UK expatriate employees, which challenges the 

very premise of the ‘international’ characteristics of expatriate managers. In addition, 

text books related to international business management tend to treat expatriate 

employees as one group that manages host national employees and activities of overseas 
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branch offices and seldom consider them as individuals with diverse characteristics (e.g. 

Thomas 2008; Rodrigues 2009). In fact, it is the managing role of expatriate employees 

which legitimises their placement in host societies. Business studies seem to overlook 

the diversity within a group of expatriate managers and view their relationships with 

host national employees as fixed, involving roles to manage/instruct and to be 

managed/instructed. This is partly because these works are written from the viewpoints 

of managers and corporations, as this is also the target audience of management books 

(Clark et al. 1998, pp. 2-3). 

 For instance, Thomas’s (2008) book describes the expatriate employee as a 

‘decision maker’, ‘negotiator’, and ‘leader’. As managers, they make decisions for 

internal/external matters, negotiate between different cultures, and assume a leadership 

role for individual employees. However, like other studies of cross-cultural management, 

recognising the importance of considering ‘cultural differences’, Thomas (2008) 

describes specific national groups with different cultures as examples. By so doing, the 

diversity within each national group tends to be neglected. In addition, without in-depth 

examination of actual work situations faced by both expatriate and host national 

employees, his study does not question or examine actual work roles among them. It 

does not even suggest that there might be situations in which host national employees 

become ‘decision makers’ for internal/external matters, ‘negotiators’ between different 

cultures, and ‘leaders’ for expatriate employees. 

 Much of the focus of International business management gives the impression 

or appears to undervalue the ways in which host national employees play active roles in 

everyday work activities and to overlook how expatriate and host national employees 

struggle to communicate and negotiate in transnational workplaces. 
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Invisible Host National Employees in the International Business Arena 

 

Although the study of international business management considers host national 

employees as a group that works with and is managed by expatriate employees, studies 

related to this area devote only limited space to them (e.g. Briscoe et al. 2009; 

Rodrigues 2009; Thomas 2008). In studies on international business management, 

compared with expatriate employees, host national employees, particularly those who 

work in offices, remain relatively invisible, despite the fact that their presence is 

implicit in the commonly used terms such as ‘work groups’ and ‘teams’. 

 There are a few rare studies which exclusively focus on the role of host 

national employees in transnational corporations (DeNisi et al. 2006; Toh & DeNisi 

2007). Claiming that ‘local employees are increasingly seen as co-workers, rather than 

merely subordinates of expatriates’, DeNisi et al. (2006, pp. 119, 130) strongly propose 

to shift the focus from expatriates to host national employees due to the importance of 

host national employees as ‘a potentially critical factor in the success of expatriates’. 

Toh and DeNishi (2007) stress that host national employees play the role of ‘socializing 

agents’ as co-workers for newly assigned expatriates out of their formally assigned 

duties. These scholars’ claims clearly shed light on host national employees as a missing 

element in international business management. They also call for further research in this 

area adopting host national employees’ perspectives (Toh & DeNisi 2007, p. 295) and 

exploring factors which motivate and discourage them to support expatriate employees 

(DeNisi et al. 2006, p. 295). 

 However, an exclusive focus on expatriate employees’ relationships with host 

national employees has also been criticised (e.g. Johnson et al. 2003). Johnson et al. 

(2003, p. 278) point out that expatriate employees spend their time with other 

expatriates, rather than with host national employees. Through their survey of expatriate 
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employees of a large Dutch manufacturing firm who work all over the world, they 

found that both expatriates and host country nationals provide the same amount of 

information on work and non-work issues, while expatriates obtain social support from 

other expatriates more than from host country nationals (Johnson et al. 2003). 

Emphasising the different types of information provided by fellow expatriate and host 

national employees, Johnson et al. (2003, pp. 286-287) claim that expatriates need both 

advice from other expatriates with similar experiences and knowledge about ‘the norms 

and behaviours that are acceptable in the workplace’ from host country nationals. 

 Therefore, for the purpose of examining these scholars’ findings and claims, 

this thesis will explore the experiences and perspectives of both host national and 

expatriate employees using micro-level ethnographic approaches in order to consider 

their roles in the transnational business arena and host societies. Studying German and 

British multinational companies, Williams and Geppert (2006, pp. 45-46) point out that 

‘[m]icro-level studies of MNCs [multinational corporations] bring to light the 

importance of other groups of actors’ apart from ‘top management as the strategic actors 

in organisations’. 

 

Transnational Connections beyond National Boundaries 

 

Some scholars argue that nationalism as a concept has historically played an important 

role in the social sciences (e.g. Wimmer & Schiller 2002, 2003). However, the flow of 

people brought about by rapid globalisation questions the framework of nation-states for 

considering people’s movements and challenges how we might best conceptualise them. 

By exploring literature on current discourses of transnational connections beyond 

national boundaries, this section will identify key stances which this thesis will 

challenge in considering how ‘moving groups and persons’ requires analysis beyond the 
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national framework. 

 Transnational studies often focus on groups of people who have moved from 

their home countries to host countries for various reasons, and who form a group based 

upon their country of origin, which results in drawing a clear line between them and 

host nationals and creating visible/invisible boundaries. There are scholars who have 

tried to capture groups of people who connect with each other across multiple 

geo-spatial national boundaries: some attempt to find bonds between people on the basis 

of their ethnicity (Ong 1998, 1999); some on religious/class among the same nationality 

(Werbner 1999); and some on professions (Beaverstock 1996, 2002; Colic-Peisker 

2010; Kennedy 2004; Nowicka 2006, 2008; Nowicka & Kaweh 2009). 

 Moreover, studies which find connections among those who are more diverse 

and heterogeneous as a single group, and discuss them on the same table, are quite rare. 

Sklair (1998, 2001) attempts to present a new group of people who are a kind of product 

of globalisation and demonstrates a class formation beyond national boundaries, namely 

the transnational capitalist class (TCC), among transnational corporations’ executives 

and their local affiliates, who form a dominant group, and other supporting members, 

such as bureaucrats, professionals, and merchants. The member of the TCC share 

economic interests and exercise their economic, political, and cultural power inside and 

outside their countries, seeing themselves as ‘citizens of the world’ (Sklair 2001, pp. 

18-21). 

 Moore (2005) conducted research on German transnational businesspeople and 

their relations with other groups in London. She applies Sklair’s argument that members 

of the TCC share one culture that transcends diversity and connects a variety of 

transnational organisations and groups, creating a transnational business culture that is 

‘the product of dynamic social interaction between individuals and groups in the 

transnational business sphere’ (2005, pp. 36-38). Moore develops the concept of the 
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transnational capitalist society (TCS) drawing heavily on Sklair’s concept of the TCC. 

Moore expands her analysis to include a wide range of people, from German expatriates 

to school staff and IT specialists. Using Goffman’s framework of self-presentation, she 

examines their personal strategies of self-presentation through interactions with other 

transnational individuals and groups within ‘an extended, business-focused network 

encompassing particular localities and the globalising activities which connect them’ 

(Moore 2005, p. 27). Then, instead of presenting transnational business groups and 

activities as that of an isolated single class like Sklair’s notion of the TCC, Moore’s 

(2005, p. 164) concept of the TCS tries to capture not only the distinctive differences of 

transnational business groups and activities, but also ‘the connections, both weak and 

strong, between such groups and activities’. 

 For analytical purposes, Moore (2005, pp. 101-110) divides the employees of a 

German bank into four cohorts, ‘German expatriates’, ‘locally hired Germans’, 

‘Germanophiles’, and ‘Anglophiles’. Exploring each cohort and individual members, 

she finds that they act and shift their positions according to their own interpretation of 

situations. Consequently, Moore (2005, see especially Figure 7.2, p. 179) identifies 

several subgroups within one branch office of a German transnational corporation, such 

as ‘ethnic subgroups’, ‘work-related subgroups’, and ‘gender-based subgroups’ who are 

not separated groups, but overlap and are connected to each other within and outside the 

branch office. By so doing, Moore (2005) is able to clearly articulate the formation of 

the TCS by describing the way in which different groups and individuals related to 

German transnational businesses interconnect with each other and form multiple social 

groups inside and outside multinational corporations. 

 Moore’s TCS model captures the complexity and diversity of German 

businesspeople. In this framework, the notion of the encapsulated ‘bubble’ of expatriate 

employees which dominates the existing literature could be refined to show that 
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expatriates from one company represent one of multiple social groups. Each of these 

groups is, to varying degrees, encapsulated in a kind of bubble, but they are also 

connected to each other through the TCS. However, the notion of the TCC still contains 

the terms ‘capitalist’ and ‘elites’, the latter is used by Moore to describe transnational 

business people. As I have discussed in Chapter 1, the notion of ‘elites’ is situational 

and depends on the specific socio-economic circumstances in which it is used. The term 

‘capitalist’, according to Sklair’s (2001, p. 17) definition, refers to those who ‘own and 

control the major means of production, distribution, and exchange through their 

ownership and control of money and other forms of capital’. It is important to question 

the appropriateness of applying the notion of the TCS, as well as the TCC, to all 

expatriate employees, their families and related host nationals. In addition, Moore 

places the greatest emphasis on what she calls the German business people’s focus on 

self-preservation, which tends to somewhat downplay external influences. Further, the 

emotional side of interpersonal relationships, for instance personal likes and dislikes, 

seems to be rarely considered. 

 Nevertheless, Moore’s work is significantly useful for this study in terms of its 

comprehensive approach to transnational businesspeople and their relations to other 

diverse groups in a particular place. It describes the way in which individuals and 

groups connect and disconnect with each other, centred in German business activities. 

With the TCS model in mind, exploring experiences and perspectives, including 

emotional aspects, of expatriate employees, families, and the host nationals, I will 

examine their business and social relationships in host societies and beyond and their 

roles in our society. By so doing, this thesis aims to extend current thinking about 

transnational relations, challenging the current mainstream of migrant studies which 

tends to have a limited focus on a narrowly defined group of people and to be limited 

within national boundaries. 
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Theoretical Approaches: Openness and Closure in Interpersonal Relations 

 

To analyse interpersonal interactions and their influences beyond geo-spatial national 

boundaries between expatriate and host national employees, I draw mainly on network 

analysis and the concepts of social capital and cosmopolitanism. Network analysis 

provides a particularly useful framework for this thesis. These theoretical tools guide 

my analysis of the relationships between and among expatriate employees, families, and 

related host nationals. I am especially interested in the influences beyond geo-spatial 

boundaries, and in particular on what might be called the dual dimensions of 

interpersonal relationships, which are demonstrated by the existing literature discussed 

above, namely a closure of the ‘bubble’ on the one hand as well as an ‘openness’ 

suggested by interactions brought about, or forced, through mobility. 

 

A New Light on Network Analysis in Anthropology 

 

Hannerz (1992b, p. 51) considers networks as a useful ‘root metaphor’ to understand 

groups of heterogeneous people who ‘organize culture’ in the diversifying world, in a 

certain orderly way. Network analysis has been developed in Anthropology since the 

mid-1950s when John Barnes used it in his study of a small Norwegian fishing and 

farming community (Hannerz 1980, pp. 163-165). During the period from the 1950s to 

the 1970s, a considerable number of anthropological fieldwork studies in urban settings 

were conducted using network analysis (Amit 2007a, p. 53). However, when statistical 

calculations of network analysis became a trend in sociology and geography, network 

analysis in anthropology declined due to the methodological limitation, for instance, of 

using ethnographic ‘observational data’ (Amit 2007a, pp. 54-55; Hannerz 1980, pp. 

181-186; 1992b, p. 39). In the 1980s, Hannerz (1980, p. 186) called for attention to 
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‘network thinking’ which focused on linkages in the analysis of complex society. 

 Recently, referring to Hannerz, Smart (1999, pp. 63-64) suggested the 

importance of taking into account ‘extra-group linkages’ in complex urban settings. 

Smart (1999, pp. 59-60) calls for the shedding of a new light on network analysis and 

proposes the concept of ‘transnational social networks’ which have the dualistic 

characteristics of being ‘rooted in localities and part of global circuits’. Employing this 

concept, he explores social networks among, for example, temporary translocal migrant 

factory workers in Henggang, China, investors from Hong Kong, and other locals, and 

tries to explain complex social phenomena observed in factory towns in the area of the 

Pearl River Delta (Smart 1999). 

 Responding to Smart’s call for the re-evaluation of network analysis in urban 

anthropology, Amit (2007a, pp. 53-56) suggests considering network analysis as a 

framework to conceptualise social relations by presenting ‘the articulation of links 

between persons’. Amit (2007a, p. 56) thinks that a focus on networks ‘can open up the 

range of social situations and the types of links they can envisage to explore’, rather 

than ‘an a priori focus on one kind of collectivity or social link’. In addition, ‘[t]racing 

the personal links of an individual allowed the fieldworker the possibility of examining 

involvements and relationships that cut across enduring groups, institutions, and even 

beyond the urban locale altogether’ (Amit 2007a, p. 54). Amit’s proposal of network 

analysis as a framework is in line with Hannerz’s ‘network thinking’. 

 As a tool of network analysis, several scholars have tested Granovetter’s theory 

‘the strength of weak ties’ to analyse personal relations among different social groups 

(Amit 2007a; Werbner 1999). For instance, researching mobile professionals, namely 

development consultants, based in Canada, Amit (2007a) discusses globalising 

connections using the framework of Granovetter’s ‘weak ties’. By examining the 

occupational network of highly mobile development consultants, Amit (2007a) 
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demonstrates the ways in which they develop ‘weak ties’ among themselves in the 

process of their occupational travel and this influences their work and lives in Canada. 

Amit (2007a, p. 69) concludes that ‘[t]he paradox of globalizing connections is that they 

are likely to be most effectively facilitated by “weak” rather than “strong” interpersonal 

links’. 

 For this thesis, these scholars’ works, which focus on social networks, are 

significantly important in terms of drawing attention to those ties that have had less 

attention. As my research also focuses on interpersonal interaction among members of 

different social groups, such as Japanese expatriate and Indonesian host national 

employees, network analysis, particularly Granovetter’s theory, is useful as a framework 

for conceptualising their social relations beyond national boundaries. 

 

‘The Strength of Weak Ties’: Connections between People with No/Few Relations 

 

The idea of ‘the strength of weak ties’ identified by Granovetter (1973) is well known as 

a social network theory. He writes: 

 

[T]he analysis of processes in interpersonal networks provides the most fruitful 
micro-macro bridge. In one way or another, it is through these networks that 
small-scale interaction becomes translated into large-scale patterns, and that these, in 
turn, feed back into small groups (Granovetter 1973, p. 1360). 

 

Granovetter’s definition of the strength of an interpersonal tie is ‘a (probably linear) 

combination of the amount of time, the emotional intensity, the intimacy (mutual 

confiding), and the reciprocal services which characterize the tie’ (1973, p. 1361). 

According to him, these elements are independent, although as a set, they are related to 

each other. The strength of ties depends on the combination of the above elements and 

their degree. Individuals connected by strong ties, for instance, tend to share more time 
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with each other and become similar, and there is an increase in the possibility that their 

friends will become friends. The strength of strong ties is the overlapping of friendship 

circles, which is simultaneously their weakness, since information circulated among 

members tends to be redundant and limits its diffusion in a wider circle. Depending on 

the amount of time an individual has, there is obviously a limit to the number of people 

with whom s/he can enhance ‘emotional intensity, the intimacy (mutual confiding), and 

the reciprocal services’ which support the formation of strong ties. He asserts that weak 

ties can connect more people beyond boundaries of strong, but small, circles. 

 Granovetter (1973, pp. 1368-1369) presents an interesting example based on 

the investigations of Milgram and his associates in the United States, who tried to 

measure the length of a path of personal contacts between two strangers. The method 

which Milgram and his associates used is a kind of chain letter, in which a person is 

asked to send a booklet to a target stranger who lives in a distant place. If the first 

sender does not know the target stranger, s/he is asked to send a booklet to their 

‘friends’ or ‘acquaintances’ who might know the target stranger or someone close to the 

stranger. Analysing unpublished data obtained from one of Milgram’s associates which 

they collected from one of the investigations between a white first sender and a 

non-white target stranger, Granovetter (1973, p. 1369) finds that among the cases in 

which a white sender sent the booklet to a non-white ‘acquaintance’, 50% of sendings 

were successfully completed. In the cases that a white sent it to a non-white ‘friend’, the 

completion rate dropped to 20%. Granovetter (1973, p. 1369) states that ‘weaker 

interracial ties can be seen to be more effective in bridging social distance’ than strong 

ties, racially and interracially. He thinks that weak ties are ‘the channels through which 

ideas, influences, or information socially distant from ego may reach him’ (Granovetter 

1973, pp. 1370-1371). In fact, researching professional, technical, and managerial job 

changes in a Boston suburb, he finds that nearly 85% of them obtained job information 



CHAPTER 2  OPENNESS AND CLOSURE 

55 
 

from those whom they met ‘occasionally’ or ‘rarely’ (Granovetter 1973, p. 1371). 

 The importance of Granovetter’s theory is the attention he gives to ‘the strength 

of weak ties’ to link people rather than the ‘strength of strong ties’, upon which scholars 

in the social sciences, such as transnational migration studies, have tended to focus (see 

Amit 2007a, p. 68). What Granovetter finds is a functional strength within the structural 

weakness of non-(or less) overlapping ties between individuals. Some scholars describe 

the structure of ties as ‘single-stranded’ or ‘simplex’ and ‘multiple-stranded’ or 

‘multiplex’ (Bott 1957; Gluckman 1955; Kapferer 1969; Mitchell 1969). A general 

assumption of the strength of ties seems to be that ‘those relationships which are 

multiplex linking pairs of actors are “stronger” than those which are uniplex (or 

single-stranded)’ (Kapferer 1969, p. 213). Following the assumption, if a person has 

only one link with another, their tie can be considered as ‘weak’, while if a person has 

multiple links with another, their ties become ‘strong’. Granovetter reveals a paradox of 

the structural and functional strength of ties in terms of information diffusion and 

bridging different groups. 

 Granovetter’s theory, ‘the strength of weak ties’, is an effective theoretical tool 

to open a way of understanding interpersonal relationships between members of 

different social groups who are considered not to have strong ties, such as expatriate and 

host national employees. Together with his theory, I employ the following three theories 

to try to explain the coexistence of the contradictory phenomena in interpersonal 

relations: closure represented by the image of a ‘bubble’ (or bubbles) and openness 

indicated by transnational connections. 

 

Openness and Closure in Networks 

 

Studies related to small world networks provide a way of understanding the 
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contradiction of openness and closure. Milgram’s investigations referred to by 

Granovetter were intended to examine a social phenomenon, the so-called small world 

problem, in which, for instance, two persons who happen to meet in a park have a 

mutual acquaintance. Milgram tries to trace a linkage of acquaintances between two 

strangers by conducting a series of experiments, using the chain letter method described 

above. In one of his studies in which first senders were selected in both Kansas and 

Nebraska and two target persons in Cambridge and Boston respectively, Milgram 

(1967) finds that there are on average five intermediaries between first senders and the 

target persons2. Taking into account the different social backgrounds represented, 

Milgram (1967, p. 67) suggests that a useful way of explaining the five intermediaries is 

to think of them as representing ‘five circles of acquaintances’, which are in the process 

of searching for connections which individual groups do not have within them. This 

means that each intermediary directly and indirectly plays the role of connecting the 

first senders and the target persons who belong to different social groups, by crossing 

group boundaries. 

 The phenomenon of the small world has been studied by scholars who mainly 

use mathematical methods. Among these scholars are Watts and Strogatz (1998) who 

identify small-world networks. The important finding of their work is the coexistence of 

‘clustering’ and the expansion of social networks (Barabási 2002, pp. 49-51). In his Six 

Degrees which explains small-world networks for general readers, Watts (2003, Ch. 3) 

demonstrates situations in which small-world networks appear. In Figure 2.1 (left), each 

node is connected in an orderly fashion with its immediate and second nearest 

neighbouring nodes, similar to the pattern made when people form a circle by holding 

hands, which presents a clustered network. 

 

                                                        
2 There are criticisms about Milgram and his associates’ methods, for instance, the selection of first 
senders and target persons (Nishiguchi 2007, p. 377; Watts 2003, pp. 130-136). 
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Figure 2.1  A Clustered Network (Left) and a Small-World Network (Right) 

 

 

 

 

Source: Figure 3.6 (Watts 2003, p. 87) and Figure 4.2 (Barabási 2002, p. 51), modified by the author. 

 

In this network, each person can easily communicate with his/her immediate neighbours, 

while s/he has to shout or pass a message to communicate with a person who is on the 

opposite side of the circle. If mobile phones are provided, the person becomes able to 

communicate directly and easily with an individual on the opposite side, without 

shouting or passing a message through several persons in the circle. The introduction of 

mobile phones also makes it easy for the person to pass a message to the people 

neighbouring the individual on the opposite side. The necessary steps required to reach 

these neighbouring persons on the opposite side are reduced. Among a larger numbers 

of people like a million people, the introduction of mobile phones becomes very 

effective for creating shortcuts, or ‘rewiring’ links, and communicating between distant 

persons and exchanging information (Watts 2003, p. 86). In this kind of network shown 

in Figure 2.1 (right) in which each person is not connected in an orderly fashion, and 

there are shortcuts between distant persons, people are still clustered, which represents a 

small-world network. Analysing the database of the actors mathematically, Watts finds 

similar characteristics of small-world networks in their relations (2003, pp. 92-95). In 

short, the characteristics of small-world networks are clustering among people and the 

existence of shortcuts which makes distance between distant individuals shorten (i.e. 

people are connected with fewer number of steps). 

 Adopting the idea of small-world networks, Nishiguchi (2007) highlights the 

importance of ‘long-distance relations’ (or ‘long-distance friends’) and ‘local or 
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embedded relations’ (or ‘next-door neighbors’) in social networks, as well as 

organizational networks. He emphasises the two distinctive features of small-world 

networks: one is the flow of new information between distant nodes directly connected 

by random rewiring and the other is the ‘neighbourhood effect’ by which new 

information is spread among neighbouring nodes, which are highly clustered near such 

distant nodes (Nishiguchi 2007, pp. 24-28). Studying various networks, such as the 

business networks of people from Wenzhou, China, and the supply chain management 

of Toyota, Nishiguchi (2007) demonstrates the ways in which both ‘long-distance’ and 

‘local’ relations form actual networks and function interdependently. For instance, 

analysing the recovery process of the Aisin Seiki plant, Toyota’s main provider of 

particular valves, from a severe fire, Nishiguchi (2007, pp. 121-159; see also Nishiguchi 

& Beaudet 2000) explains the way in which both the ‘local relations’ of those who work 

closely in daily activities within Toyota’s supply chain and ‘long-distance relations’ 

forged through regular meetings of study groups among suppliers across factories 

contributed to the quick recovery. He recommends that successful management is best 

achieved by combining both ‘long-distance relations’ and ‘local relations’ effectively, 

which makes members of a group access new non-redundant information residing in 

other groups and distribute it among its members respectively. He also stresses the 

importance of degrees and structures of ‘local relations’ for effective diffusion of 

information brought about by ‘long-distance relations’ (Nishiguchi 2007, pp. 119-120). 

 The clustering (or closed networks) and ‘rewiring’ (or shortcut) features 

indicated by these studies coexist in relationships between and among individuals and 

groups and function differently. These ideas will support my discussions about the two 

dimensions of interpersonal relationships, closure and openness, and the consequences 

of interactions. 
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Openness and Closure in Social Capital 

 

Social capital, particularly the ideas of bonding and bridging social capital, are relevant 

to my arguments concerning the two contrasting dimensions in interpersonal 

relationships between expatriate and host national employees – the apparent 

contradiction between openness observed in their interactions and closure derived from 

the image of the bubble. 

 Before looking at the two types of social capital, it is necessary to examine 

social capital in a general way. Scholars point out that the concept of social capital is not 

a new idea, but has been revitalised recently (e.g. Field 2008, p. 13; Nishiguchi 2009, pp. 

92-94; Portes 1998, p. 2; Putnam 2000, pp. 19-20). The definitions of social capital vary 

from scholar to scholar. For instance, Bourdieu (1986 [1983], pp. 248-252) defines 

social capital as ‘the aggregate of the actual or potential resources which are linked to 

possession of a durable network of more or less institutionalized relationships of mutual 

acquaintance and recognition–or in other words, to membership in a group’. 

 Similarly, focusing on individuals’ relationships, Coleman (1990, p. 302) 

explains: 

 

Social capital is defined by its function. It is not a single entity but a variety of 
different entities having two characteristics in common: They all consist of some 
aspect of social structures, and they facilitate certain actions of individuals who are 
within the structure. [...] Unlike other forms of capital, social capital inheres in the 
structure of relations between persons and among persons. It is lodged neither in 
individuals nor in physical implements of production. 

 

In the same vein, Putnam (1995, pp. 664-665; 2000, p. 19) claims that social capital 

focuses on ‘connections among individuals’ and is comprised of ‘networks’, ‘trust’, and 

‘norms’ which ‘enable participants to act together more effectively to pursue shared 

objectives’. Several scholars also highlight the role of social capital in relation to social 
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network structures (e.g. Burt 2001, 2005; Coleman 1988, 1990; Nishiguchi 2007, 2009; 

Prell 2009). ‘The central idea of social capital is that social networks are a valuable 

asset’ (Field 2008, p. 14). 

 Despite the varying interpretations of social capital, the above scholars agree 

that it is ‘capital’ in the form of resources and that it resides in relations between and 

among individuals and groups. In this sense, social capital is distinguished from and less 

tangible than other types of capital, for instance, ‘economic capital’ (e.g. ‘property 

rights’), ‘cultural capital’ (e.g. ‘educational qualifications’), ‘human capital’ (e.g. skills 

and knowledge), and ‘symbolic capital’ (e.g. honour) (Bourdieu 1979, 1986 [1983]; 

Coleman 1988, pp. S100-S101; 1990, p. 304; Putnam 2000, p. 19), 

 In addition, the concept of social capital is helpful in understanding the 

meaning of individuals’ actions within social structure. Putnam (2000, pp. 19-20) points 

out that ‘social capital has both an individual and a collective aspect – a private face and 

a public face’. He describes ‘community’ as the ‘conceptual cousin’ of social capital and 

explains that social capital not only brings about benefits to individuals by connecting 

(or networking) them, but it also has ‘“externalities” that affect the wider community’, 

which result in ‘private good’ and ‘public good’ (Putnam 2000, pp. 19-20). It is, 

however, worth noting that scholars (e.g. Coleman 1990, p. 302; Putnam 2000, p. 22) 

also recognise the negative aspects of social capital, such as urban gangs and power 

elites. Nevertheless, if social capital functions positively, it can bring benefits to both 

individuals and groups. 

Some scholars distinguish different types of social capital. The ideas of ‘bonding’ and 

‘bridging’ social capital identified by Putnam (2000) and Gittell and Vidal (1998)3 are 

particularly useful for my arguments in this thesis. Gittel and Vidal (1998, p. 15) explain 

                                                        
3 Gittel and Vidal (1998, p. 15) write that they coined ‘bonding capital’ and adopted Putnam’ term 
‘bridging capital’, while Putnam (2000, p. 446) notes that both, ‘bonding social capital’ and 
‘bridging social capital’ are terms they coined. 
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that bonding capital ‘brings closer together people who already know each other’, while 

bridging capital ‘brings together people or groups who previously did not know each 

other’. Putnam (2000, pp. 22-23) describes ‘bonding’ as exclusive and ‘bridging’ as 

inclusive and writes that bonding social capital is generated by ‘specific reciprocity and 

mobilizing solidarity’, like ‘[d]ense networks in ethnic enclaves’ for their mutual social 

support, while bridging networks are ‘better for linkage to external assets and for 

information diffusion’. 

 Putnam (2000, p. 23) rightly states that ‘[m]any groups simultaneously bond 

along some social dimensions and bridge across others. [...] bonding and bridging are 

not “either-or” categories into which social networks can be neatly divided, but “more 

or less” dimensions along which we can compare different forms of social capital’. 

Similarly, focusing on network structures which generate social capital, Lin (2001, pp. 

26-27) stresses that ‘a dense or closed network’ has advantages for protecting resources 

and ‘an open network’ for accessing new resources. Considering both social capital and 

network structures, Burt (1992, p. 18; 2001, p. 52; 2005), who proposes the concept of 

‘structural holes’ which function to connect ‘non redundant contacts’ in open networks, 

also stresses the importance of network closure, since ‘closure can be critical to 

realizing the value buried in the structural holes’. Taking into account these scholars’ 

thoughts, it can be said that both open and closed structures of social networks, which 

are constituted by weak and strong ties respectively, become reservoirs of resources and 

provide benefits to individuals and groups who have access to them. Regardless of the 

forms of ‘bonding’ and ‘bridging’, to have relations is a form of ‘capital’ for all humans 

involved in social relations. Burt (2005, p. 5) suggests that ‘[p]eople and groups who do 

well are somehow better connected’. 

 There is another type of social capital, namely ‘linking’ social capital. 

According to Woolcock (2001, p. 13), bonding capital resides in relations among 
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‘family members, close friends and neighbours’ and bridging capital in ‘more distant 

friends, associates and colleagues’, while linking social capital applies to vertical 

relations, particularly in relation to formal institutions, though not exclusively. Similarly, 

some scholars recognise the importance of the concept of ‘linking’ social capital which 

‘brings in to the center of social capital theory considerations of power, inequality, and 

the role of government and the state’ (Szreter 2002, p. 578; see also Putnam 1993, p. 

173). ‘Linking’ social capital, which focuses on ‘vertical’ relations (or networks), rather 

than ‘horizontal’ relations (or networks), is relevant to this study in terms of power 

relations between expatriate and host national employees. However, as I will discuss in 

later chapters, expatriate and host national employees are deeply dependent on each 

other, and their positions – like patrons and clients (or superiors and subordinates) –shift 

according to work and non-work contexts. Therefore, this thesis will mainly focus on 

bonding and bridging social capital with particular attention to the open and closed 

structures in social networks. 

 The idea of social capital is important, particularly for the purpose of 

examining the practical dimension or outcomes of interpersonal relationships. This 

thesis will carefully examine both the open and closed structure of social networks and 

contexts which generate social capital residing in interpersonal relationships. In so 

doing, this thesis will reveal the ways in which Japanese expatriate and host national 

employees have access to resources, namely bonding and bridging social capital, by 

shifting their positions between closure and openness respectively in the porous spaces 

that exist on the surface of the bubbles they inhabit. 

 

Openness and Closure in Cosmopolitans 

 

The duality of openness and closure can be found in the image of cosmopolitans, with 
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whom expatriates are often associated with due to their mobility. This duality 

surrounding cosmopolitans seems to stem from the unfixed term ‘cosmopolitanism’. As 

Vertovec and Cohen (2002, p. 1) point out, cosmopolitanism is ‘a long-sidelined 

concept’ and one that social and political theorists are currently re-thinking and trying to 

conceptualise. They explore the relevant literature and identify a wide range of views on 

cosmopolitanism from ‘a philosophy or world-view’, which advocates ‘citizens of the 

world’ on the basis of common values, to the ‘political project’ of creating transnational 

institutions, such as the United Nations, and ‘an attitude or disposition’ of appreciating 

cultural diversity (Vertovec & Cohen 2002, pp. 8-14). Consequently, scholars have tried 

to qualify the notion of cosmopolitanism with various adjectives including ‘embedded 

cosmopolitanism’ (Erskine 2002), ‘banal cosmopolitanism’ (Beck 2004), ‘vernacular 

cosmopolitanism’ (Werbner 2006), ‘rooted cosmopolitanism’ (Cohen 1992), and 

‘working-class cosmopolitanism’ (Werbner 1999). These various perspectives and 

interpretations of the term lead to the contrasting image of expatriates’ openness and 

closure. 

 The fragility of the concept of cosmopolitanism seems to be caused by gaps 

between its philosophical, moral discourses and its applications in practice. To reconcile 

the gaps, scholars have suggested the above different ways of thinking about 

cosmopolitanism. There are limitations in pursuing ideal cosmopolitanism and 

cosmopolitans in reality (Nowicka & Kaweh 2009; Skrbis & Woodward 2007; 

Woodward & Skrbis 2006). The complexity of the gaps has been addressed by scholars 

in various ways: ‘the definition of cosmopolitanism’ and ‘the operationalisation of this 

concept’ (Skrbis & Woodward 2007, p. 734; see also Skrbis et al. 2004, pp. 127-131; 

Woodward & Skrbis 2006, p. 4), ‘ideal’ as a morality and ‘reality’ as an attitude 

(Roudometof 2005, pp. 116-118), and ‘discrepant cosmopolitanisms’ (Clifford 1998, p. 

365). In other words, the openness associated with cosmopolitanism, which is 
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highlighted by universalistic, humanitarian world views presented by scholars, such as 

Kant (1991 [1784]), sits uneasily against the closed features observed in empirical data 

in various contexts. 

 Regarding openness as a practical cosmopolitan attitude, Hannerz’s (1990, p. 

239) definitions provide a considerably useful starting point: ‘a willingness to engage 

with the Other’ and ‘openness toward divergent cultural experiences’. Hannerz (1990, p. 

243) derives these characteristics from examining experiences and perspectives 

particularly of ‘[e]xpatriates (or ex-expatriate)’ like ‘an organizational man’. Focusing 

on expatriates who apparently have more socio-economic-cultural credentials for being 

ideal cosmopolitans than locals, he attempts to capture a possible model of 

cosmopolitans in our society. It is worth noting that he denies the general trend of 

defining all moving people as cosmopolitans (Hannerz 1990, p. 238). Hannerz (1992a, p. 

253) also thinks that cosmopolitanism varies in terms of the extent that people are 

concerned about others. He emphasises that to be a cosmopolitan requires ‘a personal 

ability’ and ‘cultural competence’ and would not be characterised as a fixed character in 

a person permanently (Hannerz 1992a, p. 253). 

 Werbner (1999) expands the scope of Hannerz’s notion of cosmopolitanism to 

include non-elite groups, namely working class individuals who exercise different forms 

of openness to other cultures, sustaining their roots in home societies. ‘There are 

multiple modalities of cosmopolitanism’, she argues (Werbner 1999, p. 23). Werbner 

(2008, pp. 1, 15, italicisation in original) claims that ‘ethnic rootedness’ can synchronise 

with openness and moral responsibilities and proposes ‘a situated cosmopolitanism’ 

from a practical view point. According to Werbner (2008, p. 2): 

 

cosmopolitanism is a word used by the new cosmopolitans to emphasise empathy, 
toleration and respect for other cultures and values. Thus, at its most basic, 
cosmopolitanism is about reaching out across cultural differences through dialogue, 
aesthetic enjoyment, and respect: of living together with difference. [...] Against the 
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slur that cosmopolitans are rootless, with no commitments to place or nation, the new 
post-1990s cosmopolitanism attempts to theorise the complex ways in which 
cosmopolitans juggle particular and transcendent loyalties – morally, and inevitably 
also, politically. [...] Cosmopolitans insist on the human capacity to imagine the 
world from an Other’s perspective, and to imagine the possibility of a borderless 
world of cultural plurality. [...] it must ultimately be understood not merely as 
individual, but as collective, relational and thus historically located. 

 

Werbner asserts ‘[c]osmopolitanism does not imply rootlessness’ (2008, p. 9). A similar 

claim against ‘rootlessness’ is made by Cohen (1992). For Werbner, both cosmopolitan 

openness and the closure of ‘rootedness’ are not either-or, but coexistent within each 

individual and group. This blurs the distinction between cosmopolitans and locals. 

Roundmetof (2002, p. 127) points out the complex attitudes of people who have had 

transnational experiences and argues that cosmopolitans and locals as categories are not 

‘discontinuous’, but form ‘a single continuum’. In this context, host national employees 

could be considered cosmopolitans whose openness is demonstrated by their experience 

working together with expatriate employees from different cultures. In order to assess 

whether expatriate and host national employees are cosmopolitans, it is necessary to 

examine their complex attitudes and perspectives with regard to each other by taking 

account of the situations in which they work, live, and struggle to communicate across 

different customs and multiple values. 

 Beck and Sznaider (2006, p. 9) claim that ‘globalization is something taking 

place “out there”, cosmopolitanization happens “from within”’. They distinguish 

‘cosmopolitanism’ as ‘a conscious and voluntary choice’ from ‘cosmopolitanization’ as 

‘a function of coerced choices or a side-effect of unconscious decisions’ (Beck & 

Sznaider 2006, pp. 7-8). Referring to interdependency in a world risk society, Beck and 

Sznaider (2006, p. 11) present the idea of ‘a cosmopolitan outlook’ in which people see 

themselves as part of both a threatened world and their local situations, which is similar 

to the cosmopolitans’ capacity described by Werbner. Interdependence within this 

‘cosmopolitan outlook’ is experienced not as ‘a mutual love affair’, but as an inevitable 
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pressure to cooperate (Beck & Sznaider 2006, p. 12). Skrbis et al. (2004, pp. 127-131) 

also discuss a cosmopolitan outlook with ‘cultural openness’ as attitudes and 

dispositions which distinguish cosmopolitans from non-cosmopolitans. They argue that 

‘cultural openness’ involves emotional commitments to other cultures, which are part of 

‘a crucial component of the cosmopolitan outlook’ (Skrbis et al. 2004, p. 128). The 

concept of these cosmopolitanised world views with emotional attachments, namely ‘a 

cosmopolitan outlook’, as a shared value and norm, helps to explain the mutual 

dependent relationships between expatriate and host national employees to participate in 

activities of transnational organisations/corporations. 

 Drawing on the recent trend, outlined above, of conceiving cosmopolitanism, 

particularly ‘a situated cosmopolitanism’, this thesis will demonstrate the way in which 

both expatriate and host national employees’ ‘rootedness’ is complex, characterised by 

the need to ‘juggle particular and transcendent loyalties’ when working together. They 

shift between openness and closure by repeatedly constructing and deconstructing 

weak/strong ties and form different social groups between and among themselves on the 

basis of different ‘roots’ according to situations, the range of interacting persons, and 

timing. The idea of ‘a situated cosmopolitanism’ is in keeping with Wimmer and 

Schiller’s (2003) caution not to rush into cosmopolitanism, which tends to downplay the 

power of nationalism and its influence on people’s understanding of the world (Wimmer 

& Schiller 2003, pp. 599-600). By exploring ‘multiple ties and interactions linking 

people or institutions across the borders of nation-states’ (Vertovec 1999, p. 447) 

brought about by the action of moving and face-to-face interactions, this thesis will seek 

to ‘avoid both extreme fluidism and the bounds of nationalist thought’ (Wimmer & 

Schiller 2003, p. 576). 
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Conclusion 

 

In this chapter, I have identified the issues related to the central protagonists of this 

thesis, expatriate and host national employees, and their relationships. This thesis 

challenges the closed image of a ‘bubble’, the segregation between expatriate and host 

national employees, the apparent image of fixed work roles among expatriate and host 

national employees, the invisibility of host national employees, and current discourses 

of transnational connections. It is hard to deny that the contradictory features of 

interpersonal relationships, namely closure and openness, do exist in our society. 

Therefore, by shedding light on both dimensions of relationships between Japanese 

expatriate and host national employees in Indonesia who work face-to-face every day in 

the porous spaces of transnational offices, this thesis reveals the ways in which they 

influence each other and a consequence of their face-to-face interactions. 

 In order to achieve these aims I employ network analysis as a framework to 

reveal the linkages among different social groups. Granovetter’s theory of ‘the strength 

of weak ties’ becomes an important tool to support my arguments throughout this thesis. 

At the same time, three key concepts, namely networks, social capital, and 

cosmopolitanism, provide useful ideas which implicitly and explicitly contain the 

concepts of openness and closure: clusters and shortcuts, or ‘rewiring’, in small-world 

networks, ‘bonding’ and ‘bridging’ social capital, and cosmopolitan openness and ‘a 

situated cosmopolitanism’. These ideas support my discussion in order to conceptualise 

interpersonal relationships between expatriate (including their families) and host 

national employees. I trace influences beyond geo-spatial boundaries and present a new 

picture of transnational connections in the globalising world. 

 In next chapter, I will explain the methodology of this thesis and discuss the 

nature of my research field and my location there. 
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CHAPTER 3  THE RESEARCH SITE AND MY LOCATION  

 

A Japanese male expatriate staff member: What is your major? 

Interviewer: Anthropology. 

A Japanese male expatriate staff member: In Jakarta??? 

(conversation of a day in the field, date unknown) 

 

Introduction 

 

The previous chapter identifies key issues in existing literature relevant to expatriate and 

host national employees and their relationships and outlines the theoretical approach 

adopted in this thesis to conceptualise them. This chapter explains the research settings 

and methods I selected and adopted for the actual realisation of the study, as well as 

identify some concerns which arose in the course of conducting the fieldwork. It also 

aims to introduce the environment and atmosphere of my main field site, the office of a 

Japanese organisation, in Jakarta. First, I analyse statistical data in order to demonstrate 

the demographic characteristics of the Japanese nationals living in Indonesia. I then 

explain the way in which I conducted my fieldwork in Jakarta and Makassar, Indonesia, 

followed by a discussion of the scope of the thesis and its methodological and analytical 

constraints. Finally, I discuss the way in which my physical, social locations in the field 

site affected my fieldwork and possibly my analysis. 

 

The Demographic Characteristics of the Japanese Nationals in Indonesia 

 

Details about the numbers and features of Japanese nationals in Indonesia will enhance 

our understanding of their relationships with host national employees in workplaces, as 

well as of their families as a group in the host society. It will also help to contextualise 

the data collected during my fieldwork. 



CHAPTER 3  THE RESEARCH SITE 

70 
 

 It is difficult to identify the exact number of Japanese expatriate and Indonesian 

host national employees, as their numbers are, in fact, invisible in official statistical data. 

Some expatriate employees are sometimes classified as tourists if they come to 

Indonesia for a very short period (i.e. from a few days to a few weeks) and stay in host 

countries with their tourist visa. In the case of host national employees who work with 

expatriate employees, it is more difficult to delineate their number as a whole, since 

some of them are part-time or seasonal employees, especially in factories. 

 In regards to Indonesian employees who work with expatriate employees, I 

have not found appropriate statistical data. For instance, according to the Japan External 

Trade Organization (JETRO 2009), as of April 2007, there were 1,024 Japanese 

companies operating in Indonesia. Indonesian employees who work for Japanese 

companies number more than 320,000 in total (Indonesia Investment Coordination 

Board (BKPM), cited in EOJ 2009). However, it is not clear if the number includes 

seasonal workers. It is possible to say that a considerable number of Indonesians are 

working with Japanese expatriate employees, although not all of the former have close, 

direct contacts with the latter. 

 There are some sources which assist in estimating the number of Japanese 

expatriate employees. In respect of the number of the Japanese nationals who live 

overseas, the Ministry of Foreign Affairs (MOFA), Japan, publishes the Annual Report 

of Statistics on Japanese Nationals Overseas. The MOFA report helps to map the 

general locations of Japanese who are overseas. It indicates the number of ‘long-term 

residents’ who live overseas for more than three months and ‘permanents’ who have the 

right to live in a host county permanently. In terms of the long-term residents, the report 

also indicates the numbers of ‘primary’ residents and their dependents’ by gender, and 

according to six occupational categories: private companies, government-affiliated 

organisations, media, freelance, students and academics, and the others. Using the 
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MOFA data from 1999, Chie Sakai (2003) derives the interesting characteristics of the 

female primary long-term residents in Hong Kong. I find that her method is effective in 

grasping characteristics of Japanese nationals overseas. 

 I have modified Sakai’s method of analysing the MOFA (2010c) 2008 data by 

adding data on dependents (excluded by Sakai) in order to discern the characteristics of 

the Japanese long-term residents in Indonesia. Table 3.1 shows the numbers of Japanese 

long-term residents in three selected areas, North America, Western Europe, and Asia 

where the majority of Japanese long-term residents live, and Indonesia by the six 

occupational categories. In fact, the figure is not very different to Sakai’s analysis based 

upon the 1999 data. Looking at the total numbers of male and female primary residents, 

Asia is still dominated by male primary residents whose number is nearly 4 times larger 

than that of female primary residents. In comparison to North America and Western 

Europe, where the numbers of the male primary residents are only 1.5 times larger than 

that of the females or almost the same as that of the females, Asia represents a very 

different situation. The data for Indonesia shows the same trend as that of Asia as a 

whole. The cumulative bar chart of Figure 3.1 shows the trend of male and female 

primary residents. 

 The Japanese primary long-term residents who work for private companies, 

government-affiliated organisations, and media indicated in the MOFA data could be 

considered as the Japanese expatriate employees on whom this thesis focuses. As shown 

in Table 3.1, the proportion of the totals of the primary residents of the three 

occupational categories (private companies, government-affiliated organisations, and 

media) and their dependants in three areas are 51.3% in North America, 45.5% in 

Western Europe, and 75.4% in Asia. Among them, the percentage in Asia is very 

significant. On the other hand, in both North America and Western Europe, the 

proportion of the primary residents who are students and academics and their 
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dependants make up more than 30%, but not in Asia whose proportion of the category is 

less than 7 %. The cumulative bar chart of Figure 3.2 shows the total proportion of 

Japanese primary residents by occupation. 

 

Table 3.1  Japanese Long-Term Residents by Occupation in 2008 (as of 1st 

October) 

  
Total 

Private 
companies 

Government 
affiliated 

organisations 
Media Freelance 

Students & 
Academics 

Others 

  
P D P D P D P D P D P D P D 

North 
America 

Male 93,035 38,641 49,686 25,753 1,715 754 529 318 3,945 1,925 33,250 5,783 3,910 4,108 

 
Female 63,975 73,829 6,640 50,266 393 1,581 194 537 2,469 3,968 42,783 13,087 11,496 4,390 

 
Total 157,010 112,470 56,326 76,019 2,108 2,335 723 855 6,414 5,893 76,033 18,870 15,406 8,498 

 
Total (P+D) 269,480 (100.0%) 

  
138,366 (51.3%) 

  
12,307 (4.6%) 94,903 (35.2%) 23,904 (8.9%) 

Western 
Europe 

Male 40,402 16,880 20,688 8,497 1,666 713 247 108 3,376 1,519 12,586 2,186 1,839 3,857 

 
Female 43,737 32,951 5,910 20,305 708 1,648 107 256 3,364 2,736 25,274 4,249 8,374 3,757 

 
Total 84,139 49,831 26,598 28,802 2,374 2,361 354 364 6,740 4,255 37,860 6,435 10,213 7,614 

 
Total (P+D) 133,970 (100.0%) 

  
60,853 (45.4%) 

  
10,995 (8.2%) 44,295 (33.1%) 17,827 (13.3%) 

Asia Male 139,113 34,564 115,429 21,726 2,908 1,040 371 108 4,093 1,161 7,593 974 8,719 9,555 

 
Female 35,634 65,377 12,967 48,691 1,220 2,406 98 262 1,071 1,877 8,624 1,576 11,654 10,565 

 
Total 174,747 99,941 128,396 70,417 4,128 3,446 469 370 5,164 3,038 16,217 2,550 20,373 20,120 

 
Total (P+D) 274,688 (100.0%) 

  
207,226 (75.4%) 

  
8,202 (3.0%) 18,767 (6.8%) 40,493 (14.7%) 

Indonesia Male 5,796 1,363 4,934 899 253 107 18 6 218 68 64 18 309 265 

 
Female 1,086 2,457 345 1,823 117 226 6 11 58 102 73 11 487 284 

 
Total 6,882 3,820 5,279 2,722 370 333 24 17 276 170 137 29 796 549 

 
Total (P+D) 10702 (100.0%) 8,745 (P=5,673, D=3,072) (81.7%) 446 (4.2%) 166 (1.6%) 1345 (12.6%) 

Source: Annual Report of Statistics on Japanese Nationals Overseas (MOFA 2010c) 
Note: P=Primary, D=Dependants 

 

Figure 3.1  Japanese male and female primary long-term residents in 2008 

 
Source: Annual Report of Statistics on Japanese Nationals Overseas (MOFA 2010c) 
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Figure 3.2  Japanese primary long-term residents by occupations in 2008 

 
Source: Annual Report of Statistics on Japanese Nationals Overseas (MOFA 2010c) 

 

 In the specific case of Indonesia, as shown in Table 3.1, there are 10,702 

Japanese long-term residents. The total number of primary residents who work for 

private companies, government-affiliated organisations, and media is 5,673. Together 

with their 3,072 dependants, the total numbers of the residents related to these three 

occupational categories becomes 8,745, representing 81.7% of all long-term residents. 

The proportion of the residents who work for the three occupational categories in 

Indonesia is slightly higher than that for all of Asia. Regarding the proportion of the 

primary residents as students and academics and their dependants, the figures for 

Indonesia are lower than that of Asia as a whole. As Figure 3.1 shows, the proportion of 

the male residents is over 80%, which is very significant. Figure 3.2 shows that more 

than 85% of the primary residents work for private companies, government-affiliated 

organisations, and media, which is similar to the case of Asia. Overall, the MOFA 2008 

data indicates that the pattern of the Japanese long-term residents in Indonesia is 

representative of Asia as a whole. 

 The analysis of the Japanese long-term residents on the basis of the MOFA data 

does not capture the whole picture of the Japanese expatriate employees and their 

family members, since the data do not indicate the exact composition of Japanese 



CHAPTER 3  THE RESEARCH SITE 

74 
 

dependents, such as partners and children. In addition, the data do not include potential 

expatriate employees who stay in Indonesia for less than 3 months at a time and go back 

and forth between Japan and Indonesia. However, the MOFA statistics provide an 

approximation of the number and characteristics of the population of Japanese 

expatriate employees and their families. 

 The following table (Table 3.2) based upon the MOFA data shows the total 

number of Japanese nationals who have lived in Indonesia over the last ten years. The 

number of Japanese nationals in Indonesia has been consistently over 11,000, while that 

of the Japanese long-term residents over 10,000 during this time period. Half of the 

Japanese nationals have been concentrated in DKI Jakarta (Daerah Khusus Ibukota 

Jakarta: Special Capital City District of Jakarta). 

 

Table 3.2  Japanese Nationals in Indonesia (1st October in each year) 

 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 

Total 12,254 11,366 12,732 11,608 11,403 11,221 11,090 11,225 11,453 11,263 

Permanent 668 759 1,311 741 704 738 744 769 751 760 

Long-term 11,586 10,607 11,421 10,867 10,699 10,483 10,346 10,456 10,702 10,503 

DKI 
Jakarta 

7,814 7,032 6,933 7,026 6,978 6,681 6,478 6,471 6,475 6,226 

Source: Annual Report of Statistics on Japanese Nationals Overseas (MOFA 2010b) 
Note: The data of DKI Jakarta is cited from the website of the Embassy of Japan in Indonesia (EOJ 

2010) 

 

 According to a different data source published by the Ministry of Manpower & 

Transmigration (Depnakertrans 2008a), Indonesia, there were 60,902 expatriate workers 

from all over the world in Indonesia in 2006. Comparing the total number of expatriate 

workers with the MOFA data shown in Table 3.2, the Japanese nationals comprise more 

than one sixth of the total, making them one of the most numerous group in Indonesia. 

There is also a report that the majority of expatriate employees in Jakarta consist of 

those from Korea, Japan, America, and India (Weekender 2008). In addition, the 



CHAPTER 3  THE RESEARCH SITE 

75 
 

Ministry of Manpower and Transmigration data (2008) indicate that more than half of 

these expatriate workers from all over the world lived and worked in DKI Jakarta in 

2006. 

 Thus, these statistical data roughly indicate several interesting characteristics of 

Japanese expatriate employees and their families as a group in the host society: such as 

a dominant figure of male expatriate employees, their concentration in Jakarta, and their 

size among all expatriate employees in Indonesia. As I will discuss following chapters, 

these characteristics influence relationships between themselves and host nationals, as 

well as the formation of the Japanese community. 

 The following section explains the methods of data collection in order to 

understand the relationships between Japanese expatriate employees (and their families) 

and host nationals within and beyond the host society. 

 

Methodology of the Study: Researching the Relationships between Expatriate and 

Host National Employees 

 

The focus of this thesis is transnational relationships between Japanese expatriate and 

host national employees constructed through everyday face-to-face interactions and the 

consequence of their interactions across national boundaries. As discussed in Chapter 1, 

transnational organisations/corporations are examples of ‘transnational social spaces’ 

(Pries 2001; Williams & Geppert 2006), or ‘contact zone(s)’ (Pratt 1991), which provide 

an ideal space to investigate the ways in which Japanese expatriate and host national 

employees forge ties with each other. Therefore, I conducted the bulk of my fieldwork 

in a branch office of a Japanese non-profit organisation which I call the JO in Jakarta for 

a one year period from 2008 to 2009. The JO provides assistance to partner countries in 

close cooperation with both the Japanese and partner governments. 

 In addition, for the purpose of exploring interpersonal relationships between 
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Japanese expatriate and host national employees in various settings, this research adopts 

a multi-sited ethnography (Hannerz 2003; Marcus 1995), or ‘transnational multisited 

research’ as Kurotani describes her research on ‘Japanese culture’ formed by Japanese 

expatriate wives in three cities in the U.S.A. (2004, p. 205). As research sites, together 

with Jakarta, I selected Makassar, the provincial capital of South Sulawesi and the main 

hub for eastern Indonesia, where there was a small field office of the JO. As I have 

explained above, Jakarta is the home and work place for the large number of expatriate 

employees and their family members from all over the world, including Japanese 

expatriate employees. On the other hand, in Makassar, the number of expatriate 

employees and their family members is quite small. The Japanese population of 

Makassar is about one hundred. Some scholars highlight different lifestyles and 

relations with host nationals and society among expatriates in large cities and those in 

relatively small localities: Cohen (1977, pp. 34, 82) finds ‘native style of life’ among 

expatriates living in small communities or in remote areas and their interdependency 

with other expatriate groups and host nationals; and Fechter (2007b, pp. 140-145) 

describes the comparatively less exclusive lifestyle of non-corporate expatriates in 

Yogyakarta, a medium-sized town, than that of corporate expatriates in Jakarta, as 

‘living in a gap’. The fieldwork in the two locales would reveal influences of 

geographical locations and the scale of groups and communities on expatriate 

employees’ and families’ lives and their relations with the host nationals and society. 

 The methods I used included participant observation, formal semi-structured 

interviews (see Appendices 2-4), informal interviews, and a short-questionnaire survey 

(see Appendix 5). All formal interviews, except one, were digitally recorded with the 

consent of individual respondents. Respondents in this research were mainly Japanese 

expatriate employees and their Indonesian colleagues in the Jakarta office of the JO. 

There were also some Japanese expatriate and Indonesian host national employees who 
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worked for private companies and other organisations whom I contacted and 

interviewed. The latter’s experiences and perspectives provide a comparison with the 

former’s, and enriches my discussion throughout the study. 

 I also approached some of the family members of Japanese expatriate 

employees in order to learn about their lived experiences and relations with host 

nationals. Cohen (1977) identifies the unclear separation between work and non-work 

relations as one of the characteristics of expatriates. Moore’s (2005) study also suggests 

complex work and non-work relations among German businesspeople. The interviews 

with family members, namely wives, reveal different connections and experiences in 

different spheres of expatriate employees’ and families’ lives in the host society. Jordan 

(2003, pp. 86-87) also points out that ‘individuals are members of ethnic, regional, 

gender, and professional cultures outside of the organization, which contribute to the 

greater cultural picture’. At the same time, expatriate wives are central actors in 

home-making activities in host societies (Kurotani 2005). 

 In addition, there were Japanese respondents who had previously worked for 

the JO in Indonesia and who were working in Japan or taking assignments in other 

countries at the time of my fieldwork. This is also part of the ‘transnational multisited 

research’. Their responses also provide interesting insights into their lives and the 

relationships they had and have with Indonesia and Indonesians during their 

assignments and afterwards. 

 

Fieldwork in Jakarta 

 

A reasonably large number of both the Japanese expatriate and host national employees, 

in total more than a hundred, worked in the Jakarta office of the JO (hereinafter referred 

to as the JOI). The Japanese expatriate staff comprised one third of the total number. 



CHAPTER 3  THE RESEARCH SITE 

78 
 

The rest of them are the Indonesian staff and several locally hired Japanese staff, a 

majority of whom hold permanent residence. The Japanese expatriate staff consisted of 

married males and females, married males not accompanied by their families, and single 

males and females. The Indonesian staff were married males and females and single 

males and females. The majority of the white-collar Indonesian staff were females, 

which is partly because of the relatively fair treatment (e.g. salaries, welfare) for the 

female staff in the JOI (for unequal treatment of female workers, see Bennington & 

Habir 2003, pp. 381-382). Most of the Japanese expatriate staff were males, while the 

Japanese female expatriate staff members were the minority, which is in accordance 

with what I have explained above. In the JOI, among the female expatriate staff, only 

one staff member was a permanent employee and the rest employed on fixed-term 

contracts4. Caligiuri and Lazarova’s (2002, p. 761) study also indicates that the 

proportion of female global assignments is relatively small compared with that of 

females in management. 

 In the JOI, I worked as an unpaid intern. Prior to my internship, all staff 

members of the Jakarta office were officially informed of my status as a student 

researcher and of the topic and methodology of my research, which meant that all of 

them had knowledge of the purpose of my internship and my research. During the office 

hours, I supported whoever needed my helps and worked like a full-time employee but 

without a particular job description: from making official documents to the preparation 

of official/social events. I also had opportunities to join not only internal meetings of a 

section, but also external meetings with counterparts outside the office. In reality, there 

was no official requirement to work like a ‘full-time employee’ and there were no 

restrictions on me leaving the office whenever I needed. However, as I came to know 

                                                        
4 In the JOI, several female and a number of male expatriate employees were employed on 
fixed-term contracts. This employment system is related to the nature of the non-profit organisation 
and their activities. This point is not discussed further due to confidentiality. 
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that some staff members considered me as a ‘full-time’ staff member, I decided to 

‘work’ as a ‘full-time employee’ in order to minimise my ‘outsider-ness’ in the office. 

 Simultaneously, I carried out participant observation in the office during the 

course of my work – in meetings, having breaks and chatting, and outside the office, for 

instance, in offices of counterparts and restaurants and also at seasonal events, outings, 

welcome and farewell parties, and private gatherings. Participant observation is 

undoubtedly important for this research, albeit that this method will bring in the ‘biases, 

predilections, and personal characteristics’ of the researcher, who will necessarily ‘face 

a number of challenges and choices’ (Dewalt et al. 1998, p. 291). Dewalt et al. (1998, p. 

264), however, point out that the method of participant observation is effective in 

enhancing the quality of both ‘the data obtained during fieldwork’ and ‘the 

interpretation of data’. In fact, participant observation greatly enhanced my knowledge 

about the work environment and relations between Japanese and Indonesian staff and 

became a great support to understanding and interpreting the data, especially the verbal 

data obtained through interviews with Japanese and Indonesian staff members. 

 With permission from the office, I conducted formal semi-structured interviews 

with both Japanese and Indonesian staff members during lunch times, after office hours, 

and occasionally during weekends in order not to disturb their regular work. Most of the 

formal interviews were carried out in one of the meeting rooms of the JOI. Each 

interview lasted from about one hour in the shortest case to more than three hours in the 

longest case. For most of the respondents, the formal interview occurred only once. 

However, there were occasions which I could not finish interviews due to the time 

restriction of lunch breaks and the sudden interruption of interviews, such as by 

work-related phone calls. In these cases, with the consent of each respondent, I arranged 

additional interviews with them on two or three subsequent occasions. Informal 

interviews through casual conversations took place whenever respondents had the time, 
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for instance, during coffee breaks and lunch time, and on occasions chatting in corridors 

and in the female restroom from time to time. 

 As Japanese was my first language, I interviewed the Japanese respondents in 

Japanese. For the interviews with the Indonesian respondents, I mainly used English 

with a mixture of Indonesian and Japanese occasionally. I could speak and understand 

Indonesian to a certain extent. However, it was not sufficient for interviews which 

required more advanced language skills to the extent of reading between the lines and 

understanding their nuanced meanings. For similar but inverse reasons, I consciously 

avoided using Japanese for the interviews with the Indonesian respondents, even those 

who could speak Japanese reasonably well, due to the imbalance of our Japanese skills. 

I might, for instance, misunderstand what they wanted to say exactly due to their 

grammatical mistakes in Japanese, and there were also some possibilities for me 

unconsciously to add unnecessary meanings beyond their original intentions. In these 

respects, I thought that English was a neutral language for both the Indonesian 

respondents and I, being Japanese. Moreover, in the JOI, the working language between 

the Japanese and Indonesian staff was English. In everyday life, the Indonesian staff 

used English to communicate with the Japanese staff, prepare documents, discuss issues 

with counterparts together with Japanese staff members, and make phone calls to the 

headquarters and branches in Japan. Therefore, it was very natural for me to interview 

the Indonesian respondents in English. I only used Indonesian for the cases that 

respondents preferred to speak in it rather than English and when both the respondents 

and I felt it was more effective to explain some expressions in Indonesian. Under these 

circumstances, in this thesis, I will use more paraphrasing than direct quotations in order 

to avoid unnecessary confusion brought about by the mixture of three languages. If the 

direct quotations from interviews appear in the texts, Indonesian respondents’ words are 

their own and Japanese respondents’ are a translation from the Japanese language, 
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unless I make particular reference to them. 

 The interviews with the family members of Japanese expatriate employees, 

which meant their wives, were conducted only under the condition that Japanese staff 

members agreed and kindly introduced me to them. Actually, as a ‘full-time employee’ 

like all expatriate employees, I did not have many opportunities to make their 

acquaintance personally, since the time and spaces of our lives seldom overlapped, 

except in special situations, such as seasonal events and occasional farewell gatherings 

among the Japanese staff members. Martin (2007, p. 2) also acknowledges that at the 

London branch of a Japanese bank, she seldom heard about the wives of her Japanese 

colleagues. In many ways, my limited opportunities to interact with expatriate families 

represented a common experience among expatriate employees, especially those who 

were single, did not have children, or did not have accompanying family members. In 

most of the cases, I visited their homes during the day when their husbands and children 

were away from home, and conducted semi-structured interviews with them. To visit 

their home also provided a precious opportunity to observe first hand their physical 

lifestyle in Indonesia. 

 Regarding the respondents who worked for other organisations/corporations, I 

contacted them mostly through my networks, such as my acquaintances, colleagues, and 

sometimes friends. Usually, it was my Japanese acquaintances, colleagues, and friends 

who introduced me to the Japanese expatriate employees who worked for other 

Japanese organisations/corporations. Some of the respondents kindly introduced me to 

their wives for interviews. The Indonesian host national employees who worked for 

other Japanese and non-Japanese organisations/corporations were, on the other hand, 

introduced to me by my Indonesian colleagues, acquaintances, and friends. This chain 

introduction, the so-called snowballing technique, is often realised through ‘weak ties’ 

between us and functioned to create new ‘weak ties’ between unknown respondents and 
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me. However, it is worth noting that it was I who took the initiative towards those who 

connected me to their networks, due to my research interests and necessity. 

 I interviewed most of the Japanese expatriate employees of other 

organisations/corporations at their offices and their wives at their homes. For the 

interviews with Indonesian host national employees, I usually met and interviewed them 

in cafes in one of the shopping malls, and sometimes at their houses. When I had an 

opportunity to visit the offices of Japanese expatriate employees, I tried to observe their 

working environments. As I was often conducted into a reception/meeting room for an 

outsider, however, it was very hard for me even to glance at the physical working 

environments of their offices. Therefore, during interviews, I had to devote some time to 

asking them about their work environments, such as office and organisational structures, 

which was very fundamental information for understanding employees’ relationships in 

their offices. However, I have to admit that my understandings of their work 

circumstances were quite limited, compared with that of the JOI where I literally 

worked from Monday to Friday, from the morning to the evening. I faced the same 

difficulties when I interviewed the Indonesian host national employees who were not 

the staff of the JOI. In fact, by interviewing those who worked for other 

organisations/corporations, I felt the importance of such accumulated knowledge in 

everyday life. Therefore, I must emphasise that this thesis is not a comparative study 

between the JO and the other organisations/corporations, since the quality of ‘the 

interpretation of data’ between them is not the same. 

 The number of the respondents of the formal interviews is shown below. The 

age range of the Japanese respondents covered late 20s to late 50s, although the 

majority of respondents were in their 30s. Among the Indonesian respondents, the age 

range covered the early 20s to late 50s and most of them were concentrated in their late 

20s and the early 30s. The respondents can be divided into several groups. Among the 
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Japanese respondents, there were the JOI’s expatriate and locally hired staff members, 

the JO-related expatriate employees who often worked in small offices scattered around 

DKI Jakarta, private companies’ expatriate and locally hired employees, a 

self-employed individual (shown as others), and wives. For the Indonesian respondents, 

I separate them into the JOI’s host national staff members, the JO-related national staff 

members who work with JO-related expatriate employees, private companies’ host 

national employees, and other organisations’ host national employees. 

 Both Japanese and Indonesian respondents were distributed among permanent 

and contract employees. In this thesis, I will identify this status in case their 

employment statuses influence their experiences and perspectives. 

 

Table 3.3  Formal Interviews in Jakarta 

Group   Sub total  
  Male Female Total 

Japanese (Total) 37 22 59 
 JOI 22 6 28 
 JOI locally hired 0 4 4 
 JO-related 3 1 4 
 Private companies 12 0 12 
 Private companies locally hired 0 1 1 
 Other organisations 0 0 0 
 Others 0 1 1 
 Wives 0 9 9 
Indonesian (Total) 12 38 50 
 JOI 8 29 37 
 JO-related 0 2 2 
 Private companies 4* 5 9 
 Other organisations 0 2 2 

* One (1) focus group interview with the Indonesian employees of a private company is counted as 
one (1). 

 

Fieldwork in Makassar 

 

For one month during my year of fieldwork, I moved to Makassar to conduct similar 

fieldwork as that in Jakarta. I conducted formal interviews as shown in Table 3.4. The 

age ranges of the Japanese and Indonesian respondents were similar to those in Jakarta. 



CHAPTER 3  THE RESEARCH SITE 

84 
 

The age of the majority of the Japanese respondents was from late 30s to early 40s, 

which was slightly higher than that in Jakarta. 

 

Table 3.4  Formal Interviews in Makassar 

Group   Sub total  
  Male Female Total 

Japanese (Total) 12 4 16 
 JOM 1 0 1 
 JOM locally hired 0 0 0 
 JO-related 4 0 4 
 Private companies 6* 0 6 
 Private companies locally hired 0 0 0 
 Other organisations 1 0 1 
 Others 0 0 0 
 Wives 0 4 4 
Indonesian (Total) 1 10 11 
 JOM 0 5 5 
 JO-related 1 4 5 
 Private companies 0 0 0 
 Other organisations 0 1 1 

* One (1) focus group interview with the Japanese expatriate employees of a private company is 
counted as one (1) male. 

 

 Unlike the JOI, in the small field office of the JO in Makassar (hereinafter 

referred to as the JOM), there was not enough space to accommodate a non-staff 

member. My presence in the small office space of the JOM might disturb their work. 

Therefore, my research activities could be conducted only outside the JOM. The 

extensive participant observation which I conducted in the JOI was not possible in the 

JOM. Instead, I obtained permission to approach and conduct interviews with the 

Japanese and Indonesian staff members of the JOM on the basis of their individual 

consent during lunch times and after office hours. With their permission, I also visited 

the JOM a number of times and had opportunities to have lunch and chat with the 

Japanese and Indonesian staff several times. Maximising my limited opportunities, I 

tried to observe the work environments of the JOM whenever I visited the office. I also 

had a number of opportunities to visit a few other small offices where the JO-related 

expatriate and host national employees worked. These experiences provided me with 
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some understandings of the physical office/work environments and atmospheres. 

 In Makassar, there were only a few Japanese private companies. Most of the 

Japanese respondents categorised as working for ‘private companies’ in Table 3.4 were 

actually development consultants, who belonged to Japanese consulting companies: 

some lived in Makassar city and worked at project sites in isolated locations outside 

Makassar and some lived and worked at isolated project sites. 

 Under these circumstances, formal interviews with the Japanese expatriate 

employees took place in a variety of locations: their offices, field sites, cafes and 

restaurants in Makassar, and their homes. I also interviewed the Indonesian host 

national employees in cafes in shopping malls, their homes, and my accommodation. 

 

Survey among Former Expatriate Employees 

 

I also conducted a survey among former Japanese expatriate staff members of the JOI 

and former JO-related expatriate employees who worked in Japan and other countries 

after the completion of their assignments in Indonesia, sending a short questionnaire by 

e-mail. The purpose of the questionnaire survey was to investigate their experiences and 

perspectives related to Indonesia and their subsequent relationships with Indonesian 

host nationals, including Indonesian staff members, and Indonesia itself. I sent the short 

questionnaire to the 33 former Japanese staff members and former JO-related expatriate 

employees (29 male and 4 female) whose e-mail contacts I was able to obtain through 

my personal networks. 25 respondents returned their answered questionnaires, out of 

which 23 were male and 2 female. 22 respondents lived in Japan and 3 overseas. There 

were several cases which I followed up in order to clarify their answers by e-mail. A 

summary of the survey is shown in Appendix 6. I analyse the results of the survey in 

Chapter 8. 
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Scope and Constraints of the Study 

 

My focus in this thesis is interpersonal relationships between expatriate and host 

national employees who work in and share an office space most of the day. As I have 

explained in Chapter 2, this study aims to address a gap in the social science and 

business studies literatures related to expatriate employees and their relationships with 

host nationals, particularly host national employees. Therefore, despite the fact that the 

experiences and perspectives of their family members were certainly part of their lives, 

this was not the focus of my research. 

 My main field site was the office spaces where white-collar employees worked. 

I believe that the nature of work environments and employees’ relationships differ 

between ‘offices’ and ‘shop floors of factories’. Therefore, those who work in overseas 

factories (strictly speaking shop floors) of transnational corporations and field sites of 

projects operated by transnational organisations/corporations are not within the direct 

scope of this thesis. 

 I had the opportunity to conduct a focus group interview with host national 

employees in the factory of a Japanese transnational corporation in one of the industrial 

complexes outside central Jakarta. They worked in a variety of divisions in the factory, 

from production lines to administrative divisions. This focus group interview clearly 

indicated that different work environments influenced the relationships between 

expatriate and host national employees even in the same factory. For instance, on 

production lines, it was likely that huge numbers of host national employees had less 

chance of communicating directly with the few Japanese managers. Host national 

employees in administrative divisions, in contrast, worked with Japanese manager(s) 

side by side everyday, which provided the former plenty of opportunities for direct 
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contacts with the latter. An Indonesian female employee in an administrative division 

discussed her different experiences and relationships with her Japanese male managers, 

hearing critical comments about Japanese expatriate employees made by those who 

worked on the shop floor. As a matter of course, the focus group interview is only one 

case and not comprehensive and I understand that over generalisation poses the danger 

of misleading conclusions. There were, for instance, gender differences: in the group 

interview, the male participants worked in production lines and the females in 

administrative divisions. However, their stories suggest that in terms of relationships 

between expatriate and host national employees, the differences between offices are less 

significant than that between offices and shop floors. 

 At the same time, this focus group interview rises an important point for this 

thesis. Together with interviews with those who work for other 

organisations/corporations, my findings suggests that work environments in offices in 

both the private and public sectors do not differ greatly. In other words, as long as the 

type of work environment is similar, such as in the case of ‘offices’, it may not 

necessary to make strict distinctions between offices in the private sector and those in 

the public sector in terms of employees’ relations. 

 This thesis also closely focuses on different dimensions of interpersonal 

relationships between those with different socio-cultural backgrounds, rather than 

nationalities and/or ethnicities. As I have discussed in Chapter 2, analyses of employees’ 

relationships in transnational organisations/corporations, where structures are 

hierarchical, have a tendency to foreground issues of nationalities and/or ethnicities. In 

discussing ‘ethnicity’, which he uses in the ‘general sense of the feeling of belonging to 

some ethnically defined group’, Banks (1996) suggests using it as only one of numerous 

analytical tools, not as the one single, definitive tool. Referring to Eriksen, Banks (1996, 

pp. 188-189) points out that ‘ethnicity’ is not the only way people separate themselves 
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from others. There are cases in which analyses by gender and age, for instance, may 

bring more appropriate interpretations of situations. 

 In most of my interviews, for instance, at the very beginning of each interview, 

I asked Japanese expatriate and host national employees how they felt about working 

with each other. Before starting my fieldwork, I thought this question would be easy for 

them to answer and would tell me something about their impressions of their work 

experiences in Japanese transnational organisations/corporations. However, my 

respondents had some difficulty giving prompt answers. Some of them, especially 

Indonesian host national employees, even asked me what I meant by saying ‘Japanese 

people’. It is possible that they were sceptical about my true intentions or anxious about 

giving me ‘wrong answers’. Or, as we were talking in English, our second language, 

they could not fully understand the meaning of my question. Since I could not get clear 

answers from them, I had to explain my question by changing words or giving some 

examples which I did not want to do, since my examples would possibly influence their 

answers. Nevertheless, after some time, I began to question whether those who had a 

long experience of working with Japanese expatriate employees might cease to be 

conscious, or ‘forget’, about the nationality of their ‘Japanese’ colleagues in ordinary 

situations. In other words, unfamiliar experiences for other persons became familiar, 

ordinary ones for them. They might feel that ‘nationality’ was part of Japanese 

expatriate employees’ characteristics. Moreover, hearing experiences and perspectives 

of Japanese expatriate and host national employees, I was struck by some similarities 

that I had experienced when working as an employee in Japan and heard about from my 

Japanese colleagues there. 

 Having these experiences, I began to be very alert to and conscious about the 

dangers of always separating Japanese expatriate employees from Indonesian host 

national employees on the basis of nationality and/or ethnicity without careful 
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examination. Other variables besides nationality/ethnicity could have more influence on 

employees’ relations in transnational organisations/corporations including: scale of 

offices, locations, gender balance, ratios of employees’ nationalities, and so forth. 

Therefore, this thesis will attempt to provide a more balanced analysis in order to 

achieve a fuller understanding of actual situations and relationships. 

 This said, it is almost impossible to take into account all these variables 

comprehensively in terms of the access to a variety of offices for conducting 

ethnographic research of the same depth and intensity. In general, none of the 

organisations/corporations would be willing to allow an independent researcher to 

conduct his/her research within their working places freely due to reasons of security 

and confidentiality reasons. Most of them draw a clear line between ‘insiders’ and 

‘outsiders’. Referring to the difficulties of studying corporations as an example of 

‘studying up’, Nader (1974, p. 302) writes that ‘[t]he most usual obstacle is phrased in 

terms of access’. These difficulties provided some restrictions for my study. Although 

some of the variables, such as office scales and locations, will be considered through my 

discussions, this research is primarily focused on an overseas office of one Japanese 

organisation in Indonesia. 

 Moreover, being a Japanese researcher probably affected both the quality of the 

data obtained during my fieldwork in terms of my relations with Indonesian host 

national employees and the depth of my analysis of this data set. There are two main 

reasons for this. First, I have a weakness in terms of the knowledge of both Indonesian 

language and culture, compared with that of Japanese language and culture. Second, 

being Japanese in Japanese transnational organisations/corporations, especially the JOI 

where I worked as an intern, implicitly conveyed the impression to the Japanese staff 

that I was one of their Japanese superiors and thus probably exerted some level of 

pressure on them. During the interviews, I assumed that knowing that I was Japanese, 
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they would either not tell or experience difficulties telling me their actual feelings and 

perspectives to the same extent as they would express them to their Indonesian 

colleagues, friends, and families. This was undeniable. In fact, not only in formal 

interviews, but also daily conversations, they were talkative when they talked about 

positive impressions of and funny stories about the Japanese staff, but not their 

unpleasant experiences of working with the latter. Even if they talked about 

disagreeable, unpleasant behaviours of the Japanese staff, they chose their words very 

carefully and limited themselves to outlining their experiences very briefly. 

 I could have tried to minimise this risk by hiring an Indonesian research 

assistant. However, I chose to accept this risk, since I thought that there would be more 

benefits for me to interview them directly. My interviews with them were 

semi-structured and open ended, which gave me the flexibility to expand conversations 

with my respondents on the spot. I preferred this benefit to the potential risk. I was also 

sceptical about the extent to which they would talk about their true experiences and 

perspectives to an unknown interviewer during only a 1-2 hours interview. In a sense, in 

the interviews with the staff members of the JOI, I expected to be identified as one of 

their ‘colleagues’ and hoped that this would establish an implicit level of ‘trust’ between 

‘us’. 

 On the other hand, being Japanese in the field, I had the advantage of being 

able to easily penetrate into Japanese communities to some extent, though never fully. I 

did not have language problems and could understand their work relations and customs. 

In other words, I was a ‘native’ who asserted cultural proximity by birth to my Japanese 

respondents, although the extent of this closeness is also debatable (I will discuss this 

point later in this chapter). Hence, I experienced both benefits and disadvantages in 

being Japanese. 

 In the first half of my fieldwork, I had the feeling that I had not been able to 
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find ‘anything’. ‘Anything’? What was ‘anything’? What did I expect to hear from my 

respondents and learn from my observations? After an interview with an Indonesian 

staff member in the JOI, I realised the fact that from both Japanese expatriate and host 

national employees, I had been expecting to hear and observe ‘something’ which 

conveyed negative and/or unpleasant impressions from both actors. I had somehow 

developed my own barometer of measuring the ‘honesty’ of my respondents. For 

instance, to hear negative impressions was a sign of their honesty and to hear positive 

ones was simply a reflection of their hesitation in telling me the truth and/or was an 

example of flattering behaviour, as a result of their ‘calculation’, as reflected in 

Goffman’s (1969) model of ‘strategic interaction’. I felt ashamed to discover my own 

bias. Each interviewer has his/her own strength and weakness. By the end of my 

fieldwork time, I felt confident that I had gathered valuable data that reflected the views 

of respondents. If my respondents tended to talk about their colleagues of different 

nationality in a more positive way rather than negatively, consciously or unconsciously, 

there must be also some truth to their comments. If stories described in this thesis sound 

less critical, I believe that they are also part of the ‘real’ everyday lives in which 

Japanese expatriate and host national employees ‘perform’. 

 Kvale (1996, p. 14, italicisation in original) writes that ‘[a]n interview is 

literally an inter view, an inter-change of views between two persons conversing about a 

theme of mutual interest’. However, I think that it is very hard to tell if a researcher’s 

interest is really the same as the interest of respondents, unless the research is on a very 

hot, controversial topic among his/her respondents. Everyone has something that they 

would not tell anyone, perhaps except to family members and very close friends. 

Working is a kind of daily activity for both Japanese expatriate and host national 

employees and is not special for most of them. Even if they work in unfamiliar 

environments in transnational organisations/corporations, after time passes by, 
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everything becomes ordinary for them. Thus, this thesis is firmly based on my interest 

and my belief that this kind of research can help improve future work relations. Of 

course, I must say that there were many respondents who really showed their interests in 

my research and provided me with very precious, ‘honest’ replies. 

 For confidential reasons, I avoid using names altogether in this thesis and 

where this is not possible (for reasons of clarity of argument) I use pseudonyms in order 

to protect those who work in the confined spaces of the offices of transnational 

organisations/corporations. I will largely omit mentioning details about age and job 

titles unless these are closely related to the discussion, since the number of those who 

have job titles in overseas offices of transnational organisations/corporations is usually 

very small, and titles may be identical especially for those who work in the same offices. 

Mentioning a person’s job title might facilitate someone identifying him/her. I also do 

not use any information which contains sensitive, confidential information of the 

organisations/corporations of the respondents. This ethical consideration is especially 

for the Indonesian staff members of the JOI who are still working there and will work 

there after the Japanese expatriate staff members have left or will leave Indonesia. 

 Anonymity in ethnographic studies has long been a point of discussion (Hicks 

1977; Maring 1979; May 2010; van der Geest 2003). These discussions reveal various 

tensions and dilemmas between the protection of informants (and of anthropologists) 

and the scientific or academic aims of, for example, comparative analysis (Hicks 1977), 

between the protection of informants and the prevention of informants’ responses to 

studies (van der Geest 2003), and between anthropology and journalism (May 2010). 

Debates surrounding anonymity have not reached a consensus among scholars yet. As 

van der Geest (2003, pp. 17-18) thoughtfully writes, ‘ethical rules and feelings about 

right and wrong are as much subject to cultural variation as the topics and themes we 

study in other communities and societies’. 
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 Before finalising my thesis, I asked two Indonesian staff members and one 

previous Japanese staff member in the JOI to read the drafts of data chapters. Most of 

their comments and sensitive concerns about office circumstances were very valuable 

and made me rethink some of my writing and interpretations. One comment from the 

staff member who read my draft chapters also raised the possibility that even the 

pseudonyms used can be unintentionally misleading. In this instance, the pseudonym I 

chose for a respondent happened to be the name of a previous employee (whom I did 

not know). I took serious account of their feedback and revised the draft by deleting less 

relevant individuals’ information and avoiding most pseudonyms in order to reduce the 

clues that might identify key respondents, especially those I refer to more than once. 

 One of my strong motivations for writing this thesis is to provide expatriate and 

national employees in transnational offices, including the JOI, opportunities to consider 

each other’s insights and to encourage dialogue between and among them. Therefore, I 

eliminated information which might cause conflict within the JOI. I will accept any 

criticism caused by this strict anonymity of both personal and organisational 

information. 

 

The Office Space of the JOI 

 

The office of the JOI is located on a floor of a new high-rise office building in the heart 

of Jakarta. The official working hours of the JOI are from 8:30 to 16:30 with lunch time 

break from 12:30 to 13:30. Short breaks, such as tea, were left up to individual staff 

members’ discretion. At about at 8:15, many staff members start arriving at work, 

emerging from the door of a lift one by one. The staff all have photo identification cards, 

which most staff members hung around their necks. They usually greet the security 

guard with a smiling ‘Selamat pagi’ (Good morning) in Indonesian. After passing a 
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security desk, they enter one side of the working area in the office through a door (Door 

A). Passing by the side of a pantry right after Door A, most of them head to a corner 

where there is a time recorder to punch their timecards5. They then seat themselves at 

their desks located somewhere in the working area which is an open-spaced cubical 

structure. The office furniture is made of steel and creates a modern, bright atmosphere 

in the office. Outside the windows, the staff can see huge neighbouring office buildings 

and shopping malls. From their desks, the view of their colleagues is unencumbered by 

any wall or higher partition. It is only the Japanese head of the JOI who has a separate 

room. After sitting at their desks, they turn on their computers and start checking 

e-mails. Some of them go to the pantry and pick up some snacks for their breakfast. 

During working hours, some of them work on their computers, some attend meetings 

somewhere in the office, some talk on the phone in Indonesian, occasionally English 

and/or Japanese, and some give instructions to secretaries, office boys, drivers, and tea 

ladies. Some of the staff, especially senior staff members, occasionally leave the office 

to attend meetings or accompany missions from Japan. In the evening, after 16:30, most 

of them tidy up their desks and turn off their computers. Some staff might say to their 

colleagues who are still working, ‘otsukare sama deshita’ (Good work today) or 

‘osakini shitsurei shimasu’ (I'm sorry to leave early) in Japanese, or ‘duluan ya’ (I’m 

going first) in Indonesian. They leave their desks, head to the time recorder, punch their 

timecards and leave the working area through Door A. While waiting for a lift, some of 

them chat with the security guard. They get in the lift and then disperse. 

 In the JOI, there is another door (Door B) to enter the working area from the 

elevator hall. There are some staff members who enter the workplace through Door B, 

which leads them to another part of the working area. At about 8:15, most of them 

                                                        
5 Time recorders are commonly used in factories and offices in Japan in order to manage the work 
time of employees. There are (large) organisations/corporations who obtain similar information from 
security door records that employees have to pass through by swiping their individual identification 
cards. 
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emerge from the door of a lift one by one. When they pass by the security desk, some of 

them say ‘selamat pagi’ in Indonesian or ‘good morning’ in English to the security 

guard. After entering the working area, they directly seat themselves at their desks 

located somewhere in the open office space, turn on their computers, and start checking 

e-mails. Some of them go to a corner of the working area and get some coffee from a 

coffee-making machine. During working hours, some of them work on their computers, 

some give instructions to senior officers and secretaries, and some talk on the phone in 

Japanese and English, occasionally English with Indonesian words. As some of the staff 

leave their desks for meetings somewhere in the office, go out for meetings outside the 

office, and accompany missions from Japan, not all of them sit at their desks throughout 

the day. In the evening, even after 16:30, the majority of those who use Door B in the 

morning are still working. The whole working area becomes quiet at this time, as more 

than half of the staff has already left the office. After 19:00, these remaining staff 

members start tidying up their desks, turn off their computers, and leave the working 

area through Door B one by one. While waiting for a lift, a few of them say to the 

security guard, ‘selamat malam’ (Good night) in Indonesian. They get into the lift and 

disperse. In the office, there are still a few staff members who remain working until very 

late. 

 The above passages clearly show that there are two groups in the JOI: those 

whose working hours are managed by the time recorder and the others whose are not. 

The former is the Indonesian staff and the latter the Japanese staff. As other expatriate 

employees who are dispatched from headquarters somewhere in the world do generally, 

the Japanese staff of the JOI also receive a so-called ‘expatriate package’, which 

includes, for instance, their salary, housing cost, and children’s school fees. The value of 

their salaries is fixed, which means there is no extra payment for overtime work. No 

matter how many hours they work, their salaries are the same. On the other hand, the 
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Indonesian staff are paid for overtime work. In this sense, the JOI needs to know how 

many hours they work in a day by checking records on their timecards for the payment 

of the overtime work. In addition, if the Indonesian staff regularly come to the office 

late, they would receive warnings/penalties. Working in the same office, their time is 

controlled under a different system from that of the Japanese staff. The two separate 

doors are a practical consequence of this rather than representing segregation. In reality, 

not all the Indonesian staff use Door A, nor all the Japanese staff members use Door B 

in the morning and the evening. Some Indonesian staff members enter through Door B, 

put their bags at their desks first, and then head to the time recorder. Some of the 

Japanese staff members whose desks are near Door A enter the working area through 

Door A. At the same time, not all the Indonesian staff leave from the office at 16:30 

every day. Some of them, particularly senior staff members, stay at the office until late 

sometimes. On the other hand, some Japanese staff members sometimes leave the office 

at 16:30. 

 

Figure 3.3  Office Layout of the JOI 
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In fact, what I depicted above could be observed at any workplace, for instance, where 

there are both permanent and contract-based casual employees. During the working 

hours, the Japanese and Indonesian staff members sit side by side and work together 

according to their different job descriptions. However, spaces of transnational 

organisations/corporations, like that of the JOI, tend to make people attribute different 

employment status to their nationalities. 

 

My Location in the Field 

 

In the work atmosphere of the JOI described above, I struggled to find my locations as a 

student researcher, intern, former expatriate employee, and female Japanese. My 

personal experiences will inform certain depictions of my field site, especially in the 

JOI. Part of my own experiences can be seen as one example of expatriate employees 

who need to find their new locations in their work places according to their assignments 

and physical placement, and seek new relations with host nationals in each place. 

 

Physical Location in the Office 

 

In first four weeks, I sat at a desk near Door B in the middle of the working area of the 

office. The drivers’ room where the official drivers stood by, and the service room 

where there were desks for those who were in charge of a range of service tasks of the 

office, such as making photocopies, arranging official cars, and managing stationery 

supplies, were located near Door B. During the working hours, many Japanese and 

Indonesian staff members passed by my desk: the former, for instance, used Door B to 

go to meeting rooms and use the lift to go somewhere; and the latter went to the service 

room to ask for photocopies, book official cars, and obtain stationery, to the drivers’ 
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room to give them instructions and/or seek their advice to compose an effective 

schedule for travelling, and also used the lift. I did not have any particular job 

assignments, since I was expected to support whichever staff members needed my help. 

I had been searching for tasks to perform in my role as an unpaid ‘employee’ in the 

office. If in Japan, there would be many casual, clerical jobs, such as making 

photocopies, filing, serving tea for guests, preparations for meetings, and so forth. 

However, in the JOI, there were the staff members who were in charge of serving tea for 

other staff members and guests (so-called tea ladies), and others who were in charge of 

any kind of physical office tasks, such as making photocopies, setting up a meeting 

room, and carrying something heavy (so-called office boys). In each section, there were 

also two or three secretaries to support the staff members of the section. To support 

these staff members’ work meant that I duplicated their tasks. Instead of helping them, I 

might undermine them by reducing their necessity in the office. In fact, in the office 

where all positions were already occupied by all staff members, there was no room for 

me, as I would ‘work’ there only temporarily, unless an extra job would be created. The 

office was already functioning very smoothly with all capable staff members. Even if 

some of the staff members, especially Indonesian staff members, temporarily needed 

someone’s support for urgent jobs, they might have hesitated to ask me because I was 

Japanese, and thus would be presumed not to do, for instance, clerical work as my 

regular job assignment, under the Indonesian staff. Therefore, as I sat at my desk for the 

first month, although I kept asking staff members around me if they needed some 

assistance, none of them could provide me with any job and I could not find any. I was 

just sitting at my desk, chatting with staff members from time to time for a few seconds 

or a couple of minutes during the working hours, and joining lunch with a group of 

Indonesian staff members in a corner of the office, and sometimes with another group of 

Indonesian staff members or Japanese staff members somewhere in the shopping malls 
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near the office. I was feeling odd and awkward to be there without a job. Before being a 

Ph.D. student, I had been working as a full time employee in several 

organisations/corporations for many years, and it was my first experience of ‘working’ 

in an office without a job. 

 After one month, I asked for and received permission from a senior Japanese 

staff member, who had the responsibility of making decisions on office matters, to move 

to a desk which was located near a corner of the working area and between two sections. 

From the second desk, I could observe nearly half of the staff members’ movements in 

the open office space, which I had not been able to do from my first desk. It was 

interesting to see the movements of both Japanese and Indonesian staff members: some 

staff members worked at their desk individually, some talked with Japanese staff 

members and/or Indonesian staff members, some went out with Japanese staff members 

and/or Indonesian staff members, and some chatted with other staff members. Among 

them, tea ladies were serving them drinks, and office boys were receiving instructions, 

mainly from Indonesian staff members. 

 The change came to me in the middle of the second month. Two of the 

Japanese staff members came to me to ask if I was willing to support a new project. The 

new project was originally requested by the headquarters, and constituted a kind of extra 

job for the office. They thought that my participation would be a great help for dealing 

with the new extra project. At the same time, one of them knew that I was desperate for 

‘work’. As a matter of course, my answer was positive. After that, I started to join 

meetings with a few staff members of the section which was in charge of the new 

project. At the end of the second month, I got a desk within the section and finally 

became one of their ‘members’. In fact, I had been having difficulties answering the 

question from staff members: ‘what are you doing now?’ They asked that particular 

question just out of curiosity. The Japanese staff members who asked that question were 
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especially perplexed to see me as a student in her 40s, which was an uncommon age for 

students by Japanese standards. I fully understood their feelings of having an ‘outsider’ 

within their office. Some of them were also puzzled by the fact that I was conducting 

my ethnographic study in an office in Jakarta, not a remote, rural area, generally 

understood to be the common research site of anthropologists. 

 The new project brought me some kind of legitimacy for being there as a staff 

member, as I had the responsibility for something, and it provided me with a space 

within the organisational work structure. Once I obtained my third desk in the section, I 

became able to give an immediate reply to that annoying question of what I was 

working on, with: ‘I am working for the new project’. As a member of the section, 

sitting side by side with the section members, the length of time talking with them 

dramatically increased due to common topics among ‘us’ through the project. As long as 

I was working on the project, I became an ‘insider’ of the office, or at least of the 

section. I was fully participating. 

 

Multiplicity of My Locations: Insider and Outsider? Native and Non-Native? Male and 

Female? Employee and Student? What Else? 

 

For this thesis, the terms ‘insider’ and ‘outsider’ need to be considered under several 

categories or layers. Being Japanese, I could be classified as an ‘insider’ within 

Japanese communities, including the community of the Japanese staff of the JOI, since I 

was ‘native’. The position of a native anthropologist has brought both negative and 

positive effects on my research: the former is a questioning of the objectivity of my 

interpretations of data, and the latter is perhaps the perceived general notion that a 

‘native’ can understand (emically) his/her own people and culture better. According to 

Kuwayama (2004, p. 4), it has been argued that ‘native anthropologists have few 

language problems’ and ‘can quickly establish a rapport with their informants’, while 
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‘the cultural proximity between the researcher and the researched makes it difficult to 

attain objectivity’. However, he points out that the concept of ‘native’ is situational, 

depending on where researchers situate themselves (Kuwayama 2004, p. 4). Narayan 

(1993, p. 673) also states that ‘[t]he “field” is increasingly a flexible concept: […] In 

this changed setting, a rethinking of “insider” and “outsider” anthropologists as stable 

categories seems long overdue’. 

 As I mentioned above, the JOI as an organisation divided people into ‘insiders’ 

or ‘outsiders’, for instance, by providing their staff members special ID cards which 

allowed them to enter the work area of the JOI. The regulation was very strict; even the 

JO-related expatriate employees were not allowed to enter the work area. In the JOI, 

places where ‘outsiders’ could enter were only a reception area, a lounge, and several 

meeting rooms. As an intern holding an ID card and a name card of the JOI, I was 

definitely an ‘insider’ from the viewpoint of those who were not the staff of the JOI and 

did not have a special ID. However, before being assigned to the new project, I (and 

perhaps other staff members also) felt that I was an ‘outsider’ from the viewpoints of the 

real ‘insiders’ of the JOI. In fact, until the end of my internship, I was an outsider in a 

practical sense, since I did not have an official e-mail address and was excluded from 

the official internal virtual network system used by all staff members of the JOI, as well 

as of the JO. Official information (and socialising information occasionally) of the JO 

and the JOI was often distributed through e-mails on the basis of internal mailing lists 

which consisted of several layers: from a mailing list which included all staff members 

all over the world, to a mailing list of only the host national employees of each overseas 

office. As an unpaid intern, I was excluded from all these virtual networks. Considering 

these factors, my position of being ‘native’ did not bring me the imagined position of 

‘native’ among the Japanese staff of the JOI, which became an obstacle to ‘quickly 

establish[ing] a rapport’ with them. 
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 On the other hand, my gender could enhance my proximity to Indonesian 

female staff members and helped me to ‘quickly establish a rapport’ with them, even 

though I was not ‘native’ in terms of nationality, to some extent. In the JOI where the 

Japanese male staff members were dominant figures, I was, however, excluded from 

their social activities due to my gender. In contrast, the Japanese female staff members 

sometimes included me. 

 In the office of the Japanese transnational organisation, working as a single 

Japanese female student intern, I was required to shift or felt consciously or 

unconsciously that I should shift my position from being an ‘insider’ to an ‘outsider’ 

and vice versa continuously: I was an ‘insider’ with the Japanese staff members, having 

the same nationality, and with the Indonesian female host nationals, sharing the same 

gender, while I was an ‘outsider’ with the Indonesian host nationals, as Japanese, with 

the Japanese male staff members, as a female Japanese, and with both the Japanese and 

Indonesian staff members as a non-employee student. 

 This situation was not only evident in the JOI, but also more generally in living 

in Indonesia and meeting with host nationals in everyday life. As a former expatriate 

employee, I probably could share some ‘insider’ views with Japanese expatriate 

employees, however specifically from the viewpoint of a female expatriate employee. 

 The concepts of native/non-native and insider/outsider are very much 

situational and multi-layered. These oppositional positions brought about both 

advantages and disadvantages throughout my fieldwork, which would influence my data 

collection by interviews and participant observation and my analyses and interpretation 

of them. Acknowledging these realities, as Narayan (1993, p. 681) stresses, ‘[w]e must 

all take responsibility for how our personal locations feed not just into our fieldwork 

interactions but also our scholarly texts’. Sakai (2000, p. 21) tries to write ‘a story 

constructed from narratives made by my [her] interviewees and “I” [“she”], and a story 
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constructed by my [her] own analysis from my [her] own standpoint from in between 

the two cultures’. Like her, I will attempt to construct my picture derived from 

interactions between my respondents and me mainly in the porous space of the JOI and 

as a result of forming ‘our’ weak and strong ties. 

 

Conclusion 

 

In this chapter, I have explained the practical process of conducting this thesis, which 

aims to understand transnational relationships between expatriate and host national 

employees across national boundaries. Indonesia is an ideal place to conduct this study, 

since the Japanese nationals reflect the general features of the broader Japanese 

expatriate population in other Asian countries. The JOI represents a productive field site 

where the Japanese and Indonesian staff interact with each other and form their social 

practices. In order to find out the patterns of interactions and connections between 

Japanese expatriate and Indonesian host national employees (including expatriate 

families and other host nationals) within and beyond the host society, I have adopted a 

mixed methods approach in multiple research sites: ethnographic methods in Jakarta 

and Makassar, focusing on office spaces, and the short survey among former expatriate 

employees who lived outside Indonesia. In this thesis, there were certainly constraints 

that stemmed from my nationality, gender, and capacities, such as language skills. 

Nevertheless, these mixed methods approach I employed provided comparative material 

and allowed me to grasp and map these geo-spatial moving people’s connections and 

outcomes in a more comprehensive way. 

 The following four chapters make up the second part of the thesis, which 

provides an ethnographic account of the everyday lives of Japanese expatriate 

employees and in particular, the way in which they work with Indonesian host national 
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employees. In the next chapter I discuss the way in which Japanese expatriate 

employees and their family members live and work in Jakarta. Their lived experiences 

reveal the extent to which their lives are contained within a bubble and the extent to 

which they interact and construct ties with host nationals in their everyday lives. 

 



 

 

 

 

 

PART II   THE JOURNEY: FANTASTIC VOYAGE  

 

 

“All events form a chain in the best of all possible worlds. For in the end, if you have 
not been given a good kick up the backside and chased out of a beautiful castle for 

loving Miss Cunégonde, and if you hadn’t been subjected to the Inquisition, and if you 
hadn’t wandered about America on foot, and if you hadn’t dealt the Baron a good blow 

with your sword, and if you hadn’t lost all your sheep from that fine country of Eldorado, 
you wouldn’t be here now eating candied citron and pistachio nuts.” 

 
“That is well put,’ replied Candide, “but we must cultivate our garden.” 

 

(Voltaire 2006 [1759], p. 88) 
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CHAPTER 4  L IVING IN A BUBBLE? 

 

My husband was a kind of person who was willing to explore areas, like ‘kampung’ 
[local neighbourhood in Indonesian] when he was young, when he was a student. 
But, [...] since he became a staff member of the JO, [...] he seemingly thinks he 
should not do that. Um..., well, as I have been seeing that [his changed behaviours]... 
I feel I [also] should not do that. [...] being a trailing spouse is certainly a reason 
[why I hesitate to explore local neighbouring areas in Jakarta]. 

A Japanese expatriate wife (interview, 4 July 2008) 

 

They [JO-related expatriate employees] live very nicely [referring to hardship of 
young Japanese volunteers]. 

An Indonesian staff member (interview, 24 June 2008) 

 

Introduction 

 

In the first part of this thesis, I set out the background and theoretical approach, 

including general information about my field site and fieldwork, and my position in the 

study. In the second part of the study, I analyse the data which I obtained through my 

fieldwork in Indonesia. This chapter examines the extent to which Japanese expatriate 

employees and families live in a ‘bubble’, as the major literature related to expatriates’ 

lives has claimed, and analyse where and in which manner they are connected to the 

host nationals and society. The main aim of this chapter is to re-examine the ‘bubble’ 

hypothesis by demonstrating the existence of porous spaces on the surface of the 

‘bubble’ where Japanese expatriate employees and families have met and had certain, 

even though subtle, interactions with the host nationals. The data presented in this 

chapter reveal the dual characteristics of the lives of the Japanese expatriate employees 

and families in their private sphere: the ‘closure’ of their encapsulated lives and the 

particular types of ‘openness’ through which connections are formed with the host 

nationals and society in what I call the porous spaces on the surface of the bubble. 
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Establishment of a New Living Environment: Creating a ‘Bubble’ Space? 

 

Based on my fieldwork, it is, in fact, very hard to deny the concept of ‘living in a 

bubble’, as described by, for instance, Fechter (2007a, 2007b) and Cohen (1977). The 

situation of ‘living in a bubble’ of the Japanese expatriate employees and families 

started right from the time of their arrival in Indonesia. On the day of their arrival, new 

expatriate employees were generally welcomed and accompanied by a 

Japanese-speaking person (often their Japanese colleagues) from the Jakarta 

International Soekarno-Hatta Airport to a hotel located in Central Jakarta, where there 

were English-speaking receptionists,. From the beginning, the newcomer’s contact with 

and access to the host society is minimised. 

 The newly assigned Japanese staff often have had little prior knowledge of 

Indonesia, including language, business customs, living environments, and so forth (see 

also Goodman et al. 2003, p. 9). For these new staff members, for instance, the JOI 

usually provided necessary information on various issues from security issues to estate 

agents and car dealers in order to support their smooth settlement. Japanese colleagues, 

both in Japan and Indonesia, also provided support by sharing their personal 

experiences and perspectives obtained while living and working in Indonesia, as well as 

other countries if any. In providing this support, the office and Japanese colleagues 

endeavoured to facilitate the best living environments for newcomers and their families. 

Before explaining their living conditions, it is worth noting security concerns 

surrounding Indonesia. 

 

Concerning Security 

 

The security issue very much influences the lifestyle of Japanese expatriate employees 

and family members. A series of riots, bombings, and natural disasters, which had 
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occurred in Indonesia over the past dozen years or so, made them feel insecure about 

living in Indonesia. Indonesia experienced four consecutive years of suicide bombings 

after the Bali Bombing in 2002 (MOFA 2010d). In July 2009, there were simultaneous 

bombings at two hotels in Jakarta. In Jakarta and other major cities, various large and 

small demonstrations were often held. In addition, since 2005 when Indonesia detected 

its first case of bird flu, the avian influenza pandemic has been an immediate and 

ongoing threat. Further, several respondents experienced evacuation from Indonesia due 

to the riot of May 1998 when the president, Suharto, was forced out of his thirty-year 

presidency. This was triggered by the Asian economic crisis in 1997 (Drakeley 2005, pp. 

135-140). 

 The website of the Japanese Ministry of Foreign Affairs (MOFA) publishes 

hazard information (e.g. on terrorism, natural disasters, diseases, etc.) for individual 

countries with four categories: 1) ‘We recommend you evacuate the area. Please 

postpone travelling to the area’; 2) ‘We advise you to postpone travelling to the area’; 3) 

‘Please consider the need to travel to the area’; and 4) ‘Please travel carefully to the 

area’. MOFA’s website also lists countries which have possible hazards. As of May 

2010, several areas of Indonesia were identified as being in category 3, and the rest of 

the country was identified as in category 4 (MOFA 2010e). As there were countries 

without identified hazards, MOFA’s information led many to believe that Indonesia was 

not ‘safe’. 

 Moreover, while living in Indonesia, expatriate employees and families were 

often informed about minor incidents in Jakarta, such as instances of robbery, including 

purse snatching on the street, taxi robbery, ‘puncture robbery’ where victims were 

robbed while repairing car tyres punctured by criminals, and groups of pickpockets. 

There are also reports of unfamiliar diseases, such as dengue fever, typhoid, and 

amoebiasis. Some Japanese expatriate employees and families have experienced such 
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minor crimes and diseases and/or heard that their acquaintances and colleagues had 

experienced them. 

 

Desired/Undesired Infrastructure: Housing, Car, and Domestic Servants 

 

In settling in Indonesia, there were three important issues for the Japanese expatriates: 

housing, transport, and domestic servants. First, regarding housing, at the time of my 

fieldwork, the Japanese expatriate employees and families tended to live in specific high 

rise apartments at the higher end of the rental market in particular residential areas 

where there were already many Japanese residents. Like the JOI, their 

corporations/organisations and/or colleagues introduced them to particular estate agents 

and/or managers of particular apartments. Studies in several countries suggest the close 

connection between specific estate agents and the geographical formation of the 

Japanese communities (e.g. Ben-Ari 2003, p. 126; White 2003, pp. 86-89). 

 The recent rapid construction of such apartment blocks, particularly in Jakarta, 

has accelerated the trend. Many of these apartments are targeted at both expatriate 

employees from all over the world and affluent Indonesians. Some of those apartments 

that were constructed by companies affiliated with large Japanese general construction 

firms were favoured by Japanese expatriate employees and families due to, for instance, 

structures being considered earthquake-proof. Compared with single-family houses 

which had been common more than a decade before, such apartments’ general structure 

(e.g. height, limited entrances) could provide better security. Within the area of an 

apartment, there were often a variety of facilities, such as pools, gyms, spas, tennis 

courts, gardens, small food shops, restaurants, and so forth. Living in these apartments, 

the Japanese were physically segregated from the host society, except for wealthy 

Indonesian residents, if any, security guards, receptionists, and maintenance staff 
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members whom they met every day in the public spaces of the apartments. This kind of 

residential segregation occurs not only in Indonesia, but also many countries where 

expatriate employees and families live (e.g. Ben-Ari 2003; Cohen 1977; Fechter 2007b; 

Glebe 2003; White 2003). 

 Taking into account the locations of workplaces and personal conditions and 

preferences, there were not as many choices as they initially anticipated. If they had 

school-age children, their main concerns were generally access to schools, particularly 

the Jakarta Japanese School (JJS), in Bintaro, a southeastern suburb of the Jakarta 

metropolitan area, and friends of a similar age. In order to use the school buses 

recommended by the JJS (2008a) for security reasons, they had to live in particular 

residential areas and apartments where the school buses circulated. As a result, Japanese 

expatriate families with school-age children concentrated in certain apartment blocks. A 

similar residential formation influenced by schools and school buses is also observed in 

Singapore (Ben-Ari 2003, p. 126). Additionally, if they live in the same apartments, 

children could play together within the apartment. Otherwise, children would be 

isolated from friendship circles. 

 For the Japanese expatriate employees who did not have school-age children, 

were not accompanied by families, or were single, their main concerns, apart from the 

security issues, were apartment facilities and access to workplaces and shopping malls. 

Consequently, the different needs and preferences between Japanese expatriates with 

and without children caused residential separation: the former tended to live in South 

Jakarta locations, such as Kebayoran Baru and Pondok Indah, near the JJS and the latter 

in Central Jakarta locations, such as Kuningan, Menteng, and Senayan along Jl. 

Thamrin, Jl. Sudirman, and several other major streets. 

 The second issue was transport. In Jakarta, there was actually a variety of 

public transport options, from the Transjakarta busway (the rapid transit bus system), 
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which was often called the busway, to bajay (three-wheeled vehicles with a motorcycle 

engine) and ojek (motorcycle taxi). However, without knowing the Indonesian language 

and customs, most of the expatriates had difficulties to use them, particularly bajay and 

ojek, which required negotiation of the price with the driver in advance. In general, most 

of the Japanese transnational organisations/corporations did not recommend, or actually 

prohibit, expatriate employees using public transport or even driving a car themselves 

due to the different traffic rules and for insurance reasons, as well as security reasons. In 

reality, many of the Japanese expatriate employees did not feel comfortable driving in 

Jakarta due to heavy traffic jams, the closeness of inter-vehicular distance and the 

frequent interruption of motorcycles everywhere. Alternatively, they occasionally used 

taxis from a specific taxi company, such as Silver Bird and Blue Bird, which were 

considered to be reliable. Large private companies, however, did not recommend even 

taxis using. Consequently, particularly those with families often purchased or hired a car 

and employed local drivers. 

 Using chauffeured cars as a main means of transport significantly affects the 

lives of expatriate employees and families in many ways. For instance, the JOI Japanese 

staff members often worked until late at night not only because they were busy, but also 

because some of them wanted to avoid the ‘3-in-1’ rule stipulating that a car with less 

than three passengers, including a driver, was not allowed to enter major main 

north-south arteries, such as Jl. Sudirman and Jl. Thamrin, during the peak hours in the 

morning and evening. For their convenience, those who had a car tended to leave from 

the office after 7pm when the 3-in-1 rule finished. In addition, on Sundays when most 

of them provided one-day off for their drivers, they lost their physical mobility. 

 The third issue concerning the Japanese expatriates was the employment of 

domestic servants. Those who purchased a car certainly needed to employ drivers who 

had good knowledge of the local roads, traffic rules, and customs, including how to 
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manage local police who often imposed higher penalties on foreign nationals. It was 

also very common to employ live-in and/or live-out maids. In Japan, it was financially 

impossible for ordinary salaried workers to employ maids, as well as drivers. In contrast, 

in Indonesia, the employment of maids was common even among Indonesian salaried 

workers with families. Considering the size of a flat, which was two or three times 

larger than that in Japan, unfamiliar building materials, such as tiled floors, and 

certainly convenience, many Japanese families decided to employ maids. Each maid 

usually specialises in cooking, cleaning and washing, or baby-sitting. It was also 

possible to find maids who could cook Japanese dishes. The number and type of maids 

hired by expatriate families depended on individual situations and preferences, 

particularly those of wives. Single Japanese expatriate employees who lived in 

non-serviced apartments (sometimes even in serviced apartments) employed live-out 

maids for cleaning flats and/or washing clothes two or three times a week. 

 

Upgrading Socio-Economic Status: Upgrading a Class? 

 

For most of the Japanese expatriate employees and their families, the living conditions 

outlined above represented a better standard of living than they experienced in their 

home society. In the late 1970s, Aoki (1979) broke open ‘the 90%-middle-class myth’ of 

the Japanese by discussing the spreading income inequality in the society. Since 2005, 

over one million households have lived on public assistance (MHLW n.d.). However, 

according to the annual Public Opinion Poll on People's Lives, in 2009, about 90% of 

the Japanese still think that their living standards belong to the middle level, which has 

not changed since 1970 (Cabinet Office 2010). This means that the living conditions in 

the host society temporarily shifted them from middle-class lifestyles in the home 

society to upper class lifestyles in the host society. 
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 Many respondents implicitly or explicitly expressed their material affluence in 

living in Indonesia. Their temporary wealth brought about by their relatively affluent 

expatriate package, as well as the strength of the Japanese yen against the Indonesian 

rupiah, made it possible for them to maintain these elevated standards of living. A 

JO-related expatriate employee who lived in a hotel apartment self-critically described 

his life as that of a ‘privileged noble’. 

 In addition to material affluence, some Japanese expatriate employees had 

opportunities to mingle with high-status Japanese and Indonesian people, such as 

high-level government officials and company executives, whom they would not meet in 

their home country, in meetings, events, and/or gatherings. Simultaneously, the 

pronounced poverty of the host society observed through the windows of high-rise 

apartments and chauffeured cars emphasised their privileged-status. 

 Nevertheless, this elevation of status is not permanent. Going back and forth 

between Japan and Indonesia during assignment periods, the Japanese expatriate 

employees and families frequently changed their socio-economic status. At the end of 

their assignments, they must return to their middle level lifestyle in Japan. One Japanese 

expatriate employee said that he could not understand the reason why his wife 

complained about her life in Indonesia where she enjoyed a much higher standard of 

living. After the completion of his assignment, he added, his wife would need to take a 

part-time job in a supermarket or shop in Japan to supplement the family income. Some 

respondents said that they tried not to forget their future repatriation and maintain 

Japanese common sense and values in order to minimise the reverse culture shock upon 

their return home. 

 A Japanese wife was unhappy with the way in which other expatriate wives 

spent excessive amounts of money, being embedded in expatriate lives, and her inability 

to do anything for poor people and beggars whom she saw through the window of her 
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chauffeured and air-conditioned car. Smith (1994b, p. 158) writes, that ‘the Japanese 

individual, an ordinary employee at home, has to justify this prestige to himself and to 

his subordinates’. Expatriate employees could try to justify their privileged status by 

working and providing their knowledge and skills in workplaces, while expatriate 

non-employees, like wives, might continue to negotiate their feelings of discomfort with 

their imposed privileged status. 

 Moreover, not all expatriate employees enjoyed the same level of financial 

privilege. A few Japanese staff members had financial obligations to support dual or 

multi households in Indonesia, Japan, and/or other counties where their family members 

and ageing parents resided. As the expatriate package of the JO did not cover the 

expenses of such cases, this placed financial stress on these staff members. 

 Additionally, for some Japanese expatriate employees and families, particularly 

wives, the commonplace employment of domestic servants was not always perceived as 

a privilege, but also as a burden and stress. Wives were often left with domestic servants 

at home without appropriate language (including English) and management skills. 

During my fieldwork, I had an opportunity to join a seminar organised by Jakarta 

Counselling, which was a voluntary group to support mental health for the Japanese 

expatriates. The majority of about fifteen participants were Japanese expatriate wives. 

The concerns they raised during the discussion session focused mainly on relations with 

domestic servants, particularly maids, which suggested the extent to which they were 

stressed by these issues. Some felt that their maids stole their household duties. Fechter 

(2007b, p. 43) also observed the feelings of losing their identity as a homemaker among 

Western expatriate wives. 

 Some Japanese wives had to quit their jobs in order to accompany their 

husbands. One of those wives, who had left her job in a private company, was close to 

tears when she told her story. Another wife had quit her profession twice in order to 
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accompany her husband on his postings. Each time, she struggled with a sense of loss. 

As trailing spouses were not allowed to work in Indonesia, they had to search for new 

roles and activities. Studies indicate that it was wives who were affected most by their 

husbands’ overseas assignments (e.g. Befu & Stalker 1996; Fechter 2007b). Trailing 

‘husbands’ were actually rare. During my fieldwork, I met only one Japanese female 

expatriate employee who was accompanied by her Japanese husband and two 

accompanied by their Indonesian husbands. The upgraded living standards did not 

compensate for expatriate wives’ sense of loss caused by expatriation.  

 These struggles of Japanese expatriate employees and their families in fact do 

not fit with the image of those, who freely moved according to their global assignments. 

Forster (2000) discusses such disparity among U.K. expatriate employees and highlights 

what he calls ‘the myth of the international manager’. 

 The created image of Japanese expatriates as a privileged elite certainly 

represented part of the reality of the lives of Japanese expatriate employees and families. 

However, class consciousness among them was fluid and was temporary, created by 

their mobility and the conditions of the countries in which they lived. They were 

certainly conscious about the transience of their high socio-economic status in the host 

society. 

 

Living in New Environments: Japanese Social Milieu 

 

In these ‘bubble’-like living environments, how do the Japanese expatriate employees 

and families spend their time in everyday life? In this section, I will explain the ways in 

which they lived and formed social networks among themselves and with other 

Japanese groups, which reinforced their bubble-like engagement with the host society. 
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Japanese Institutions and Social Systems in Jakarta 

 

There were several key institutions which provided support for the social lives of the 

Japanese expatriate employees and families in Jakarta. The Jakarta Japan Club (JJC) 

was the main one. The JJC was established in 1970 in order to enhance interpersonal 

interactions among its members and contribute to trade and economic cooperation 

between Japan and Indonesia. The JJC was the biggest Japanese association in 

Indonesia and consisted of about 430 corporate and 2,440 individual members as of 

May 2010 (JJC 2010), which was nearly 40% of the Japanese nationals in Jakarta at the 

time. The JJC provided business-related information for the corporate members. For the 

individual members, the JJC provided social support services, such as making 

emergency contact through a Short Message Service (SMS), distributing Berita Jakarta 

(a bimonthly magazine), running an iryo sodan shitsu (medical counselling room) with 

a Japanese expatriate medical doctor, running a library, supporting sport and cultural 

activities, and so forth. These services were undoubtedly provided in Japanese, which 

supported members who had been dispatched without appropriate language skills. In 

this sense, Yeoh and Khoo’s (1998, pp. 174-175) claim that the lack of language skills 

drives them to enter national associations and clubs in Singapore sounds accurate. 

Through the services of the JJC, however, the members were also consciously 

constructing individuals’ networks for maintaining their security and enriching their 

private lives. 

 In addition to the JJC, there was also the Jakarta Communication Club (JCC), 

which provided Indonesian language courses for Japanese expatriates, and hosted a 

variety of Japanese and Indonesian cultural events. The Jakarta branch of the Japan 

Foundation, which was charged with promoting Japanese art and culture in the world, 

organised cultural events for both the Japanese and Indonesians. 
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 Among Japanese expatriate families with school-age children, the JJS was, in a 

sense, the centre of their lives in Jakarta. The JJS consisted of a pre-school, primary 

school, and junior high school. Children could study in Japanese, following the same 

curriculum guidelines of public schools set by Japan’s Ministry of Education, Culture, 

Sports, Science and Technology (MEXT). Considering that the children stayed in 

Indonesia only temporarily and would often return to Japan at the conclusion of their 

parents’ assignments, the JJS was usually the first preference among the Japanese 

expatriate families. The JJS, established in 1969, is one of the three Japanese schools 

(the other two are in Bandung and Surabaya) in Indonesia. The JJS is one of the biggest 

Japanese schools in the world (MEXT 2006). As of April 2008, there were 731 students 

(JJS 2008b). In the primary and junior high schools, there were about 40 Japanese 

expatriate teachers and 15 locally hired Indonesian and multinational teachers. The 

teachers who taught in the pre-school were locally hired Japanese and Indonesians. The 

connection between the JJS and Japanese organisations/corporations has been very 

strong. In articles about the maintenance of the JJS, it was written that Japanese 

organisations and corporations located in Jakarta and the surrounding area that send 

children of their employees shall become corporate members of the JJS (JJS 2008a, p. 

24). 

 MEXT’s (2009) statistical data in 2008 indicates interesting contrasting trends 

between Asia and North America. In both areas, the numbers of Japanese children of 

compulsory education age (6-14 years old) were over 20,000. In Asia, there were 34 

full-time Japanese schools, while there were 19 supplementary Japanese schools, 

so-called Hoshu Jugyo Ko, which provided part of the Japanese schools’ curriculum 

after school hours or on weekends. On the other hand, in North America where Japanese 

expatriates tend to send their children to local schools, the number was reversed: the 

former were only 4 and the latter 88. One of the reasons was local languages. Compared 
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with English, Indonesian is hardly used in Japan where the ability to use English is 

often considered as ‘being international’. Therefore, the preference for the JJS among 

Japanese expatriate families was partly a result of the unpopularity of Indonesian local 

schools. There was also a financial reason, since the annual tuition fees of, for instance, 

the Jakarta International School (JIS) was about USD15,000 (Hello Indonesia 2007) 

which was more than seven times higher than the JJS (2008a). 

 Apart from the above institutions, there were numerous Japanese media sources 

for the expatriate employees and families, such as the Jakarta Shinbun (Japanese 

community newspaper), Japanese magazines, websites, leaflets in Japanese 

supermarkets, and so forth. These Japanese media sources, as well as information 

obtained through personal networks, provided support for their lives by linking them to 

familiar Japanese culture. At the same time, these media sources greatly influenced the 

pattern of their social interactions by providing information on where to go and what to 

do in Indonesia. 

 There were three major Japanese supermarkets which supported the Japanese 

diet: Papaya, Kamome, and Cosmo. All of them were located in small buildings in 

South Jakarta. In these buildings, there were also other small shops which provided 

Japanese style products and services, such as restaurants, a travel agent, a dry cleaning 

establishment, rental video shops, hair dressing salon, bakery, a shop similar to Japan's 

popular 100-yen (1 dollar) shops, and a karaoke box6. These places also became a 

meeting place for and were central to social interactions of many of the Japanese 

expatriates. 

 The extent to which the Japanese expatriate employees and families 

participated in the institutions’ activities and used the shops and information really 

depended on individuals’ needs. For instance, not all the expatriate employees shopped 

                                                        
6 A karaoke box is a venue where customer(s) can rent one of small and medium-sized rooms with 
equipment for singing by the hour. It is popular to go there with friends and families. 
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in the Japanese supermarkets. However, together with the Embassy of Japan, these 

institutions, information, and shops certainly supported and shaped part of their social 

lives in Jakarta. They seemingly took part in creating an image of Japanese expatriates’ 

‘bubble’. 

 

Life among Japanese Expatriate Employees and Family Members 

 

Issues of social class and quality of life aside, in the majority of cases, lifestyles of the 

Japanese expatriate employees and their families were similar to those in Japan. In a 

large Western-style flat in a high rise apartment, they took off their shoes, talked in 

Japanese, ate Japanese dishes (not exclusively), and watched Japanese television on 

NHK (Nippon Hoso Kyokai: Japan Broadcasting Corporation) on cable and satellite. 

Enjoying a quasi-Japanese home space, they were able to ‘release a sigh of relief 

(hottosuru)’ (Kurotani 2007, p. 18). As Kurotani’s (2005, 2007) insightful studies on the 

homemaking activities of middle-class Japanese housewives in the United States 

indicate, Japanese wives in Indonesia played a key role in such activities and created a 

‘home away from home’. In the flats which I had visited for interviews, I often found 

Japanese books, DVDs, seasonal decorations, pictures taken in Japan, and tatami 

(Japanese traditional mats). In terms of living environments, a main difference between 

Japanese expatriate wives in the U.S.A. described by Kurotani and those in Indonesia 

was probably the presence of domestic servants among the latter. 

 A male Japanese staff member told me that the weekend lifestyles of the 

Japanese expatriate families were very similar: almost without exception, they walked 

around shopping malls, went to the Japanese supermarkets, borrowed videos, attended 

children’s activities and often met colleagues and acquaintances in these places. 

Interviews with other expatriate families confirmed his story. 
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 The lives of the Japanese wives, however, varied, depending on the ages of 

their children, if any. As Japanese expatriate wives usually employed maids during the 

time their children stayed at school, they had time to join activities outside their home, 

many of which they would not be able to have in their home country. Some took 

cultural and sports lessons, and some enjoyed a spa and massages which were relatively 

cheaper than in Japan. They also arranged occasional lunch gatherings among friends, 

who were mainly similarly placed Japanese expatriate wives, in a fancy restaurant. If 

they had school-age children, they might become board members of the Parents and 

Teachers Association (PTA) and be busy participating in school events. Those with 

babies, on the other hand, often had less contact with other Japanese expatriate wives 

(although some employed a nanny), except those who lived in the same apartment or 

neighbouring areas. 

 The lives of the expatriate employees who were single or did not accompany 

their families were basically similar to those of the expatriate employees with families. 

As they worked at offices during the day time, their private activities were mainly after 

working hours and on weekends. As they did not have families, particularly children, 

their social activities did not overlap with those of the Japanese expatriate employees 

with children, except occasional meals out after work. They tended to get together with 

those of the same gender and a similar age range. In addition, many of them were able 

to afford more leisure activities, such as going to fancy restaurants, playing golf, and 

having holidays in Bali and overseas countries, more often than the expatriate 

employees with families. 

 These patterns of spending private time among the Japanese expatriate 

employees and families were not much different from those of the ordinary Japanese in 

Japan. According to the White Paper on Leisure (Japan Productive Center, cited in 

LIBRO 2010, p. 147), the top ten leisure activities among the participating population 
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included ‘dining out’, ‘tourist travel within Japan’, ‘personal computers’ (e.g. games, 

hobbies, telecommunications), ‘karaoke’, and ‘video watching’. Differences were 

probably that the frequency of dining out increased, golf and massages became 

affordable activities, and Bali became a domestic destination, easier to access for short 

visits. 

 Japanese expatriate employees and families maintained their relationships with 

relatives and friends by exchanging e-mails, talking on the phone, frequent return visits 

to Japan for many occasions (e.g. holidays, friends’ weddings, family members’ funerals 

and Buddhist memorial services), and receiving occasional visits from Japan. Despite 

the long distance between Japan and Indonesia, their social networks developed in 

Japan (or in other countries in some cases) were continuously fostered by modern 

technology and affordable transportation. Compared to the past when international calls 

and flights were quite expensive, less effort was required for maintaining such 

connections. For instance, a few male Japanese staff members who were in their late 20s 

and mid-30s told me that they had never had their hair cut in Indonesia, since their 

frequent return to Japan for their friends’ marriages and other reasons provided 

opportunities to go to hair salons there. 

 The maintenance of social ties in Japan was also important preparation for the 

time of repatriation, even for children. A Japanese wife expected her children to 

maintain their friendships by meeting face-to-face periodically in Japan in order to 

facilitate future repatriation and their smooth adaptation to their old circles of friends. 

This caused a kind of chain reaction. Another wife explained that her child had no friend 

to play with during school holidays, since other Japanese families (mainly wives and 

children) of the same apartment block went back to Japan. This made her feel the need 

to go back to Japan as well, for her child. 

 Some took care of their aging parents financially and physically by frequently 
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returning to Japan. Baldassar (2007) highlights the ‘cultural obligations’ to care for aged 

parents in the home country among Italian migrants in Australia. This transnational 

care-giving was also practised by Japanese expatriate employees and families who felt 

such cultural obligations. An expatriate wife had a father in his 90’s who had been 

hospitalised for more than three months. Once, when he had been seriously sick, she 

had talked to her aged mother on the phone every day. At the time of our interview, 

conducted in December, his condition was becoming critical. She was hoping that he 

would not pass away until she would return to Japan for a New Year visit. 

 

Walking 

 

Many respondents gave reduction in ‘walking’ as one of the major changes of their 

lifestyles. Some of them emphasised dissatisfaction with the reduced mobility of 

walking in daily life. Walking on the street was not recommended by most Japanese 

transnational organisations/corporations. A male Japanese staff member explained that 

in Tokyo, he could just go anywhere on foot and by bicycle freely, not by chauffeured 

car, without a particular purpose, popping into convenience stores and book shops. 

Some Japanese people say that walking is their favourite hobby. By walking, people 

could enjoy ‘people watching’ and feeling the change of seasons. Even if Japanese 

expatriate employees and families tried to walk in Jakarta, it was hard for them to even 

cross a street in the middle of heavy traffic jams. As in India where ‘there are plenty of 

rules and conventions, a kind of order out of chaos’ (Hutnyk 1996, p. 135-136, cited in 

Urry 2007, p. 72), there were rules and order in apparently chaotic streets in Jakarta. Yet, 

they lacked such local knowledge. Consequently, they continued to rely on their 

chauffeured car. 

 Referring to different perspectives on ‘walkers’ and ‘walking’ by time and 
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places, such as the ‘dangerous “other”’ before the late eighteenth century in Europe and 

‘leisure walking’ in the countryside, Urry (2007, p. Ch. 4; 2000, pp. 51-55) discusses the 

ways in which walking and walkers are ‘marked by distinctions of class, gender, age 

and ethnicity’. In Indonesia where the possession of cars is a necessary marker of social 

status among the well-to-do in the urban population, walking on the street was often 

associated with lower social status. Walking as leisure has only been recognised very 

recently by a small segment of the host nationals. Apart from the status issue, in reality, 

it is not pleasing to walk outside in Jakarta due to the absence of even sidewalks, heavy 

traffic jams, air pollution, and hot, humid weather throughout the year. 

 If they walked on the street, they would have experienced various encounters. 

Urry (2000, p. 54; see also 2007, p. 72) writes: 

 

Walking may be more improvisational and entails vivid encounters with diverse and 
disruptive elements. Local people will often seek to interrupt movement through 
particular spaces and it will be difficult to avoid touching ‘others’. Contacts with 
vehicles and animals are also unavoidable. The trajectories of visitors will co-exist 
with, and criss-cross, local pathways. 

 

Without walking and using public transportation, expatriate employees and families did 

not have such encounters. 

 

Close Distance between Work and Home 

 

Working and living in the host society blurred the boundaries between work and home 

spheres among many of the Japanese expatriate employees and their families. Such 

unclear boundaries between work and home could be also observed even in Japan, if 

organisations/corporations provide syataku (corporate housing) or employees live in a 

so-called kigyou-jokamachi (company town). In small organisations/corporations, 

particularly in local places, employees might meet their colleagues’ families 
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occasionally. However, as a general trend in Japan, employees generally try to separate 

work and private lives as much as they can. In the organisations/corporations which 

have more than a certain number of employees like the JO, family visits to work places 

would rarely happen. In addition, in large cities like Tokyo, employees of an 

organisation/corporation and their families are spread over a wide area and would not 

meet each other by chance. 

 Nevertheless, in Indonesia, for instance, in the JOI, the family members of the 

Japanese staff came to the office sometimes to receive a briefing, for example, on basic 

safety precautions in order to live in Indonesia, the extension of their passports and 

visas, group lessons of the Indonesian language, immunization for influenza for all 

JOI-related persons. On these occasions, they met the Japanese and Indonesian 

colleagues of their husbands. As I observed in a private company, this happened in other 

organisations/corporations to some extent. In comparison with daily life in Japan, 

expatriate employees and their families had more opportunities to meet each other in 

shopping malls, supermarkets, and restaurants, which were, as explained above, very 

popular among them. If they lived in an apartment, they certainly had many chances to 

meet and talk, and sometimes organise gatherings among themselves. 

 Regarding this mixing of private and work life, one JOI Japanese staff member 

pointed out that the sharing of private lives among fellow employees was a peculiar 

experience during an overseas assignment. He confessed that at the very beginning of 

his assignment, he had been annoyed by the intermingling of his work life with his 

private one. However, at that time, his Japanese colleagues and their family members 

were helping him and his family members by providing information on schooling and 

friendships for his wife and two children (one was at primary school and one at 

pre-school). He smiled and said that he had had to accept the situation due to the 

necessity of their assistance. Then, he had gradually become used to it. Consequently, 
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his life was closely tied with other Japanese staff members and their families in both 

work and non-work contexts. He emphasised that the support from his Japanese 

colleagues’ families were helpful for his family members. For him, it was important to 

prepare certain social circumstances in which his families lived and spent time 

comfortably with less stress, since they were only accompanying him without any 

connections in Indonesia. He was clearly conscious of the benefits of creating networks 

with his colleagues through tsukiai (obligatory personal relationships) (Atsumi 1979; 

see also Rohlen 1974) and used various opportunities to strengthen interpersonal ties 

between them, which could be considered an example of his engagement in ‘strategic 

interaction’ (Goffman 1969), particularly at the very beginning of his assignment. What 

is worth noting is how his experience of sharing his private life and social activities 

outside the office with his colleagues transitioned from being ‘annoying’ to a sense of 

‘getting used to’. In this shift of feelings, the boundary between obligatory and 

voluntary relationships within the small circle of the JOI became blurred. 

 As in this case, the unfamiliarity of the host society and urgent necessity of 

adapting to new environments forced many of the Japanese expatriate employees and 

their families to seek relationships with fellow Japanese colleagues and other Japanese 

expatriate employees and their families, willingly or not. The ambiguity of the 

differences between work and private lives was experienced by many expatriate 

employees and their families. For instance, a few close Japanese staff members and 

their families organised a joint holiday at a hotel in Bali. Particular situations in the host 

society made their social distance close and facilitated forming temporary, structurally 

strong ties among them through complexly intertwined work and non-work relations. 
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Networks within the Japanese Community in Jakarta 

 

Nowicka and Kaweh (2009, p. 59) claim that if UN professionals live with their 

families with whom they share ‘emotional nearness’, they might not feel it necessary to 

search for ‘new friends’ due to their frequent movement. However, many Japanese 

expatriate employees with their families, as well as those without families, made certain 

efforts to seek ‘new friends’ and develop connections with fellow Japanese expatriate 

employees and families with whom they could share similar interests and difficulties. 

Flocking around the Japanese institutions and social system mentioned above, the 

Japanese expatriate employees and their families seemingly formed a Japanese 

community, together with other Japanese, such as Japanese permanent residents who 

often had Indonesian spouses (some of them were locally employed in transnational 

organisations/corporations), self-employed individuals, volunteers, and students. 

 However, personal connections among the Japanese expatriate employees and 

families were intricately constructed on the basis of individual circumstances and 

situations (e.g. work, residences, age, marriage status, with or without children). The 

‘bubble’ is not as integral as it looks from the outside. The bubble has differentiated 

layers within it. In fact, recently, scholars have begun to recognise the diversity of the 

Japanese presence in host societies: for example, corporate and non-corporate groups in 

London (White 2003, p. 90), and early immigrant workers (and their descendants) and 

corporate migrants, whose number increased together with the expansion of the 

Japanese economy, in Los Angeles (Machimura 2003). 

 My data also suggest the heterogeneity of the Japanese community in Jakarta. 

For instance, the size of organisations/corporations influenced the construction of 

personal networks among the Japanese expatriate employees and families. In the case of 

the JOI, the number of the Japanese staff and the JO-related expatriate employees was 
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enough to form one group. They constructed their own networks and strengthened ties 

among themselves. Within the organisational structure, they were closely connected 

through work. Considering security issues, the JOI also officially prepared a whole 

range of emergency contacts among its expatriate employees. They had a copy of the 

name list and were expected to cooperate in urgent situations. The respondents among 

the Japanese staff told me that they seldom had close connections with the Japanese 

expatriate employees who worked for other organisations/corporations. However, it is 

worth noting that the Japanese staff and the JO-related expatriate employees were often 

socially separated from each other due to their work relations and physical separation of 

their offices between the JOI and the scattered small project offices. The wives of the 

Japanese staff also constituted a group, so-called nyonya-kai (nyonya = ‘elite married 

women’ (e.g. colonial Dutch) in Indonesian, and kai = ‘society’ in Japanese), which 

excluded the wives of the JO-related expatriate employees. 

 Other large offices of Japanese transnational organisations/corporations, such 

as banks, trading companies, and the Japanese embassy, also formed groups separately. 

Relationships between those who worked in the public sector and those in the private 

sector were also generally limited due to work ethics (e.g. concerns about corruption). 

Although their wives also constituted separate groups, they interacted more with other 

Japanese wives whose husbands worked for different organisations/corporations. 

 On the other hand, in offices of organisations/corporations where there were 

only a few Japanese expatriate employees, their personal networks within organisational 

networks were naturally limited. One of the Japanese wives, whose husband worked for 

such a company, said that she had seldom met anyone and not been able to get any 

information on aspects related to day to day living for the first couple of months, since 

her husband’s Japanese colleagues were single or not accompanied by their families. 

For a while, she had to entirely rely on the information which her husband had obtained 
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from his male Japanese colleagues. The scale of group networks tends to influence 

interpersonal relationships, which will be discussed in Chapter 7. 

 Within the Japanese community in Jakarta, there was also a variety of ‘circles’, 

including: alumni associations of Japanese universities, kenjinkai (associations of 

people from particular prefectures in Japan), hobby groups (e.g. golf, tennis, softball, 

soccer, badminton, dances, wine tasting, choir, music, Japanese martial arts and 

cultures), and volunteer groups. These circles, together with clubs and activities 

organised by the Japanese institutions, provided certain opportunities for Japanese 

expatriate employees and families to make contact with those in different groups, rather 

than only within a single organisation/corporation. 

 Japanese expatriate wives with children often developed friendships with those 

who had the same- or similar-aged children. They met either through the JJS and/or 

pre-school activities, or other children’s sport and cultural activities. Social networks 

were largely constructed through connections related to their children. However, a 

Japanese wife who lived in Central Jakarta said that she had only a few friends who 

lived in South Jakarta near the JJS, although their children studied at the same school. 

 Although individual social networks did not cover the whole Japanese 

community, they were interconnected with each other to some extent across multiple 

groups, or bubbles with different diameters, constructed on the basis of work, residences, 

and personal interests and situations. Then, if these connections overlapped, ties with 

connected persons became strong structurally. These ties temporally could substitute, in 

part, for the ‘strong ties’, such as with families, relatives and close friends, which they 

had left in Japan. What connected them were shared interests and problems. It has been 

suggested that ‘[e]xpatriate communities offer a friendly environment, certain 

familiarity and support for new settlers’ (Nowicka & Kaweh 2009, p. 62). The Japanese 

community and its subgroups were, thus, an important reservoir of potential friends and 
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necessary support, through which they could access social capital, particularly ‘bonding’ 

social capital. The continuation of these ties after their assignments, though, might 

require a separate study. Their temporary close connections seemed to prove the claim 

of living in a ‘bubble’ and support the critique of expatriate lifestyle and attitudes which 

ran counter to their imposed image of openness. Are there any open spaces which 

connect them with the host nationals and society? 

 

Connections to the Host Society 

 

Under the living conditions and circumstances explained above, the lives and social 

networks of the Japanese expatriate employees and families were quite isolated from the 

host society and deeply embedded in the Japanese community. There was little room for 

them to interact with the host nationals and society. However, looking at their lives 

more carefully, the ‘bubble’ of the Japanese expatriate employees and families did not 

perfectly encapsulate them from the host society. This section will examine interactions 

between them and the host nationals and the wider host society. 

 

Various Patterns of Interactions 

 

The Japanese expatriate employees and families interacted with the host nationals and 

wider host society in a variety of ways (see Colic-Peisker 2010, p. 475). Many of them 

had to communicate with their maids, drivers, and receptionists (and probably security 

guards) of their own and friends’ apartments and hotels. They exchanged words with 

shopkeepers and floor staff members in shopping malls and restaurants, and taxi drivers. 

If they learnt, for instance, languages, dance, sports, and music, their teachers and/or 

other students might be host nationals. 

 Leisure activities and hobbies provided opportunities for interactions: joking 
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with caddies in Indonesian on golf courses, playing golf with unknown Indonesians 

whom a Japanese player happened to meet, enjoying Indonesian pop music in the 

middle of Indonesian crowds in the hall of a shopping mall, and supporting a program 

of Japanese language aired by a national radio company by translating Indonesian 

scripts into Japanese. Some taught Japanese martial arts, such as judo, kendo, karate, 

aikido, and shorinji-kenpo, to both Japanese and Indonesians, young and old alike, in 

Japanese and local institutions and/or their own apartments (the great majority of 

students of aikido and shorinji-kenpo were Indonesians). There was a case that a male 

Japanese expatriate employee’s driver became a student in his martial arts’ class. He 

even gave the driver a set of his practice wear. Although the relationship between the 

two was still vertical (employer/employee and teacher/student), their tie structure was 

no longer a single stranded (i.e. ‘weak’) one. 

 Some Japanese expatriate wives made efforts to engage with the host society 

by participating in volunteer activities. Some joined the Heritage Society, a non-profit 

organisation of volunteers to support learning about Indonesian cultural heritage. The 

Heritage Society is actually one of Fechter’s (2007b, pp. 120-125) rare examples of ‘the 

permeability of the membranes of the “bubble”’ where expatriates interact with host 

nationals ‘in a “safe”, controlled fashion’. Its multinational volunteers divided into 

English, French, Japanese, and Korean groups conducted tours and lectures (The 

Indonesian Heritage Society n.d.). A group of Japanese wives who joined the group 

supported Japanese tours in the National Museum and gave lectures in the JJS. One 

Japanese expatriate wife explained her engagement with this group as a way to learn 

elements of the Indonesian culture, which was probably shared by other members as 

well. Some joined another Japanese volunteer group, namely J2 Net (Jakarta Japan 

Network), and participated in various activities to support Indonesian children, such as 

reading Indonesian books for Indonesian children and visiting orphanages to hold 
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babies. 

 In another example of this engagement with the local community, one female 

Japanese expatriate employee who could speak Indonesian enjoyed getting dresses and 

shirts made in a local small tailor shop located in a kampong in Central Jakarta with 

fabric (often batik, which is an Indonesian wax-resist textile) that she had bought in 

local markets. One day, she also took her Japanese friends, including me, there. It was 

run by a middle-aged, chubby male tailor who was always smiling. While he was 

measuring us and discussing design in the shop without air conditioning, we were 

chatting and making jokes with him. A neighbour saw us and joined in our 

conversations. Drinking Teh Botol (a popular local drink of sweetened tea), we enjoyed 

not only conversations, but also the friendly, relaxed atmosphere. 

 On the occasions that Japanese expatriate parents went to the JJS to pick up 

their children and attend events and PTA meetings, they met and talked to Indonesian 

parents who had married other Japanese expatriates. During weekends, when they 

accompanied their children to sporting events, they had opportunities to talk to 

Indonesian parents, as well as other parents with different nationalities. One Japanese 

wife said that one Indonesian woman whose husband was a Japanese expatriate had 

introduced her to a nice, local restaurant where they went together with other Japanese 

wives. 

 In the JJS, children had opportunities to learn the Indonesian language and 

culture within the formal curriculum and participate in several annual events, such as 

Japan-Indonesia friendship camps and cultural festivals, to which students of other local 

schools were invited. Indirectly through their daily stories and directly by attending 

those school events, their Japanese parents could also learn about Indonesian cultures 

(and vice versa for Indonesian parents). A Japanese wife told me an interesting story 

about the JJS’s lunch time. She prepared a lunch box for her children every day, as 
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many Japanese wives did. In general, Japanese style lunch boxes contain rice and 

several dishes which are nicely arranged in a cute box. Her children told her that in the 

lunch boxes of some classmates, there was sometimes only one dish, for instance, fried 

singkong (cassava) or boiled broccoli. She assumed that such lunch boxes were 

probably prepared by maids. According to her, students, including those who brought 

the lunch boxes, felt amused at seeing them. If in Japan, she said, children would make 

fun of those classmates who brought such lunch boxes. She felt that in the different 

social circumstances, children reacted differently to other cultures. Observing and 

hearing children’s stories, Japanese expatriate families indirectly experienced 

interactions with the host society. 

 For many Japanese male expatriate employees, karaoke bars and night clubs 

located in Blok M staffed by Indonesian women became places for encountering host 

nationals. Going to clubs and bars was not only one of their leisure activities, but also 

part of business entertainment for clients and Japanese colleagues who came to 

Indonesia on business trips. In her extensive study of social activities after work hours 

as Japanese corporate culture, Allison (1994, pp. 151-167) unfolds the way in which 

male white-collar employees construct bonds among themselves thorough ‘rituals’ of 

regular activities, such as going to night clubs, where they engaged in drinking, flirting 

with hostesses, and joking. In Indonesia, according to the book entitled Jakarta 

Undercover (Emka 2006, p. 134) which describes scenes in the sex industry and 

associated services in Jakarta, major locations where many foreign men flock are Blok 

M and Melawai in South Jakarta and Mangga Besar and Kota in North Jakarta. Among 

the Japanese expatriate employees, Blok M and Kota were popular. Considering the 

numerous advertisements for night clubs and karaoke bars in the Jakarta Shinbun and 

other Japanese media, there certainly was a demand for such clubs and bars. In Bangkok, 

Thailand, there was a similar night entertainment area, namely Thaniya, exclusively for 
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the Japanese expatriate employees for corporate entertainment (Kusaka 2000). While 

Blok M was frequented by many Japanese expatriates, it did not exclusively serve the 

Japanese market. At the time of my fieldwork, in Blok M, a number of signs written in 

Korean were also displayed on the streets, which indicates the presence of Korean 

expatriates who were one of the dominant groups among all expatriate populations in 

Jakarta, as I have mentioned in Chapter 3. 

 In karaoke bars, Japanese expatriate employees also engaged with the local 

culture by singing Indonesian songs and talking with Indonesian women who served 

them. Some Japanese staff members jokingly called karaoke bars (and night clubs) a 

‘night language school’ and a ‘Blok M university’. Through engaging with these women, 

they sometimes learnt about socio-economic situations in Indonesia: some heard how a 

woman funded university tuition fees for her boyfriend; and some had an opportunity to 

glance at the kost (rooming house) of a woman. Some female Japanese expatriates also 

went to karaoke bars. A middle-aged Japanese couple went to a karaoke bar several 

times where the husband sometimes went with his male colleagues. The wife happily 

said that she had received an SMS birthday message from women working in the 

karaoke bar. 

 Although not many, there were those who experienced using the busway, which 

was assumed to be relatively safe public transportation. A few Japanese staff members, 

who lived very close to the JOI, walked to the office. These people definitely 

experienced the hustle and bustle of Jakarta, felt the heat of air, and smelled the mixed 

scents of foods from street vendors and car exhaust. 

 Moreover, not all Japanese expatriate employees and their families had positive 

experiences in interacting with host nationals, and vice versa. A number discussed 

feeling uncomfortable and often angry in their interactions with host nationals. The 

impression, ‘The Indonesians never apologise, but they always give some excuses’, was, 



CHAPTER 4  LIVING IN A BUBBLE? 

135 
 

for instance, frequently heard from Japanese expatriates as a generalisation (for a 

similar impression in Singapore, see Ben-Ari 2000, pp. 47-48). As a Japanese custom, 

explanations and excuses would come after the apology. Although they understood that 

the Japanese way would not work outside Japan, they could not get used to the 

unfamiliar responses of host nationals. It was also very common to hear that they were 

stood up by the maintenance staff of their apartments who had promised to fix or check 

equipment at a definite time. Similarly, interactions with domestic servants were often 

strained for many reasons, including inappropriate treatment of food or improper 

cleaning of a house and clothes according to common Japanese standards, failure to 

arrive at an appointment on time, rough driving techniques and attitudes, and frequent 

requests for an advance on salary (some servants returned it, but some did not or ran 

away). Similarly, host nationals appeared to hold negative impressions of Japanese 

expatriate employees and families who were unfamiliar with local cultures and customs. 

Although these were rarely expressed directly, these sentiments were implicit in the 

expressions and discussions with the host nationals whom I interviewed. 

 Regarding interactions with other non-Indonesian nationals, most of my 

respondents indicated this was not common to their experience. Several respondents 

referred to some limited interactions with non-Japanese residents in their apartment 

blocks, such as small conversations in the corridor and brief greetings whenever they 

saw each other. There were some exceptions. For instance, one JO-related expatriate 

employee who met with an Italian couple, whom he had known during a previous 

assignment in another country, from time to time. 

 These subtle, oblique contacts with the host nationals and society more broadly 

could be observed among Japanese expatriate employees and families. Communicating 

with those around them in a mixed language of Japanese, English, Indonesian, and 

gestures, they learnt about Indonesian cultural norms, language, religions, family lives, 
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and so forth. Even though they largely did not directly engage with host nationals, 

members of the Japanese community were certainly observing the local people and their 

lifestyles. In a gathering, for instance, Japanese staff members were discussing the way 

in which Indonesian employers had treated their nannies in restaurants in shopping 

malls: some employers had provided food for nannies, some had not, and some had 

made nannies wait outside while they ate. By observing these different treatments, they 

gradually learnt the social system and hierarchy of the host society. 

 

Interactions with Domestic Servants 

 

Of all interactions with the host nationals and society, it was domestic servants with 

whom Japanese expatriate employees and their family members interacted most often, 

normally daily. One of the Japanese wives told me that she and her maid cooked one 

Japanese dish and one Indonesian dish respectively for every dinner. She explained two 

reasons for this arrangement: one was that she did not want to be bothered with giving 

instructions to her maid on how to cook Japanese dishes her way, and also she wanted to 

eat local vegetables which she had never seen in Japan. In fact, her 56-year-old maid 

could cook Japanese dishes and understood some Japanese, such as the names of food, 

since she had served many Japanese employers before. Yet, the maid hesitated to cook 

Japanese dishes due to the fact that it was a long time since she had cooked them. Even 

so, when the Japanese wife returned to Japan with her children, the maid cooked 

traditional Japanese dishes for her husband, who stayed in Jakarta. The wife also 

explained to me about the day when she was cooking small sardines following her 

mother’s recipe. Bursting out laughing, she said that the maid, who had been looking at 

her cooking, had asked her if she had not needed to add umeboshi, Japanese traditional 

pickled plum. As the maid said, some families in Japan cooked small sardines with 
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umeboshi. This proved the maid’s good knowledge of cooking Japanese dishes. The 

maid also taught her about a narrow back street which was a short cut to go to a small 

shopping mall near her apartment, instead of the busy main road which she always 

passed by when in her chauffeured car. She laughingly said that her maid was her 

‘teacher’. She and her very talkative maid seemed to communicate well by using 

Japanese, English, and Indonesian. 

 Japanese expatriate employees and families who employed drivers also had to 

communicate with each other in the car on a daily basis. Some of them had extended 

information on their drivers’ lives beyond the employer-employee relation. A JO-related 

expatriate employee who actively talked with his driver to practise his Indonesian knew 

not only the structure of his driver’s family, but also of the driver’s decision to send his 

family to live with his aged mother and other personal information. Another Japanese 

staff member who seldom spoke in Indonesian explained the way in which he discussed 

Indonesian politics with his English-speaking driver. One day, I had an opportunity to 

speak to the driver. Explaining how the Japanese staff member made funny, light jokes 

every day, the driver happily told me that the Japanese staff member was ‘a very special 

Japanese’ compared to his previous Japanese employers. He also described the way in 

which the Japanese staff member ‘consulted’ with the driver about working on Sundays 

sometimes, which was not an ‘order’, though that had been the case for one of his 

previous employers who had spent some Sundays playing golf. If he could not work, the 

Japanese staff member used taxis. When the Japanese staff member’s small child had 

visited Jakarta alone, the driver had baby-sat the child during the day. They appeared to 

have a good relationship. 
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Knowledge and Information Flows through Weak Ties 

 

Considering these cases, certain connections unmistakably existed between Japanese 

expatriate employees and their families, on the one hand, and the host nationals and 

society, on the other. The interactions mentioned above might be seen as having no 

value as connections, since most of these ties were structurally very weak and some 

were considered somewhat artificial due to the nature of the vertical relations, such as 

customer-host and employer-employee. 

 However, through both positive and negative interactions, Japanese expatriate 

employees and host nationals I spoke with reported rich experiences and knowledge, 

developed their own perspective towards each other, and learnt the ways in which they 

would be able to deal with different cultures and customs. These seemingly weak ties 

became a link between the respective groups and opened channels for them to get to 

know each other. By employing Muslim Indonesian domestic servants, for instance, 

Japanese expatriate families came to know some Muslim religious practices, such as 

praying five times a day, Friday prayers (particularly for male Muslims), and eating 

habits. The payment of a special salary for Lebaran (a Muslim holiday) at the end of 

Ramadhan (the holy month of fasting), for example, made them understand a social 

custom of the host society. While these lessons could be learnt from the media and TV, 

the lived experience of, for instance, feeling uncomfortable when drinking water in front 

of Muslim Indonesians who were fasting during Ramadhan was a much more 

significant learning experience. 

 Similarly, the host nationals, particularly domestic servants, who had 

opportunities to interact with Japanese expatriate employees and families experienced 

the latter’s lifestyle and customs every day. Maids could learn how to cook Japanese 

dishes, like the 56-year-old maid mentioned above, and clean a house and clothes in 
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Japanese ways. Experiencing how Japanese kept time, drivers learnt to be on standby in 

the lobby in a timely fashion. These experiences and obtained skills might lead them to 

work for other expatriates who tended to pay better salaries than the local standard in 

the future. In fact, a Japanese expatriate wife told me that she had been teaching her 

maid Japanese ways of thinking and doing things in order to get along with future 

(probably Japanese) employers. 

 Their connections linked by weak ties often brought new knowledge and 

information to each other, which suggests that they had access resources, namely 

‘bridging’ and ‘linking’ social capital. In some case, ties, for instance between the ‘very 

special Japanese’ employer and the driver and between the Japanese wife and the 

56-year-old maid, could exemplify both ‘linking’ and ‘bridging’ social capital according 

to their relationships, which sometimes shifted between vertical and horizontal 

structures. 

 These various patterns of interactions with the host nationals and society, 

together with the heterogeneity of the Japanese community, do not support the claim 

that ‘the encapsulation and isolation of Japanese migrants within their host cities and 

countries’ is a feature of Japanese overseas communities, nor that Japanese expatriate 

communities tend to live in Cohen’s ‘environmental bubbles’ any more than other 

migrant groups (Goodman et al. 2003, p. 9). In reality, the degree of ‘bubble-ness’ 

among different groups is hardly measurable. Information flows between expatriate 

employees and families and the host nationals brought about by everyday face-to-face 

interactions in shared spaces prove the existence of weak ties, which were nevertheless 

functionally strong, and the porosity of the bubble to some extent. 
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Cosmopolitan Reality? 

 

In Jakarta, like other ‘global cities’ (Sassen 2004) in the world, goods, information, and 

technology converged. Living in this setting, structured by Indonesian cultures from the 

languages to modes of consumption (e.g. traditional foods and clothes), the Japanese 

expatriate employees and their families experienced a diverse range of cultures. They 

demonstrated a certain ‘openness’ to the host nationals and society, a characteristic of 

cosmopolitans, which is acknowledged by scholars like Hannerz (1990). Consistent 

with the findings of some studying expatriate employees and families (Fechter 2007b, p. 

120; Nowicka & Kaweh 2009, p. 62), several respondents showed a strong interest in 

navigating the boundaries between the Japanese and Indonesian communities and 

intermingling with the host nationals. Simultaneously, the lives of most Japanese 

expatriate employees and families within this study were strongly tied through 

overlapping networks across sub-groups and deeply embedded in the Japanese 

community. The dual characteristics of ‘openness’ and ‘closure’ clearly mark their lives. 

 These contradictory characteristics have also been identified in other empirical 

studies (Nowicka & Kaweh 2009; Thompson & Tambyah 1999). Nowicka and Kaweh 

(2009), for instance, in exploring cosmopolitan characteristics, including mobility and 

adaptability and openness to the other among UN professionals, find limitations to 

everyday cosmopolitan practices. In the survey, respondents describe themselves as 

those who are, for instance, ‘open-minded’, flexible in working and living anywhere, 

and ‘citizen[s] of the world’, while they have ‘mechanisms’ to control ‘the number and 

duration of encounters with the locals’ (Nowicka & Kaweh 2009, pp. 57-60). Nowicka 

and Kaweh (2009, p. 68) conclude that ‘[t]he circumstances such as time shortages, lack 

of language skills, physical weakness, or, even, the fear for their own life and the desire 

to protect one’s own family and its “small world” – they all impose on individuals a 
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great limitation to their cosmopolitan aspirations’. 

 Thompson and Tambyah (1999) also find a similar ambivalence between 

‘travelling’ and ‘dwelling’ among expatriate professionals working in Singapore, as 

expressed through their consumption interests and activities. As travellers who seek 

self-development through nomadic mobility, the expatriate professionals within 

Thompson and Tambyah’s study express the enjoyment of travelling and meeting new 

people and places and the capability of being flexible by adapting to the local culture. In 

contrast, they maintain emotional ties to home countries and construct networks among 

their fellow expatriates. ‘While this status [as expatriate professionals] affords 

opportunities to explore new cultures, it also creates barriers to establishing local 

relationships and connections by positioning them as outsiders’ (Thompson & Tambyah 

1999, p. 238). 

 These studies indicate that the dual characteristics of ‘openness’ and ‘closure’ 

are a common feature in the lives of expatriate employees and their families. The case 

of the Japanese expatriate employees and families in Indonesia is no exception. The 

empirical data of this study clearly present a contest between the concept of 

cosmopolitanism in philosophical, moral world views and that in practice (Clifford 

1998; Roudometof 2005; Skrbis et al. 2004; Skrbis & Woodward 2007), as I have 

explained in Chapter 2. Skrbis and Woodward (2007, pp. 734, 744) examine the idea of 

‘openness’ among members of the Australian middle class, who are the vast majority of 

the society, and find that it is ‘a fragile commitment’. They suggest that 

cosmopolitanism may be understood as ‘a set of increasingly available cultural outlooks 

that individuals selectively deploy to deal with new social conditions’ (Skrbis & 

Woodward 2007, p. 745). Consistent with this study, the Japanese expatriate employees 

and families within my research demonstrated an ability to be open to other cultures at 

different times, places, and dimensions of their social lives. 
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 In new social environments of the host society, the Japanese expatriate 

employees and their families appeared to simply continue a similar lifestyle to that to 

which they were accustomed in Japan. After settling in the host country, the 

transnational professionals resume their ‘normal life’, in which they work long hours 

and spend time with their families and friends (Nowicka 2006, pp. 156, 160). Long 

working hours largely prevented them from establishing social networks outside firms 

(Kennedy 2004, p. 167). Consistent with these studies, the ‘normal life’ of the Japanese 

staff of the JOI in Indonesia, like most such transnational professionals, involved around 

ten hours of work every day and the occasional short field trip. After office hours and 

during weekends, they spent most of their time with their families, if they had any, and 

some time with Japanese friends (often fellow colleagues) with similar value systems. 

They also maintained social networks at home in Japan. In the face of these demands, 

the respondents to this study did not have much free time to explore the host society and 

interact with the host nationals. The examination of their everyday lives revealed their 

efforts to retain a ‘normal life’ which they had in Japan as ‘residents’, with occasional 

exploration as ‘travellers’. 

 Some of the Japanese expatriate employees and their families had opportunities 

to engage with the host nationals and society frequently through their leisure and/or 

social activities. However, they rarely said that they had Indonesian friends or even 

acquaintances (except business-related persons, clients, and host national employees). 

One source of counter examples was when Japanese and Indonesians had met in local 

universities and formed friendships. Nowicka and Kaweh (2009, p. 61) point out that 

their ‘interviewees stress that no one tries to get closer to someone simply because this 

person is a local’. Using one of their interviewees’ words, they rightly point out that 

‘[f]riendships are a matter of “chemistry between people” [...], and this is the case when 

two people share similar interests and problems’ (Nowicka & Kaweh 2009, p. 61). 
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Expatriate employees and families could share their ‘interests and problems’ with their 

fellow expatriates with similar experiences in host societies, but not with host nationals 

whom they often encountered in certain social relationships, such as teachers/students 

and employer-employees. 

 Additionally, language skills presented an obstacle to the development of close 

relationships with the host nationals, as well as other non-Japanese residents. A 

considerable number of the Japanese expatriate employees and their families, 

particularly wives who felt their urgent necessity of communicating with domestic 

servants, made efforts to learn the Indonesian language in formal courses and/or with 

private language teachers. Even if they did not take any formal courses due to lack of 

time, somehow, they learnt basic Indonesian, or words, through books, daily 

communications with domestic servants, and/or observing the way in which other 

persons used it. Nevertheless, in general, their Indonesian language competency seldom 

reached a level where they could converse easily or enjoy complex conversations with 

the host nationals within only a couple of years, although there were a few exceptions. 

For many Japanese wives, English was also not an easy communication tool. 

 Nowicka (2006, p. 161) suggests that ‘[t]o decide to expose yourself to the 

local means being ready to accept a certain risk: the risk of being misunderstood when 

communicating, or feeling less comfortable as a stranger among the locals’. According 

to this assertion, with their own capacities, they need to accumulate experiences to the 

extent that they would feel comfortable and ‘ready to accept a certain risk’ to explore 

the local. However, some conditions of the Japanese expatriate employees and families 

did not allow them the freedom to accept this risk. They worked and lived in the host 

society with the support of both their organisations/corporations and the Japanese 

government, under the permission of the Indonesian government. Consideration of these 

conditions acted to hold them back. This was illustrated clearly in a story relayed to me 
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by a Japanese wife who had been taught about a narrow back street by her maid. She 

told of taking the shortcut one day and when she told husband, he had become upset, 

almost angry. According to her, he thought that his family, as well as himself, had to be 

concerned about his organisation, which took responsibility for the security of its 

employees’ families in the host society more than it would in Japan. Another Japanese 

wife carefully considered her options before walking to a shopping mall that was only 

10-20 meters away from her apartment, as she felt she had to weigh the consequences 

for her husband and his company in case something happened to her. Some Japanese 

expatriate employees said, ‘I came here for business’. It was clear that the Japanese 

expatriate employees and families felt a kind of moral responsibility for their 

organisations/corporations, which resulted in restricting their interactions with the host 

nationals and society beyond some limits. 

 Within such constraints, living in the comfortable enclave within the host 

society, the Japanese expatriate employees and their families were trying to find an 

appropriate distance between themselves and the host nationals and society through 

daily interactions with the latter. One Japanese expatriate employee had rich experiences 

of working overseas. During his second assignment in Indonesia, he became able to feel 

safe jogging outside on weekends. According to him, he usually had to spend from one 

to two years to find a border between safety and danger for ‘himself’. He explained: 

 

It depends on one’s own experiences to find out when and to what extent s/he could 
step over the regulations set by an organisation [for the safety of employees]. This 
definitely cannot be shared with the others. [...] People are different from each other, 
aren’t they? [...] Individuals have their own sense of knowing where they can go and 
cannot go, not in terms of public safety. [...] Trying little by little, we expand [our 
own territories of safety], probably. [...] Because it is impossible to live [if we strictly 
follow organisational regulations]. 

 

Individuals were not living in a vacuum and had their own capacities and acceptable 

conditions for taking risks of ‘being misunderstood’ and ‘feeling less comfortable’. It 
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could be said that the dual characteristics are an inevitable reality of being 

cosmopolitans in practice. 

 

Conclusion 

 

In this chapter, I have explored the socio-economic-cultural conditions of the Japanese 

expatriate employees and their families living in Jakarta, outlining their everyday lives 

in non-work contexts. Supported by their socio-economic privilege, I have described the 

constructed, layered social networks which were incorporated and embedded within the 

familiar space of the Japanese community. Their social networks laid across the 

sub-groups of the community were gradually strengthened by overlapping connections 

among individuals. On the other hand, through porous spaces on the surface of the 

‘bubble’, they were certainly forging ties with the host nationals and society, which 

supported the flow of new, first-hand information, although such ties were usually 

structurally weak. 

 Moore (2005, p. Ch. 3) discusses the formation of ‘a “society” of groups with 

social connections of varying degrees of strength’, which incorporates diverse groups of 

the expatriate German community and enables various links to other national and 

organisational groups in London. Similarly, through face-to-face everyday interactions, 

the Japanese expatriate employees and families formed different structural, functional 

ties around them within and beyond the Japanese community. Shifting between the 

‘closure’ of the bubble and the ‘openness’ of interactions with the host society with their 

individual capacities and conditions, they were also composing a larger network in the 

host society. 

 The next chapter will explore more closely the interactions between the 

Japanese expatriate and host national employees in the transnational social spaces of 
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Japanese transnational organisations/corporations, focusing on the JOI. 
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CHAPTER 5  POROUS SPACE: DEALING WITH DIFFERENCES AND 

FAMILIARITIES IN WORKING L IFE 

 

I first became conscious of them as ‘Indonesian’, uhm..., probably from when I 
noticed that people walk slowly [in the building where the JOI was located]. 

A Japanese staff member (interview, 6 July 2008) 

 

In Japan, people move so fast! 

An Indonesian employee who had been to Japan (conversation, date unknown) 

 

Introduction 

 

This chapter examines interpersonal interactions between expatriate and host national 

employees in work contexts, particularly between the Japanese and Indonesian staff of 

the JOI. I mainly focus on individual experiences and situations they have faced and 

how the information and knowledge flow between them took place in the transnational 

office. Their geographical and non-geographical movement from their home societies to 

host societies led them to in-between spaces of ‘familiarity and difference’ (Nowicka 

2008, p. 41). By examining their interactions, I demonstrate the ways in which they 

have managed to adjust themselves to unfamiliar work environments and customs. The 

discussions in this chapter provide a clue for understanding ways in which they have 

come to share similar values and attitudes and develop flexibility and multiple standards. 

Their capacities for ‘managing differences’ (Nowicka & Kaweh 2009), while limited, 

also relate to the creation of open spaces between them, thus demonstrating the porosity 

of the bubble, as well as the aspect of closure. Consequently, this chapter interrogates 

the imposed images of ‘elites’ and ‘openness’ related to moving people as 

cosmopolitans. 
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Working In-Between 

 

In the JOI, the Japanese and Indonesian staff were divided into sections in the open 

structured office space, as is common in Japan. Individual staff members could see each 

other, as in a reciprocal ‘panopticon’, which produced a disciplinary mechanism for 

surveillance of behaviour (Foucault 1991 [1977], pp. 195-228). An average-sized 

section consisted of a few Japanese staff members, senior Indonesian staff members, 

and their secretaries. According to projects and tasks, those seated near each other 

formed a kind of team often within a section, but sometimes across sections. Such teams 

consisted of at least one Japanese staff member, one senior Indonesian staff member, 

and one secretary. Individual staff members often belonged to multiple teams. 

 The Japanese staff communicated with the headquarters by e-mail and phone 

and dealt with documents written in Japanese. It was also mainly their responsibility to 

meet Japanese visitors and answer queries from Japanese people on the phone and 

through e-mails. In turn, the Indonesian staff dealt with work activities that involved 

Indonesians and the Indonesian language. The ‘territories’ of their work tended to be 

clearly divided by their respective language skills and business customs and cultures 

with which they were familiar. Although senior Indonesian staff members were in 

similar job positions as the Japanese staff, in reality it was not exactly the same due to 

their lack of competence in Japanese. The Japanese staff often acted as a supervisor to 

these senior Indonesian staff members. In a sense, there was a sort of segregation 

between them, as other scholars have observed (e.g. Cheung 2008; Kothari 2006; 

Leggett 2003; Sakai 2000). 

 In addition, the Japanese and Indonesian staff rarely socialised with each other, 

except on special occasions, such as a farewell or welcome lunch and occasional official 

social activities (e.g. bowling and other outings). During lunch, they went out or ate 
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lunch boxes with members of their nationality group (or alone at their desks). After 

working hours, they often left from the office at different times, partly due to the 

different means of transportation they used (the Japanese staff used cars and taxis, while 

many Indonesian staff members used public transportation) and sometimes hung out 

with fellow members of their respective national groups. The Japanese staff were also 

obliged to attend to those Japanese who visited Indonesia on business even after office 

hours, which provided opportunities for talking about business and was a part of their 

work. Neither did the Japanese and Indonesian staff share weekend activities. Their 

social networks were, thus, usually limited to work-related activities. It was unlikely for 

them to have common friends and acquaintances, except work-related persons. Actually, 

the Japanese staff seldom knew the Indonesian staff from other sections (not even their 

names), while they knew most of the Japanese staff, and vice versa (though the 

Indonesian staff were likely to be better acquainted with the Japanese staff’s names). 

Compared with her previous European company where the majority of the staff were 

Indonesians, a former secretary described her first impression of JOI as ‘cold, [...] 

silence like in the cemetery’ and ‘we [the Japanese and Indonesian staff] are not close,’ 

since people were quiet and there were many strict regulations and no social activities. 

 Under these work circumstances, they encountered multifarious differences on 

a daily basis. I will now illustrate this with several examples which can be observed in 

their everyday work activities. 

 

Language Barriers and Information Sharing: Struggling with Three Languages 

 

The main difference between the JOI and the headquarters is the working languages: 

English and Japanese respectively. In the JOI, for some newly assigned Japanese staff 

members, it was their first time working in an English-speaking environment every day, 
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although they had sometimes used English for their work in Japan. The same applied to 

most of the newly employed Indonesian staff. 

 Two issues, communication and information disparity, had a significant 

influence on relationships between the Japanese and Indonesian staff. There were 

actually not many staff members who explicitly referred to the difficulties of using 

English, except having to get used to English with a Japanese or Indonesian accent. 

Some Indonesian staff members said that everyone spoke in English in the JOI. 

However, this did not mean that they were fluent in English nor were they free of 

communication problems. A Japanese staff member explained that her English skills 

were just enough to meet the specific needs of work activities, but not sufficient in 

general conversations which required more vocabulary for a variety of topics. Another 

Japanese staff member confided that he had less confidence in his English and found it 

stressful using it for work. He admitted that many Indonesian staff members were 

highly capable and could speak better English than the Japanese staff members. He 

worried they might feel discontented with the Japanese staff members whose English 

was less competent, but whose salaries and positions were higher than theirs. He told 

me how he had stopped talking to a secretary whose work performances had been poor, 

but simultaneously regretted how his English skills might have hindered smooth 

communications with her. 

 Several Japanese staff members used memos and e-mail before and after 

face-to-face discussions with Indonesian staff members to reduce the risk of 

misunderstanding each other. Memos and e-mails were used as tools to supplement the 

less-than-perfect English skills of both themselves and the Indonesian staff. The 

language barriers in the JOI were fundamentally different from those in Leggett’s 

(2003) study of an American transnational corporation as explained in Chapter 2. 

 Accessibility to information written (and occasionally spoken) in Japanese was 
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also an issue that stemmed from the fact that the JO was a Japanese organisation. In fact, 

almost all Indonesian staff members interviewed cited the Japanese language as an 

obstacle, since significant numbers of documents and reports, especially those sent from 

the headquarters, were written in Japanese. Some Indonesian staff members even felt a 

certain ‘secrecy’ of the headquarters. 

 A Japanese staff member said that the lack of access to information caused 

gaps between what ‘we’ thought ‘they’ knew and what ‘they’ actually knew. Some 

Japanese staff members admitted that if all staff of the JO had been obliged to write 

documents in English, Indonesian staff members could perform at the same level as the 

Japanese staff. A senior Indonesian staff member said that making information available 

in English was a prerequisite for expecting both the Japanese and Indonesian staff to be 

able to take on equal responsibilities in their jobs. In reality, however, the Indonesian 

staff often hesitated to ask the Japanese staff to translate documents due to the latter’s 

busyness and/or unwillingness to do so. Meanwhile, the Japanese staff often neglected 

their responsibilities of translation due to their limited English skills and time 

constraints, although they were aware of the Indonesian staff’s frustration. Consequently, 

the information disparity between them in terms of both quantity and quality greatly 

influenced work performances on both sides. 

 While Article 21 of the Regulation of the Minister for Manpower and 

Transmigration (PER.02/MEN/III/2008) (Depnakertrans 2008b) stipulates that foreign 

workers are required to have Indonesian communication skills, it was not being 

effectively enforced, at least during the time of my fieldwork. At work, however, the 

Japanese staff often needed to deal with Indonesian: receiving letters and e-mails 

written in Indonesian and signing letters written in Indonesian in special situations, and 

communicating with those who were not fluent in English. It was actually the 

Indonesian staff who rendered them able to work in English by translating and 
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interpreting for them. Several Japanese and Indonesian staff members seriously studied 

each other’s languages, though the Indonesian spoken by Japanese staff members and 

the Japanese by Indonesian staff members were sometimes inappropriate for business 

use. 

 In terms of daily verbal communication in the office, the Japanese and 

Indonesian staff often mixed these three languages. Some Japanese words were 

commonly used between staff members, such as tantō (person in charge) or XX-san (Mr. 

XX or Ms. XX). Many Japanese staff members also mixed the languages, as in ‘Minta 

tiga ocha ne (three Japanese teas please) [minta (Indonesian) = please, tiga (Indonesian) 

= three, ocha (Japanese) = Japanese tea, ne (Japanese) = a Japanese ending word]. It 

was also not uncommon to find three languages within one sentence. Some Japanese 

staff members repeated the same words in both English and Indonesian, e.g. ‘I saw it 

somewhere. Saya lihat (‘I saw’)’, probably in order to reinforce what they meant. The 

Japanese and Indonesian staff were struggling to work in the juncture of the three 

languages. 

 

Discipline: Jam Karet and Punctuality 

 

A considerable number of the Indonesian staff described their impression of working 

with the Japanese staff using the word ‘discipline’. One Indonesian staff member 

described her previous Japanese female supervisor as: ‘She was very disciplined [...] 

serious and hard working’. Another explained her impression of working in the JOI as, 

‘Everything is in order. [...] In a word, disciplined’. The word ‘discipline’ was used to 

refer to the Japanese staff’s work attitudes towards keeping time and strict adherence to 

schedules. Other Indonesian staff members emphasised ‘punctuality’ in similar contexts. 

Host national employees in other Japanese transnational organisations/corporations also 
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made the same point. 

 In contrast, the Indonesian words ‘jam karet’ (rubber time) were often used 

among both the Japanese expatriates and the Indonesians themselves to describe a 

typical Indonesian custom of how to define time. The custom of jam karet enables the 

practise of tolerating almost every delay. The validity of the claim of jam karet was 

uncertain, since the interpretation of culture tends to be rendered in terms of a contrast 

with other cultures. Leggett (2003, p. 70) writes that in cross-cultural training, cultural 

difference is ‘often explained through the unmarked metaphors of a particular culture 

(for example, Time is Money for Americans while, for Indonesians, Time is Rubber jam 

karet)’. In discussing the notion of time, Hall (1959, pp. 28-31) points out the different 

understandings of ‘long time’ between America and the South Asia: for the former, it is 

something fixed, such as a few decades, and for the latter, millennia or endless time. 

This kind of contrast might enhance the image of the work style of the Japanese 

expatriate employees. 

 In the JOI, the Indonesian staff members were learning and being trained to 

come to the office on time and accomplish their tasks to tightly set deadlines. By so 

doing, they obtained a non-Indonesian, namely Japanese, work style and came to act in 

a similar fashion to the Japanese staff. Some respondents who worked, or had worked, 

in Western organisations/corporations also remarked on Westerners’ discipline and 

punctuality; discipline was not a unique characteristic of the Japanese expatriate 

employees and their work attitudes. However, for those who did not have comparable 

work experiences, it was perceived as one of the characteristics of the Japanese staff and 

a uniquely Japanese work style. It is worth noting that their references to the Japanese 

sense of discipline sometimes contained negative connotations, such as inflexibility. 

Their inflexibility at times resulted in friction with their counterparts. 

 In relation to jam karet, many Japanese expatriate employees, particularly 
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newcomers, were upset and complained about delays for meetings and report 

submissions. However, the more time they spent in Indonesia, the less annoyed they 

were with the differences in their conception of time. A Japanese staff member, for 

instance, found that ‘deadlines’ had not functioned in Indonesia in the same way as in 

Japan. After spending more than two years in Indonesia, he smiled mischievously and 

said, ‘I certainly became easygoing, because I am here. [...] In Japan, I was a typical 

Japanese who tended to think that deadlines were above everything else’. This did not 

mean that he came to think that deadlines were not important. He, as well as other 

expatriate employees, simply recognised that there was a difference between the 

Japanese and Indonesian sense of time and learned to adjust to the difference, as long as 

the situation allowed him to do so. 

 Expatriate employees at times came to appreciate the custom of jam karet. For 

example, a JO-related expatriate employee, like other Japanese newcomers, was 

annoyed by jam karet at the beginning. She often had to wait about one hour before 

starting a meeting and felt that she was wasting time. However, she found that one 

Indonesian counterpart usually came on time. She started enjoying talking with him 

while waiting for the other participants. Through conversations with him, she was able 

to get precious information related to her work and the host society. In addition, she 

accepted a loosely scheduled project plan instead of a tightly scheduled one, as is 

commonly used in Japan, based on advice from a senior Japanese staff member, thus 

enabling her to manage the project smoothly. 

 

Different Customs and Cultures 

 

There were also other unfamiliar work customs and cultures. The Indonesian process of 

making an appointment by sending official letters was, for instance, different from that 
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in Japan where appointments are made by phone and e-mail in general. Although this 

business custom worked in avoiding miscommunication, it was not efficient. In turn, the 

Japanese long decision-making system using a written form, the so-called ringi, is often 

criticised by non-Japanese employees (Sumihara 1993). The JO used the same kind of 

system, namely the kessai system. A kessai document prepared by a lower-status staff 

member was circulated among personnel relevant to a specific decision not only in a 

branch office, but also in the headquarters, if necessary. It was one aspect of a typical 

Japanese organisational system which emphasised consensus. The Japanese and 

Indonesian staff became familiar with each other’s customs through working together. 

 The different fiscal years and holidays also were also problematic. The 

Japanese fiscal year starts from April and ends in March, while the Indonesian fiscal 

year runs from January to December. This gap in the fiscal calendar, for instance, 

caused delays in budget distribution from Japan and the late submission of financial 

reports from counterparts. Different national holidays and holiday seasons (particularly 

during Ramadhan and Lebaran in Indonesia) influence the efficiency and functions of 

each country’s offices at different times. 

 Moreover, ethnic and religious diversity in Indonesia was a challenge for the 

Japanese staff, who came from a less diverse society in terms of developing a certain 

sensibility for such diversity. In Indonesia, numerically significant religious groups are 

Muslims (88.6%), Protestants (5.8%), Roman Catholics (3.1%), Hindus (1.7%), 

Buddhists (0.6%), and Confucius (0.1%) (Cholil et al. 2010, p. 13); and the major ethnic 

groups include ‘Javanese (45%), Sundanese (14%), Madurese (7.5%), and Coastal 

Malays (7.5%)’ (Levinson 1998, cited in Bennington & Habir 2003, p. 375). Particularly, 

the Japanese staff were often required to make considerations for Muslim religious 

practices (e.g. praying five times in a day, a longer prayer on Fridays) and taboos which 

were unfamiliar to them. Some of them who had urgent work were sometimes irritated 



CHAPTER 5  POROUS SPACE 

156 
 

and felt inconvenienced by these practices, although they fully understood and respected 

them. It took some times for them to get used to take religious practices into account. 

 In turn, the Indonesian staff also had to be tolerant of Japanese staff members 

who lacked consideration for their religious practices. Japanese staff members’ 

mismanagement of religious issues are possible causes for conflict within the office. 

However, the Indonesian staff rarely mentioned religious issues which were sensitive 

topics in terms of the relationships with not only the Japanese staff, but also their 

Indonesian colleagues who had different religious beliefs. 

 

Secretary and Non-White-Collar Staff Members 

 

In describing their first impression in the JOI, some Japanese staff referred to the 

presence of secretaries and non-white-collar staff members who dealt with manual 

jobs, such as tea ladies, office boys, and drivers. A Japanese staff member told me: 

 

At first, I did not know what I should ask [of a secretary]. Because it means that I ask 
[a secretary to do] what I have been doing myself [in Japan]. With regard to making 
an appointment, actually, a secretary [of the office] makes an appointment through a 
secretary of a counterpart, isn’t it? In the past, I have done all such things by myself. 

 

He said that the Japanese staff became able to use time more effectively for substantial 

matters, rather than clerical jobs. On the other hand, another Japanese member struggled 

through a process of adjusting his work styles between Japan and overseas. In Japan, he 

had to do all the jobs by himself, from making photocopies to managing projects, while 

he was expected to do ‘reasonable’ jobs, which were in accordance with his handsome 

salary as an expatriate employee, by delegating clerical jobs to secretaries in overseas 

offices. Overseas assignments tended to raise their work positions and increase their 

authority compared to that in Japan (see also Ben-Ari 2003; Hamada 1992). This 
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seemed to create distance between themselves and the Indonesian staff. 

 A senior Indonesian staff member also mentioned that she had lacked the 

experience of working with secretaries in her early career. However, many Indonesian 

staff members who were born and brought up in Indonesia, where social strata was 

clearer than in Japan, appeared to feel less stress in constructing relationships with their 

subordinates. Meanwhile, the Japanese staff, particularly young Japanese staff members 

in their late twenties or early thirties, lacked experience in managing staff members. 

 Inexperience on the part of the Japanese staff sometimes created subtle friction 

between them and the senior Indonesian staff members. Some Japanese staff members 

received indirect replies from senior Indonesian staff members which implied, ‘Why do 

you ask me to do this?’, on occasions when they wrongly delegated a job to the latter 

instead of the secretaries. The senior Indonesian staff members were probably just 

correcting mistakes (or misunderstandings) of the Japanese staff. Similar situations 

actually would happen not only in Indonesia, but also in Japan among employees. 

However, such incidents made the Japanese staff more careful when delegating jobs to 

senior Indonesian staff members. By so doing, subtle awkwardnesses which arise 

between the Japanese and Indonesian staff might gradually accumulate to create 

invisible gaps between them. 

 

‘Managing Differences’ 

 

In the JOI, the following scene is often observed (emphasis added for later reference). 

An Indonesian staff member is talking on the phone with an Indonesian counterpart in 

Indonesian for a long time. Although she laughs and makes jokes some times, she puts 

on a grim expression from time to time. She is discussing a document that the 

counterpart is supposed to submit tomorrow. The counterpart says that he will not be 
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able to submit it and asks her for an extension on the deadline. She actually raises her 

voice a little once, although she, in a sense, is already aware of the impending outcome. 

At the end of her discussion with the counterpart, she concludes that they will not be 

able to submit the document the next day. She knows that the schedule was set by the 

headquarters without enough consultation with the JOI. She also knows that the 

deadlines of such schedules are usually strict. How can she explain and ask for an 

extension from her Japanese colleagues in the JOI, who always endeavour to strictly 

adhere to the schedule? Can the headquarters extend the deadline? After hanging up the 

phone, she turns to her Japanese colleague, who sits next to her, and explains the result 

of her discussion with the counterpart in English. She says that the superior of the 

counterpart who has the authority to sign the document is now on a business trip, so the 

counterpart has to wait a couple of days for his return. In the JOI, when those who have 

authority for signing are absent from the office, their subordinate in certain positions 

can assume this authority if it is urgent. This is not a system unique to the JO, but can be 

seen in other organisations/corporations in Japan and in the West. For instance, a deputy 

director can sign during the absence of a director who usually has the authority to sign. 

However, in Indonesia, it is rare for a lower ranking employee to sign on behalf of a 

higher ranking employee, unless an office officially appoints a sub-director as a 

temporary acting director and delegates the authority to him or her. The Japanese staff 

member calmly listens to her explanation and asks her several questions. He finally 

picks up his phone to make a call. Once connected, he briefly explains the situation with 

the Indonesian counterpart in Japanese. He seems to be talking to someone at the 

headquarters. After a while, he hangs up the phone and tells her to give the counterpart a 

one-week extension. At the end of their conversation, with a smile, he says to her, ‘It is 

always difficult to make the headquarters understand the situation in Indonesia’. With a 

sigh of relief, she phones the counterpart, informing him about the one-week extension. 
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As she hangs up, she turns to the Japanese colleague again and says, ‘It is the first time 

for the counterpart to work with our organisation and they do not know how strict our 

deadline is’. 

 This kind of conflict and negotiation among the Japanese and Indonesian staff, 

the headquarters, and counterparts happened daily in the office. Facing the contradiction 

between two set of customs, the Japanese and Indonesian staff had to deal with 

schedules set by the headquarters based on the Japanese understanding of ‘time’. The 

Japanese staff had to liaise with staff member(s) from the headquarters in order to 

secure concessions, or they had to negotiate with Indonesian counterparts, often through 

an Indonesian staff member who was more familiar with Indonesian business customs 

and manners. By the same token, the Indonesian staff played a role in negotiating 

between Indonesian counterparts and the Japanese staff to find an acceptable, possible 

point of compromise for both parties. 

 The Japanese and Indonesian staff described in the above scene are considered 

as the more experienced cohort in the office. If they were very new, the situation would 

be different. Due to their experiences, they have gained the ability to face such 

situations calmly, sometimes making jokes, while perhaps concealing their irritation 

from each other. They were negotiating and managing unfamiliar circumstances, 

customs, and cultures. ‘The term “management” draws attention to the processual 

aspects, to negotiation of borders in a non-rhetoric[al] way’ (Nowicka 2008, p. 47). 

 

‘Temporary’ Japanese Staff and ‘Permanent’ Indonesian Staff 

 

‘You Japanese [...] leave after two years. And who stay[s] here? It is us. So, people only 

recognise us and they always ask us. So, that’s why I think at least he [a Japanese] have 

[sic] to trust us to talk with our style, and to work with our style,’ a senior Indonesian 
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staff member said. The ‘temporary’ or ‘permanent’ nature of their stay is a very 

influential factor in the relationships between the Japanese and Indonesian staff. In 

many cases, ‘temporary’ Japanese staff members worked with ‘permanent’ Indonesian 

staff members as a team, together with secretaries, the majority of whom were hired 

through staffing agencies with two year contracts in general. This meant that every few 

years, the senior Indonesian staff members had to face and work with new Japanese 

staff members and secretaries; they had to start all over again, and establish new 

relationships. 

 The Indonesian staff expected to develop their capacities and qualifications by 

learning from the Japanese staff. Some thought that the skills and knowledge they 

obtained in transnational organisations/corporations would increase their 

competitiveness in the labour market. In fact, knowledge transfer to host national 

employees is mandated as a responsibility of expatriate employees by the government 

of Indonesia (Depnakertrans 2008b, article 21), thus legitimising their presence in the 

host society. However, the reality was slightly different. As one of the senior Indonesian 

staff pointed out, due to the temporary stay of the Japanese staff, some Indonesian staff 

members did not feel that ‘there is any knowledge that [is] given, transferred to them, 

completely, or partially’. In fact, entire work experiences and knowledge were being 

absorbed by individual Indonesian staff members, particularly the senior staff members, 

instead of the Japanese staff who inherited only partial knowledge from their 

predecessors and worked in the office for only a limited period of time. The length of 

work experience in the JOI created wide gaps of knowledge between them. ‘If 

expatriates demonstrate competence worthy of higher pay, local staff will be less 

dissatisfied’ (Toh & DeNisi 2005, p. 141). However, the work performances of 

inexperienced Japanese staff members sometimes appeared inefficient, at least at the 

beginning. 
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 This kind of dissatisfaction among experienced host national employees is a 

longstanding problem in transnational corporations. In the mid-1960s, for instance, the 

host national employees of the first Japanese joint-venture bank complained about the 

occupation of important posts by Japanese expatriate employees to whom they taught 

necessary knowledge and skills (NNA 2008, pp. 91-93). In an American transnational 

corporation in the 1990s, Leggett (2003, pp. 171-172) also found tensions between new 

expatriate employees and host national employees with a long-term loyalty to it. 

 The dissatisfaction among the Indonesian staff appeared in an indirect form. 

Many respondents among the Indonesian staff, particularly senior staff members, clearly 

stated their desire of capacity development through training and schools. They also 

expressed such desires in the annual assessment. However, having not received any 

practical response, they questioned the role of the annual assessment itself. Their desire 

for training seemed to be implicitly linked to their dissatisfaction with salary disparities 

and the glass ceiling of promotion. 

 In the JOI, the Indonesian staff, particularly the senior staff members, were 

playing an important role in balancing between Japanese and Indonesian ways of 

conducting business. The ‘permanent’ Indonesian staff members often acted as mentors 

for newly assigned ‘temporary’ Japanese staff members. Scholars often describe 

expatriate employees as ‘skilled workers’ and ‘professional migrants’. However, in the 

case of the JOI, the Japanese staff could use their ‘skills’ and ‘profession’ properly with 

support from the Indonesian staff. Their ‘temporary’ and ‘permanent’ characteristics 

greatly influenced their capacities and work relations. 

 

Experiences of Individual Characteristics and Work Styles 

 

Many Japanese staff members had a stereotypical image of the Indonesians and their 
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work style. Whether they had negative and/or positive impressions of the Indonesian 

staff depended on their prior work experiences in Japan and/or other countries and 

which Indonesian staff members they worked with: compared with staff in Japan, some 

were disappointed by the latter’s unprofessional performances; compared with staff in 

African countries, some were impressed by their superior performances; and compared 

with other Southeast Asian countries, some had mixed positive and negative 

impressions. A senior Indonesian staff member noticed that a former Japanese staff 

member had underestimated her, indicating that the Indonesian staff often could sense 

the Japanese staff’s feelings. 

 Two Japanese staff members who had never worked (nor studied) overseas, for 

instance, had quite contrasting first work experiences with Indonesian staff members. 

One of them had a positive experience with a secretary and a senior staff member in his 

section. The secretary made necessary arrangements for those who would visit 

Indonesia on business, without his instructions, which was hard (or impossible) for him 

to do without knowing Indonesia and the Indonesian language. From the senior 

Indonesian staff member, he learned a considerable amount about work-related issues, 

ranging from the social circumstances of the host society to the organisational structures 

of counterparts. He shyly smiled and said, ‘She [the senior Indonesian staff member] 

was there [in the section] like a boss. [...] I felt that she taught me step by step’. In 

contrast, the other Japanese staff member had negative experiences. According to him, 

his previous secretary always made careless mistakes whenever she prepared documents, 

despite the way he tried to correct her mistakes with the hope of helping her improve. 

He stopped correcting her mistakes, since he felt that his work relations with her 

became awkward. In addition, the previous senior Indonesian staff member failed to 

complete a task by a deadline, although he had reminded her almost every day. His first 

work experiences with them created a negative image of the Indonesian staff. 
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 However, at the time of the interview, the second Japanese staff member was 

working with another secretary and another senior Indonesian staff member. He 

described their work performances as ‘amazing’ many times. He stated, ‘I used to think 

that there was a limit to how much Indonesians could do, but I was wrong. The current 

two [staff members] are amazing indeed and there are no Japanese who are as reliable 

as they are’. Once, he said, the current senior Indonesian staff member clearly had 

complained about his treatment of her as an assistant. Her claim made him think that his 

previous staff member who had not been outspoken might have experienced the same 

discontent (he seemed to regret not having noticed that). Through these experiences, he 

became able to see Indonesians beyond the stereotypical image which he had developed 

before. 

 Certain work performances and work styles of the Indonesian staff also made 

the Japanese staff change his image of the former. There were some Japanese staff 

members who noticed that the Indonesian staff members worked even after office hours 

and on weekends (though they were not aware that there were also Indonesian staff 

members who preferably chose to work early in the morning before office hours). Thus, 

while the Japanese staff members still had some reservations regarding the Indonesian 

staff member’s work efficiency, the former felt that the latter indeed demonstrated a 

strong sense of responsibility towards their work. Consequently, they came to recognise 

that their image of the Indonesian staff was fallacious. 

 In turn, a senior Indonesian staff had worked with several Japanese staff 

members. In the first section she was assigned to, she worked with the female Japanese 

staff member who was considered to be a difficult person. She could get along 

amazingly well with the staff member and learned many things, from keeping up a work 

schedule to how to work with a secretary. The Japanese staff member also shared 

sufficient work-related information with her. After that, she started working with a new 
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male Japanese staff member. However, as he had learned Indonesian and dealt with the 

documents by himself, he did not share much information. He tended to ask for her 

support when he did not understand some part of the documents at the last minute 

before deadlines. She told me that knowledge transferred by the first staff member 

greatly helped her to work with the second staff member. 

 These individual experiences must be considered in light of their respective 

temporal positioning in their career trajectories within the JOI (and with other work 

experiences). How they regard each other depended upon how long they had worked 

and with whom they had worked in the office. The work performances of the secretary 

and the senior Indonesian staff member criticised by the first Japanese staff member 

were, for instance, positively rated by other Japanese and Indonesian staff members who 

had rich overseas experiences and longer careers in the office respectively. 

 Having experiences of different characteristics and work styles, both the 

Japanese and Indonesian staff came to understand the heterogeneity of the members of 

each national group. A senior Indonesian staff member who thought that the nationality 

of the Japanese staff did not affect her relationships with them said, ‘I don’t say that 

[the] Japanese [are] always A, Indonesian should be [...] B. Not like this. Because, 

finally, it’s back to the [sic] each person[’s] character’. She also tried to learn good 

things and ‘forget the bad things’. Another senior Indonesian staff member told me, ‘I 

just learn […] everybody has positive and negative […] starting from one experience 

and second experience, […] we have to just look which positive [side I can take] from 

the persons’. After having various experiences, she came to ask a new Japanese staff 

member about his/her preferable style by explaining the previous work patterns. Both 

senior staff members were actively making efforts to learn and adapt to the Japanese 

staff, which is often overlooked by business studies that tend to focus on the adjustment 

of expatriate managers (e.g. Aycan 1997). 
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 Whenever the Japanese and Indonesian staff were faced with each other’s 

differences, they became conscious of their nationalities. The different treatments 

stemming from the organisational system and regulations (e.g. salaries, promotion 

opportunities) to the preferential arrangement of official cars and equipment for the 

Japanese staff, clearly drew a line between them. However, working together with a 

common goal seemed to dilute the influence of nationality. In Yagi’s (2006) study in a 

Japanese subsidiary in America, a Japanese locally hired application engineer believes 

that the shared culture as engineers, rather than nationality, helps him to coordinate 

Japanese and American ways and facilitates the product development process. 

 Nowicka writes (2006, p. 200) that ‘[a]t the collective level, differences tend to 

be coded into nationality, but at the individual level nationality plays no role’. In the 

case of the JOI, nationality was still playing a role to some extent. However, both the 

Japanese and Indonesian staff avoided, or tried to avoid, making generalisations based 

on negative experiences with individual members of a different group by differentiating 

between individuals and groups (see also Nowicka 2006, pp. 198-202; 2008, pp. 49-50). 

Instead, they tended to emphasise the positive characteristics of individual members of a 

different group. By so doing, they were trying to manage differences and act flexibly. 

These findings present the limitations of nationality as an analytical tool and suggest the 

necessity of going beyond methodological nationalism marked by nation-state, as some 

scholars have cautioned (Beck 2004, pp. 139-144; Wimmer & Schiller 2002, 2003). 

 

Knowing ‘Them’, Knowing ‘Us’: Teaching and Learning Everyday and Blurring 

Boundaries 

 

Working side by side, the Japanese and Indonesian staff accumulated knowledge about 

both Japan (Japan as a country, the Japanese, and the JO) and Indonesia (Indonesia as a 

country and the Indonesians). Through work, the Japanese staff had opportunities to 
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learn about the social, cultural, political, and economic issues of the host society (see 

also Nowicka & Kaweh 2009, p. 64). Meetings and discussions with counterparts 

provided them with opportunities to experience different ways of thinking and 

processing things outside the ‘Japanised’ space of the JOI, together with their cultural 

practices, from foods to manners. In fact, they often differentiated the Indonesian staff 

from counterparts in terms of work performances. In field trips to rural areas, they could 

experience the diversity of Indonesia, and not just what they had seen in Jakarta and 

Bali. Similarly, working with the Japanese staff, the Indonesian staff also learned about 

Japan. Apart from their different work styles, they could see cultural practices, such as 

bowing, that they had seen in the media. Non-white-collar employees (e.g. drivers, tea 

ladies) who worked with most of the Japanese staff at some point or another might have 

more opportunities to get to know various characteristics of the Japanese. 

 Japanese staff members who had worked in the JOI for a period of time 

sometimes had more knowledge about specific aspects of Indonesia, such as the 

government structures and regulations, than ordinary Indonesians. A senior Indonesian 

staff member felt that the Japanese staff were often keen to study and knew more about 

Indonesia than she did. In turn, the permanent Indonesian staff members with 

longstanding careers were often conversant with particular systems and procedures of 

the JO and/or the JOI to a greater extent than new Japanese staff members. 

 At the same time, the Japanese and Indonesian staff acted as the most easily 

accessible sources of information about each other’s respective countries. Due to a lack 

of knowledge, for instance, the Japanese staff consciously and unconsciously expected 

the Indonesian staff to have a comprehensive knowledge of Indonesia, from 

business-related issues to cultures. A senior Indonesian staff member pointed out the 

importance of knowing Indonesia, as well as Japan, which could constitute a 

‘competitive advantage’ in order to ‘survive for working’ in the office. Once, the senior 



CHAPTER 5  POROUS SPACE 

167 
 

Indonesian staff member was asked about a new governmental regulation by a former 

Japanese supervisor in the early period of her career in the JOI. She laughed and said, 

‘He was at that time a bit angry because I was Indonesian, but I didn’t know the new 

regulation. So this is kind of like, ah…, you have to know, because you are Indonesian’. 

 The Japanese staff were also expected to know about Japan, particularly the JO 

system and procedures which are run according to Japanese logic and customs, and 

were indispensable for the smooth implementation of projects. A senior Indonesian staff 

member explained her experiences with two former Japanese staff members. The one 

who worked for the JO on a contract base and had no prior knowledge about it shared 

almost all information with her, including his ‘confusions’ about the JO system. The 

other who was a permanent staff member and had established a career in the JO was, on 

the other hand, familiar with its system and could handle projects smoothly. Some 

Indonesian staff members occasionally showed their relief upon receiving new Japanese 

staff members, who had a reasonable career record with a permanent position in the JO, 

due to their experience and in-depth knowledge about it. For both the Japanese and 

Indonesian staff, knowledge about their own cultures and customs became their strength, 

which they sometimes developed through work. 

 In fact, to some extent the interactions between the Japanese and Indonesian 

staff consisted of regular role swaps in learning from and teaching the other. A Japanese 

staff member, for instance, changed the job delegation on the basis of the experiences of 

the senior Indonesian staff members he worked with. With the previous staff member 

who had a longstanding career in the office, he took responsibility for substantial issues 

with which he had had experience in the headquarters, while the Indonesian staff 

member dealt with internal administration processes with which she was familiar. In 

contrast, the current senior Indonesian staff member who did not have a sufficiently 

established career in the office had limited knowledge of the JO system, but she had 
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in-depth knowledge about a sector and counterparts due to her previous work 

experiences. Therefore, more responsibilities for substantial issues were delegated to her, 

while the Japanese staff member dealt with internal administrative processes which he 

had learnt from the previous senior staff member. By so doing, he allowed her to take a 

leadership role (as she also wished) and came to assist her activities. Thus, no matter 

what the formal position in the office, the Japanese and Indonesian staff (though not all) 

sometimes switched their roles from instructing/leading to being instructed/led, 

depending on respective individual capacities, previous experiences, current situations, 

and time. Actual work roles were not fixed. 

 Consequently, these processes of knowing ‘them’ and ‘us’ enhanced the ability 

of the Japanese and Indonesian staff to see situations from the others’ viewpoint and 

shift their positions from one side to the other side. For instance, I often heard that the 

Japanese staff defended Indonesian situations against directives from headquarters. In 

the same vein, during a field trip, a senior Indonesian staff member met counterparts 

who had not been working sincerely for a project. He was disappointed by this incident 

and even felt ashamed about his fellow Indonesians. 

 The shifts in their positions could be observed in the way in which they 

naturally switched between ‘us’ and ‘them’ according to the situation, which reduced the 

sharp distinction and blurred the boundaries between them. The scene described at the 

beginning of this section also illustrates one such case. The usage of ‘us’ and ‘them’ that 

reflected and constituted the feeling of inclusion and exclusion was fluid. The Japanese 

staff also used the Japanese term uchi (inside), which was in contrast with soto 

(outside); such as ‘uchi no staff’ (our staff), in order to distinguish themselves from the 

counterparts. ‘[W]hen a certain social relationship is metaphorically declared an uchi, it 

gains a similar emotive influence as an in-group and obliges its subjects to act 

accordingly’ (Kurotani 2005, p. 72). For the Japanese, the notion of uchi can also be 
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applied to a company as a whole (e.g. Kondo 1990, pp. 204-209). The boundaries 

between ‘us’ and ‘them’, or uchi and soto, were created by members accordingly 

depending upon whom the Japanese and Indonesian staff were dealing with, where they 

were located, and when they interacted (see also Kondo 1990, p. 141). Within the JOI, 

this happened even between sections, cross-cutting nationalities, ethnicity, gender, age, 

and so forth. 

 Appadurai (1995, pp. 204, 222) considers ‘locality as primarily relational and 

contextual rather than as scalar or spatial’; it ‘is always emergent from the practices of 

local subjects in specific neighbourhoods’. As in the case described above, when the 

Japanese staff members talk to the headquarters, their point of view changes from Japan 

as their locality to Indonesia as their locality, while they, in contrast, act from the point 

of view of the Japanese locality in discussions with the Indonesian staff. In turn, the 

Indonesian staff shift their locality from Indonesia to Japan, according to situations and 

contexts in which they find themselves. By so doing, the Japanese and Indonesian staff 

connect and negotiate with both localities, rendering their boundaries unclear. 

 Featherstone (1990, p. 11) points out that although global cultural flows ‘can 

give rise to third cultures and increasing tolerance, it can also result in negative 

reactions and intolerance’. The emergence of ‘third cultures’, which suggest reified 

forms, was uncertain in the JOI. Pointing out ‘the dynamic character of culture in 

organisations’ and the fact that ‘cultures change over time in response to different social 

pressures’, Moore (2005, pp. 4-5) also questions the appropriateness of the concept of 

‘third-culture’ in the context of organisations. In the transnational social spaces (Pries 

2001; Williams & Geppert 2006), or the ‘contact zone’ (Pratt 1991), which I have 

discussed in Chapter 1, what the Japanese and Indonesian staff were doing was 

ceaselessly negotiating their differences (or unfamiliarity), while maintaining their own 

cultures. During the process, negative and intolerant feelings no doubt arose among 
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them. They were striving against these negative feelings by searching for and finding 

positive aspects about the individuals with whom they were interacting and not applying 

their evaluations to the groups as a whole. Work environments virtually forced them to 

do so. However, what is important is the fact that they were managing differences, or at 

least making efforts consciously and perhaps even unconsciously, in order to cooperate 

to achieve common organisational goals, enhancing and adding to each other’s 

knowledge. By so doing, they were fostering some perspectives and skills within 

themselves in order to flexibly shift their viewpoints in the home/host office space. I 

will discuss this point in the following section. 

 

Commonalities in Perspectives, Attitudes, Values, and Lifestyle 

 

This section will examine similarities, which were less visible than differences, shared 

and/or fostered among the Japanese and Indonesian staff through work experiences in 

in-between spaces. 

 

Multiple Standards 

 

As I have explained above, the Japanese and Indonesian staff developed their 

knowledge and capacities of managing differences through their personal experiences. 

 

[K]nowledge is a very personal thing; it comes from personal experience, but 
personal experience which is situated and formed in particular social institutions and 
work contexts (like universities, departmental disciplines, professional organizations), 
in particular geographical locations (cities, regions, states, rich and poor parts of the 
world) and [is] a product of particular temporal or historical periods (King 1990, p. 
403). 

 

The efficacy of such personal knowledge in terms of managing differences was clearly 

observed in those who had prior experiences outside the home society. 
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 During my fieldwork I heard quite a number of times how Indonesian staff 

members described the correlation between the adaptability of the Japanese staff and 

their prior experiences of studying and working overseas. My field notes summarise one 

of their opinions as follows: 

 

Most of the new Japanese staff had studied abroad and often have an M.A. These 
staff have an understanding about her [the Indonesian staff member] and the other 
national staff. They are patient and can wait for the national staff. On the other hand, 
the Japanese staff who do not have experiences of studying abroad cannot understand 
the national staff. They are clever and do not understand the staff who are not clever 
like them. They can work and do so quickly, but they do not understand those who 
cannot work quickly (19 June 2008). 

 

A senior Indonesian staff member who had worked with two former Japanese staff 

members, one of whom had had work experience abroad while the other had not, also 

reached the view that ‘the Japanese people who really don’t have the background in 

other countries is [sic] very close-minded’ and those who had worked and/or studied 

abroad had ‘much more wider [...] perspective’. Some scholars also find different 

approaches to host societies among expatriate employees with or without prior overseas 

experiences (e.g. Useem 1966). 

 Some Japanese also observed the same tendency. A Japanese staff member, for 

instance, used to work in African countries where Japanese staff members had to retain 

the key to a storage room and take care of the stored supplies (e.g. stationery) in order to 

keep an eye on host national staff members and prevent them from stealing. He also had 

to give instructions to secretaries step-by-step in very great detail. In Indonesia, 

however, the Japanese staff did not need to micro-manage host national staff members 

in that way. Some projects were even being implemented only by Indonesian staff 

members. He felt that his knowledge and experiences in Africa provided him with a 

different standard for assessing situations and greatly helped him to work in Indonesia. 

He sympathised with other expatriate employees who lacked prior work experience in 
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developing countries. ‘Those, who have lived only in Japan and use Japan [Japanese 

standards or viewpoints] as the indicator [of understanding host nationals and their 

behaviours], get heavily stressed’, he said. Those who were taking their second 

assignments in Indonesia were also unquestionably feeling comfortable and at ‘home’. 

 In the same vein, the Indonesian staff, particularly the permanent staff members, 

could be seen as having been exposed to ‘overseas’ experiences (culturally, though not 

geographically) and fostering such standards, facing and working with various Japanese 

staff members in the transnational office space. In a sense, both Japanese staff members 

without overseas experiences and newly employed Indonesian staff members were 

developing standards different from their home societies. This concurs with the work of 

Scigliano (1960, p. 704) who studied the national staff who worked for an American 

university group in Vietnam and found that the ‘understanding [of people with different 

cultures] comes fairly slowly’. 

 Working together side by side, both the Japanese and Indonesian staff were 

developing dual or multiple standards and a certain flexibility to cope with differences 

according to particular time, space, and contexts, which actually became their common 

features. By so doing, borrowing Beck and Sznaider’s (2006, p. 9) words, they were 

cosmopolitanised ‘from within’, sometimes consciously, sometimes unconsciously. 

They became able to see situations and circumstances from multiple sides, or at least 

Japanese and Indonesian sides. Such a cosmopolitanised world view, namely a 

‘cosmopolitan outlook’ (Beck & Sznaider 2006, p. 12), seemed to become a shared 

norm among them. Beck and Sznaider’s understanding of cosmopolitanism as an 

internal process of seeing the world is similar to Hannerz’s (1990, p. 238) interpretation 

of cosmopolitanism as ‘a perspective, a state of mind, or – to take a more processual 

view – a mode of managing meaning’. 

 However, such cosmopolitanisation is arguably not experienced by all Japanese 
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and Indonesian staff members. Some had difficulty adapting to Indonesian or Japanese 

work environments, if at all. In fact, Indonesian staff members described the ways in 

which one male Japanese staff member, with long work experience in Indonesia, acted 

as unacceptable: no information sharing with them despite the fact that he strictly 

requested them to do so with himself, and frequent yelling at them and scolding them in 

front of other staff members, which constituted ‘losing face’ in Indonesia. An 

Indonesian staff member assessed that this Japanese staff member had ‘failed’ in 

understanding the host nationals and society from the host’s viewpoint. In addition, the 

application of multiple standards is very situational and unfixed. If circumstances, such 

as the JO regulations and counterparts’ situations, did not allow the Japanese and 

Indonesian staff to exercise different standards, they had to negotiate with each other to 

follow the home’s or the host’s ways or some way in-between. Fostering and applying a 

‘cosmopolitan outlook’ is not the same in practice as it is in theory. Nevertheless, once 

they obtain such a ‘cosmopolitan outlook’ as a shared norm, they were more likely to 

have access to resources in the form of social capital residing in individuals’ 

connections (Putnam 1995, pp. 664-665; 2000, p. 19), as will be discussed in the 

following chapters. 

 

Work Attitudes and Values 

 

Some Japanese and Indonesian staff members referred to similarities between Japan and 

Indonesia in their work attitudes and values. A Japanese staff member who used to work 

in African countries explained that in Indonesia, it was possible to use ‘a soft approach’. 

According to him, if there are problems, ‘it works to say [it] softly, or indirectly through 

a third person [...], which is similar to Japan’. By contrast, in Africa, it was necessary to 

clearly point out what was wrong, which sounded rude from a Japanese viewpoint. 
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Respondent : Well, so, see, I find it tiring in Africa. 

Interviewer : Tiring? 

Respondent : Tiring. It doesn’t compare [with Indonesia]. 

Interviewer : Do you mean living? 

Respondent : It is true that living [in Africa] is hard as well, well... as they [African 
people] have completely different values from us, there are many things 
which cannot be shared. And, we normally... get used to that, but there 
will always be something that we can’t get used to, and that’s what 
causes stress. 

Interviewer : Is that in relation to work or in your private life? 

Respondent : Both work and private life. 

Interviewer : Is Indonesia different? 

Respondent : Closer. 

Interviewer : Closer? 

Respondent : Because there are many things which we can share with the Indonesian 
way. If I can share many things, I feel comfortable. 

 

It is very clear that he was feeling a certain closeness to Indonesia and the Indonesians 

due to the shared values. Other Japanese staff members also mentioned the indirect way 

of Indonesian communications, or ‘soft approach’, as being similar with the Japanese 

way, although some were annoyed by such an attitude which had a tendency to cause 

misunderstandings. 

 One Indonesian staff member referred to a similar comparison, drawing an 

example from her previous work experiences with Americans. Americans tended to 

openly express their thoughts, such as the support and amount of money they would 

contribute to a project and expected facilities from counterparts. By contrast, Japanese 

people she worked with did not express their opinions directly. Even though they 

disagreed with counterparts, they might just say, ‘Oh..., hm...’ and discuss it further. She 

had a positive feeling about the Japanese indirect way, which was sopan (polite) in the 
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host society. Unclear, fuzzy attitudes are considered as a marked characteristic among 

the Japanese (see also Elashmawi 1990, p. 36), as well as the Indonesians. This kind of 

‘Asian’, or imagined ‘Asian’, attitudes and values made the Japanese and Indonesian 

staff feel ‘closer’ to each other. 

 

Lifestyles, Values, and Attitudes 

 

In his critique of the concept of multiple discrete cultures, Pinches (1999, p. 4) points 

out that ‘humans do not live in clearly bounded groups with clearly bounded ways of 

life, or clearly bounded values and predispositions’. According to my observation, the 

Japanese and Indonesian staff shared similar lifestyles and values, at least to some 

extent. 

 Smith (2002, 1999, 1994b) discusses how employment in a Japanese joint 

venture in Malaysia provided opportunities for ‘social mobility’, allowing host national 

employees to move up to a more privileged ‘class’ by obtaining access to ‘middle-class 

lifestyles’ that cut across ethnicity. Young (1999) observes the phenomenon of the 

emerging identity of ‘the new-rich’ characterised by a lifestyle oriented to consumption 

throughout industrialising Southeast Asia, including Indonesia. Regarding the middle 

class in Indonesia, several scholars have attempted to identify it, covering different 

ranges of groups (e.g. Heryanto 1999; Robison 1996). Heryanto (1999, p. 164), for 

instance, refers to ‘the well-educated, economically better-off urbanities’ as ‘the 

Indonesian new middle class’ who practise and lead a consumer-oriented culture and 

lifestyle. 

 Recently, Lange and Meier (2009, p. 1) have introduced the term ‘the new 

middle classes’, whose plural form indicates the heterogeneity of this category. They 

argue that in the course of socio-cultural changes from feudal to industrialised societies, 
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the single form of the term ‘middle class’, which suggests a group located in between 

the upper and the lower strata of a society, has become insufficient to represent widened 

social divisions between ‘the rich and powerful and the poor and powerless’ (Lange & 

Meier 2009, p. 6). In the developing countries that are heading toward ‘civil society’, 

Lange and Meier (2009, pp. 20-22) argue that the new middle classes, whose members 

are well qualified by their skills and knowledge, are in the frontline of ‘the unfolding of 

a functioning civil society culture’ in such aspects as evincing environmental concern as 

a civic responsibility, as well as with regard to the leading role in consumption activities 

and lifestyle. 

 Such skills and knowledge were supported by education. The attendance rates 

at post-compulsory education were approximately 50% (more than 80% in Jakarta) of 

the population of related age for high schools, and 40% for universities in 2010 (MOFA 

2010f). On the other hand, the attendance rates in Japan were 98% for high schools, 

56.8% for junior colleges and universities, and 13.4% for postgraduate schools in 2010 

(MEXT 2010). In the JOI, most of the white-collar Indonesian staff members had 

obtained university degrees, including masters degrees, and diplomas or certain 

professional certificates. There were also those who had studied and obtained a degree 

abroad. Their educational backgrounds compared favourably with the Japanese staff. 

This education provided them with knowledge and necessary skills, such as English, 

and acted as cultural capital (Bourdieu 1986 [1983]), or human capital (Coleman 1988), 

enabling them to work in the transnational office. 

 With regard to consumption activities, many of the Indonesian staff were 

enjoying a sort of middle class lifestyle, such as eating and shopping in shopping malls 

and having a certain level of living standard (e.g. decent house, car, computer, servant). 

At the time of my fieldwork, it was still a special urban activity for many Indonesians to 

eat McDonald’s hamburgers given the price and accessibility of these (see Gerke 2000, 
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pp. 146-147; Heryanto 1999, pp. 159-160). Nevertheless, for those who worked for both 

transnational and domestic organisations/corporations in large cities, such as Jakarta, it 

was becoming an ordinary activity to go to fast food restaurants and cafes, even 

Starbucks. To go to karaoke boxes was also a popular activity among the Indonesians, 

particularly young Indonesians. It became hard to assess whether going to karaoke was 

due to the influence of Japanese corporate culture (e.g. Smith 1994a; 2002, p. 14), or a 

consequence of changing popular leisure activities in Indonesia. What was certain was 

that employment in transnational organisations/corporations provided opportunities to 

gain insight into different cultures, such as Japanese culture (see also Smith 1999). 

Several Indonesian respondents said that they had not tried Japanese food before being 

employed by the JOI. 

 In addition, part of the Indonesian population experienced a heightening 

awareness about health. Despite the fact that they lived in a society where walking on 

the street could be associated with the lower class, they enjoyed walking as leisure, 

jogging, cycling, and other sports in several locations in Jakarta in the mornings on the 

weekends. Some worked out at gyms in major shopping malls. When I visited the JOI 

for the follow-up interviews, I saw a group of female Indonesian staff members who 

were in colourful sports wear and shoes getting ready to jog after work. Their jogging 

after work was fundamentally different from that of those, such as public servants, who 

jogged and did the compulsory exercises during working hours on Fridays. Seeing them 

off from the modern lobby of the JOI, I was thinking of similar scenes: New Yorkers 

jogging in Central Park and salarymen (salaried employees) jogging in Central Tokyo. 

In Indonesia, a tropical country, the staff members’ jogging was very symbolic of the 

globalised lifestyle. In different spaces and at different times, the New Yorkers, the 

Tokyo salarymen, and the middle-class Jakartans were enjoying the same activity and 

lifestyle. 
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 In terms of environmental concerns as civic responsibilities, in the JOI the 

employees were expected to participate in recycling paper and trash separation. In 

Indonesia, where an overall recycling system has not yet been established, there was a 

possibility that individual efforts at trash separation might be wasted. In public places 

and streets where trash bins were rare, people often simply discarded rubbish by 

littering (there were street cleaners with uniforms, as well as informal scavengers). 

Under these circumstances, the Indonesian staff members were following the office rule. 

An Indonesian staff member told me that she was doing trash separation at home after 

learning it at the office. Interestingly, a Japanese staff member who had a long 

experience of living in Indonesia surprised her family by unconsciously dropping 

rubbish in the open space of a park in Japan, which was contrary to common Japanese 

practise. Different circumstances influenced these Indonesian and Japanese staff 

members differently. 

 The shared values and lifestyles of the new middle classes explained above 

were a key to understanding commonalities between the Japanese and Indonesian staff 

in practice. Referring to similarities between herself, an Indian professional woman, and 

‘the metropolitan middle-class professional Indonesian woman’, Sen (1998, pp. 37-38) 

states that ‘class-based (consumption and production)’ patterns form identity across 

ethnicity and nationality. Extending Sen’s claim, the Indonesian white-collar staff 

members could be placed in the same category as the Japanese staff. The middle class 

lifestyle seemed to create social boundaries between the white- and non-white-collar 

Indonesian staff across other social categories, such as ethnicities and religions. 

However, the non-white-collar staff were also enjoying similar lifestyles in a modified 

way: using mobile phones and motorcycles and shopping at less sophisticated malls. 

They certainly observed and learned the middle class lifestyles around them, partially 

from their fellow white-collar staff. Their behaviour looked like ‘lifestyling, to signify a 
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superficial activity with no real consumption deriving from economic well-being’, 

which Gerke (2000, pp. 147, italisisation in original) found among the new middle class 

of the 1990s. They also worked under the same work ethic in the JOI. In a sense, they 

were the ones who would become members of the middle class in the future. 

 What supported such middle classes’ lifestyles was ‘the purchasing power to 

adopt western lifestyles’ (Lange & Meier 2009, p. 18). Transnational 

organisations/corporations, including the JO, certainly participated in providing such 

power to host national employees. In Indonesia, employees of multinational plants 

receive higher wages than those of domestic plants (Lipsey & Sjöholm 2006, pp. 51-52). 

The Japanese who experienced modernisation followed by rapid industrialisation since 

the late nineteenth century have also been exercising their ‘purchasing power’. 

Indonesia appears to be following a similar path to Japan at a more rapid pace. It would 

take time to change ‘locally-embedded socio-political creeds or behaviours’ (Sonoda 

2009, p. 14). Nevertheless, in the office, if not beyond as well, the Japanese and 

Indonesian staff were fostering commonalities by practicing the same work ethic and 

attitudes, such as following organisational regulations and procedures and keeping 

deadlines. 

 Besides being subject to a common discipline, what made them most similar 

was the very fact that they were experiencing differences in everyday life. Engaging 

with difference became a familiar circumstance for both. ‘Mobility and migration’ is a 

movement ‘between the areas of (cultural) familiarity and difference’ (Nowicka 2008, p. 

41). As I have discussed above, their experiences of moving between ‘familiarity and 

difference’ were actualised by crossing borders laid not only between them, but also 

between themselves and the others, such as the headquarters and counterparts. ‘In this 

one world, people and spaces are differentiated by their position at a particular stage of 

becoming alike’ (Nowicka 2008, p. 55). 
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Situated Openness, Porous, and Weak Ties 

 

Most of the literature on cosmopolitanism considers mobility and openness as 

characteristics of cosmopolitans (e.g. Clifford 1992; Hannerz 1990; Mau 2009; Skrbis 

& Woodward 2007). This literature tends to focus on those who move geographically 

and are exposed to other cultures, while non-geographical mobility and experiences 

through interactions with the former in a transnational social space have been largely 

overlooked. In reality, the Indonesian staff are moving every day from their home to the 

translocal office and experiencing differences. Their daily experiences of 

non-geographical movement results in cosmopolitanisation in their perspectives, as I 

have discussed above. The Indonesian staff as ‘commuting cosmopolitans’ were having 

many of the same experiences as the Japanese staff, or geographical movers. Both of 

them could be considered as ‘local (native)’ and ‘cosmopolitan (travellers)’ at different 

times and spaces, as Clifford (1992, p. 108) rightly questions the validity of the 

dichotomy between these two concepts. My data also indicate that all staff certainly 

possessed cosmopolitan openness to some extent: the Japanese staff, who were 

temporary ‘elites’, as explained in Chapter 4, and the white-collar Indonesian staff, who 

could be considered as part of the middle classes, and the non-white-collar Indonesian 

staff, who were middle class reserves. This finding suggests that cosmopolitanism is not 

an exclusive characteristic of privileged elites, as some scholars argue (e.g. Lamont & 

Aksartova 2002; Skrbis & Woodward 2007; Werbner 1999).  

 Researching the Germans, Mau (2009) finds that those with low/medium 

education (lower secondary and lower), as well as those with higher education (upper 

secondary and above), have a certain level of physical and virtual cross-border 

experiences and cosmopolitan attitudes, such as tolerance and openness to foreigners, 
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without physically migrating to other countries in their private and professional life. 

Mau’s findings correlate with all Indonesian staff members’ commuting cross-border 

experiences and their openness with regard to the Japanese staff. 

 However, there were limitations to the openness of the Japanese and 

Indonesian staff. The degrees and directions of openness in practice are very complex 

and modified according to situations and conditions in which they find themselves and 

are expected to act. Work environments, in part, forced them to act openly. Therefore, 

their open attitudes might not be strictly the same as the one identified by Hannerz 

(1990, p. 239), ‘a willingness to engage with the Other’, since their ‘willingness’ is not 

at issue. They chose to work there due to socio-economic reasons (e.g. relatively higher 

salary and status) and were trying to be open to the other even though the motivations 

were practical. In addition, research shows that multinational organisations attract those 

whose personalities are open (Lievens et al. 2001, cited in Dickson et al. 2008, p. 9). 

Skrbis and Woodward (2007, pp. 734-735) find that ‘personal, local and national 

anchors’ constrain the cosmopolitan inclination in individuals’ practice of openness 

towards other cultures, and claim that the static association between cosmopolitanism 

and the generalised idea of openness has little meaning in practice. 

 The Japanese and Indonesian staff maintained their roots in Japan and 

Indonesia respectively and made efforts to maintain a balance between their own 

cultures and values and those of the others. They went back and forth and moved across 

national borders spatially, but not ‘beyond’ nations as Colic-Peisker (2010) finds among 

(mostly non-corporate) transnational professionals who do not seem to have such 

national anchors. Like Werbner’s (2008, p. 2) ‘new cosmopolitans’, they had ‘empathy, 

toleration and respect for other cultures and values’ and ‘juggle[d] particular and 

transcendent loyalties’. They opened their individual and collective spaces to each other 

according to personal and translocal organisational situations and capacities. Beck 
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(2004, p. 153) also writes that ‘[a] cosmopolitan sensibility and competence emerge out 

of the clash of cultures within one’s own life. [...] The cosmopolitan perspective and 

cosmopolitan sensibility open up a space of dialogic imagination’. Through negotiation 

and conflicts, the Japanese and Indonesian staff (though not all) demonstrated 

situational openness with such sensibility and competence with regard to other cultures. 

 Beck (2004, p. 154) delicately warns, ‘[t]he basic fact that human experiential 

space is being subtly changed through an opening to cosmopolitanization should not 

lead us to assume that we are all becoming cosmopolitans’. While it might be a matter 

of degree as it varies from individual to individual, the Japanese and Indonesian staff 

were certainly experiencing ‘an opening to cosmopolitanization’. Their mixed attitudes 

of openness and closure can fit into different positions along what Roudometof (2005, p. 

127) identifies as ‘a single continuum’ between cosmopolitans and locals. Hannerz 

(1992a, p. 253) also states that cosmopolitans are often both (not either-or) ‘dilettantes’ 

and ‘connoisseurs’ at different times. 

 In the process of struggling to understand and be open to others, the Japanese 

and Indonesian staff were exchanging and diffusing information and knowledge 

between them. These transactions contained not only useful, beneficial information 

related to jobs, but sometimes also negative information on individual employees and 

the home and host societies. What they were forging can be categorised as ‘weak ties’, 

compared with ties within individual groups who tended to have overlapping social 

networks according to age, gender, family, religions, hobbies, and so forth. ‘The 

[functional] strength of [structurally] weak ties’ identified by Granovetter is derived 

from the function of bridging and diffusing information among different groups who do 

not have significantly overlapping networks. The ‘weak ties’ between the Japanese and 

Indonesian staff bridged and supported information flows between these two groups and 

individual members. Their ‘weak ties’ had a particular functional strength for the 
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purpose of opening and widening their perspectives towards the host and home societies. 

Staying in ‘the familiar world’, or the bubble, enabled them to ‘reintroduce the 

unfamiliar into the familiar’ (Luhmann 1988, pp. 95-96) through weak ties. By so doing, 

they were obtaining access to social capital, namely bridging social capital, by 

connecting with each other. 

 ‘All in all, I feel that there is a wall. It’s like a wall between the Japanese and 

the Indonesians’, a Japanese staff member said. There was undeniably a form of 

boundary between them. The wall he felt was very likely the one between the ‘bubble’ 

of the Japanese and the ‘bubble’ of the Indonesians. However, as I have discussed above, 

the factors influencing whether the individuals felt such a wall often depended upon the 

context, time, space and actors involved. In this sense, a wall or a ‘bubble’ is formed, 

not just around the Japanese as a collective, but also as individuals. The fact that the 

Japanese and Indonesian staff were from time to time reaching out to the other through 

the wall between them to forge and maintain contact clearly indicates the existence of 

porousness. Through these porous boundaries, they were interacting with each other, 

whilst clashing into each others’ walls, or into their own walls, sometimes. Through 

continual trial and error, they were searching for each other’s porous spaces. When their 

porous spaces overlapped, the spaces were opened up to each other, and information 

could start flowing through weak ties forged between them. 

 

Conclusion 

 

There are undeniable boundaries between the Japanese and Indonesian staff. However, 

close observation of individual face-to-face experiences in the transnational office space 

of the JOI has revealed that there are rich interactions between them. Through their 

geographical and non-geographical movement, they have experienced both differences 
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and familiarities in work attitudes and styles and mutually adjusted to each other. Their 

shared work experiences seemed to reduce the salience of nationality among them and 

make them see each other as individuals. By being open to other cultures, they learnt 

and developed alternative standards and overlapping perspectives along the continuum 

of cosmopolitan outlooks, which became a pool of common norm among them. Their 

cosmopolitan openness was very situational, and dependent on their different capacities, 

situations (e.g., the organisational system and regulations, which can change over time), 

time, and actors involved. Nevertheless, through ‘dialogue’ (Werbner 2008), they 

opened up porous spaces for each other on the surfaces of their individual bubbles, 

making it possible to establish weak ties and exchange information and knowledge. 

They lived in-between openness and closure, which co-existed in their everyday lives. 

 In the next chapter, in discussing the role of the Japanese and Indonesian staff 

as mediators with ties to different groups, I will explore the factors which influence 

their openness and closure and construct relationships. 
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CHAPTER 6  MEDIATORS AND TRUST: CONNECTIONS BETWEEN AND 

AMONG INDIVIDUALS AND GROUPS 

 

I realise [the reason] why the… [Japanese] staff sometimes don’t have time to talk 
[to] the Indonesian persons, because they are concentrating on the… on the thing 
that they must achieve. 

An Indonesian staff member (interview, 23 June 2008) 

 

I am being healed by smiling faces of Indonesian people. 

A female Japanese staff member (field note, 19 December, 2008) 

 

Their meeting looks cool! 

(pointing at a group of one Japanese and three Indonesian staff members who were 
doing a regular short morning meeting in order to check the progress of projects in 
front of a computer. Their meetings looked so professional.) 

A locally employed Japanese staff member (field note, 14 July 2008) 

 

Introduction 

 

In previous chapters, exploring the Japanese community and the JOI, I have discussed 

the dual characteristics of openness and closure within the relationships between the 

Japanese expatriates and the host nationals and between the Japanese and Indonesian 

staff respectively. This chapter discusses the ways in which the Japanese and Indonesian 

staff played the roles of mediators who connected with each other and between each 

group. I explore the way in which various factors, such as gender, age, life stage, and 

organisational environments, affect relationships between and among them. This reveals 

that their roles and functions as mediators are often influenced by a variety of 

socio-cultural settings in specific conditions and times. In reference to social capital, I 

also argue the importance of trust and talk, which support the relationships between the 

Japanese and Indonesian staff and facilitate their acting as mediators efficiently. This 
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chapter aims to unfold what support their ties formed in the porous spaces on the 

surface of the bubble. 

 

Role of Mediators in an Organisation 

 

The Japanese and Indonesian staff played an important role in connecting with each 

group and country by geographically and non-geographically moving across national 

boundaries within and beyond the JOI. This type of bridging role has been recognised 

by scholars and labelled under various names in a wide range of socio-cultural settings 

in both the social sciences and business studies, such as ‘brokers’ (Boissevain 1974; 

Burt 2001; Wolf 1956), ‘cultural brokers’ (Geertz 1960), ‘a buffer’ (Leggett 2003), and 

‘cultural mediators’ (Ben-Ari 1995) in the social sciences, and a ‘pipe’ (Yagi 2006), 

‘knowledge brokers’ (Chini & Ambos 2006), and ‘socializing agents’ (Toh & DeNisi 

2007) in business studies. Regardless of the names by which they are called, their 

general functions are to bring people together directly or indirectly and bridge ‘gaps in 

communication between persons, groups, structures and even cultures’ (Boissevain 

1974, p. 148). Burt (2001, pp. 34-35), who argues for structural holes in social networks, 

explains that ‘[p]eople on either side of a structural hole circulate in different flows of 

information’ and those who have connections with both sides of the hole broker the flow 

of information. The Japanese and Indonesian staff who have different socio-cultural 

backgrounds play a role of brokering information on both sides of their structurally 

weak ties. 

 Both the Japanese and Indonesian staff were often aware of their own roles as 

mediators. A senior Indonesian staff member clearly said, ‘[T]here is our role’ to 

connect the Japanese staff, especially new staff, with Indonesian counterparts. She was 

in charge of a project together with a Japanese staff member and another senior 
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Indonesian staff member. They took separate responsibilities and dealt with the 

Japanese and Indonesian sides (e.g. the headquarters and Indonesian counterparts 

respectively) in accordance with their skills and knowledge. ‘[T]hen, we [...] group 

together, and [...] we share [...] what we found, [...] we discuss what we found, and then 

we come up with [...] a middle way’, she told me. The location of ‘a middle way’ 

depended on the situations and conditions that they found themselves in. It could be in 

the middle of two cultures, similar to either culture, or completely different from both 

cultures. Until both sides, the headquarters (and the JOI) and counterparts, agreed and 

accepted it, all three members performed their mediator roles by collecting necessary 

information and knowledge through their own social networks, in which they had their 

strength, and interpreting in each other’s language for both parties. 

 Work activities of a section demonstrate the way in which the mediator roles 

function internally and externally. One Japanese staff member who was strongly 

conscious of the Indonesian staff’s role as mediators, or ‘interface’ in his word, worked 

with two female senior Indonesian staff members and a secretary on several projects. 

When he thought that it would be hard for the secretary to understand his instructions 

due to her lack of knowledge about the projects and work experience in the JOI, he gave 

instructions to the first senior Indonesian staff member, who had a rich knowledge of 

the projects and a long career in the JOI. With additional information, she ‘translated’ 

his thoughts for the secretary. When the first senior Indonesian staff member had 

difficulties in understanding his thoughts, he talked to the second senior Indonesian staff 

member, who had more in-depth knowledge about the JO system and policies than the 

first staff member. Then, the second staff member ‘translated’ his thoughts and 

instructions to the first staff member, and the first staff member to the secretary. The 

word ‘translate’, for him, meant that the two senior staff members restructured his 

thoughts and instructions into the form which the first staff member and the secretary 
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could understand smoothly, adding information on the JO system, the projects, and/or 

Japanese business customs. In these processes, the Japanese staff member and the two 

Indonesian staff members all played roles as mediators to make a bridge between them 

for the flow of information and thoughts, filling a gap between what they knew and 

what they had not known. 

 The external function of their mediator roles could be observed in meetings 

with outsiders. The Japanese staff member, the first and second Indonesian staff 

members, and I had several meetings with staff members of a domestic advertising 

company for the preparation of a flyer which introduced the activities of the JOI. In one 

meeting, the Japanese staff member was explaining in English about the expected 

contents which the JOI wished to convey through the flyer. After a while, the first 

Indonesian staff member joined their discussions and started talking to the company’s 

staff members, using both Indonesian and English with additional information. When 

she needed to explain special nuances and specific terminology used within the JO that 

the Japanese staff member had not explained, she tended to use the Indonesian language. 

In another meeting with the advertising company, the second Indonesian staff member 

explained the JOI’s common backup system of work in which all stakeholders of a 

project shared information by sending e-mail correspondence with cc/s to each other. In 

this system, someone would be able to follow up any problems if they occurred. Her 

explanation actually indicated that this kind of a back-up system, in other words team 

work activities, was not so common in Indonesia. Later, during the Japanese staff 

member’s absence from the room due to a phone call, she switched her language from 

English to Indonesian and explained to the company’s staff members about the relations 

between the JOI and Indonesian counterparts’ organisations and the structures of the 

organisations. When the Japanese staff member returned to the room, she quickly told 

him about what she had been explaining to the company’s staff members. Apologising 
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for her usage of the Indonesian language to him, she continued her explanation for a 

while. Her information helped them to develop a rough picture of the expected outcome. 

With a basic understanding of the Indonesian language, the Japanese staff member 

managed to roughly understand the two staff members’ Indonesian explanation. 

 In both meetings, the two Indonesian staff members acted as mediators 

between the Japanese staff member and the company’s staff members by spanning the 

flow of information. Prior to such meetings with outsiders, the Japanese and Indonesian 

staff members sometimes had brief internal meetings to construct a shared view upon 

issues, which they would discuss in a meeting. Then, in official meetings, observing 

how and what the Japanese staff member explained and to what extent the company’s 

staff member understood his explanation, the two staff members tried to bridge the 

information gap between them. In turn, the Japanese staff member also observed their 

performance and added necessary information from the JO’s viewpoint. In addition, 

they shared information in daily morning meetings, which the locally employed 

Japanese staff members described as ‘cool’ as I have introduced in the beginning of this 

chapter. What was notable was the fact that working with the JOI’s staff members, the 

company’s staff members also gradually accumulated information and knowledge on 

Japanese work styles, as well as the JO and its activities, and brought these back to the 

other members of the company. 

 The above cases were transacted in a friendly atmosphere in the meetings. 

However, the Indonesian staff were sometimes forced to stand between the JO 

(Japanese) and counterparts (Indonesian) who were on a less than friendly footing. In 

one meeting, occasionally acting as an interpreter (English – Indonesian) for both 

parties, a senior Indonesian staff member found that tensions between Japanese mission 

members and Indonesian counterparts became heightened, which made it hard for them 

to reach to an agreement. One of the mission members became angry and started to 
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criticise the counterparts’ attitudes (which she could not translate to her counterparts). 

When asking the mission member questions, she tried to keep the direction of their 

discussions in line with the main objectives of the meeting to prevent both sides getting 

into harsh, unfruitful arguments. Struggling with her limited knowledge and information 

of the project due to poor prior information sharing, she had to support the mission 

members and JO’s activities. 

 The Japanese staff also performed the role of mediators between the 

headquarters and the Indonesian staff and counterparts (often through the Indonesian 

staff), translating and providing information and knowledge. New staff members would 

bring up-dated information from the headquarters. Nevertheless, due to factors such as 

language barriers and time constraints, the Japanese staff sometimes neglected their 

mediator roles for the Indonesian staff, which affected the proper functions of the latter 

as mediators from time to time. 

 The role of mediators may include the aspect of extending education, as is the 

case among the Javanese kijaji  (the local Muslim teachers) as ‘cultural brokers’ who 

taught the Mecca-cantered Islamic world to local Indonesians in pesantren (Islamic 

schools) (Geertz 1960). Some Japanese staff members considered themselves as 

educators of the Indonesian staff, rather than co-workers. The circumstances of 

Indonesia as a developing country and the organisational hierarchical system of the JO 

might have intensified such a view. Similarly, as I have explained in the previous 

chapter, the Indonesian staff also became educators for the Japanese staff by switching 

their roles from instructing/leading to being instructed/led. 

 Working together, the Japanese and Indonesian staff were mediating 

information and knowledge between them and beyond the office space. They were 

certainly functioning to bridge ‘gaps in communication between persons, groups, 

structures and even cultures’ (Boissevain 1974, p. 148). 
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Influential Factors on the Construction of Ties and the Role of Mediators 

 

All Japanese and Indonesian staff performed their roles as mediators internally and 

externally to some extent. The evidence presented in the previous chapter suggests that 

their work relationships were often influenced by individual characteristics, career 

trajectory, and situations. In this section, I discuss how their capacities to act as 

mediators were often influenced by these and other factors, such as biological (e.g. 

gender and age), personal (e.g. with or without families), cultural (e.g. ethnicity, religion, 

and familiarity with other cultures), and organisational (e.g. position in organisational 

structure, and policy) factors. These factors encouraged and limited their ability to 

mediate independently and interdependently within and between each group. Although I 

have touched upon some of the issues in the previous chapter, I will highlight the way in 

which each factor worked. I will look at these factors in both work and non-work 

contexts, since they are sometimes interrelated, and it is hard to treat them separately. 

Later in this chapter, I will discuss the importance of both work and non-work 

relationships. 

 

Gender 

 

As I have pointed out in Chapter 3, the majority of the Japanese staff were male, while 

the white-collar Indonesian staff members were predominantly female. Under these 

circumstances, their work and non-work relationships were not free from gender-related 

issues, although they were generally treated equally in the JOI. 

 Several scholars (Barker & Lindquist 2009, pp. 68-70; Ford & Parker 2008; 

Sen 1998; Wright & Tellei 1993) have conducted research on the relationships between 

Indonesian women and work in Indonesia. The New Order under Suharto located 
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women as wives and mothers, rather than workers, in the society in the latter half of the 

twentieth century (Ford & Parker 2008, pp. 8-10; Sen 1998, pp. 41-42). The traditional 

views of women and work are however gradually changing (Sen 1998; Wright & Tellei 

1993). Women’s social position as waged, productive workers has been emphasised in 

government policy (Sen 1998, pp. 42-46), and the educated younger generation of 

women have sought jobs to support their families at a decent living standard (Wright & 

Tellei 1993, p. 39). Ford and Parker (2008, p. 10), however, have recently pointed out 

that the premises for structuring women and work introduced in the Suharto era still 

remain in Indonesian society. This suggests that the female Indonesian staff members 

with families were struggling to achieve a balance between the expected roles of wives 

and mothers and that of workers. 

 In Japan, similarly, house work and child rearing have been considered as 

wives’ responsibilities socio-culturally. However, the introduction of the Equal 

Employment Opportunity Law of 1986 and the Basic Act for a Gender-Equal Society of 

1999 suggests the changing work environments of women. At the same time, reflecting 

the low birth rate and the women’s productive activities, the government has been 

promoting the participation of fathers in child rearing, and large 

organisations/corporations have been gradually introducing paternity leave. These social 

tendencies in Japan have been enhancing the understanding of women’s work 

circumstances among the Japanese, to some extent. 

 However, some Japanese staff members occasionally expressed the opinion that 

the performance and efficiency of female Indonesian staff members tended to decrease 

after marriage and having children. According to one Japanese staff member, a female 

Indonesian staff member who had been busy with child rearing had had difficulty 

concentrating on working and missed a deadline. Understanding her situation, he said 

that he wished she had consulted with him in advance. In fact, as the Japanese 
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expatriates often noted, great care for their families could be observed among all the 

Indonesians regardless of gender. In addition, based on what I observed and heard about 

the attitudes of hard work of Indonesian staff members with families, the Japanese staff 

members’ general comments on the work performance of female Indonesian staff 

members with families were not always accurate. In fact, these Japanese staff members 

fully understood the importance of family lives and the married female Indonesian staff 

members’ multiple responsibilities. However, gender becomes crucial in the case that 

sudden absence and failure to complete tasks were caused by gendered activities, such 

as childcare. 

 The issue of gender became more critical for non-work contexts among the 

Japanese and Indonesian staff. Regarding socialisation outside the workplace, several 

male Japanese staff members referred or alluded to gender differences in regard to the 

female Indonesian staff. A Japanese staff member with a family thought that the female 

Indonesian staff, particularly those who wore a jilbab (head scarf for Muslim women), 

would feel uneasy having one-on-one social contact with the male Japanese staff. In 

another Southeast Asian country where he also used to live with his family and work at 

a JO overseas office whose host national staff were only male, he sometimes socialised 

with them. There were male Japanese staff members who organised regular dinner 

gatherings and invited Indonesian staff members, core members of whom were male 

Christians and worked in neighbouring sections. In turn, a single female Indonesian 

staff member stated that she felt uncomfortable going out for lunch with the Japanese 

staff not because they were Japanese, but because the majority was males. She added, ‘I 

think they [the Japanese staff] feel the same’. Similar expressions and impressions could 

be heard and observed in various situations, although there were always exceptions, 

such as a male Japanese staff member who sometimes had lunch meetings with a female 

senior Indonesian staff member. 
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 The following case was slightly more sensitive. In one section, male Japanese 

staff members planned to treat a female Indonesian staff member to lunch in order to 

show their appreciation of her hard work. She rejected their offer, since they invited 

only her. They understood that their plan might cause some trouble among the 

Indonesian staff. One of them who had seen problems caused by unfair treatment among 

female employees in Japan felt that the same situation might happen in Indonesia. ‘It 

[The JOI] is a female society’, he said. Consequently, they cancelled their plan. Instead, 

they just organised a section lunch for all staff members of the section. Their uncertainty 

regarding Indonesian culture discouraged them from having personal interactions with 

the staff member. 

 The unpublished data of the Women Managers in Business Organizations 

(WMBO) survey of women managers in the ASEAN region shows that a majority of the 

respondents take an individual, ‘one-to-one’-based approach when getting to know their 

subordinates, while also keeping a certain distance in order to maintain formal relations 

(Wright & Tellei 1993, p. 32). More than half of the respondents thought that 

‘connections’ constructed through such an approach were more effective than direct 

orders to complete tasks (Wright & Tellei 1993, p. 32). Similar behaviours could be 

seen between the Indonesian staff. A senior female Indonesian staff member, for 

instance, sometimes took her Indonesian secretary out for dinner and to the movies as a 

kind of compensation and in appreciation for the latter’s hard work. In so doing, she 

discussed with the secretary the latter’s problems and complaints, although there was no 

evidence that she would do so with an Indonesian male staff member. 

 Under these circumstances, the female Japanese staff members could have had 

more personal, close interactions with the female Indonesian staff. However, the two 

different groups did not often socialise with each other on a personal level. A senior 

male Japanese staff member clearly told me that he would not ask any Indonesian staff, 
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either male or female, to have lunch together, since his different behaviour to the 

Indonesian staff was likely to be misunderstood and cause trouble among them. 

Considering the above evidence, what I could say is that it would be harder for the male 

Japanese and female Indonesian staff members to socialise together. They were 

consciously or unconsciously avoiding a situation that might be misunderstood by other 

colleagues (and families), although I did not hear of any illicit relationships at work. 

There was, however, the case that a former Japanese staff member had married a former 

Indonesian staff member. It is also worth noting that the two male Japanese staff 

members’ experience with the secretary was certainly shared with and became a 

warning for other male Japanese staff members who would consider a similar plan. 

 

Age 

 

The majority of the senior Indonesian staff were over 30, while the secretaries were 

generally in their 20s. On the other hand, the majority of the Japanese staff were in their 

mid-30s to 40s. Regarding work, age per se did not seem to have strong influences on 

their relationships and capacity to act as mediators. Yet, both the Japanese and 

Indonesian societies are cultures according respect to elders or seniors. This tendency 

certainly impacted on work relations to some extent, not only between the Japanese and 

Indonesian staff, but also among the members of each group in terms of organisational 

positions and career. For instance, in his research on a Japanese bank in Japan in the late 

1960s, Rohlen (1974, pp. 121-134) stated that, senpai (senior)-kohai (junior) 

relationships, which involved emotions, strongly bonded employees and became 

positive support for organisational activities and work relationships. This is in contrast 

to the case in America where people tended to reduce age differences in order to create 

intimate feelings stemming from equal status. The vertical organisational relationships 



CHAPTER 6  MEDIATORS AND TRUST 

196 
 

supported by the senpai-kohai relationships could be observed among the Japanese staff 

in the JOI, as well as other contemporary Japanese organisations/corporations. 

Simultaneously, similar senior-junior relationships existed among the Indonesian staff. 

In a sense, this similarity was a common norm and formed a part of the corporate 

culture, creating a kind of harmony that helped them to work cooperatively. 

 Like gender, age clearly influences non-work relationships between the 

Japanese and Indonesian staff. According to a Japanese staff member, a former male 

Japanese trainee, who had been employed as a graduate and dispatched from the 

headquarters for training, closely interacted with a young male Indonesian staff member. 

Referring to their similar age, rather than their same sex, the Japanese staff member said, 

‘if I were a new employee and in my 20s, I think that I might blend into them [the 

Indonesian staff] and say “Let’s go together, Yanto [pseudonym]!”. Already, ah..., in the 

age of almost 40s, I can’t say, “Let’s play, Yanto!”’ Another male Japanese staff member 

heard that Indonesian staff members had visited a female trainee’s apartment and gone 

out together. He expressed, ‘If we [the Japanese staff] do so, it would become a problem 

in many senses’. He was probably concerned about both the official work position of 

the Japanese staff, in which they were often required to act as supervisors and treat the 

Indonesian staff fairly, and gender. The female trainee was freed from both issues. 

 In fact, young trainees and young Indonesian staff members had a tendency to 

foster different relationships with other staff members. Fechter (2007b) identifies 

similar relationships between young Westerner professionals and wealthy Indonesian 

elites. During my fieldwork, I met two female and one male Japanese trainees who were 

all in their early 20s. The two female trainees were actively interacting with female 

Indonesian staff members, particularly secretaries, after office hours and on weekends. 

The male trainee, though, appeared to be less active than them in terms of engaging in 

social activities with the Indonesian staff. Young Indonesian staff members happily 
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talked about their socialising experiences with them. Toh and DeNisi (2007) identify 

host national employees as ‘socializing agents’ whose key behaviours were ‘providing 

role information’ required for expatriates’ new roles and ‘offering social support’ as 

alternative resources which expatriates leave behind in their host societies. Providing 

both work-related information and social support for them, the young Indonesian staff 

members certainly performed as ‘socializing agents’. There seemed to be some sort of 

‘temporary’ friendships between the young trainees and young Indonesian staff 

members. 

 In addition, young Indonesian staff members sometimes provided information 

on popular spots in Jakarta and Indonesian pop culture to Japanese staff members, as 

well as the trainees, who were interested in them. There was also an instance when they 

organised a social gathering at a karaoke box, inviting senior Indonesian and Japanese 

staff members. They created a bridge among themselves, the senior Indonesian, and 

Japanese staff. 

 

Life Stages: With or without Families 

 

Studies point out the relations between expatriates’ life stages and the degree of 

connections with host nationals and societies (Kennedy 2004, pp. 173-174; Moore 2005, 

p. 53; Shaffer & Harrison 2001, pp. 250-251). According to Boissevain (1974, p. 157), 

those who are single or with adult children have more advantages to expand and 

develop social relations and act as brokers due to there being less constraints on their 

time, compared with those with small children. 

 Marriage often changed work and life styles for both the Japanese and 

Indonesian staff. Time constraints that stemmed from having families, particularly 

children, tended to affect individuals’ work performance, which would have a certain 
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influence on work relations, as in the case mentioned above. However, individual life 

stages greatly influenced non-work relationships between the Japanese and Indonesian 

staff, as well as among members of each group. Some Japanese staff members said that 

they had had more interactions with host national staff members in other overseas 

offices when they had been young and without families, particularly children. In his 

second assignment, a Japanese staff member was spending more time with his family (a 

wife and a child), while he had often gone out for a drink with the Japanese staff in his 

previous assignment before having a child. Similarly, several senior Indonesian staff 

members had engaged in more social activities with other Indonesian staff members and 

even with Japanese staff members before they had married. An Indonesian staff member 

called her single days a ‘golden time’ with the Japanese staff. Being single, they 

certainly had more time to pursue social activities and expand social networks, which 

would affect their capacities for acting as mediators. 

 

Ethnicity and Religion 

 

There was a variety of ethnic groups represented in the JOI, although Javanese 

constituted a large group as a reflection of the ethnic population in Indonesia. Ethnicity 

did not seem to have strong influences on work and non-work relationships between the 

Japanese and Indonesian staff. In reality, the Japanese staff did not have sufficient 

experience to understand characteristics of each ethnic group through direct interactions 

over an extended time period, since they mainly lived and worked in Jakarta during 

their assignments. Many Indonesians whom they met were perhaps Javanese and those, 

who had grown up in Jakarta, which often became the representative of the 

‘Indonesians’ for them. Hartono (2010, pp. 7-9; see also Grant 1996) points out the 

strong influence of Javanese culture in Indonesian life. For most of the Japanese staff, 
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differences between characteristics of each ethnic group and personal characteristics 

were rather unclear. Describing the way in which a Javanese Indonesian staff member 

deliberately ignored him after some troubles, a Japanese staff member, for instance, 

attempted to explain it as ‘pride’ which was, he heard, peculiar to the Javanese. Having 

much pride, together with indirect communication, was considered as one of the 

characteristics associated with the Javanese among the Japanese expatriates. However, 

he also said, ‘It [The Indonesian staff' member’s behaviour] is different from [that of] 

the Japanese. [...] though, there are Japanese women like her’. This indicates that an 

ethnic characteristic was easily replaced by a personal characteristic. 

 There were those who had had a great deal of work experience in more than 

one place in Indonesia and could distinguish ethnic characteristics: some expressed 

difficulties and some felt proximity towards particular ethnic groups. When they worked 

with host national employees, they could interact with the latter in consideration of 

ethnic characteristics, at least to some extent. Particular projects also required the 

consideration of ethnic characteristics. However, most of the Japanese staff only 

obtained indirect knowledge about ethnicity by talking to such experienced Japanese 

expatriates and host nationals and/or accessing the media. When they came cross 

non-Javanese people with identical ethnic characteristics fostered by indirect knowledge 

on occasions of short business/private trips to other places, they might think that for 

instance, the Bugis were keras (tough) and the Batak spoke loudly. Nevertheless, they 

rarely mentioned the ethnic differences of the Indonesian staff. 

 Ethnicity affected relationships among the Indonesians staff more than between 

the Japanese and Indonesian staff. For instance, two Indonesian staff members 

voluntarily planned an event and established a committee. Newly employed secretaries 

who had happened to be allocated in the sections of the two staff members were 

recruited for the committee. They were coincidentally of the same ethnic group as one 
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of the two staff members. Consequently, the majority of the committee members 

became of one ethnic group. Despite the fact that the preparation of the event was extra 

work for them, they worked very cooperatively. Not only their ethnicity, but also their 

same gender, similar age, and personal characteristics allowed them to become close 

friends and colleagues. Apart from the activities of the committee, they started calling 

themselves by a group name and had close relationships among themselves, although 

not exclusively. 

 The religions of the Indonesian staff were also diverse. Except when 

experiencing occasional inconveniences derived from unfamiliar Muslim religious 

practices mentioned in Chapters 4 and 5, the Japanese staff rarely referred to the 

religions of the Indonesian staff in relation to work activities. It was undeniable that 

they were more familiar with Christianity, since, for instance, Christmas celebrations 

and marriage ceremonies in churches have been popular among the Japanese in Japan 

where the majority is (usually not practicing) Buddhist. However, work experiences 

with Muslim Indonesian staff members actually brought them knowledge and 

understanding of Islam and tended to change their views of Islam, which often appeared 

very strict and intolerant in the media. 

 In addition, the organisational structure of the JOI was not linked to a religious 

affiliation or ethnicity of the Indonesian staff. A section or a project team consisted of 

Indonesian staff members who had different ethnic affiliations and religious beliefs. 

Among the senior Indonesian staff members, there were both Muslims and Christians. 

In this sense, Leggett’s (2003) finding that ‘ethnically Chinese-Indonesians’ play a role 

of a buffer between expatriate superiors and Indonesian employees in American 

multinational corporations is not applicable to the JOI. 

 Regarding religious issues, a Christian Indonesian staff member was motivated 

to enter the JOI with the perspective that work and religious belief would be separated 
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in it as they were in Japan. The staff member preferred not to mix professional work 

with religion. As some of my respondents observed, in domestic corporations, there 

were actually cases in which work relations were intertwined with religions – for 

instance a glass ceiling for promotion based upon a religion. In fact, Leggett’s (2003, pp. 

174-175) study suggests that a transnational corporation provides a space which is free 

from some of the religious tension of Indonesian society. Although there was no 

apparent tension that stemmed from religions at least from the Japanese viewpoint, the 

above Indonesian staff member emphasised the importance of the Japanese staff’s 

consultation with the Indonesian staff about any small issues related to religions. 

 Certainly, there were great possibilities that those following the same religion 

tended to have close interactions not only among the Indonesian staff, but also among 

the Japanese and Indonesian staff. Some locally employed Japanese staff members who 

had married Muslim Indonesians and had converted to Islam prayed together with 

Muslim Indonesian staff members in the Musholla (prayer room) in the office. A 

Christian Japanese expatriate couple regularly went to the church where the husband’s 

Christian Indonesian co-workers also went. 

 In non-work contexts, some prohibitions of Islam sometimes became an 

obstacle for regular social activities between the Japanese and Indonesian staff. ‘They 

[The Indonesians] cannot drink’ and ‘they cannot eat pork’ – I often heard these words 

from Japanese expatriate employees. Eating and drinking were one of the leisure 

activities for the Japanese expatriate employees (and their families) in the host society. 

For some of them, dining and drinking with other expatriate employees, particularly 

co-workers, were pleasurable, not a work-related obligation, such as the business 

entertainment described by scholars (e.g. Ben-Ari & Clammer 2000). Social activities 

after work hours were also quite common in Japan and considered a part of Japanese 

corporate culture, as I have mentioned in Chapters 2 and 4. In reality, as I observed that 
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Muslim Indonesians had drunk alcohol at a dinner among a few employees of private 

companies, they sometimes acted flexibly (see also Grant 1996, p. 130). Nevertheless, 

religious observance usually worked as a limitation upon social activities involving both 

the Japanese and Indonesian staff to some extent. 

 

Familiarity with Other Cultures 

 

Familiarity with other cultures was certainly one of the influential factors affecting the 

role of mediators. In the JOI, there were staff members who had extensive knowledge of 

Japan and Indonesia through their family backgrounds, studies, and/or work. The locally 

employed Japanese staff, most of whom had Indonesian husbands and had been living 

in Indonesia for a long time, often acted as ‘cultural mediators’ due to their knowledge 

of both the Japanese and Indonesian languages and cultures (see also Befu & Stalker 

1996, p. 108). They also really understood the confusions and difficulties of Japanese 

staff members who were less experienced living in Indonesia. Some Japanese staff 

members simply asked them about particular issues related to Indonesian culture and 

customs. Some consulted them before and/or after talking and negotiating with 

Indonesian staff members and counterparts, in much the same way that patients seek 

second opinions from different doctors. Some occasionally requested their assistance in 

explaining something to Indonesian staff members who had difficulties understanding 

issues due to the specificity of Japanese customs or due to language barriers. The locally 

employed Japanese staff mediated information and knowledge between the Japanese 

and Indonesian staff, shifting their positions between Japanese and Indonesian sides, 

and standing by Japanese and Indonesian staff members. There were female Japanese 

expatriate staff members who had close relationships with local Japanese staff members 

due to their shared gender and closeness in age. In the view of the Indonesian staff, the 
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locally employed Japanese staff, who were the only permanent Japanese employees in 

the office, could understand local issues better. 

 Similarly, a few Indonesian staff members who had Japanese parents and 

relatives played a role in connecting Japan and Indonesia7. Their understanding of the 

Japanese language and cultures supported their mediator roles between Japanese and 

Indonesian staff members. In the same vein, there were Indonesian staff members who 

had experienced living in Japan for their study and work, who had studied Japanese 

language and cultures in domestic universities, and who had opportunities to go to 

Japan on business trips for training, to see the JOI headquarters, and to meet Japanese 

staff members there. In interviews and informal conversations, these staff members 

sometimes expressed special emotional attachment to Japan and Japanese people, which 

became part of their motivation to work for the JOI. They were often strong supporters 

of Japan, and consciously and unconsciously delivered Indonesian co-workers extensive 

information on Japan and Japanese cultures based upon their individual experiences. 

They sometimes tried to reconcile Indonesian colleagues, who had trouble working in 

the in-between spaces. Simultaneously, they became cultural interpreters (and 

occasionally critics) for both Japanese and Indonesian staff members, since they had 

studied and experienced socio-economic and cultural differences of both countries. 

 These staff members are similar to the ‘locally hired Germans’ and 

‘Germanophiles’ identified by Moore (2005) in a London branch office of a German 

transnational corporation. The influence of cultural familiarity with other cultures can 

also develop through the length of work experience in the JOI, which I briefly explain 

below. 

 

 

                                                        
7 During my fieldwork in the JOI, there were no Indonesian staff members with a Japanese husband. 
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Career in the Office 

 

The senior Indonesian staff members tended to play an important role as mediators 

among all Japanese and Indonesian staff and counterparts. Their accumulated 

experiences and knowledge and socio-cultural networks developed through work and 

non-work related activities were a key to connecting all entities. They also played a role 

in making a link with the past by providing information on old projects whose records 

were missing or scrapped. Similarly, Japanese staff members who had worked in the 

office for more than one year had better communication with the Indonesian staff and 

knowledge about the JOI and the host nationals and their society and often performed a 

mediator role more effectively than new Japanese staff members. 

 On the other hand, the secretaries usually engaged with routine jobs, such as 

preparing letters and making appointments, and did not have many close work relations 

with the Japanese staff. Some of them said that they seldom contacted the Japanese staff, 

since they received instructions from senior Indonesian staff members. Their routine 

jobs and relatively short contracts limited their opportunities to exercise their gained 

cultural familiarity with Japan and the JO system, which also reduced their mediator 

roles. 

 

Organisational Policies, Structure, and Locations 

 

Changing organisational policies (or expectations) towards the Indonesian staff, 

particularly in the area of human resource management, notably affected work relations 

between the Japanese and Indonesian staff. According to a senior Indonesian staff 

member, it was the mid-1990s when the JOI introduced the policy in which several 

Indonesian staff members took part in the Japanese staff members’ jobs and assumed 

more responsibilities beyond clerical jobs, such as attending meetings, negotiation with 
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counterparts, visits to project sites, and communication with the headquarters. 

 More recently, the headquarters and the JOI were turning in the direction of 

utilising the Indonesian staff, since the budget and the number of the Japanese staff of 

the JOI would be gradually reduced due to the future shift of the JO’s foci to the least 

developed countries. The rise of the educational levels in Japan and Indonesia as a 

whole contributes to this trend. Several Japanese and Indonesian staff members 

recognised it in the form of the development of current secretaries’ capacities and 

Japanese staff members’ better English skills. The work environments of the JO were 

also changing. For example, many senior Indonesian staff members were aware of the 

improvement in the availability of English documents and the English version of the 

computer systems (e.g. special software for managing the progress and budget of each 

project). When hiring Indonesian staff members, preferable qualifications were also 

shifting from Japanese to English (although Japanese was still important) and more 

specific work-related knowledge. 

 These circumstances challenged both the Japanese and Indonesian staff, 

particularly the senior Indonesian staff members, to restructure attitudes and mentalities 

towards each other and their own capacities, which also affect the expected outcomes of 

their mediator roles. The senior Indonesian staff were gradually coming to take, or 

expected to take, initiatives to plan and conduct projects, while the Japanese staff were 

being expected to manage the former’s activities. As part of this trend, some senior 

Indonesian staff members took or were taking bachelor and/or master degrees. 

 This organisational change worked in two directions. Some senior Indonesian 

staff members were taking their new roles positively and willing (at least making an 

effort) to improve their knowledge and skills. For them, the JOI’s new direction was 

enhancing their collegial feelings towards the Japanese staff in more horizontal 

relationships. On the other hand, some took a sober look at it as not providing training 
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and sufficiently reviewing employment conditions, such as salary, which caused subtle 

friction between the Japanese staff and some senior Indonesian staff members. At some 

stages of their careers, their work performances satisfied and were appreciated by the 

(former) Japanese staff. However, the current circumstances did not allow them to work 

in the same way as before. Some of them felt that their performances were sometimes 

underestimated, which resulted in reducing their work motivation. Some Japanese staff 

members understood their struggle and tried to support them. Newly assigned Japanese 

staff members, however, did not understand or realise, or even sometimes ignored their 

struggle with their new roles. 

 The organisational structure of the JOI and the physical locations in the office 

space certainly influenced interactions between the Japanese and Indonesian staff. They 

tended to make close relationships (or groups) along the functional classification of 

their job types, ranging across such levels as director, manager, secretary, and 

non-white-collar worker. This often resulted in connecting those with the same 

nationality, since they could share the same kinds of difficulties and problems derived 

from different work roles and cultural backgrounds. The issues of nationality and 

organisational hierarchy intricately intermingled with each other. At the same time, job 

types and positions created social distances not only between the Japanese and 

Indonesian staff, but also within each national group. 

 As a matter of course, the Japanese and Indonesian staff members who worked 

in the same section had to talk to and see each other regularly, which often enhanced 

their proximity. If their desks were located in different parts of the office space 

(sometimes even neighbouring sections) and did not have direct work relations, they 

would not have much chance to get to know each other. 

 The factors shown above were intrinsically interwoven to form relationships 

between and among the Japanese and Indonesian staff according to time, place, and 
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persons. Although nationality was certainly salient, interpersonal relationships within 

the JOI were not strictly divided along the lines of the two national groups. Exclusive 

focus on this would mislead interpretation of their relationships as individuals and 

groups. Moore (2005, see the figure on p. 179) also identifies subgroups on the basis of 

ethnicity, gender, and work relations. Ties between and among the Japanese and 

Indonesian staff were ceaselessly being connected and disconnected. Following actual 

needs and/or interests at different times, they established different relationships, forged 

ties, and formed groups, or ‘bubbles’. By so doing, they were mediating different 

information between individuals and groups through structurally weak ties. 

 There is actually another factor, ‘scale’ of communities/groups, which would 

influence relationships between the Japanese and Indonesian staff. Observing their 

relationships yielded few instances of ‘offering social support’ as one of the key 

behaviours of Toh and DeNisi’s (2007) ‘socializing agents’. One reason is related to the 

scale of expatriate groups. I will discuss the issue of scale and its impact on 

interpersonal relationships in the next chapter when looking at comparative data from 

small groups/communities. 

 

Mediators, Networks, and Embedded Knowledge 

 

Krackhardt and Hanson (1993) discovered the existence of internal informal networks 

constructed by different relational connections, such as advice seeking and trust, among 

employees within a formal organisational structure and their influence on formal 

networks. Within the organisational structure of the JOI, the Japanese and Indonesian 

staff officially connected with each other and constructed formal networks willingly or 

unwillingly. At the same time, they forged diverse ties and formed informal ‘unfixed’ 

networks based upon the factors discussed above with different staff members and in 
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different situations. Selectively participating in both formal and informal networks, they 

were performing their roles as mediator across groups. 

 

Finding Information through Formal and Informal Networks 

 

In unfamiliar work environments, both the Japanese and Indonesian staff, particularly 

those who were newly assigned and employed, tended to seek information from other 

members of the same national group. However, when they became more familiar with 

the work environment and other staff members after working for a certain period, they 

often approached both the Japanese and Indonesian staff who had knowledge of the 

problems they were dealing with, rather than seeing only colleagues of the same 

nationality. After working two years, for instance, a Japanese staff member asked an 

Indonesian staff member for information and advice on issues related to counterparts, 

such as their possible responses to a project and particular procedures of their 

organisations. One senior Indonesian staff member often consulted a specific senior 

Indonesian staff member of another section who could provide constructive advice 

based upon rich knowledge about the JO and a longer career in the office. On the other 

hand, for particular project-related issues, she often consulted with one of the two 

Japanese staff members in her section, since the member knew about common issues 

related to the projects and could listen sympathetically and try to understand her 

problems, while the other seemed not to care. 

 A senior Indonesian staff member’s experiences suggests the way in which 

work-related information could circulate within the office through formal and informal 

networks. She worked with two Japanese staff members after moving to a new section. 

One of them did not share much information with her. So, she asked her experienced 

secretary and her predecessor who had moved to another section. At the same time, 
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learning about common problems in projects and her expected roles from the second 

Japanese staff member who was in charge of similar projects and shared everything with 

her, work relations with the first Japanese staff member were gradually improved. An 

information gap caused by the first Japanese staff member was filled with information 

obtained through her formal and informal networks. 

 The choice of who the Japanese and Indonesian staff consulted for advice and 

information was a result of simply searching for reliable access to the necessary 

information. Communicating and working together, they gradually identified who 

would be the best information sources, directly and indirectly, through their formal and 

informal networks, according to the types of information and support they sought. Some 

staff members became key mediators who connected with various individuals and 

groups directly and indirectly and supported the flow of information. 

 

Embedded Knowledge in Groups 

 

Information and knowledge obtained by individual staff members were often shared 

with others and partially accumulated within individual groups. This kind of circulation 

of shared information and rumours (or gossip) could be observed when staff members 

of the same nationality gathered during working, at break and lunch times, and when 

engaged in social activities after work hours and on weekends. Consequently, when 

communicating with the Japanese staff, Japanese staff members were actually accessing 

information on Indonesian customs and cultures, counterparts, and the Indonesian staff, 

and vice versa. Over the decades that the JOI had been operating in Indonesia, 

information and knowledge had been accumulated and embedded within groups through 

formal and informal networks which had been changing structure in accordance with the 

turnover of staff members. Even if some of the relationships between the Japanese and 
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Indonesian staff were viewed as distant, they were certainly connected with each other 

directly and indirectly through other staff members. 

 

Trust, Talk, and Social Capital 

 

Performing the mediator roles, the Japanese and Indonesian staff forged ties and 

constructed formal and informal networks on the basis of complex factors. Considering 

the practical values of forming interpersonal connections, this section will examine 

what supports their mediator roles and makes their functions of bridging different 

groups work properly. 

 

Interpersonal Connections and Social Capital 

 

As Putnam (1995, pp. 664-665) identifies, ‘networks, norms, and trust’, which promote 

people’s cooperation, are the elements of social capital. In other words, the construction 

of interpersonal ties provides a tool for accessing ‘capital’ residing in relations among 

those who participate (Bourdieu 1986 [1983]; Coleman 1988, 1990; Putnam 1995, 

2000). Connecting with each other and acting as mediators, the Japanese and Indonesian 

staff gained and provided access to resources, namely social capital, and benefitted 

themselves and the others in various forms, such as obtaining necessary information and 

knowledge, accomplishing tasks and projects which were also organisational objectives 

of the JO, and later receiving salaries. Unlike physical capital (e.g. money and other 

financial assets) and human capital (e.g. skills and knowledge), social capital was fluid 

and changed according to participants and their relationships. 

 A senior Indonesian staff member emphasised that ‘[the JOI] should consider 

local staff as an important asset’. The word ‘asset’ that she used could be interpreted as 

social capital which the Indonesian staff would bring directly and indirectly through 
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connections with the others within and outside the office. Lin (2001, p. 19) analyses 

how the idea of social capital contains a kind of investment in social relations with the 

expectation of returns. The Indonesian staff member’s claim seemed to stem from her 

dissatisfaction with insufficient returns from her investment in relations with the 

Japanese staff and the JOI. However, according to Coleman (1988, p. S116), in social 

structures that make it possible to generate social capital, those who receive benefits are 

not ‘primarily’ the participant(s), but all members in a structure. In this sense, her 

services might not bring benefits to herself as she felt, but to other staff members, the 

JOI as a whole, or those who would benefit from the JOI’s activities. 

 The elements of social capital – networks, norms, and trust – ‘allow 

participants to work more efficiently in order to accomplish a common targeted activity 

with better results’ (Grudzewski et al. 2008, p. 19). In the case of the Japanese and 

Indonesian staff, the cosmopolitan outlook discussed in the previous chapter could be 

considered their shared common values and supported their connections and cooperative 

work activities to some extent. Trust and network will be examined below in relation to 

their mediator roles. 

 

Trust and Information Flow 

 

Trust and networks as connections among individuals are strongly correlated. Field 

(2008, p. 71) points out that ‘[t]rust plays a vital role in gaining access to some benefits 

of social networks’. According to the degree of trust, individuals change their 

behaviours by selecting the others and exercising ‘preferential treatment’, which affects 

the quantity, quality and timing of information (Nishiguchi 2009, pp. 82-86). 

 Literature suggests many varieties of trust (Barber 1983; Giddens 1990, pp. 

29-36; Luhmann 1988; Sztompka 1999, pp. 60-68; Yamagishi 1999, pp. 9-15). 
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According to Field (2008, p. 71), existing studies emphasise two general types of trusts: 

‘particularised trust’, which stems from personal observations and experiences with the 

other person by spending considerable time together, and ‘generalised trust’, which 

might apply to all persons and institutions in which individuals have experiences. 

 In fact, all Japanese and Indonesian staff members were supposed to have 

‘generalised trust’ with regard to one another. As employees of the JO, they were 

expected to demonstrate a certain level of work performance and cooperation with each 

other. Working together, they had to exercise a certain trust with each other to the extent 

that they delegated and were delegated tasks in order to complete jobs. For instance, 

they asked each other to negotiate with counterparts and the headquarters. The Japanese 

staff sometimes signed a standard letter written in Indonesian with little knowledge 

about the Indonesian content after listening to a simple verbal explanation of the 

contents from the Indonesian staff. Failure to accomplish jobs risks damaging the JOI 

and the JO as a whole, which supported their living by providing salaries. Trust is 

closely related to risks (Giddens 1990; Luhmann 1988; Sztompka 1999; Yamagishi 

1999). Yamagishi (1999, pp. 15-18; see also Giddens 1990, pp. 1-54) explains that trust, 

which is always accompanied with expectations towards the others, takes on 

significance under the circumstance that there exists social uncertainty. In fact, the 

Indonesian staff could work for the JOI, trusting its activities would not harm them, the 

Indonesians, and Indonesia. Feelings of trust toward individual staff members and the 

JOI as an institution certainly connected them and made them motivated to avoid 

possible risks. Such ‘generalised trust’ guarantees a minimum, fundamental basis for 

cooperation. 

 On the other hand, ‘particularised trust’ was not a given and had to be 

constructed in specific relationships between individuals. In fact, a number of the 

Japanese and Indonesian staff members clearly or implicitly acknowledged the 
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trustworthiness of particular Indonesian and Japanese staff members whose work 

performances were very reliable and who were willing to talk to them and shared 

enough information. A Japanese staff member, for instance, distinguished a secretary, 

who could work independently and whose work performance was very reliable, from 

the other Indonesian staff members of his section, expressing his ‘particularised trust’ of 

her as ‘anshinkan’ (the sense of security). Some Indonesian staff felt ‘particularised 

trust’ from Japanese staff members who had delegated them new challenging tasks. 

 For example, one of the Japanese staff delegated the responsibilities of 

managing a project to a senior female Indonesian staff member. One day, he was 

contacted by a JO-related expatriate employee related to the project through e-mail 

written in Japanese. Neglecting the senior Indonesian staff member’s authority, he 

carelessly responded to the e-mail in Japanese and made a decision without consulting 

with her. When he informed her of this, she yelled at him, ‘I am like your assistant. You, 

the Japanese, [are] always like that’. Consequently, he and the expatriate employee 

apologised to her. After the incident, all of them started sharing more information and 

gradually improved their work relations. She said: 

 

I ask many, many question [...] to both of them. Then, now the situation is better. So, 
I found difficulties ah, little bit with him [the Japanese staff member] at the 
beginning, because ya, he is [sic] not hundred percent trust me in doing this 
[delegating responsibilities to her]. But, now [it] is ok. [...] he always said [sic] that 
‘You can solve it’. 

 

In turn, the Japanese staff member said that he had been really impressed by her 

reaction and thought, ‘Wow, this character is really something!’ Before the incident 

happened, it was likely ‘generalised trust’ which made him delegate the authority of 

managing the project to her. However, this incident created an opportunity for them, 

especially for him, to foster ‘particularised trust’ between them. In their case, the 

condition which created particular trust between them seemed to be an action, ‘talk’, 
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such as speaking about her feelings directly to the Japanese staff member and 

communicating with each other in order to share information. It was obvious that after 

the incident, they became able to understand each other better than before, which made 

their work activities relatively smooth. 

 Sometimes, particularised trust could transform into generalised trust. At a time 

when the Indonesian staff were not allowed to send a fax or make international calls to 

Japan probably due to the high cost of international calls and the problem of using 

English, a senior Indonesian staff member talked to and negotiated with a Japanese staff 

member to allow her to send faxes in order to deal with at least regular basic queries 

like schedules of missions from Japan. Her intentions were to gain new knowledge 

through a new task and cover part of the busy Japanese staff’s duties, including very 

mundane tasks. Consequently, her trial of corresponding with the headquarters by using 

a specific fax form was successful. Later, sending regular faxes related to missions’ 

schedules became part of the Indonesians staff members’ jobs. As in this case, the 

continuation of small challenges and the accumulation of good, successful practices of 

exchanging information enhanced trustworthiness not only of a particular staff member, 

but also of the Indonesian staff as a whole. 

 Once trust relationships were established between the Japanese and Indonesian 

staff, the flow of knowledge and information often became smooth. Referring to how 

physical proximity helps knowledge transfer, Leonard (2007, p. 62) says: 

 

knowledge is most credible when it comes from a trusted source, and working or 
living with someone provides some basis for establishing trust (or distrust, of course). 
The basis of trust may be personal (I know and like this person) or professional (I 
know this person, and she has a good track record in this domain). 

 

For instance, a JO-related Japanese expatriate employee supposed that she had 

established trust with her counterparts by providing professional knowledge, such as on 
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the Japanese judicial system, through everyday work and conversations. The personal 

basis of trust was partially fostered through non-work-related activities and talk, which 

will be explained later. The factors shown above, for instance, age, gender, and religion, 

as well as personal characteristics, also would influence it. After particularised trust has 

been achieved, information and knowledge certainly become more ‘credible’, since 

these would be accurately conveyed and understood by all parties correctly. At the same 

time, trust is neither static nor without limits and needs to be sustained through 

continuing actions which have to be accurately understood by all parties (Boden 1994, p. 

179). 

 On the other hand, there were cases when the Japanese and Indonesian staff 

failed to achieve trust due to the inability to provide necessary information and/or the 

passing of incorrect information. When this happened, they would struggle to work 

properly and would have to wait for a new (or another) staff member who could become 

‘a trusted source’ for them. Without trust, both sides would lose motivation and positive 

commitment to working with each other. Some of the Indonesian staff used English 

idioms, such as ‘[I] went with the flow’ and ‘let it flow’, after describing their 

difficulties in working with Japanese staff members. Their usage of these idioms 

conveyed their sense of resignation about situations they had faced. Then, they patiently 

waited for subsequent Japanese staff members who might accord more trust to them 

and/or whom they would be able to trust. A few Japanese staff members had simply 

‘given up’ without discussing problems with Indonesian staff members whose 

performance did not appear to be trustworthy. These unspoken responses from both 

parties actually showed their disappointment, which might or might not be understood 

by the other party. 

 Hall (1959, p. 15) explains that together with verbal language, ‘we are 

constantly communicating our real feelings through our silent language – the language 
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of behaviour. Sometimes this is correctly interpreted by other nationalities, but more 

often it is not’. The Japanese staff might misunderstand the Indonesian staff members’ 

behaviour of ‘let it flow’ as a simple sign of agreement, or at least no strong opposition, 

while the former’s reticent attitudes, which stemmed from not the feeling of ‘giving-up’, 

but personal characteristics and/or language barriers, might make the latter feel 

distrusted. 

 As Cheung’s (2008, pp. 292-294) study in China indicates, host national 

employees are motivated and gain self confidence by feeling superiors’ trust and are 

sensitive to and aware of distrust of them from their superiors’ attitudes (see also 

Leggett 2003, p. 135). An Indonesian staff member said, ‘I felt [...] he [a Japanese staff 

member] didn’t trust me much, because he… he didn’t talk much’. She also thought, 

‘[H]e didn’t have enough confidence in me because I was new. [...] I need to [...] gain 

his trust, but I didn’t know how’. For her, talk was a kind of sign which indicated trust. 

In contrast, when several Indonesian staff members, including the above Indonesian 

staff member, described how they had sensed trust from some Japanese staff members 

who talked and shared information, their way of talking and facial expressions 

suggested a certain trust in such Japanese staff members and their willingness to work 

with the latter. 

 Several Indonesian staff members felt that they received neither respect nor 

appreciation from Japanese staff members and/or the JOI. Those who were desperate for 

opportunities for capacity development, such as training, appeared to feel a sense of 

distrust. Referring to the Japanese staff, a senior Indonesian staff member said that the 

JOI ‘did not respect the national staff [members] who is [sic] helping, who is [sic] 

working’. A senior Indonesian staff member told me that she could not sense any 

appreciation of her contribution from Japanese staff members and the JOI. She 

seemingly felt used and exploited by them. These claims indicated their expectations of 
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the Japanese staff and the JOI. If ‘expectations’ are accompanied by trust, as Yamagishi 

(1999, pp. 15-18) claims, these staff members trusted or at least wanted to trust the 

Japanese staff and the JOI. Sztompka (1999, p. 25) defines trust as ‘a bet’ in regard to 

the other’s uncertain future actions. Following Sztompka’s definition, the dissatisfaction 

of these Indonesian staff members could be interpreted as a result of an imbalance 

between their trust (bets), at least their ‘generalised trust’ in relation to the JOI, and the 

benefits (return) they received. ‘They [people] need to trust one another, and expect that 

if they cooperate then they will not be exploited or defrauded, but can at some time or 

other expect to benefit similarly in return’ (Field 2008, p. 70). Trust relationships have a 

reciprocal dimension. 

 People, like the above staff members, sometimes use trust and respect 

interchangeably, although they are not the same. Dellon (1992, pp. 108, italicisation in 

original) explains that ‘attention is a central aspect of respect: we respect something by 

paying careful attention to it and taking it seriously’. He adds that respect is 

‘object-generated rather than subject-generated’, since this attention occurs as a 

response to an object (Dillon 1992, p. 108). In this sense, respect is different from trust, 

which contains concepts of ‘expectations’, ‘beliefs’, and ‘commitment’ (Barber 1983, 

pp. 7-25; Sztompka 1999, pp. 25-27) and is generated by the subject. In his discussions 

on the role of the state and social capital, Szreter (2002, p. 585) states that ‘respect 

precedes trust’. Respect as serious attention seems to be a first step for making 

connections with others, as will be further discussed in Chapter 9. 

 No matter what words they used, under the circumstances that individuals felt 

distrust (or disrespect) for each other, the flow of information and knowledge tended to 

be restricted. With the feeling of ‘let it flow’ and ‘give up’, information and knowledge, 

which were just enough to let things get done, mechanically flowed from one to another. 

 The functions of mediators actually involved the filtering of information 
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through the porous spaces, like semi-permeable membranes. This was affected by 

individual relationships, the degree of trust, which influenced both the quality and 

quantity of information, and the extent that its meanings were correctly understood by 

each other. One Japanese staff member trusted the Indonesian staff’s evaluation of the 

work performance of other Indonesian staff members, rather than that of the Japanese 

staff whose views were often biased by Japanese culture. Without mutual trust, 

necessary information, particularly negative information, would not reach him. When 

the Japanese and Indonesian staff could establish particularised trust between them, they 

had access to social capital in the form of accurate, trustable information and knowledge. 

Trust strengthened their function as mediators, who made bridges and mediated 

information between different groups, and made it work effectively. 

 

Trust and Talk 

 

As some evidence shown above suggests, ‘talk’ is an important action and an attitude in 

order to mediate information and knowledge and send a sign of trust between the 

Japanese and Indonesian staff. Without talk, some Indonesian staff members felt distrust 

from Japanese staff members, since the former could not obtain enough information 

from the latter through the latter. Examining the case of trade relations at Toyota, 

Nishiguchi (2009, pp. 104-135) reveals that trust, which is different from the type that 

people generate by spending a long time together and sharing the same experiences, is 

not engendered automatically without some conditions. In interpersonal relationships, 

‘talk’ functions as a condition to foster trust. 

 Boden (1994, p. 1) declares that ‘[t]alk is at the heart of all organizations’. Her 

focus on talk as social action appears as a strong criticism of organisational studies 

whose macro views do not reflect the existence of individuals (Boden 1994). Boden’s 
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arguments contribute to reminding us of the importance of talk as a human activity, 

although there are countercriticisms of her narrow focus on conversations between 

communicating pairs without consideration of external relations (Letiche 2004). Boden 

(1994, p. 53) writes that ‘[o]ur need for near-constant, proximate interaction with others 

engages us, from our earliest moment, in an urgent and reciprocal exchange with our 

human environment’. Boden probably suggests that people make connections with 

environments by talking with others, in which talk functions as a means for making 

bridges between them. 

 In organisations, people talk everywhere and all the time (Boden 1994, p. 1). 

The Japanese and Indonesian staff talked in official and casual meetings, at their desks, 

in corridors, near doorways, in photocopying spaces, in a smoking room, in the 

reception area of the floor, in elevator halls and elevators, at the lobby of the building 

when they were waiting for a car, and in toilets. Outside of the office, they talked in cars, 

in meetings with counterparts, in corridors and halls of counterparts’ buildings. If they 

went on field trips, they had opportunities to talk in waiting rooms at airports, in planes, 

in cars during long-distance trips to field sites, in restaurants and hotels. Their talk took 

many forms from official ones in meetings to casual ones in informal situations, 

including greetings. Even smiles, which they exchanged in corridors, could become part 

of talk by conveying positive, welcome expressions in general. 

 Talk conveyed considerable information and knowledge and supported the 

appropriate interpretation of these meanings, connecting the Japanese and Indonesian 

staff. Differentiating ‘knowledge sharing’ from ‘knowledge transfer’, which is often 

organised formally, Mäkelä (2007, pp. 111-112) discusses how ‘[k]nowledge sharing 

occurs naturally in interpersonal interaction, and may or may not be planned or even 

intentional’. In fact, such ‘knowledge sharing’ was always happening between 

individual employees through talk within tight time constraint in various locations and 
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the situations described above. However, talk in the office was often conducted within 

limited time frames. One senior Indonesian staff member felt unsatisfied with the length 

of time in each discussion with a former Japanese staff member, who had been ‘very 

open mind[ed]’ and with whom she had been able to discuss and ‘talk freely’. What was 

happening in the office was actually a series of short episodes of talk and their 

accumulation. 

 Within time constraints, the Japanese and Indonesian staff conducted not only 

work-related talk, but also casual, non-work-related conversations, such as small talk. 

As social functions, ‘small talk enacts social cohesiveness, reduces inherent threat 

values of social contact, and helps to structure social interaction’ (Coupland 2003, p. 1). 

According to Holmes (2003, pp. 67, 71), although small talk involves subtle power 

relationships, it functions to primarily ‘do collegiality’ and to ‘oil the social wheels’. 

Her analogy is coincidentally similar to that used for trust, which also works as ‘a 

lubricant, oiling the wheels of a variety of social and economic transactions’ (Field 2008, 

p. 70). Malinowski (1923, pp. 470-481) argues that in social relations, small talk, or 

‘phatic communion’, is ‘the first act to establish links of fellowship’ and create ‘ties of 

union’ between people by breaking silence and merely exchanging words. Small talk is 

a kind of entry for forming structurally weak ties between strangers. During work, small 

talk, which was sometimes accompanied with harmless, light jokes, created laughs 

between and among the Japanese and Indonesian staff. Some staff members felt that 

laughter changed the social atmosphere of their sections. For a Japanese staff member, 

laughter became a kind of barometer of interpersonal relationships in his section. 

Simultaneously, through small talk, the Japanese and Indonesian staff sometimes 

exchanged various information, such as information on Indonesian and Japanese 

cultures and even personal issues. Small talk also tended to reveal personalities. 

 In the office, such small talk did not seem to occur actively between the 
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Japanese and Indonesian staff. A senior Japanese staff member, for example, explained a 

conversation he had had with his secretary about the different systems of substitute 

public holidays in Japan and Indonesia, when they had been checking a work schedule. 

According to him, however, he discussed such non-work-related issues only with his 

secretary. An Indonesian staff member experienced different characteristics of the 

Japanese staff when they were inside and outside the office. In the office, they did not 

talk much, as if they did not like him, while they became more friendly and talkative 

when he met them in, for instance, shopping malls on weekends. The staff member said, 

‘outside, they are more friendly. [...] Yah… “Hi, [...] how are you? Hmm, is this your 

child?”, “Oh, yah, yah”, you know. We have a conversation’. Regarding morning 

greetings, some Indonesian staff members felt that Japanese staff members did not say 

anything, and vice versa. 

 Nevertheless, with careful observation, small talk was conducted in various 

situations to a certain extent. Some talked naturally everywhere in the office with 

anyone, anytime, whenever they could find appropriate occasions. Wearing batik clothes, 

for instance, sometimes generated small talk. Several Japanese staff members enjoyed 

wearing casual batik clothes (often with short sleeves and cotton) for their pleasure on 

Fridays and formal batik (with long sleeves and sometimes silk) on work-related official 

ceremonies and wedding receptions. They probably enjoyed the ‘playful 

experimentation’ of experiencing other cultures (Nowicka 2010, pp. 21-22). When 

Japanese staff members with batik clothes appeared in the office the first time, 

Indonesian staff members tended to give their impressions and ask where and why they 

had purchased batik clothes. Even though it was only for a few minutes, they, 

particularly Japanese staff members, revealed their different ‘faces’, rather than serious, 

work ‘faces’. Like ‘smiling’, batik worked as an invitation for small talk. 

 Some Japanese staff members organised social gatherings, such as section 
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lunches, to promote communication within a section. Official and semi-official social 

activities, such as welcome and farewell lunches and dinners, bowling and other outings 

generated talk for more than the usual length of time and became sources of future 

topics for daily small talk after these events. After an outing held near Puncak, a popular 

mountain resort in West Jakarta, I observed that some Japanese and Indonesian staff 

members who had participated in it talked about it and family members, who had also 

joined it. 

 A senior Indonesian staff member precisely described the importance of 

knowing each other through these social activities, which promoted talk. According to 

her, there used to be a casual association among some of the Japanese and Indonesian 

staff in which the members had organised social activities, such as a day trip. She said: 

 

Actually, it is [sic] a good [...] opportunity to make relationship more closer [sic]. 
Because you know, if we are close [to] each other [...], we can freely talk, about the 
work, about our problem, or our difficulties [...] we can have a brain storming, 
something like that. I mean not just as a gathering, gathering. But out of that, instead 
of that, automatically, if I feel free to talk [...], then I can... talk... whatever [...] 
Otherwise, they [the Japanese staff] don’t know... what is the... difficulties of.... or 
what’s go on. [...] you should be [...] open mind, to hear. 

 

Her story suggested that interactions, in other words communication, with Japanese 

staff members during social activities made her feel close to them and enabled her to 

talk to them later. In a sense, talk generated more talk. Opening a space for making a 

connection between individuals, talk might prevent the attitudes of ‘let it flow’ and 

‘giving up’. 

 The Indonesian staff member’s experiences also suggested that talk fostered 

‘personal (I know and like this person)’ based trust (Leonard 2007, p. 62) between her 

and Japanese staff members, who had participated in these social activities, to the extent 

that she had been able to discuss her problems and difficulties frankly. As I have cited 

above, Leonard (2007, p. 62) suggests that trust is derived from personal ‘or’ 
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professional bases. However, observing interpersonal relationships in the office, the 

basis of trust between employees was not either-or, but personal ‘and’ professional, for 

the two were intricately interwoven. Talk promoted both bases through discussions on 

work-related issues and casual conversations, such as small talk. This indicated that 

trust as an element of social capital was closely related to the emotional dimension (e.g. 

like/dislike) of interpersonal relationships. 

 It is worth noting that talk has to consist of two activities: speaking and 

listening. In their arguments about social talk and social capital, Cohen and Prusak 

(2001, p. 104, emphasis added) state that ‘[t]elling  and listening to stories, chatting, 

sharing a little gossip, are the main ways that people in organizations come to trust and 

understand one another’. One Indonesian staff member explained the way in which the 

Japanese were easily upset and angry without hearing her explanation, while the 

Indonesian staff tended to listen to the Japanese staff. In this case of one-way flow of 

information, trust feelings seemed not to be fostered between her and Japanese staff 

members. Through simultaneous two-way flow of information between individuals 

through talk, individuals could enrich each other’s characteristics and ways of thinking, 

which often (though not always) resulted in fostering trust between them. ‘Trust 

between people is thus something that gets worked at involving a joint performance by 

those in such [face-to-face] conversations’ (Urry 2003, p. 164). Talk, including small 

talk, created social solidarity by enhancing the secure feeling of social contact and 

‘doing collegiality’ between the Japanese and Indonesian staff. 

 Certainly, it is not only talk that would foster trust. However, talk as an open 

attitude to the others is an important action for forging and maintaining ties in both 

formal and informal networks. This open attitude also indicates the fact that the 

Japanese and Indonesian staff exercised certain cosmopolitan openness. Talk supported 

information flow between them through structurally weak ties more smoothly and made 
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them perform the role of mediators internally and externally, as I have described above. 

As one of the conditions of generating trust, talk could be a tool to open access to the 

social capital residing in participants’ relationships. 

 

Conclusion 

 

This chapter has examined the role and functions of the Japanese and Indonesian staff as 

mediators and the relationship between their mediator roles and trust. Influenced by a 

variety of factors, they acted flexibly as mediators by making links between and among 

themselves in different circumstances and at different times, forming formal and 

informal networks. Although nationality was undeniably salient to some extent, their 

relationships were constructed often based upon many complex factors. According to 

the degree of trust established in individual relationships, the quality and quantity of 

information and the smoothness and speed of the flow through ties, which were forged 

mainly in work contexts and were structurally weak, were different and changed. 

Through talk, the Japanese and Indonesian staff often generated trust between 

themselves and came to have access to resources, namely social capital, and brought 

benefits, such as information and knowledge, for themselves and their groups, as well as 

the JOI. Talk as an action opened porous spaces on the surface of their bubbles and 

spanned information which circulated within each bubble. As mediators, they were 

certainly making links between themselves and between their societies in a wider 

perspective. 

 The next chapter will explore the issue of group scale in terms of relationships 

between the Japanese expatriate and Indonesian host national employees and discuss the 

coexistence of the closure of the bubble and the openness of porous spaces in 

interpersonal relationships. 
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CHAPTER 7  SCALE OF GROUPS/COMMUNITIES  

 

In Jakarta, um, we have no opportunity to encounter Indonesian children, only 
Japanese children, and when we go to a kindergarten, well, sometimes, so, there are 
a few rich Indonesians’ children as a matter of course, but most of them are 
foreigners. Foreigners or halfies. [...] But, here [in Makassar], if we go to a 
kindergarten, oh, all of them are Indonesian children. They are Chinese 
[Indonesians] here rather than [native] Indonesians. [...] only a few expatriate 
employees bring their children, so we have a great opportunity to interact with 
Indonesian children... uh, um, including neighbourhood [Indonesian] kids. Then, at 
the beginning, because... because of that, I had culture shock, great culture 
shock. ’Cause, when I just moved here and my maid had not arrived yet, ringing the 
doorbell, neighbourhood kids suddenly came to my house. Well, well, I did not invite 
them! [laughter], so suddenly. But, um, I had talked to them outside once. And, when 
the former resident who had a child lived [in this house], they seemed to have come 
over. Then, ringing the doorbell, they came, and entered the house in an unmannerly 
way [without asking permission]. I felt, ‘Uh, uh, what, what, what’. They popped up 
here, [pointing to the living room where we were sitting] here, 5-6 kids [laughter]. 

A Japanese wife with her 5-years-old child (interview, 4 December 2008) 

 

Introduction 

 

In the previous chapters, when considering the various factors which influence 

interpersonal relationships, I have explored the lives and work of the Japanese 

expatriate employees, focusing on their relations with the host nationals and with wider 

society in Jakarta. Exploring different geographical and social settings in the host 

society, this chapter aims to demonstrate the relationship between the scale of 

groups/communities and the interpersonal relationships of their members, which also 

affects the formation of ‘porous bubbles’. The data presented in this chapter highlight 

the similarities and differences in constructing interpersonal relationships, which are 

deeply related to the scale and locations. This presents the complexity of individuals’ 

networking activities and the creation of ties. 

 I discuss some examples from other Japanese expatriate employees, in addition 

to those related to the JO, in order to highlight the particular circumstances of 

small-scale groups/communities. First, I briefly discuss the lives of Japanese expatriate 
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employees and their families in Makassar. Then, I look at the ways in which Japanese 

expatriate and host national employees worked and interacted with each other in the 

small field office of the JO in Makassar. I also look at some other small offices in 

Jakarta, which exist in different social and temporal settings. Finally, this chapter 

theorises the relationship between the scale of groups/communities and two dimensions 

of interpersonal relationships, bonding and bridging ties, from the perspective of social 

capital and networks. 

 

Small-Scale Community: Life in Makassar 

 

Makassar, where a field office of the JO (JOM) is located, is the provincial capital of 

South Sulawesi and the largest city in eastern Indonesia. It is about a two-hour flight 

from Jakarta. There is a one-hour time difference between Makassar and Jakarta. 

 

Table 7.1  Japanese Nationals in Jakarta and Makassar in 2008 (as of 1st October) 

  Total Long-Term Permanent 
Jakarta DKI Male 4,359 4,338 21 

(Total population: 9,146,200) Female 2,116 2,071 45 
 Total 6,475 6,409 66 

Makassar Male 61 59 2 
(Total population: 1,130,384) Female 34 32 2 

 Total 95 91 4 
Source: Annual Report of Statistics on Japanese Nationals Overseas: 2009 (MOFA 2010c) 

Statistik Indonesia (Statistical Yearbook of Indonesia) 2009 (BPS 2009) 
INDONESIA: Urban Municipality Population (City Population 2010) 

 

As Table 7.1 indicates, there is a huge difference between the numbers of Japanese 

long-term residents in Jakarta and in Makassar: the former having 6,409 residents and 

the latter 91 residents in 2008. In Makassar, since the Consulate General of Japan was 

closed at the end of 2008, the Consular Office of Japan has provided services for these 

long-term residents. Following the ratio (81.7%) (of the Japanese primary long-term 

residents who work for private companies, government-affiliated organisations, and 
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media, and their family members) shown in Table 3.1 in Chapter 3, it is likely that more 

than 70 of the Japanese long-term residents in Makassar are Japanese expatriate 

employees and their family members. The small numbers of these Japanese nationals 

has certainly influenced the characteristics of their community. 

 

Lifestyle in Makassar 

 

The different living conditions in Makassar certainly affected Japanese expatriate 

employees’ and families’ lives. At the time of my fieldwork, there was neither a 

serviced apartment nor a hotel apartment available. They, particularly those with 

families, usually lived in houses (though some without families lived in hotel rooms 

without kitchen facilities). It was hard for foreigners to find well-equipped houses, for 

instance, with proper hot-water supplies installed according to their home countries’ 

standards. Considering security, as well as facilities, they often (though not always) 

chose to live in gated residential complexes. These complexes had twenty-four hour 

security, and were located in the area of Panakukkang Mas, in North Makassar, near one 

of the city’s three biggest shopping malls. In complexes, the numbers of Japanese 

residents were few, and the other residents tended to be wealthy Indonesians. 

 As Makassar, as opposed to Jakarta, was considered by the Japanese 

expatriates to be relatively safe, there were some who walked in the areas near to their 

houses and who took public transportation, including pete-pete (mini buses) and becak 

(trishaws). However, they generally owned chauffeured cars or took taxis, and they 

rarely used public transportation. 

 As a matter of course, Japanese expatriate employees employed domestic 

servants, such as maids and drivers. The maids who worked for them were often from 

Torajans, a mountainous area of South Sulawesi. This may have been because the 
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majority of the Toraja were Christians, and therefore the Japanese expatriates did not 

need to consider Muslim religious observances. Maids appeared to be more important to 

those living in houses, rather than those living in serviced apartments. In the U.S.A., 

Japanese wives usually do all the house work and ‘become the buffer zone that 

separates the familiar from the foreign’ (Kurotani 2007, p. 21). In a similar vein, 

Japanese wives in the U.K. play an important role in maintaining relationships with 

neighbours (Martin 2007, pp. 67-68). In contrast, in Makassar, for those living in houses 

without the reception areas provided by serviced apartment blocks, maids acted as 

mediators and formed ‘the buffer zone’, rather than wives. If the household described at 

the very beginning of this chapter had employed a maid, the neighbouring kids would 

not have been able to enter the living room. 

 When in Jakarta, one Japanese wife had lived without a maid in a manageably 

sized flat in a serviced apartment block. She used to meet people in the lift and the 

corridors of her high-rise apartment on a daily basis. Fresh leafy greens and familiar 

vegetables, which were very difficult to purchase in Makassar, had been easily available 

in many supermarkets, particularly Japanese ones. Living conditions in Jakarta had 

allowed her to maintain the Japanese life style she was accustomed to (e.g. cleaning the 

house and cooking with familiar ingredients by herself). However, after moving to 

Makassar, she lived with her husband in a huge house within a complex. She seldom 

met or exchanged words with other people, and saw only the comings and goings of her 

neighbours’ cars. She employed a Torajan live-in maid who acted as a bridge between 

her and her unknown neighbours. However, the maid annoyed her by neglecting to 

wash her hands after using the toilet and by being away from the house when she and 

her husband were in Jakarta. 

 Not many Japanese expatriate employees brought their families to Makassar, 

particularly when they had children. One of the reasons for this was the disparity 
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between the educational environments in Makassar and in Jakarta. There was no 

Japanese school, but rather a Hoshu Jugyo Ko (supplementary school) where children 

could learn only the Japanese language and arithmetic (or mathematics). Its total 

number of students was 5 in 2008. In the Makassar International School (MIS), which 

in 2008 provided education from kindergarten to lower secondary levels, about a half of 

the total number of enrolled students (45) were kindergarteners, and more than 

two-thirds were Indonesians (MIS n.d.). Considering the length of their assignment 

periods, the future education of their children, and the small number of students enrolled 

in the school, the MIS did not appear to be an ideal school for Japanese expatriate 

employees’ school-aged children. 

 Compared with Jakarta, there were few leisure activities in Makassar: limited 

numbers of relatively large shopping malls, little variety in restaurants, poor sports and 

gym facilities, and no proper swimming pool. There were few places to take cultural 

and sports lessons. Under these circumstances, some Japanese wives spent their spare 

time engaging in activities such as practicing physical exercises using computer 

software and equipment, self-learning English, and teaching at the Hoshu Jugyo Ko. 

 Although adequate food, clothes, and convenience goods were available in 

Makassar, some Japanese expatriate employees and their families would go to Jakarta to 

purchase food in Japanese supermarkets which were larger than the one in Makassar, to 

take lessons, and to attend cultural events. For them, Makassar did not provide a 

satisfactory living environment. 

 

Close-Knit Ties? Or Limited Ties? 

 

In Makassar, the Japanese expatriate employees and their families formed slightly 

different ties among themselves from those that were developed in Jakarta. In South 
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Sulawesi, as in Jakarta, there was a Japanese association, the South Sulawesi Japan 

Club, which was established in 1977. Out of the 145 Japanese nationals (141 long-term 

and 4 permanent) in South Sulawesi (MOFA 2010c), 89 (or 61% of residents) were 

registered as members in July 2008 (The South Sulawesi Japan South 2008). The rate 

was higher than that of the Jakarta Japan Club (JJC), which was about 40%. The 

members were provided with each other’s telephone numbers and addresses partly for 

the purposes of emergency contact. The activities of the Japan Club were various: the 

publication of the quarterly newsletter and occasional e-mail newsletters, a New Year 

party (in which more than half of the members participated), sporting events, and so 

forth. The quarterly newsletter contained detailed reports of social activities, as well as 

including information on new and returned members. Compared with the JJC, whose 

membership was nearly 2,500, the individual members of the Japan Club were highly 

visible to each other in the sense that most of them possibly knew each other by face or 

by name (or at least through rumour/gossip). They very likely met the same members at 

social events. Centring around the Japan Club, individuals within the Japanese 

community in Makassar were apparently tightly connected with each other and formed 

structurally strong (i.e. multi-stranded) ties. 

 For some Japanese expatriate employees, work and home were more connected 

in Makassar than it was in Jakarta. A male Japanese expatriate consultant, for instance, 

lived in a house with his fellow male Japanese consultant(s). In another case, about ten 

male Japanese expatriate employees who had been dispatched by a private Japanese 

company lived together in a huge house, in a manner similar to those living in a 

dormitory. Since none of them had brought their families to live with them, they instead 

lived close to their company’s Makassar-based affiliated manufacturing factory. In the 

factory, they worked in the same office room, separated from the Indonesian employees, 

except when they worked with and instructed these employees on the shop floor. These 



CHAPTER 7  SCALE OF GROUPS/COMMUNITIES 

231 
 

conditions made them tightly connected to each other, both physically and mentally, and 

this fostered close feelings between them, including ‘camaraderie’ (Rohlen 1974, pp. 

212-234). 

 However, in Makassar the Japanese expatriate employees and their families 

shared few common characteristics, for instance ages, marriage statuses, and personal 

interests (e.g. hobbies), residences, and workplaces. In Jakarta, those with similar 

characteristics would form groups on this basis. In Makassar, for instance, the small 

numbers of the Japanese expatriate employees in each office (often a field office) 

prevented them from forming one group of a particular organisation/corporation. The 

Japanese expatriate employees working in both the public and private sectors in 

Makassar socialised together relatively more often than those in Jakarta, although they 

remained mindful of maintaining their work ethic. These facts suggest that on the whole, 

the sub-groups which developed within the Japanese community of Makassar tended to 

be more heterogeneous than those in Jakarta. 

 The experiences and perspectives of two Japanese expatriate wives, both of 

whom had lived in Jakarta, demonstrate some features of the Japanese community in 

Makassar. In Jakarta, an elderly Japanese wife could exchange words with other 

Japanese residents in her apartment, as well as with her husband’s colleagues and their 

families, her own personal acquaintances, and with others in Japanese supermarkets. In 

contrast, in Makassar, where she had lived for nearly two years, she rarely met anyone 

in such contexts. According to her, there were only eight wives who did not have 

children and were able to join the regular gatherings of the Japanese wives from the 

Japan Club. She felt that there were few opportunities to meet them as a group, rather 

than individually. In addition, she seldom saw anyone who was of a similar age to 

herself and with which she could share common problems and interests. If her husband 

went on business trips, she might not speak to anyone in Japanese for a week. With little 
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contact with other Japanese wives, she seemed to be frustrated living in Makassar. 

 Another Japanese wife in her early 40s had been living in Makassar with her 

husband and child for one year. In Jakarta, she had established friendships with many 

Japanese wives who had children that were almost the same age as her own child. There, 

they had formed a play group for their children. In contrast, in Makassar she socialised 

very little with the other Japanese wives, since her child had struggled to adapt to the 

English-speaking kindergarten of the MIS and frequently ran a fever. She only 

occasionally shared tea with one of a few Japanese mothers and chatted with a few of 

the other parents in the corridors of the MIS. Although she felt ‘lonely’, she did not care 

about this because she was busy with child rearing and because she lived in the less 

stressful social environment of Makassar. She said: 

 

Compared with Jakarta, in Makassar, [...] as there are not many traffic jams and its 
atmosphere seems to be open, [I have] no stress from everyday living. Well, there 
were not many goods. But, I think [the stress is] low. And, it is not so dangerous 
[laughter] not so dangerous. Thus [...] I can live without seeking interactions with 
[Japanese] wives. 

 

Nevertheless, she sometimes thought of joining Japanese wives’ gatherings, since her 

child seemed to have adjusted to the MIS. 

 Although both Japanese wives’ feelings about their lives in Makassar were 

different, they had both experienced limited interaction with fellow Japanese residents. 

Yet they both had connections to others who lived in Jakarta. Accompanying her 

husband on business trips, the first wife sometimes visited Jakarta and caught up with 

her friends. When the second wife had experienced ‘culture shock’ with the 

neighbouring kids, she had consulted with a close Japanese friend over the phone, as 

this friend had had similar experiences when living with her Indonesian husband in 

Jakarta. The lack of fellow Japanese residents living in similar a socio-economic 

situation, and who understood their difficulties and problems, made them seek external 
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ties beyond the Japanese community in Makassar. 

 Thus, the relationships within the small Japanese community in Makassar can 

be contrasted with those in Jakarta. In Makassar, there were limited ties between 

expatriates, due to the lack of common characteristics, such as age and interests. In 

Jakarta, close-knit ties were formed between those who had overlapping social 

connections. Interestingly, there was not a strong tendency for those in Makassar to 

actively seek alternative ties outside their community, as will be shown below. 

 

Interactions with Host Nationals 

 

In South Sulawesi, the main ethnic groups are the Bugis, Makassarese, Toraja and 

Mandar (Acciaioli 2009, pp. 221-222). By observing that people in Makassar usually 

smiled at him, one Japanese staff member had thought that the Bugis (or the 

Makassarese) were more soboku (straightforward) than the Javanese that he had met in 

Jakarta. After living in Makassar for almost two years, however, he had not clearly 

noticed some characteristics of the Bugis, such as their being ‘direct’. This was in spite 

of having been told by a JO-related expatriate employee, who had rich experience in 

Jakarta and Makassar, that such characteristics were common. What he recognised was 

that the people in Makassar spoke loudly. Without having sufficient experiences of 

multiple places in Indonesia, as I have discussed in Chapter 6, the Japanese expatriate 

employees hardly noticed ethnic differences among the host nationals. At the same time, 

many of them spent their spare time with their families or with Japanese 

friends/acquaintances. This was similar to what occurred in Jakarta. 

 However, the Japanese expatriate employees and their families certainly had 

opportunities to interact with the host nationals, although in a subtle, slightly different 

manner to those in Jakarta. A female Japanese staff member, for instance, walked for 
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five minutes from her house to her office every day. At a corner near her house there 

was a kaki-lima (street vendor). Despite having little knowledge of the Indonesian 

language, she began to exchange greetings with its owner on her way to and from the 

office, and was soon acquainted with his family. 

 Another male Japanese staff member explained his and his wife’s experiences 

in Makassar. He, for instance, happened to meet an Indonesian staff member and her 

mother in a shopping mall. His wife was happy to be spoken to, like ‘hello’ and ‘are you 

Japanese?’ by host nationals in shopping malls. The Japanese staff member and his wife 

had never experienced these kinds of incidents in Jakarta. Experiencing the cheerful and 

friendly attitudes of people in Makassar, the Japanese wife felt that the salespersons 

working in the sophisticated shopping malls in Jakarta had been cold. Living in a house 

within a complex in Makassar, she had also received several invitations to take part in 

social activities with her neighbours, although she had never attended them due to her 

poor Indonesian. 

 Although the Japanese wife did not interact with her Indonesian neighbours, 

she had close contact with her Indonesian language teacher, who could also speak 

Japanese. Talking to the teacher in Japanese, she did not actually learn much Indonesian. 

Yet she benefited by learning about Indonesian cultures and customs, as well as 

obtaining other support from the teacher. The teacher provided her with information on 

chauffeurs’ working patterns on the day of Idul Adha (a Muslim festival), asked a 

salesperson about the names of local vegetables and how to cook them in supermarkets, 

and helped her to send a package at a local post office. In Jakarta, she could have 

obtained similar information and support from her Japanese friends, acquaintances, and 

English-speaking store salespersons. However, the teacher, as a mediator, became an 

alternative source of information to that provided by the small Japanese community in 

Makassar. 
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 There were many more active ways in which Japanese expatriate employees 

and the host nationals interacted. For instance, a JO-related expatriate employee who 

had long work experiences in Makassar had rented a huge house and opened it for the 

cultural activities of Indonesian youth groups. Another male Japanese expatriate 

employee came to live with a male Indonesian manager, whom the former had brought 

from Yogyakarta where they had worked together, after the manager’s wife had passed 

away. The manager had been too depressed to concentrate on his work, and the 

Japanese expatriate employee had offered him a place to live in a busy house full of 

people. In both cases, they may not have been able to interact in these ways if they had 

lived in high-rise apartments, as was the norm in Jakarta. 

 The Japanese wife whose house had been ‘invaded’ by neighbouring kids had 

never allowed them to enter her house again. She had worried about their unpleasant 

behaviour, which she had observed during the ‘invasion’. They had begged for her 

child’s toys and asked for food and soft drinks. However, she began to let her child play 

games with them outside of the house (with a Frisbee, for instance), because during the 

incident her child had seemed happy with them. The wife and her husband, both of 

whom spoke fluent Indonesian, were able to communicate with them easily. Speaking 

about the children, she said, ‘I gradually lost my shyness [laughter]. But, if I become so, 

I feel comfortable to interact with them. [...] If I make decisions not to let them into the 

house, but play together outside, we might be pleased to meet each other’. 

 Another young Japanese wife lived in the middle of the mountains with her 

husband, who was a Japanese expatriate construction manager. In the area where they 

lived, Japanese people were only her husband’s Japanese male colleagues, none of 

whom had Japanese wives. When I spoke to her, she did not have any friends in the area. 

Instead, she often met other Japanese wives in Makassar, where she went to purchase 

food on a weekly basis as well as other daily commodities. She also had Internet access, 
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through which she was able to maintain contact with her parents and close friends in 

Japan. Under these circumstances, she happily told me that, learning from her live-in 

maid, she had gathered and roasted coffee beans from the trees in her garden. 

 Cohen (1977, p. 82) claims that members of small expatriate communities tend 

to interact with other expatriate groups and host nationals. Examining the members of 

the Japanese community in Makassar revealed, however, that their relationships with 

the host nationals were not significantly different to those in Jakarta, at least in terms of 

the degree of their interactions. Instead, they interacted with the host nationals in only 

slightly different ways to those living in Jakarta, as has been shown above. 

 The scale and context of the Japanese community in Makassar, which was a 

kind of scaled-down Jakarta, enabled expatriates to take advantage of a number of 

facilities largely restricted to expatriates (e.g. housing, schools, leisure activities, and 

established social circles). These facilities allowed individual members of the 

community to live in a bubble, having few interactions with the host nationals and other 

expatriates. Fechter (2007b) claims that all types of Westerner expatriates, including 

‘foreigners’ (non-corporate expatriates) in Yogyakarta (a smaller city than Makassar), 

live in ‘a bubble’ supported by Western economic and cultural powers. Nevertheless, 

Fechter (2007b, pp. 140-145) also acknowledges some differences in the lived 

experiences of ‘living in a gap’ among ‘foreigners’ in Yogyakarta and those living in 

Jakarta. My close observations and comparisons of Makassar and Jakarta reveal that the 

scale of the Japanese community influences lifestyle. For example, in Makassar this 

smaller scale did not allow Japanese expatriate employees and their families to pursue 

the same lifestyles or to engage in the same types of relationships with other Japanese 

people as they would have in Jakarta. Expanding their networks from remote areas to 

Makassar, from Makassar to Jakarta, and from Makassar to Japan, they fulfilled their 

need for interaction with others. Limited by their own capacities and the circumstances 
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in which they found themselves, they forged ties with the host nationals and created 

their own porous spaces. 

 

Proximity in Small Offices 

 

In this section I will examine the relationships between Japanese expatriate and host 

national employees, focusing in particular on the scale of offices in various settings. The 

settings I will discuss are the JO-related small offices, located in Makassar and Jakarta, 

and the formerly small JOI in Jakarta. Although the scale of these small offices varied, 

some common features of them will be discussed, which present an interesting contrast 

to the contemporary large JOI to some extent. 

 

Feeling of Unity in the JOM 

 

The JOM was established a few years ago to help manage the growing number of 

projects in eastern Indonesia. It was located in a relatively tall building next to a 

shopping mall at the edge of the city centre. Beginning with only one Japanese and one 

Indonesian staff member, at the time of my fieldwork it employed three male and 

female Japanese and five female Indonesian staff members. In the office, there was only 

one small work space, a meeting room, a pantry, and a reception area. The office 

seemed undersized for the eight staff members. However, the three Japanese staff and 

one Indonesian staff member were often away from the office, when they attended 

meetings and visited project sites. The Japanese staff also frequently went to Jakarta to 

attend internal and external meetings and to deal with administrative matters in the JOI. 

Therefore, there were often only a few staff members in the office at once, which made 

it look larger. There was neither a tea lady nor an office boy. Two drivers stood by 

outside the building. Male Japanese staff members tended to eat their lunches outside, 
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while the Indonesian staff (and sometimes one female Japanese staff member) ate their 

lunch boxes in the meeting room. There was no time recorder. After office hours, the 

Indonesian staff often worked for an extra half an hour or so in order to finish the 

necessary work of the day, usually without claiming overtime. The Japanese staff tended 

to work until late at night. 

 

Figure 7.1  Office Layout of the JOM 

 

 

 Much like the JOM Japanese staff, who closely communicated with the JOI 

staff, the JOM Indonesian staff sometimes contacted the JOI Indonesian staff by phone 

or e-mail. Although the JOM Indonesians staff had previous work experience and a rich 

knowledge of issues related to Sulawesi, they lacked work experience under the JO 

system, as well as having little information and knowledge about the JO, the 

headquarters, and the situation in Jakarta. In turn, if the JOI staff needed some specific 

information on Sulawesi or the surrounding area, they would ask the JOM staff. Both of 

them became each other’s resources. 

 In the JOM, much like the JOI, the Japanese and Indonesian staff worked 

‘in-between’, by negotiating differences in each other’s business customs and cultures. 

One of the main differences between Makassar and Jakarta was, according to one JOM 

Indonesian staff member, the smallness of work-related circles in Makassar. As 
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counterparts sometimes overlapped across projects in different sectors, one particular 

project’s unsatisfactory outputs, lack of accountability, and/or the inappropriate attitudes 

of Japanese staff members and JO-related expatriate employees could also affect other 

projects. In fact, the Indonesian staff member, along with other Japanese and Indonesian 

staff members, had made great, long-term efforts to construct ‘trust’ between the JOM 

(and the JO as a whole) and a key counterpart, who had had an unpleasant experience 

within a project. They did this through a series of cooperative actions. When discussing 

these actions, she said: 

 

We have to function as a bridge. [...] Whatever happens, we are always in the middle 
between [the] Indonesian side and [the] Japanese side. Sometimes, [the] Japanese 
side is very [...] rigid, ya. Sometimes, [the] Indonesian side [...] want to take it easy, 
something like that. [...] [Our role is] to [facilitate] compromise [on] both side[s]. 
And, this is the function of [...] [the] field office. This is the function of [...] [the] 
national staff, yah, I think. Because in the field, many things happen, not like in 
Jakarta. Because, [...] we directly have [...] contact [with counterparts]. 

 

As the JOI Indonesian staff also acted as bridges and had close contact with their 

counterparts, it is hard to compare the situations in Makassar and Jakarta. However, the 

JOM Indonesian staff, as well as the Japanese staff, certainly dealt with a wide range of 

projects across various sectors, which were managed across several sections of the JOI, 

and also worked within small work-related circles. 

 Favourably comparing the situation in the JOM with his work experiences in a 

JO overseas office in a Southeast Asian country, where he had received a great deal of 

support from senior host national staff members who had had long careers, one Japanese 

staff member said that ‘trust relationships, or human relationships, [between the JOM 

Japanese and Indonesian staff] have been firmly constructed’. The ‘trust’ to which he 

referred among the employees of the JO, is similar to Field’s (2008, p. 71) ‘generalized 

trust’, as I have discussed in the previous chapter. 

 The origins of such trust can be traced back to previous practices within the 
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JOM, through the narratives of a few Indonesian staff members who had been working 

there from its earliest days. Without exception, they mentioned the regular Wednesday 

lunch gatherings they had had with former Japanese staff members. Under the 

leadership of a male Japanese staff member, all staff members, including drivers, used 

to go out for lunch on Wednesdays. Keeping in mind that the Indonesian staff had 

always been treated to lunch by the Japanese staff, the Indonesian staff usually chose 

less expensive local restaurants. The male Japanese staff member who arranged these 

lunches usually sat next to the drivers and chatted with them, as if compensating for the 

lack of communication which normally occurred between them. This was perhaps due 

to the fact that the drivers were always outside of the office (and gender may also have 

been part of the reason). These lunches lasted until the end of the Japanese staff 

member’s assignment. An Indonesian staff member said, ‘[S]ometimes small one [like 

Wednesday lunches] made us close. [...] So, actually he [the Japanese staff member] b... 

bring us [a] goo... very good memory’. Another Indonesian staff member expressed the 

view that: 

 

We feel there is no distance, ya, between yeah, boss and staff [...] but in [the] office, 
we have distance, yeah. We have to know our position, we are staff. He [the Japanese 
staff member] is our boss. But outside, [...] we are like, ah... friends [...] I think it’s 
good for us. And [...] we can discuss, ah, with him, without [being] malu-malu [being 
shy], tidak malu-malu [not being shy]. [...] For example, if you want to ask 
something, discuss something, ah... tidak [no] stress [...] Yah, just relax. 

 

 In addition, the Japanese staff member had never issued public warnings to the 

Indonesian staff, including drivers, in front of the other staff members. Instead, he called 

them into a meeting room and they talked privately. ‘This is a very good way, because 

Indonesian people sha[me]... muka [face] is very important. [...] This [is] effective to 

solve the problem’, one Indonesian staff member said. His consideration for the 

Indonesian culture and the regular shared social activities, as a mechanism of 
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facilitating ‘talk’, strengthened their ties. This Indonesian staff member declared that the 

feeling of ‘unity’ brought about by the Japanese staff member still bound the Indonesian 

staff, particularly those who remained from the JOM’s earliest days. This ‘unity’ made 

them work cooperatively, even when there were problems between the staff in the office. 

Feelings of ‘unity’ were fostered through interpersonal interactions, which the small 

scale of the JOM made possible. 

 On the other hand, several incidents revealed the particular difficulties that 

stemmed from the small scale of the office. The Japanese staff’s frequent absences from 

the office sometimes resulted in outsiders being misled in regard to the Indonesian 

staff’s work performances. An Indonesian staff member found some persons’ remarks 

offensive. One day, when there were no Japanese staff around, a JO-related Japanese 

expatriate employee who had experience working in Indonesia had visited the office. He 

said in Indonesian, ‘Oh, tidak ada orang Jepang ya, senang-senang ya, tapi main-main 

[Oh, there are no Japanese people, [you can] enjoy things, but I’m just joking’. 

Although he was joking, his words implied that the Indonesian staff would adopt a 

different attitude to work in the absence of the Japanese staff. His words hurt the 

Indonesian staff, since they felt that the Japanese staff had ‘trust’ in them and they had 

never eased up on their work in the absence of the Japanese staff. 

 A similar view was expressed even by Indonesians. On another day, when there 

had been no Japanese staff around, a few Indonesian staff members were supposed to 

have helped with the preparation of a workshop which was being organised by a project 

office of the JO. Due to a lack of preparation by the project office, however, all of the 

Indonesian staff members decided to help with the workshop. Nevertheless, a driver 

from the project office who had previously worked for the JOM had told a secretary of 

the project office that they had come, ‘because there is no Japanese. They are not 

disciplined when there is no Japanese [staff]’. 
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 Other difficulties associated with working in a small office were noted by 

another Japanese staff member. Experiencing some friction between the Japanese staff, 

he said that in a larger office with many employees, if conflict occurred it would be ‘less 

visible’. In fact, friction between the Japanese staff certainly influenced the atmosphere 

of the small office. It seemed to discourage the Indonesian staff from forming close 

relationships with the Japanese staff, so as to avoid becoming involved in their conflicts. 

 Relationships between the Japanese and Indonesian staff had changed over 

time due to the on-going turnover of staff members. At the time of my fieldwork, there 

were no regular social activities planned among them. One Japanese staff member 

personally felt uncomfortable inviting the Indonesian staff over for dinner, as it would 

have meant taking their time away from private and/or family matters. Yet an 

Indonesian staff member told me that she would not have minded sharing her private 

life with other staff members to some extent, particularly with the other females. 

Nevertheless, she said, ‘Sometimes in the world, we don’t need to be too close. [...] Of 

course, it’s good to [ex]change words about our family, about our private life. But we 

know the... ah, the border’. The ‘border’ she mentioned was undoubtedly the one 

between the Japanese and Indonesian staff, who had different organisational statuses 

and roles as well as broader socio-cultural differences. 

 Despite various changes, the Japanese and Indonesian staff worked 

cooperatively, a situation which was partially supported by the ‘unity’ of the Indonesian 

staff. This ‘unity’, based upon particular relationships which seemed to be fragile, 

continued to support their mutual ‘trust’ and was the basis for their interactions. 

 

Family-Like Atmosphere: Past and Present in the JOI 

 

In the JOI, several Japanese staff members on their second (or third) assignments, as 
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well as Indonesian staff members with long careers, expressed the view that there had 

existed family-like feelings between (and among) the Japanese and Indonesian staff in 

the past when the office had been small. When a senior Indonesian staff member had 

started her career in the JOI more than ten years earlier, the total number of staff was 

about thirty. At that time, Japanese staff members went to see sick Indonesian staff 

members in hospitals or their homes. Currently, however, they did not visit a hospital 

even if an Indonesian staff member had been hospitalised. The senior staff member said: 

 

This is, might be a bit like… no, no problem, but why, you know, every day we are 
working together. Might be Indonesian people [...] love, like that kind of society [in 
which people are] touching, touching [with each other]. 

 

She felt that the Japanese staff sometimes appeared to ‘forget’ the Indonesian staff. They 

neglected to attend the wedding receptions of their Indonesian colleagues, although they 

participated in ceremonial occasions of counterparts. In the past, the Japanese staff had 

also brought small souvenirs from Japan and had invited all of the staff members to a 

restaurant at the end of their assignments in Indonesia. She said that these were ‘small 

thing[s], but make more memory’. As a result of these memories some of the Indonesian 

staff became ‘attached’ to and kept in touch with their former Japanese staff members. 

 The senior Indonesian staff member mentioned above felt that the general 

characteristics of the Japanese staff, such as being less talkative, in other words ‘silent’, 

had not changed much. However, she observed that young Japanese staff members 

apparently had more communication with the Indonesian staff. Yet, she felt that there 

were ‘merits’ and ‘demerits’ between the past and present: whereas the attitudes of 

current young Japanese staff members were more open, former Japanese staff members 

had been eager to know individuals and had become close to the Indonesian staff. She 

understood that, ‘once the office [becomes] bigger, then [it] might be a bit difficult [to 

have the same kinds of relationships]. [...] we just concentrate on the section by 
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section’. 

 Similarly, another senior Indonesian staff member thought that the bigger the 

JOI became, the less the staff interacted with each other. In the past, the Japanese staff 

had been very close to the Indonesian staff, even to the drivers. ‘Frankly speaking, 

sometimes, [...] I don’t know who’s who [laughter] [...] Because so many people [are] 

just coming, go[ing]’. She also felt that the relationships among the Indonesian staff 

were no longer as close as they had been previously, since they were now busier and 

had less time to interact. 

 Another example comes from a JO-related expatriate employee, who had 

worked for the JOI on various occasions. In his first assignment in the 1990s, he felt 

that ‘it [the JOI] had a homelike atmosphere because it was small’. A group of Japanese 

and Indonesian staff members (about ten in total), whose membership was relatively 

fixed, had regularly participated in social activities, such as day trips, which were 

generally organised by an Indonesian staff member. However, the homelike atmosphere 

had changed over time. According to him, in the 1990s the Indonesian economy had 

experienced rapid growth, and Japanese multinational corporations had headhunted 

capable host national employees from Japanese organisations, offering them salaries 

that were three to four times higher than they were currently receiving. When he took on 

his second assignment in the 2000s, therefore, most of the Indonesian staff from his 

previous assignment had left and the organisation had grown in size. Its organisational 

structure and the distribution of work, in particular routine jobs, had become more 

systematically organised among the staff than it had been previously. This had resulted 

in an increase in the work responsibilities of the Indonesian staff. These changes made 

him feel that the ‘homelike atmosphere’ was in decline. 

 On the other hand, another Japanese staff member gave a slightly different 

account. In the mid-1990s, the relationships between the small number of the Japanese 
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staff (about fifteen) were ‘homey’. At that time, they and their families celebrated the 

New Year together at the house of the head of the JOI. ‘That is now impossible’, he said. 

According to him, the Indonesian staff (about twenty-five), whose performance at work 

appeared unsatisfactory (although, later, he admitted that there were a few highly 

capable Indonesian staff members), had not been included in the ‘homey’ Japanese 

group. Nevertheless, in his current section, he found that he was able to work with the 

Indonesian staff members in a team, which he had not expected due to his previous 

work experiences. Instead of the ‘homey’ relationships which had existed among the 

Japanese staff in the past, he now felt that a sense of a ‘team’ was developed among the 

Japanese and Indonesian staff in his section of the large office. His use of the word 

‘team’ reflected the feelings of trust between them, mainly based upon their professional 

work performance. 

 Moreover, the JO has merged with several organisations in recent decades. At 

the time of my fieldwork, in accordance with a merger of two organisations in Japan, 

the JOI had merged with the local branch office of another Japanese organisation. 

Consequently, within the JOI, there was a clear separation between those who had 

worked in these two different organisations: one was more than two times larger than 

the other. Due to the different nature of the jobs between these formerly independent 

organisations, the two groups were still working in line with their previous job 

descriptions. The staff within both groups had struggled to interact with those in the 

other group, although they were gradually becoming closer to each other along the lines 

of their nationalities. Several Japanese and Indonesian staff of the small group told me 

that they had worked in a family-like cosy atmosphere in their previous, small office. A 

few Indonesian staff members experienced nostalgia for these times. One of them told 

me how she had closely interacted with the Japanese staff in her office before the 

merger. In fact, the members of the smaller group were still strongly connected to each 
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other. For instance, they had organised a farewell lunch among themselves for one of 

‘their’ Japanese staff. Their intimacy as a group bound them together. 

 Such evidence indicates that even within the same organisation, the members 

tended to feel a ‘homelike’ and ‘family-like’ atmosphere when the number of employees 

remained small. In the large office, instead, a section became the level at which the 

‘small office’ environment could be maintained. 

 

Proximity and Experienced Knowledge: Small Project Offices in Jakarta 

 

The small project offices of the JO were often located in or near buildings of 

counterpart organisations, where JO-related expatriate employees worked with one or 

more Indonesian project staff members. When I visited one such small office where a 

female JO-related expatriate employee and a female Indonesian secretary worked, their 

conversations sounded very cheerful and congenial. The expatriate employee allowed 

the secretary to study Japanese when the latter did not have any other work to do. In 

turn, even if the expatriate employee was away from Jakarta on a business trip or 

holiday, the secretary came to the office every day and worked hard for her, following 

her instructions through e-mail. Thus, in terms of relationships between Japanese 

expatriate and host national employees, small project offices had a similar tendency to 

facilitate the construction of trust and intimate feelings between them as did other small 

offices (or sections). 

 However, a notable feature of these project offices was that JO-related 

expatriate employees worked physically close to Indonesian counterparts often within 

the latter’s organisations. They were surrounded by Indonesians, while they lacked less 

Japanese cultural influences. The experiences of two JO-related expatriate employees 

who used to work in the JOI clearly indicate this point. 
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 One JO-related expatriate employee worked in his small office located in a 

counterpart’s building with a secretary whose desk was set in a small space between his 

private room and the corridor. When I visited him on a Tuesday, at the very beginning of 

Ramadhan, he wore a dark blue batik shirt in conformity with the batik day of his 

counterpart organisation, although he disliked wearing it, as he felt it made him look 

like a Japanese chinpira (hooligan). Working in the office, he felt that the Japanese staff 

of the JOI did not understand the actual work style of the Indonesians. He made 

reference to his experiences during Ramadhan. In the JOI, where there had been several 

non-Muslim staff members, during Ramadhan he had not hesitated to drink coffee at 

any time and had worked until late as usual. However, in the current small office, he 

was tempted to hide his coffee (probably because he felt guilty) from his Muslim 

counterparts, who made up the majority. In addition, for the purposes of having direct 

contact with his counterparts outside of his isolated office, he often made appointments 

on his own, visiting their offices physically. He spoke of an incident which had occurred 

when he had visited the secretary of a key counterpart in order to make an appointment 

at 3pm during Ramadhan for a mission from Japan, following a request from the 

headquarters. The secretary had looked at him disgustedly, and had asked him if he 

could change the time of the appointment. During Ramadhan, he had also observed that 

the staff of the counterpart organisation left for home at around 3pm. He laughingly said, 

‘[I felt] puasa (fasting) worked out this way. So. Um, therefore, if I stayed in the office 

[of the JOI], there are many things I cannot see. [...] I cannot see things if I were not 

there for 24 hours, or at least all the time from the morning to the evening’. 

 Another example is provided by a JO-related expatriate employee, whose 

office was on the lower floor of a counterpart organisation’s building. His office was 

located in the corner of an open-style office space, where fifteen to twenty Indonesian 

employees of the counterpart organisation worked almost side by side. Beside his desk 
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there were a black sofa set and his secretary’s desk, which made up his ‘office’ space. 

There were no partitions/walls between him and the Indonesian employees. From his 

desk, he could observe the movement of both his secretary and the Indonesian 

employees, and vice versa. Within his office space, he felt that he lacked Japanese 

information. He received only about ten e-mails per day that were written in Japanese, 

while he had received twenty to thirty when he had worked in the JOI. He explained, ‘It 

is hard to get any sense and information which I had certainly been able to gain through 

discussions in meetings with the Japanese staff and through sharing the same space’. In 

contrast, he became close to some of the Indonesians in the office. For instance, he was 

invited by an Indonesian counterpart a few times to play golf before office hours. He 

confirmed that the current work environment certainly provided more information on 

the Indonesian side than what he had experienced in the JOI. 

 Both of these JO-related expatriate employees’ experiences suggest that the 

flow of information and knowledge differs according to physical location. This 

experiential knowledge certainly enhanced their understanding of Indonesian 

counterparts and the host society. In a sense, their physical work environments allowed 

or limited them to pursue their familiar ways of thinking and behaving to some extent. A 

JOI senior Indonesian staff member who had previously worked with a JO-related 

Japanese expatriate employee in a small project office, recognised a similar influence 

there. She thought that this expatriate employee had been restricted in his ‘very free 

maneuver[ing]’ within an Indonesian counterpart organisation and had acted as an 

‘orang Java [Javanese]’ by considering carefully every word said and action made by 

the Indonesians. In the JOI, she felt that she had finally come to understand the Japanese 

style of working. A Japanese staff member also described his work style in a project 

office in an African country as ‘non-Japanese’, while his style in the JOI was ‘Japanese’. 

In general, the Japanese staff of the JOI were able to work in a Japanese way and to ask 
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the Indonesian staff to follow this way (at least to a certain extent). Meanwhile, 

JO-related Japanese expatriate employees in counterpart organisations were required to 

respect and accept the Indonesians’ ways of working. Different office scales and work 

environments certainly affected individual work styles and views. 

 

Scale and Proximity 

 

Some intimate feelings, reflected in the use of words such as ‘unity’, ‘homelike’, and 

‘homey’ (and ‘team’ with the feeling of trust) to describe work environments, were 

naturally generated between (and among) Japanese expatriate and host national 

employees under the particular circumstances of small offices/sections. Other studies 

support the existence of this sort of intimacy, which is fostered among employees as a 

family (e.g. Lambert 2004; Letkemann 2002). Studying former and current employees 

in a small office (forty members) in a public sector in Canada, Letkemann (2002) finds 

that the small size of the office enhances its family-like atmosphere and a strong 

interdependence between employees in regard to their occupational and social lives. 

Using Turner’s concept of spontaneous ‘communitas’ as ‘an emotional bond arising 

from shared experiences’, Letkemann points out that ‘[i]t became apparent that although 

the workplace setting was highly structured, and imbued with status distinctions, there 

was “room” within this structure for a strong awareness of communitas’ (2002, pp. 257, 

265). 

 There are various studies which discuss the concept of family (and team) in 

relation to company ideologies, and how this influences employees (Casey 1999; 

Hamada & Yaguchi 1994; Rohlen 1974, pp. 43-51). As I have explained in Chapter 2, 

Hamada and Yaguchi’s (1994) study demonstrates how a sense of ‘family’, derived 

from a managerial ideology, is influenced by the growth of the number of employees. 
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Their study reveals the fragility of the sense of ‘family’ among employees from 

different cultural backgrounds, and the difficulties in maintaining this sense beyond a 

small group. The concept of ‘family’, which tends to be associated with ‘kinship 

bonding’ (Casey 1999, p. 162), might work well in small groups rather than large groups. 

Hamada and Yaguchi’s (1994) account, describing the ‘hollowing-out’ process of 

family-like culture in the course of the expansion of an office, is reflected in the 

perspectives of the Japanese and Indonesian staff members who have experienced the 

past and present of the JOI. 

 Moreover, small offices sometimes facilitated the development of 

circumstances in which family members of Japanese expatriate employees could 

interact with host national employees. For instance, the wife of one Japanese staff 

member at the JOM sometimes delivered home-made sweets. The wife had also 

arranged cakes for each host national employee’s birthday during a period when her 

husband had worked in a small JO overseas office in a Southeast Asian country. In the 

relatively small office of a Japanese private company in Jakarta, I also observed a 

Japanese expatriate wife giving a cake recipe to her husband’s secretary. These 

interactions between Japanese expatriate employees’ families and host national 

employees certainly enhanced the feelings of intimacy between them, even though these 

feelings were subtle. 

 There is no simple way of discerning the threshold of a certain scale of groups 

which might foster close relationships and intimate feelings between and among 

Japanese expatriate and host national employees. Since scale is not the only variable 

likely to influence their relationships, as I have explained in the previous chapters, this 

is perhaps not a useful question to ask. For instance, as described above, the stories of 

the former and current Japanese staff members, who had worked for the JOI in the 

1990s, revealed that the Japanese and Indonesian staff adopted different usages of words 
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such as ‘homelike’ and ‘homey’. Therefore, the relationship between a group’s scale and 

the nature of the individuals relationships within it is complex (Simmel 1950a, 1950b). 

Even in a large office, like the JOI, intimate feelings could be observed between the 

Japanese and Indonesian staff at the level of sub-groups (e.g. sections and teams). An 

Indonesian staff member, for instance, described her relationship with a former Japanese 

staff member, with whom she had worked closely several years ago, as that of a ‘sister 

and brother’. 

 What the above evidence suggests is that it is relatively easier to establish close 

relationships between Japanese expatriate and host national employees within a small 

group in which all members work in physically close quarters. As within the case of the 

Wednesday lunches of the JOM, some kinds of social activities are also easier within a 

small group, which might enhance intimate feelings. Scholars observe a similar effect in 

those engaging in regular social activities, or ‘rituals’, such as eating lunch in the 

kitchen of an office (Hamada & Yaguchi 1994, pp. 204-205), participating in ‘the 

morning coffee-time’, as well as taking part in other celebrations (e.g. birthdays, 

marriages) (Letkemann 2002, pp. 263-265). ‘Eating is a curious habit; it binds people’ 

(Hamada & Yaguchi 1994, p. 205). As I have discussed in the previous chapter, such 

social activities often provide opportunities for talking to each other (as well as raising 

the possibility of future talk), which could result in the enhancement trust, an element of 

social capital. 

 In the circumstances in which alternative relationships are practically limited, 

individuals come to have more opportunities to make connections with those who are 

situated physically close to them. These connections may come about willingly or 

unwillingly. As I have explained above, physical proximity provides opportunities to 

gain experiential knowledge. Small groups/communities can open up spaces which 

facilitate interactions and close attention being paid to others. However, there are some 
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negative effects, such as limitations in regard to one’s choice of personal connections 

and fewer ways of escaping any tensions which arise between members. 

 

Closure in Bonding Ties and Openness in Bridging Ties 

 

Above, I have demonstrated the ways in which the scale of groups/communities 

influence interpersonal interactions and relationships between (and among) the Japanese 

expatriates and their families and the host nationals, in both work and non-work 

contexts. Using the concepts of bonding and bridging social capital (Gittell & Vidal 

1998; Putnam 2000) on which this thesis focuses, the following section will focus on 

the practical dimensions of interpersonal relationships and discuss the ways in which 

individuals’ and groups’ porous spaces form the open and closed structures within social 

networks and function to open access to both types of capital. The emotional dimension, 

another important element of relationships, will be explored in the next chapter. 

 

Advantages and Disadvantages of Closure and Openness 

 

Portes (1998, p. 15) points out that the literature on social capital tends to focus on its 

positive side, rather than its negative side. In fact, social capital had both positive and 

negative aspects. Focusing on closed and open structures in social networks, which 

open access to social capital, Prell (2009, pp. 9-12) provides a useful summary of their 

advantages and disadvantages. The advantages of a closed structure are ‘trust among 

actors’, ‘accomplishing complex tasks’, and ‘sharing, getting by and help in crises’, 

while its disadvantages are ‘redundancy in information’, ‘norm constraint’, and 

‘socially undesirable behaviour’ (‘negative’ norms). The advantages of an open 

structure are ‘access to new and diverse information and resources’ through weak ties 

and benefits as brokers, while the disadvantages are ‘the need for more elaborate 
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communication’ and ‘less trust’. 

 These advantages and disadvantages are clearly related to the scale of 

groups/communities. For instance, as I have described above, the members of the 

Japanese community in Makassar (as well as those in Jakarta, who have been discussed 

in Chapter 4) lived in porous bubbles, which were relatively closed spaces. Being in 

such spaces, they could attain at least ‘generalised trust’ (Field 2008) (with expected 

obligation) among the Japanese nationals, who understood common norms, shared 

similar difficulties and problems, and might provide some support and sympathy to each 

other. Coleman (1988, pp. S107-S108) states that closure creates ‘a set of effective 

sanctions that can monitor and guide behaviors’ and ‘trustworthiness’, which 

emphasises the importance of closure in social structures. The members of the small 

Japanese community in Makassar, compared to that in Jakarta, apparently had closer 

relationships, since their direct and indirect connections often overlapped. On the other 

hand, due to the small scale, they had the limitation of resources in their interpersonal 

relations in terms of the number of possible personal connections they could make. Thus, 

they faced the disadvantages of a closed structure more than the Japanese expatriates in 

Jakarta; the circulation of redundant information, only a limited choice of friends, and 

the constraint of behaviours imposed by shared norms. Under these circumstances, 

some lived under a great deal of stress, some sought ties with the Japanese community 

in Jakarta, and some tried to expand their ties to host nationals when they had the 

capacity to do so (e.g. some knowledge of the Indonesian language). 

 In the work sphere, small offices (and sections in large offices) provided 

opportunities for staff members to be close to each other and fostered a sense of 

intimacy. In small, closed office spaces, like the JOM, the Japanese and Indonesian staff 

were unable to avoid communicating with each other. 
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Actors embedded in closed structures tend to have a deeper knowledge and 
understanding of one another, which goes hand in hand with shared understandings 
of particular work processes, as well as an intuitive awareness of each other’s 
strengths and weaknesses, roles and responsibilities, needs and preferences (Prell 
2009, p. 10). 

 

The Japanese and Indonesian staff of the JOM, as well as those of the earlier, smaller 

version of the JOI, seemingly formed tighter connections than those in the current, large 

JOI. It was this ‘deeper knowledge and understanding of one another’ that made 

‘accomplishing complex tasks’ possible among them. ‘Particularised trust’, based upon 

personal observations and experiences (Field 2008), was relatively easy to construct 

among all members. 

 Nevertheless, in reality, the resources derived from the bonding ties among the 

JOM Japanese and Indonesian staff were limited due to the small number of employees. 

If they did not know or have access to information, despite their close, trusting 

relationships, they had to communicate with the JOI staff, seeking alternative resources. 

A JOM Indonesian staff member felt that meeting the JOI Indonesian staff made the 

JOM Indonesian staff’s minds open and broaden. Bridging ties between the JOM and 

the JOI certainly opened up access to new resources, such as new information and 

knowledge. 

 The JOM Japanese staff who went to Jakarta regularly and had meetings with 

the JOI staff were able to easily access other resources outside the JOM. However, the 

JOM Indonesian staff often had to wait until the Japanese staff brought back necessary 

information on, for instance, the outcomes of meetings and the complex administrative 

procedures to be used when implementing/formulating particular projects. If the 

Japanese staff did not appropriately maintain bridging ties between the JOI and the JOM, 

this would restrict the JOM Indonesian staff’s performances and the speed with which 

they were able to complete tasks, delaying the diffusion of information. 

 On the other hand, if a group/community becomes too large, it is hard to 
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maintain the advantages of the closed structure without developing ‘more elaborate 

communication’ between members. This sometimes created situations in which staff 

members from one section did not know those in another section, as I have explained in 

the previous chapter. These circumstances make it difficult to construct ‘particularised 

trust’ (Field 2008) among all staff members. 

 Cohen (1977, p. 82) points out that ‘large communities develop a high degree 

of institutional self-sufficiency and social closure’, while members of smaller 

communities tend to connect with others beyond their communities. Such ‘institutional 

self-sufficiency’ supports expatriates’ adaptations to a host society (Cohen 1977, p. 38). 

In larger groups/communities, such as the Japanese community in Jakarta, the members 

would be able to find alternative resources with relative ease unlike those in Makassar. 

Under these circumstances, it was a matter of preference among individuals as to 

whether they would seek connections outside their large communities (within the host 

society, for instance). This was one reason why the Indonesian staff rarely appeared to 

provide ‘social support’, which Toh and DeNisi (2007) describe as one of the key roles 

of ‘socializing agents’. In contrast, members of the Japanese community in Makassar 

had more room for interaction with the host nationals (although whether they actually 

did so or not depended on individuals and their conditions). In other words, the 

Japanese community in Jakarta was more ‘self-sufficient’ than that in Makassar. 

Similarly, the JOI was more ‘self-sufficient’ than the JOM. In a sense, the earlier, 

smaller JOI of the 1990s was also more ‘self-sufficient’ than the early JOM, given that 

the ‘homey’ atmosphere of the early JOI could exclude the Indonesian staff. 

 However, in reality, as I have discussed in the previous chapters, the Japanese 

community in Jakarta was not characterised by perfect ‘self-sufficiency and social 

closure’. Individual members had to make connections with the host nationals and 

society by employing domestic servants, talking with floor staff in shopping malls, 
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working with host national employees, and struggling with the different social and 

cultural systems of the host society. At the same time, in Makassar, the members of the 

Japanese community did not become extremely close to the host nationals (and other 

expatriates from different countries). These inconsistencies also point to the influence of 

other factors on interpersonal interactions (e.g. personal capacities, availability of 

alternatives), rather than scale alone influencing openness and closure. 

 It is also worth noting that, when exploring the relationships between and 

among Japanese expatriates, their families, and host nationals, it becomes extremely 

hard to maintain the distinction between bonding and bridging ties. As Putnam (2000, p. 

23) carefully writes, the dimensions of social capital (i.e. bonding and bridging) are not 

‘either-or’, but instead are ‘more or less’ (see also Lin 2001, pp. 26-27). Difference is a 

matter of degree, based upon the circumstances and conditions in which individuals are 

situated. Referring to the different scale of closed structures, such as families and 

communities, Colman’s (1988) idea of social capital also seems to implicitly include 

both the concepts of bonding and bridging. Szreter (2000, p. 576) also points out that 

‘the distinction between bonding and bridging networks, though analytically clear, may 

be hard to sustain in empirical work and depends crucially on context’. In the same vein, 

linking social capital would have its limits as an analytical tool, since the vertical 

relationships between Japanese expatriate and host national employees are not always 

fixed as I have discussed in previous chapters. 

 Similarly, the interpretation of openness and closure in real interpersonal 

relationships also depends on context. Even if a large group is apparently self-sufficient, 

or socially closed, a close look reveals the existence of sub-groups within it on the basis 

of various factors, for instance, nationality, gender, age, and organisational structures. 

Between and among sub-groups, individuals construct and reconstruct bonding and 

bridging ties, which ceaselessly and intricately connect with each other. In turn, in the 
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small JOM, some of the bonding ties among the staff could be interpreted as bridging 

ties between Japanese and Indonesian staff. ‘Many groups simultaneously bond along 

some social dimensions and bridge across others’ (Putnam 2000, p. 23). By doing so, 

individual members who play the role of mediators both support and benefit themselves 

and their groups at a certain level. 

 In addition, in social networks single-stranded weak (or bridging) ties 

sometimes become multi-stranded strong (or bonding) ties over time, and vice versa. 

For instance, when the JOM was first established, the Japanese and Indonesian staff 

were connected by only single ties. However, they came to form multiple ties (at least 

two) by engaging in regular social activities, such as Wednesday lunches, for a certain 

period. Following on from regular interactions, bridging ties would gradually transform 

into bonding ties and bring about alternative types of social capital. This point will be 

also discussed in the next chapter. 

 Here, what is important is not the distinction between bonding and bridging ties, 

but the very fact that there are both advantages and disadvantages to open and closed 

structures. Belonging to (often multiple) groups/communities, whose scale and 

characteristics are various, the Japanese expatriate employees and their families could 

access both bonding and bridging social capital by balancing the disadvantages and 

advantages of open and closed structures. The same is equally true of the host nationals. 

 

Combinations of Closure and Openness 

 

It is important to construct both bonding and bridging ties which open access to 

resources in the closed and open structures, since the advantages and disadvantages 

supplement each other. Other studies have highlighted this point (Burt 1992, 2001, 

2005; Johnson et al. 2003; Nishiguchi 2007, 2009; Putnam 1995, 2000). Nishiguchi’s 
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(2009, 2007) concepts of ‘long-distance relations’ and ‘local or embedded relations’, 

explained in Chapter 2, clearly suggest that there exist particular power relations and 

functions in the transfer of information between different groups, and in the circulation 

of this information within groups via the open and closed structures of social networks. 

A similar transfer can be seen between the JOI and the JOM, while further circulation 

occurred within individual offices. Without the tightly connected networks within each 

office, new, necessary information which flowed between the two offices could not be 

circulated effectively. Johnson et al. (2003) claim that expatriate employees obtain 

different types of information from fellow expatriate and host national employees. The 

Japanese staff often received advice and social support from fellow Japanese staff 

members through bonding ties at a certain scale. In addition, they obtained specific 

information, particularly which that related to Indonesian counterparts, customs and 

culture, from the Indonesian staff through bridging ties. The importance of having 

knowledge about one’s own and others’ cultures among both the Japanese and 

Indonesian staff, which has been discussed in Chapter 4, could be understood along the 

same lines. 

 One example comes from a JOI Japanese staff member who had a great deal of 

experience working overseas. He said that he needed to return to Japan at least once 

every five years to regain (or update) his Japanese work style, so that he would be able 

to continue working as an expatriate employee who was able to act as a mediator 

between Japanese and host societies. In host societies, he had to modify his Japanese 

standards to some extent in order to accomplish his assigned work. By so doing, he felt 

that he lost (or weakened) his Japanese standards. He said that if he failed to sustain 

these standards, ‘I would do sloppy work’. His perspective reveals a practical reason 

behind Japanese expatriate employees’ maintenance of their style of work which is often 

overlooked. This maintenance is often simply associated with ‘the uniqueness of 
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Japanese culture’ (e.g. Ben-Ari 2000, p. 48). The Japanese staff member discussed 

above was aware of the importance of maintaining connections with those living in the 

closed (Japanese) society of Japan, as this would provide (or update) his Japanese 

standard of working, giving him the knowledge necessary to act as a mediator in the 

in-between space of overseas offices. 

 The social capital obtained through both bonding and bridging ties certainly 

supported the lives and work of expatriate employees, their families, and host nationals. 

This might explain the contradiction between the expected cosmopolitan openness of 

expatriate employees and their families (e.g. Hannerz 1990) and the apparent closure of 

expatriate communities which has been identified by scholars (e.g. Cohen 1977; Fechter 

2007b). The concepts of ‘situated cosmopolitanism’ (Werbner 2008) and ‘rooted 

cosmopolitanism’ (Cohen 1992) could be interpreted in the way that they present the 

complementary relations between closure and openness which indisputably coexist in 

society. Limitations in openness in practice, which are noticeable between the Japanese 

expatriate employees (and their families) and host nationals, which I have discussed in 

previous chapters, could be the result of individuals seeking a balance between closed 

and open structures within their social networks. 

 Hannerz (1992b, pp. 41-42) states that ‘networks may include relationships of 

varying degrees and kinds of symmetry [e.g. reciprocity] or asymmetry [e.g. scale of 

members and direction of information flow]’ without a clear distinction between the 

centre and periphery. At the same time, Burt (2005, p. 4) explains that social capital is 

the ‘advantage created by a person’s location in a structure of relationships’, which 

seemingly emphasises the importance of the physical and spatial location of individuals 

in open and closed structures of social networks. Somewhere within networks, the 

Japanese expatriate employees, their families, and host nationals have connected with 

each other, and have gained access to bonding and bridging social capital. From the 
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viewpoints of social capital and social networks, the two states of closure and openness 

provide the contours for understanding interpersonal interactions. 

 Under given circumstances and situations, searching for a comfortable, 

possible location within their multiple networks, individuals combine and balance their 

openness and closure and form porous bubbles of various sizes, according to their 

characteristics, capacities, necessity, and available physical resources at different times. 

In other words, the scale of the porous bubbles alters in accordance with their shifts 

between openness and closure. Structurally weak ties between Japanese expatriate and 

host national employees certainly helped to form networks and functioned to diffuse 

information and knowledge. In interpersonal interactions, thus, closure and openness 

were not contradictory, but complementary across various relationships and at different 

scales. 

 

Conclusion 

 

In this chapter, I have explored the small Japanese community in Makassar, as well as 

other small offices in different times and places, in order to demonstrate the ways in 

which the scale of groups/communities is related to the interpersonal relationships 

between and among Japanese expatriate employees, their families, and host nationals. In 

small scale groups/communities, they had different patterns of interactions and tended 

to (but not always) have closer and more intimate relationships, which were expressed 

as ‘unity’ and as being ‘homelike’. This was less noticeable within large 

groups/communities. However, the relationship between the scale of 

groups/communities and the interpersonal relationships within them was not absolute, 

but very complex and intricate. Other factors contributed to relationships, such as the 

availability of alternative contacts, personal initiative, and so on. Social capital 
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perspectives reveal the advantages and disadvantages of both the closed structures 

formed by bonding ties and the open structures formed by bridging ties within social 

networks. Maintaining a balance between openness and closure, those who had 

particular skills, capacities, and alternatives moved physically and spatially across 

groups/communities of different scales in order to overcome the disadvantages of each 

structure. Scale certainly influenced the porosity of the bubbles of individuals and 

groups to different degrees and the formation of closed and open structures within social 

networks. 

 Individuals and groups do not form closed and open structures solely on the 

strategic basis of resource calculation. Relationships are affected by more complex 

processes, including emotions such as like-dislike and pleasure-displeasure. Taking into 

account the emotional dimensions of interpersonal relationships, the next chapter will 

discuss the ways in which and the extent to which the Japanese expatriate employees, 

their families, and host nationals constructed and maintained their relationships with 

each other. 
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PART III   END OF THE JOURNEY: FROM A DISTANCE  

 

 

From a distance the world looks blue and green, 
and the snow-capped mountains white. 

From a distance the ocean meets the stream, 
and the eagle takes to flight. 

– Bette Midler 1990, From a Distance – 

(Gold 1985) 

 

 

Somewhere over the rainbow 
Skies are blue 

And the dreams that you dare to dream 
Really do come true 

– Judy Garland 1939, Over the Rainbow – 

(Harburg 1939) 
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CHAPTER 8  TRANSNATIONAL BUSINESS/SOCIAL TIES: CONSEQUENCES OF 

INTERACTIONS  

 

[T]here is a farewell and welcome lunch in the office. [...] A senior Indonesian staff 
member plays the role of MC and introduces the two persons [a male Japanese staff 
member and his successor]. [...] the four Indonesian staff members, who have been 
working for the Japanese staff member, are invited to say some words to him in 
farewell. Before they start to say anything, the Japanese staff member begins crying 
and uses his handkerchief to wipe his tears. Those who are looking at him smile 
warmly, which make me feel that he has been so loved by the staff members who 
know him well. While they are speaking to him one by one, he is crying. When they 
are finished, it is his turn to say something in response to everyone. He says that he 
wanted to say something in Bahasa Indonesia, but he is going to use English because 
he could not memorise all that he wanted to say. He briefly explains the period he 
was in Indonesia and what he grappled with during his assignment. At the end of his 
speech, he thanks all the staff, especially those with whom he has worked. He does 
not neglect to mention the secretaries who worked for him and who have already 
resigned with the completion of their contracts. When he finishes his speech, a 
special warm atmosphere seems to spread through the room. 

(field notes, 12 May 2008) 

 

Introduction 

 

Throughout the chapters of the second part of this thesis, from a microscopic view, I 

have explored the ways in which Japanese expatriate employees, families, and host 

nationals interacted with each other and forged ties between and among themselves 

through individuals’ and groups’ porous spaces. In the final part, I look at their 

relationships from a macro standpoint. This chapter discusses the emotional dimensions 

of their relationships, including former expatriate and former host national employees, 

based upon everyday face-to-face interactions. Then, I examine how and to what extent 

the ties, particularly those between Japanese expatriate and host national employees, are 

maintained beyond a certain geographical boundary and a specific time frame. Their 

intermittent and enduring ties, together with on-going ties8, seemed to function to bind 

                                                        
8 ‘Enduring’ ties mean ties between former Japanese expatriate employees (and their families) and 
their respective host nationals and between former host national employees and their respective 
Japanese expatriate employees (and their families). On the other hand, ‘on-going’ ties are ties between 
current Japanese expatriate employees (and their families) and their respective host nationals. 
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related individuals even without any strict commitments. Finally, this chapter portrays a 

macro picture on the basis of transnational business/social ties across geographical and 

spatial boundaries. In so doing, from the viewpoints of social networks, this chapter 

aims to locate Japanese expatriate employees, families, and related host nationals as 

those who play key roles for cross-border relationships between the two countries. 

 

Face-to-Face Interactions, Emotion, and Memories 

 

The significance of relationships between Japanese expatriate employees and host 

nationals stems from the very fact that they were working face-to-face every day in 

in-between spaces for a certain period. Such face-to-face interactions certainly 

influenced their relationships. This section will shed light on the emotional, rather than 

the practical, dimensions of their relationships, which supports their enduring 

connections even after they have completed their expatriate assignments. 

 

Power of Face-to-Face Interactions 

 

Even at a time when advanced technology supports virtual communication, face-to-face 

interactions are still important. Scholars also suggest the importance of face-to-face 

interactions and co-presence. ‘The realm of activity’, Goffman (1972, p. 13) writes, ‘is 

generated by face-to-face interaction and organized by norms of co-mingling’. He also 

writes: 

 

Every person lives in a world of social encounters, involving him either in 
face-to-face or mediated contact with other participants. [...] A person tends to 
experience an immediate emotional response to the face which a contact with others 
allows him; he cathects his face; his ‘feelings’ become attached to it (Goffman 1972 
[1955], p. 319). 

 



CHAPTER 8  TRANSNATIONAL BUSINESS/SOCIAL TIES 

267 
 

For Urry (2003), in a mobile society highly networked by the development of 

transportation and technology, it is essential to have ‘face-to-face meetings’ and 

‘co-presence’ which produce ‘a joint performance’ by those in face-to-face 

conversations. 

 A senior Indonesian staff member told me: 

 

She [a former Japanese staff member] liked to [sic] face-to-face meetings [with 
counterparts] very much, and I think that really helped… ah… both sides to get to 
know each other, not just on paper, or not just by telephone. So, until now, ahmm… 
they still remember [the former Japanese staff member]. 

 

She added that she herself had also become close to counterparts by accompanying the 

former Japanese staff member to these meetings, which sometimes helped her current 

work. Her story clearly suggests that face-to-face meetings had brought about close 

relationships among those who had participated in them. 

 The importance of face-to-face interaction, or co-presence, stems from 

supplemental information brought about by physical interactions, rather than just 

listening and reading words. Boden and Molotch (1994, p. 259; see also Urry 2002, pp. 

259-261) write: 

 

Copresence is “thick” with information. Under any media condition, words derive 
their meanings only from contexts; copresence delivers far more context than any 
other form of human exchange. Context includes not just other words but facial 
gestures, body language, voice intonation, and a thousand other particulars. This 
information loading consists of details not only of the moment but also of past 
moments and future prospects that shape and reshape the flow of turns between 
parties. 

 

Body movement as ‘a visual vocabulary and social grammar’, including eye-contact, 

physical touch, and silence, conveys nuanced meanings (Boden & Molotch 1994, pp. 

260-262). In other words, it provides opportunities in which participants can observe 
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each other through the five physical senses (i.e. hearing, seeing, touching, tasting, 

smelling). Face-to-face interactions minimise misunderstandings of words and 

fundamental intentions of participants. 

 Boden and Molotch (1994, pp. 263-265) also point out the importance of a 

specific time and space required by co-presence, which is lacking in non-direct 

interaction, such as telephone, e-mail, and letters, and becomes a proof of ‘commitment’. 

Face-to-face interactions make it hard to ‘disguise both words and the multiple gestures 

and stance that go with real-time–real-space interaction’ (Boden & Molotch 1994, p. 

265). Urry (2002, p. 262) views these three factors (i.e. face-to-face, time, and space) as 

the basis of co-presence. In ‘real-time–real-space interaction’, conversations or talk, 

discussed in Chapter 6, as a joint performance could also show trust (or distrust 

sometimes) in ‘the observable timing and placement of talk and gesture’ (Boden & 

Molotch 1994, pp. 265-267; Urry 2002, pp. 164-165). Consequently, ‘thick’ face-to-face 

interactions in a specific time and space tend to foster knowledge and close, intimate 

relationships among participants. 

 In a farewell/welcome lunch gathering in the JOI, two Indonesian staff 

members made a short farewell speech for a senior Japanese staff member by reading 

out a list of his common practices and words: for instance, ‘“Are you busy?” is his way 

of telling that there’s task to do ahead’; and ‘Talk with very serious expression, and end 

with “No, am just joking”’. Listening to that, all those attending, including the senior 

Japanese staff member, burst out laughing. If they did not meet and talk to him 

face-to-face ‘with real-time–real-space interaction’, they might have had to scrutinise 

his real intentions, possibly resulting in misinterpretations of his words. For instance, if 

a boss says, ‘Are you busy?’, one might think that the boss is accusing a subordinate of 

not working properly. His manner of speaking, with a serious tone and facial expression 

would not be taken as jocular if one missed the ending sentence, ‘No, am just joking’, 
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and the accompanying smile. Observing his attitudes, body movements, and 

characteristics every day for a couple of years, the staff had developed considerable 

knowledge about how to read his words. 

 Face-to-face interactions are also significant even on an occasional basis. 

Referring to the importance of investigating different forms of travel, Urry (2002, p. 

256) points out that social life is comprised of ‘striking combinations of proximity and 

distance’. He rightly suggests examining both processes of ‘corporeal proximity’ (or 

physical proximity) brought about by incidental co-presence and ‘the socialities’ outside 

the former, including ‘occasional co-presence, imagined co-presence and virtual 

co-presence’, which also foster and maintain a sense of connectedness between and 

among peoples and groups (Urry 2002, pp. 255-256). The combinations of ‘proximity 

and distance’ could be observed in the way in which former Japanese expatriate 

employees and host nationals sustained their ties through business visits to each country 

and exchanging e-mail, which will be shown later. 

 Moreover, in non-direct interactions, to have experiences of meeting 

individuals face-to-face and knowing them personally seems to be crucial to talking on 

the phone (even through the video conference system) and reading written texts, such as 

e-mail. If one knows a person personally, one can talk with him/her and read his/her 

e-mail by imagining his/her body movements, facial expression, and voice intonation. 

Rich knowledge and information on individuals and groups accumulated through 

face-to-face interactions can fill in the missing elements in non-direct interactions. 

 

Emotions and Intimacy 

 

Apart from ‘thick’ information, face-to-face interactions tend to bring about other 

outcomes, such as emotions and feelings, among participants. Holmes (2010, p. 149) 
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finds that ‘[e]motions are done in interaction with others; they involve bodies, thought, 

talk and action’. Scholars in organisational studies find emotional work relationships of 

employees with, for instance, co-workers, clients, and customers (e.g. Hochschild 1983; 

Mumby & Putnam 1992; Putnam & Mumby 1993). 

 In organisations, emotions and feelings are treated as something that employees 

have to control and manage in order to achieve rational organisational goals, which 

Hochschild (1983) identifies as ‘emotional labor’ which becomes a ‘commodity’ in the 

marketplace. Working in different customs and cultures, even if the Japanese and 

Indonesian staff felt confusion and anger, they concealed such inner emotions and 

feelings from each other. In playing the required roles, they were certainly engaged in 

‘emotional labor’. 

 On the other hand, Mumby and Putnam’s studies (Mumby & Putnam 1992, pp. 

477-478; Putnam & Mumby 1993, pp. 49-50) carefully distinguish ‘work feelings’ 

emerging from on-going personal interactions and mutual understandings, in which 

feelings become ‘interrelatedness’, from the ‘emotional labor’ imposed by 

organisational instrumental goals. It is likely that the Japanese and Indonesian staff 

disclosed (or failed to disguise) various emotions and feelings that emerged from their 

on-going interactions and situations they faced. In the course of that, they experienced 

sharing (or made efforts to understand) such emotions and feelings among themselves in 

different contexts: the pleasure of seeing a smile, feeling upset at the headquarters and 

counterparts, and happiness and disappointment in regard to the success and failure of 

projects. Trust is also part of emotionality (Holmes 2010; Lahno 2001; Leonard 2007, 

see also the discussion of personal dimensions of trust in Ch. 6). Lahno (2001, pp. 

185-187) states that ‘trust is an emotional attitude’ which plays ‘a major role in social 

interaction in general’ like other emotional attitudes. Criticising Giddens’ instrumental 

treatment of trust, Holmes (2010, pp. 142-143) claims that the foundations of trust are 
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often emotions and feelings. 

 By disclosing and sharing feelings, the Japanese and Indonesian staff, at least 

some of them, tried and were sometimes able to understand the background, that 

fostered ‘work feelings’. Holmes (2010, p. 149) thoughtfully points out that ‘[t]he 

ability to interpret one’s own and others’ emotions “successfully” is not about 

recognizing authentic versus managed emotions but about being able to engage in 

meaningful ways with the emotional ups and downs of living within a complex and 

uncertain world’. Putnam and Mumby (1993, p. 51, italisation in original) write: 

 

Expression of feelings also serves a communicative role by developing a sense of 
community. [...] emotions should serve expressive functions that build 
interrelatedness. The sharing of emotional experiences develops mutual affect, 
connectedness, and cohesion that break down anonymity. 

 

Experiencing and sharing emotions and feelings bring to individuals a specific face as 

‘an image of self delineated in terms of approved social attributes’ (Goffman 1972 

[1955], p. 319). 

 Once people find ‘face’ on individuals, different relationships may appear 

between them. An Indonesian staff member told me, ‘I’m not really care about [whether 

a person is] Indonesian or Japanese, as long as... I... like him, or I like her, and then, ah... 

he has a good relationship [with me], he has a good character. I don’t think about their 

nationality’. Emphasising individual personal characteristics, she explained that she 

would not feel like helping people simply because they were Indonesian or Japanese. 

‘All, we are human, yah? So... everybody has a feeling’, she laughingly added. 

 Emotions sometimes worked negatively. A JO-related expatriate employee 

stopped employing a driver who had worked for him for more than two years. He 

explained; 
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He [the driver] was steady, but unfriendly. Maybe not unfriendly, well, he had little 
response. I didn’t know if he understood or not. Well, being in the car takes up quite 
a lot of my day because I get around by car, you see? [...] I didn’t feel comfortable 
[with the driver]. Well, he didn’t have a fault, but feelings... it’s a matter of feelings. 

 

He wanted morning greetings with a smile from the driver and ‘sama-sama (you are 

welcome)’ when he thanked the driver at the end of the day, although he understood that 

the driver had just been shy. 

 The above evidence indicates that ties between Japanese expatriate employees 

and host nationals are certainly supported emotionally. They did not always interact 

with each other ‘strategically’ as a result of ‘rational decision-making’, as Goffman 

claims (1969, pp. 85-86). In Nowicka’s (2006, pp. 164, 198-200) study, transnational 

professionals tended to distinguish host national employees from other host nationals. 

This might be because they have fostered some emotions in their relationships with host 

national employees through daily face-to-face interactions. Werbner (1999, p. 23) also 

finds ‘a collective sentiment of interdependency’ among foreign workers from many 

countries who engage in physical work together in the Persian Gulf. I occasionally 

observed that Japanese and Indonesian staff members were moved to tears at the end of 

the former’s assignments. Regarding the Japanese staff member described in the 

passage at the very beginning of this chapter, I heard that tea ladies, with whom he had 

chatted and often exchanged light jokes and whom he treated to lunch occasionally, had 

cried at his farewell, asking him not to go back to Japan. A female JO-related expatriate 

employee also experienced a teary farewell with her secretary, who had burst out crying 

on the last day of working with her. These Japanese expatriate and host national 

employees certainly formed emotional bonds among themselves over limited time 

periods. 

 ‘What holds a society together – the “glue” of solidarity – and what mobilizes 

conflict – the energy of mobilised groups – are emotions’ (Collins 1990, pp. 27-28). 
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Some of the Japanese expatriate employees, families, and the host nationals certainly 

experienced emotions as ‘the glue of solidarity’, at least to some extent. In this way, it 

could be said that they were forming a ‘society’, or ‘a sense of community’, which I 

will discuss later. 

 

Memories 

 

Memories have a tendency to function to sustain certain direct and indirect relationships 

between and among the Japanese expatriate employees and families and the host 

nationals and their society. A JO-related expatriate employee told me that when he had 

worked in the JOI, he had greatly appreciated Indonesian staff members’ support, 

although he had not acknowledged this in words, except to say ‘Thank you’. He felt that 

the Japanese staff had not been able to do anything without the Indonesian staff. ‘They 

[the Indonesian staff] are our limbs, and advisors’, he said. In Japan, he had actively 

communicated with former Japanese staff members by e-mail and joined in informal 

gatherings among them in Tokyo. He described that (emphasis added): 

 

I couldn’t help missing, missing Indonesia. It was not only Indonesia, but also the 
JOI. [...] It was an inverse homesickness. [...] Because I could share experiences of 
those days. [...] I could talk about those days, that we shared. [...] Well, staying there, 
in a foreign country, no matter who they were, national staff... Indonesians and 
Japanese (laughter), all in all, connections among those who shared the same time 
and space are quite strong. [...] Probably [such experiences] made impacts [on us]. 

 

His stories suggested his strong attachment to those with whom he had shared the same 

experiences in Indonesia, particularly fellow members of the JOI. Studies indicate that 

experiences of living and working together tend to foster ‘emotional bonding’ among 

expatriate employees, just as migrants experience (Kennedy 2004, p. 161), making their 

relationships long lasting (Mäkelä 2007, p. 116). The JO-related expatriate employee, 
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however, revealed that a sort of emotional attachment extended to host national 

employees, as well as to fellow expatriate employees. 

 After many years, a Japanese staff member still remembered a driver whom he 

had met on his first assignment. When I was telling him how drivers had gotten excited 

at an event, he suddenly interrupted me and named one of the drivers. He burst out 

laughing and talked about his memory of an occasion when a group of Japanese and 

Indonesian staff members had played musical chairs, and it was the driver who had 

gotten most excited. 

 These memories based upon work and non-work activities tended to foster 

intimate (and sometimes negative) feelings among those who had participated. I 

observed and heard that Indonesian staff members also hold such memories of (former) 

Japanese staff members and their families and talked about them in happy terms (and in 

some cases with disappointment). As discussed in Chapter 7, memories also supported 

the unity of the JOM Indonesian staff and connected JOI Indonesian staff members with 

former Japanese staff members. As Amit (2002, p. 17) points out, ‘the emotions 

attributed to collective attachments have hardly disappeared’. 

 ‘The single transnational relationship [...] turns out to have served as a starting 

point for the build-up of a much more internally varied cluster of transnational links, a 

broader transnational orientation, a shift in cultural allegiances’ (Hannerz 1992b, p. 48). 

The basis of their ties forged and sustained by both business practices and emotions 

were face-to-face interpersonal interactions in porous spaces in a specific place and time. 

Modern technologies, such as the Internet, phone, and video conference system, 

certainly connected people and maintained their relationships, particularly distant 

relationships. However, face-to-face interactions seemed to have more power for 

creating and maintaining ties between people. Through face-to-face interactions over 

time, structurally weak ties between Japanese expatriate employees and host nationals 
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who became emotionally bonded tended to transform into ones which were structurally 

stronger than single-stranded ties. As cited in Chapter 2, Granovetter (1973, p. 1361) 

points out that the strength of interpersonal ties depends on a ‘combination of the 

amount of time, the emotional intensity, the intimacy (mutual confiding), and the 

reciprocal services which characterize the tie’. Emotional bonds based upon face-to-face 

interactions blur the boundaries between weak and strong ties. The following section 

will demonstrate the ways in which this blurring occurred between Japanese expatriate 

employees and host nationals. 

 

Intermittent and Enduring Weak Ties 

 

After the completion of assignments, most of the expatriate employees and their 

families return to Japan, or in some cases, take new assignments in other countries. The 

question arises as to whether their physical separation from the host nationals and 

society means the breaking of their relationships with the latter. In this section, I will 

explore several observable patterns of the subsequent face-to-face interactions among 

them. 

 

Beyond the Host Society: An Overview on Work and Non-Work Connections 

 

During my fieldwork, I conducted a survey by sending a short questionnaire to former 

Japanese staff members of the JOI and former JO-related Japanese expatriate employees 

(see Appendix 6 for the complete summary of the survey, except descriptions). Among 

25 respondents, about 60% of them were JO permanent staff members, while 40% 

comprised those who had worked for the JOI on a contract basis. Reflecting the gender 

imbalance among expatriate employees explained in Chapter 3, only 2 respondents were 

female and the rest were male. For 21 out of 25 respondents, it had been their first 
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assignment in Indonesia, although some of them had had prior work experience 

overseas. 15 respondents brought their families with them on their last assignments in 

Indonesia. This short survey consisted of two parts, covering their experiences during 

and after assignments in Indonesia respectively. 

 The first part, which asks about former expatriate employees’ experiences 

during assignments, yielded similar responses to those obtained from the expatriates 

whom I interviewed and observed in Indonesia: struggling with different customs and 

culture, receiving support from host national employees, and annual returns to Japan for 

holidays which allowed them to maintain their social relationships there. Outside 

workplaces, all of them had opportunities to contact the host nationals, such as staff 

members (including former staff members), friends, acquaintances, language teachers, 

and floor staff members – in various places and occasions: shopping malls, restaurants, 

cafes, clubs, leisure places, tourist sites, host nationals’ homes, marriage receptions, and 

golf courses. It is worth noting that 7 respondents had host nationals whom they could 

call (or thought of as) ‘friends’, although I understand that each person might have 

different criteria for the term ‘friend’. The frequency of meeting host nationals covered 

a wide-range from two to three times a year to one to three times per week. 

 The second part covered former expatriate employees’ relationships with the 

host nationals and society after assignments. Table 8.1 shows part of the summary. 19 

respondents (about 75% of the total) engaged (or had been engaged) in work related to 

Indonesia, which influenced with whom and why they had made contact. Regarding 

contact with known host nationals, 23 respondents (about 90% of the total) gave 

positive answers. The great majority (22) contacted host national staff members and 

former staff members. There were those who contacted friends (8), acquaintances (6), 

and domestic servants (4). 14 respondents gave business reasons for contact. Out of the 

23 respondents, 13 respondents met known host nationals when the former had visited 



CHAPTER 8  TRANSNATIONAL BUSINESS/SOCIAL TIES 

277 
 

Indonesia on business trips and/or holidays. 8 respondents met host nationals whom 

they had known on the occasion of the latter’s business trips and/or holidays to the 

places where the former lived. 

 In addition, out of 22 respondents who had made contact with host national 

staff members they had known, at least 9 respondents made contact with them for 

seasonal greetings and personal reasons without business purposes. Although the 

questions allow multiple answers and are not designed for tracing the details of 

individual cases clearly, it could be said that a considerable proportion of the 

respondents sustained contact with known host nationals outside work relations, at least 

to some extent. E-mail was a common tool to contact host nationals. The frequency of 

e-mail usage ranged from three times per week to once a year. For instance, those who 

contacted host nationals three times per week were very possibly contacting them for 

business purposes, while less frequent contacts were probably for seasonal greetings. 

 

Table 8.1  Contacts with the known Indonesians after assignments 

After Assignments      
9. Contacts with 
Indonesians they had known 

Yes: 23 No: 2 
   

9.a. Whom* 
Host national 
staff & ex-host 
national staff: 22 

Friends: 8 
Acquaintances: 
6 

Domestic 
servants: 4 

Others: 4 

9.b. Purposes* Business: 14 
Seasonal 
greetings: 14 

Personal: 11 
  

9.c. How* 
E-mail: 21 
(3/week - 
1/year) 

Telephone: 6 
(3/month - 
2/year) 

Business/holiday 
visit to 
Indonesia: 13 

Business/holiday 
visits to Japan: 8 

Other: 6 

9.d. Engagements in 
work related to Indonesia 

Yes: 19 No: 6 
   

Note: *: Multiple answers allowed 

 

 Regarding opportunities to become acquainted with Indonesians, whom the 

respondents had never met in Indonesia, and to experience Indonesian culture, 19 

respondents answered in the affirmative. Frequency of contact varies widely from 

yearly to daily. According to their descriptions, more than 10 respondents got to know 
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new Indonesians through their work activities in Japan and overseas countries where 

they had been posted. On the other hand, about 10 respondents (including 3 who 

worked in other countries) voluntarily sought connections with Indonesians and 

Indonesian cultures, apart from their work activities by joining events organised by the 

Embassy of the Republic of Indonesia and other organisations, talking to Indonesians at 

a festival and a market, going to Indonesian restaurants, participating in a research 

network and an NGO’s activities, and enjoying Indonesian music, video, and TV, for 

instance, through the Internet. One of them wrote that when he travelled abroad, he also 

visited Indonesian friend(s), interacted with members of Indonesian communities, and 

ate Indonesian foods, if available. The one who worked in a European country regularly 

(at least monthly) used a canteen at the Indonesian Embassy near his house, which was 

open to the public, and enjoyed Indonesian foods. 

 I also asked the respondents if there were any changes in their lifestyle (e.g. 

diet, dress, hobbies, language) and/or work style after living in Indonesia. 17 

respondents (about 70%) recognised their changes in lifestyle and/or work style. The 

majority of the answers related to lifestyle, but not work style. However, in another 

question, several respondents who engaged in work related to Indonesia recognised that 

they came to use the Indonesian language at work, which partly suggested a change of 

work style. In terms of lifestyle, more than 7 respondents described their changes of diet 

in various ways. One of them wrote that he had not been able to eat French fries without 

sambal (chilli paste) right after coming back from Indonesia. Some respondents referred 

to batik and Indonesian music which became part of their lifestyle. Just as Elliott and 

Urry (2010, p. 102) pointed out how music ‘evoked very powerful memories’, 

Indonesian music, Indonesian cuisines, and batik exercised a similar power on the 

respondents and connected them with Indonesia. 

 Attachment to Indonesia could be clearly observed in the respondents’ 
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descriptions. 6 respondents wrote that they came to pay attention to broadcast news on 

Indonesia, regardless of where they lived. Several respondents stated their desire to live 

and work in Indonesia again and to maintain relationships with Indonesians and 

Indonesia. One of them wrote, ‘I cannot forget the fact that Indonesian staff members 

proudly said, “We will protect our office”, in the time of the emergency evacuation 

[during the violence in Jakarta of 1998 after the Asian financial crisis in 1997]’. 

 Among the respondents, however, it is also true that there were those who had 

no contacts with either known or unknown host nationals. 8 respondents thought that 

their lifestyle was not changed. However, it is an undeniable fact that a considerable 

number of the respondents discussed above had been influenced by their experiences in 

the host country and maintained and expanded work and non-work relationships with 

the host nationals and society to some extent, even though individual connections might 

be weakened and forgotten after some time in their busy and transient lives. 

 Apart from the survey results, connections with the host country could be 

observed in different forms. In the JO, there were a group of people who were jokingly 

called the ‘Indonesian mafia’. They were former Japanese staff members of the JOI. 

Although none of them became a member of this category on his or her own initiative, 

the fact that they had worked in Indonesia meant that they were categorised as its 

members. There were neither formal gatherings nor special commitments among the 

members. However, they were known unofficially as strong supporters for projects 

related to Indonesia. Similarly, a Japanese expatriate employee of a large Japanese 

private company also mentioned the existence of those with a pro-Indonesia stance who 

were often former expatriate employees in this company. Work experiences in Indonesia 

produced these kinds of informal groups within organisations/corporations, which 

maintained ties between Japan and Indonesia. 

 In the private sphere, former members of several cultural clubs in the Japanese 
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community in Indonesia established branches in Japan and continued activities. For 

instance, former members of Lagu-Lagu Kai (a choir club) founded branches in a few 

places in Japan, such as Tokyo and Osaka (e.g. Tokyo Lagu-Lagu Kai 2010). They 

organised gatherings and sang Indonesian songs at least once a year. Former members 

of Galaxy, a jazz band, also established a branch, namely Tokyo Galaxy, in Tokyo and 

practised regularly. They performed a concert at the end of each year in Tokyo and once 

every four years in Jakarta (Tokyo Galaxy n.d.). 

 Such evidence shows how Japanese expatriate employees sustained and 

extended ties with host nationals and the society beyond geographical boundaries. It 

could be easily imagined that their families also maintained certain ties with Indonesia 

in various ways, as Japanese wives maintain ties with the U.K. (Martin 2007). What 

supports these ties is in part the memory of face-to-face interactions. 

 

Within the Host Society 

 

There was also a similar tendency on the side of the host society. For instance, former 

Indonesian staff members of the JOI continued communicating with those Indonesians 

who were still working for the JOI. An Indonesian staff member told me that in her 

early career, she had made good friendships with single Indonesian staff members. They 

had formed a group and engaged in social activities quite often. Its members, including 

former staff members, still kept in contact with each other by e-mail and SMS and 

gathered together from time to time, although it was becoming difficult to meet as 

before due to how busy their family lives had become. Another member of the group 

kindly introduced me to a former Indonesian staff member for an interview. They called 

their group the ‘mantan (former) JO’ and ‘JO club’ among themselves. I also observed 

that not only their group, but also young Indonesian staff members, particularly 
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secretaries, engaged in social activities with former Indonesian staff members of similar 

ages. Up-dated information on the office and Japanese staff members whom they knew 

was certainly circulated among members of these groups. 

 There are also cases where relationships between Japanese expatriate and host 

national employees were extended to the latter’s families. As the above survey and 

interviews indicate, some Japanese expatriate employees had visited the houses of host 

national employees, friends, and acquaintances, where the former certainly met the 

latter’s families. In interviews, the voice tone of Japanese and Indonesian staff members 

indicated that they had enjoyed visiting and hosting each other. They might also meet 

and chat on occasions, such as marriage receptions and outings. Even without such 

direct interactions, some Indonesian families could connect with Japanese expatriate 

employees and/or Japan in certain ways. A JOI Indonesian staff member brought back to 

her home souvenirs from Japanese staff members, such as Japanese sweets and snacks, 

for her child. She said that her child looked for them and enjoyed the particular tastes 

and packaging. Another Indonesian staff member believed that after marriage, her 

husband came to eat Japanese food more often than before due to her preference for 

Japanese foods which she had learnt in the JOI. When I visited several Indonesian staff 

members’ houses, I sometimes found small Japanese decorative figures which were 

possibly souvenirs from Japanese staff members. 

 In the host society, Indonesian staff members and former staff members 

maintained ties with Japanese staff members, just as former Japanese staff member did 

in Japan. Part of these ties was extended to their families and friends in subtle ways. 

 

Visit from/to Japan 

 

As the survey indicates, a certain number of the respondents contacted host national 
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employees on the occasions of the former’s and the latter’s business trips and/or 

holidays to Indonesia and Japan respectively. One Japanese staff member had frequently 

visited Indonesia on business trips between his first and second assignments to the 

extent that Indonesian staff members had said, ‘You are always here’. During his 

business trips, he felt that he was greatly supported by Indonesian staff members, which 

resulted in improving his slightly negative impressions of them during his first 

assignment and made him desire to work in Indonesia again. 

 Another Japanese staff member used to work at several overseas branch offices 

of the JO. He said that he clearly remembered reactions and responses of host national 

staff members, including security guards and tea ladies, when he had met them in these 

offices on his business trips, curiously rather more than when he had worked there, 

since ‘everyone looks so delighted’. He said, ‘[W]hatever happened [in the past], they 

become good memories. […] I feel connections with them’. When he visited Indonesia 

on a business trip, he was supported by one of the Indonesian staff, who perfectly 

understood his work style due to their previous work experiences together. 

 In turn, several Indonesian staff members who went to Japan on business trips 

met up again with former Japanese staff members in the headquarters and local 

branches: attending meetings, being invited for lunch and dinner, and being shown 

around after office hours and on weekends. A senior Indonesian staff member was 

invited for a welcome gathering organised by a group of former Japanese staff members. 

On the occasions of private visits to Japan, a few Indonesian staff members also 

contacted former Japanese staff members. Bozhurt and Mohr’s (2010) study indicates 

that cross-unit ties constructed between expatriate employees (with 1-3 years 

assignments) and colleagues in assignment locations are strong compared with other 

forms of cross-border employee mobility (e.g. short-term assignments and business 

travel). Considering their study, such Indonesian staff members’ contact with former 
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Japanese staff members was undoubtedly motivated by their close relationships formed 

while working together for a certain period (at least a few years). 

 Moreover, in the private sphere, there were cases in which Japanese staff 

members received families, relatives, friends, and acquaintances who visited them for 

holidays in Jakarta and/or met them in Bali. As Jakarta is not actually a popular touristic 

destination, these families and friends would not have visited Jakarta without their 

presence there. Japanese staff members and families provided opportunities for their 

relatives and friends to have a ‘look’ at the host society. 

 

Between Japan and Indonesia 

 

After their assignments, the majority of Japanese staff members who were permanent 

staff members of the JO worked in the headquarters and local branches in Japan. Some 

of them were assigned to sections that dealt with issues related to Indonesia, and 

maintained work relations with the Indonesian staff. Not only the Japanese staff, but 

also the Indonesian staff, particularly the senior staff members, generally welcomed 

such continuing work relationships. These continuing work relations made 

communication easier for both the Japanese and Indonesian staff who knew each other’s 

circumstances and had developed certain mutual understandings through face-to-face 

interactions in the JOI. 

 One day I was consulted by an Indonesian staff member who was looking for a 

staff member of the JO to seek advice on a complex issue related to a particular project. 

Hearing her explanation of the type of the project, I checked a Japanese telephone 

directory of the headquarters and the local branches. I was able to figure out the name of 

the section which might be in charge of the project, and in the section, I also found the 

name of a former Japanese staff member of the JOI. When I mentioned the name of the 
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Japanese staff member, she smiled with a relieved look. It was quite obvious that she 

felt very comfortable to call the Japanese staff member and ask advice on the phone. 

After talking on the phone, she informed me that the Japanese staff member was not the 

person in charge, but a male Japanese staff member in another section. However, with a 

big smile, she added that he also used to work in the JOI. As he knew her and 

Indonesian situations, she would not need to explain every detail, such as the structures 

and functions of counterpart organisations, and she could expect his better 

understanding, practical advice and empathy to support her. 

 In the same vein, for former Japanese staff members who were dealing with 

projects related to Indonesia in the headquarters and the local branches, the existence of 

the Indonesian staff who used to be co-workers in the JOI was very helpful, since the 

former knew them personally and even their strengths and weaknesses. In a sense, 

memories of face-to-face work experiences supported their work activities, even if there 

was now physical distance between them. 

 

Returning to the Host Society 

 

Taking another assignment in Indonesia, some former Japanese staff members renewed 

their previous ties with host nationals. A newly assigned Japanese staff member was one 

of them. On the very first day in the JOI, circulating among the sections, he was 

introduced to all the staff by his predecessor. He was surrounded by groups of 

Indonesian staff members and chatted with them here and there. An Indonesian staff 

member had a job interview with him many years ago. When he came to her section, his 

predecessor asked him if he knew any of them. Pointing her out with smile, he said in 

Japanese, ‘Boku ga saiyo shitan desu’ (I took her in). She said in Indonesian, ‘Masih 

ingat?’ (Do you still remember me?). He smiled and answered in Indonesian, ‘Masih! 



CHAPTER 8  TRANSNATIONAL BUSINESS/SOCIAL TIES 

285 
 

Masih cantik’ (I still [remember]! Still [you are] beautiful). They laughed happily and 

loudly. In a neighbouring section, he asked a male Indonesian staff member in Japanese, 

‘ Iyaaa, dōmo, dōmo, ogenki desuka?’ (Ah, well, well, how are you?). By exchanging 

words with Indonesian staff members, he seemed to be filling in the missing years 

between them. 

 A JO-related expatriate employee worked in Indonesia a couple of times on a 

contract basis. At the time of my fieldwork, his secretary was one who had worked for 

him on his previous assignment. When he lived in a foreign country in a gap between 

contracts, he unexpectedly received an e-mail from her in which she asked him to 

employ her as a secretary if he came to Indonesia again. He sent a positive answer to her, 

although he had no idea about his next job. Later, when he did get a new assignment in 

Indonesia, she became his secretary, quitting a secretarial job for another Japanese 

expatriate employee (the JO-related expatriate employee did not know this at that time). 

He also employed the same driver during his first and second assignments, since the 

driver had contacted him while he was staying in a hotel on his second assignment. As 

the driver wanted to work for him again, he also wanted to employ the driver. After 

finding a new driver for the Japanese employer of the driver at the time, he was able to 

re-employ his old driver. 

 The case of the JO-related expatriate employee shown above is not exceptional. 

During my fieldwork, I heard of and observed similar reunions between former 

expatriate employees and former co-workers and domestic servants in both Jakarta and 

Makassar. There were also those who had looked for former host national co-workers 

and domestic servants and employed them again (with a higher salary in some cases). 

One of my respondents and his wife visited their previous driver’s house during the 

expatriate employee’s second assignment. This contrasts significantly with Cohen’s 

(1977, p. 65) finding that there is ‘little social intimacy’ between expatriates and 
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‘non-elite members of the host society’. 

 The above evidence indicates that Japanese expatriate employees and host 

nationals certainly constructed some sorts of intimate relationships, which were 

sometimes rehabilitated by reunions. 

 

Information Diffusion through Networks 

 

As I have explained above, having connections in various ways, a number of former 

Japanese staff members, families, and host nationals sustained and expanded ties with 

each other. Through networks woven by these ties, varied information was diffused and 

up-dated among individuals within, and sometimes beyond, the networks. These details 

included who was located where, what they were doing, who would come back, and 

who was looking for staff members and domestic servants. Information through the 

networks sometimes also stimulated inactive ties. 

 A JO-related expatriate employee came to know of a job vacancy by 

corresponding with an Indonesian staff member, with whom he used to work, a few 

times a year after his assignment. One of the Japanese staff was contacted by a former 

Indonesian staff member when he returned for his second assignment. During his first 

assignment, he was consulted by the former staff member about a career change. 

Following his advice, the former staff member moved to a private company and was 

later promoted to a higher position. The former staff member wanted to thank his former 

boss. Information on his return reached the former staff member through an Indonesian 

staff member who was still working in the JOI. 

 A driver had been working for Japanese staff members and JO-related 

expatriate employees for more than fifteen years. Through a network of drivers who 

probably worked for the JOI, he knew that one of his former employers was working in 
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Africa. His current employer was a Japanese staff member who had been his former 

employer many years ago. The driver had been contacted and invited to the job by this 

Japanese staff member, who had called the driver’s Japanese employer of that day. 

 A Japanese expatriate wife in Makassar knew that a former Japanese staff 

member (contract) and his wife who had lived in the same serviced apartment in Jakarta 

several years before had had a baby. Although she had lost contact with them, she 

acquired this information not from other Japanese expatriate employees and families, 

but from her trusted maid whom she had taken from Jakarta. The maid got the 

information from another maid in Jakarta who had been employed by the former staff 

member. The former maid of the former staff member obtained the information from an 

Indonesian farmer who was selling organic vegetables to wealthy people, including 

expatriate families. According to the Japanese wife, the farmer probably maintained 

contact with the former staff member’s family, since they had been very close. 

 Personal information was updated through direct communication by 

face-to-face interactions, e-mail, phone, and social network websites, and/or indirect 

communication through networks in the form of gossip/rumours. When structurally 

weak ties between Japanese expatriate and host national employees were activated in 

the porous spaces of individuals’ and groups’ bubbles, new information was diffused 

between them and between their groups. At the same time, some of them who became 

emotionally bonded fostered ties with more than single strands and sustained their 

relationships even after Japanese expatriate employees had left the host society. Such 

intermittent and enduring ties, together with on-going ties, connected individuals and 

seemed to form a wider, loose network. Some members of the loosely-knit network 

extended ties within and beyond the two countries. 
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Latent Transnational Business/Social Community: Keys to Cross-Boundary 

Relationships 

 

Granovetter (1973, p. 1360) points out the utility of analysing interpersonal networks to 

create ‘the most fruitful micro-macro bridge’ that helps to understand relations between 

small-scale interactions and large-scale patterns. The final section of this chapter will 

discuss the way in which face-to-face interpersonal interactions between Japanese 

expatriate employees and host nationals are (potentially) contributing to some changes 

in our society. 

 

Active and Latent Ties 

 

Cohen (1977, p. 19) states that ‘despite the turn-over of their members, expatriate 

communities tend to become permanent fixtures of the social scene’. Chain-assignments, 

in which successors of expatriate employees and families are dispatched, create a 

common history in the host society on the basis of shared experiences. For instance, a 

JO-related expatriate employee had worked in a counterpart organisation where several 

of his predecessors had worked. He declared, ‘Now, I am being supported by history 

[relationships] they have built’, since the staff of the counterpart organisation had been 

observing their work. He was actually taking part in sustaining such continuous 

relationships. The same thing happened in the JOI. The apparent permanent presence of 

the Japanese staff as a whole maintained continual interpersonal interactions between 

them and the Indonesian staff, although each relationship varied due to individual 

characteristics and experiences. Individual relationships cannot be passed to successors 

as is (see also Useem & Useem 1967, p. 137). Successors of the Japanese staff and the 

Indonesian staff created new relationships on the basis of some of the relationships 

constructed by predecessors, while intermittent and enduring ties connect and sustain 
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past and present relationships between and among those who were and had been related 

to the JOI, as I have discussed above. 

 Actually, the ties observed in the JOI and indicated in the survey are only the 

active, visible ones. Many of the ties, particularly negative ones, seldom appear on the 

surface. In the survey, as I have mentioned, there were those who did not have any 

contact with Indonesians and Indonesia. In addition, the majority of the respondents 

were those who had finished their last assignments in Indonesia only a couple of years 

ago. Therefore, there is a great possibility that the number of sustained contacts with 

host nationals and their frequency would decrease over time. Interviews with several 

Japanese staff members and JO-related expatriate employees who had had multiple 

work experiences abroad reveal that they tended to lose contacts with host nationals in 

their previously assigned countries gradually, even if they had maintained contact for 

the first few years after their assignments there. Hence, the question arises where these 

ties would disappear entirely. 

 Several scholars (Boissevain 1974; Hannerz 1980) have noticed the existence 

and importance of such potential ties. Boissevain (1974, pp. 35-37) actually argues that 

‘latent links’ (or ‘potential links’, ‘redundant (non-utilised) links’) have received little 

attention due to analytical problems, such as the mathematical calculation of social 

networks. He emphasises that ‘latent links’ create ‘the social universe of persons who 

could help him [a person] solve his problems’ (Boissevain 1974, p. 36). Hannerz (1980, 

p. 188) states that ‘many relationships may be seen as latent’ and points out the fact that 

people accumulate information on each other through gossip without seeing the objects 

of their gossip directly. 

 Although latent ties are apparently non-active, they were sometimes sustained 

by indirect information flows though other active ties, with the possibility of being 

reactivated one day, as in the case of reunions discussed above. In a sense, all those who 
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had relations with the JOI even once are probably connected with each other without 

realising it. If there are opportunities, they would recover direct connections, even if 

only temporarily. A Japanese staff member did not have contacts with any host national 

staff members in his previous assigned countries, except one secretary, and seldom 

communicated with his host national ‘friends’ in a Southeast Asian country. He usually 

did not feel like contacting friends and acquaintances without a particular reason. ‘Well, 

if I felt like I wanted to, I think I could contact them any time’, he said. 

 An interesting accident in the JO suggests that interpersonal networks consist 

of both active and latent ties. In the JO, there was a special e-mail address which linked 

to all staff, both the Japanese and host national staff, in the world. One day, a message to 

a group of Japanese staff members was sent accidentally through the e-mail address and 

immediately delivered to all staff throughout the world. As the message was written in 

Japanese, the Japanese staff immediately understood the content and ignored it. 

However, one of the host national staff of an overseas office replied and asked the 

content. Then, several host national staff members of different countries started 

responding to it: some kindly explained the content; some sent greetings to those whom 

they had met in meetings and/or training somewhere; one sent a wedding invitation to 

all staff; and some suggested utilising the e-mail address to share work experiences and 

seek advice among the staff. A few host national staff members expressed their 

appreciation of the accident by saying, ‘[I]t has given us an opportunity to know many 

JO colleagues working all over the world’. The message connected each staff member 

effectively and dramatically. On the other hand, the staff, particularly the Japanese staff 

seemingly, became annoyed by the chain messages, which they considered to be junk 

mail. The virtual commotion in a virtual space lasted about one week. 

 As the e-mail incident demonstrates, in practice, the JO as a large network was 

formed among those who connected with each other without activating all ties within it 
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at once. In their daily work activities, direct connections among staff members are only 

between staff members of small sub-group networks according to individual situations 

(e.g. job positions, locations, projects in charge, personal preference). In an actual 

network, each person activates ties and connects with the others in different time and 

space according to his/her necessity, interests, and feelings. 

 ‘Friendships, and more general interaction, do not emerge because of physical 

closeness and they do not end because of physical distance, it is not accessibility or 

connectivity that decides on interaction between people but common interests and 

experiences’ (Nowicka 2008, p. 54). The shared history among those who worked and 

had worked in the JOI face-to-face would not disappear. Even if they did not contact 

each other directly, they were holding one side of latent ties and sustaining the potential 

for future activation consciously or unconsciously. They might not activate ties without 

practical and/or personal reasons. However, at least, whenever they heard about 

Indonesia, Japan, and the JOI (or the JO), they probably recalled their memories of 

living and working together. Both active and latent ties are therefore certainly part of 

their social networks. 

 

Latent Transnational Business/Social Community 

 

By connecting and being connected through active and latent ties on the basis of work 

and/or non-work activities supported by practical and emotional motivations, those 

related to the JOI, including families, formed a large network. Centring on the JOI, the 

members of the network consisted of those with a wide variety of socio-economic 

backgrounds across nationalities, classes, ethnicities, religions, ages, and genders: from 

Japanese expatriate employees to Indonesian domestic servants. Like those related to 

the JOI, limited samples of those who worked for other transnational 
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organisations/corporations suggest a similar trend. In addition, some of the Japanese 

expatriate and host national employees (including domestic servants) were often 

circulating among Japanese organisations/corporations (and sometimes other 

multinational organisations/corporations). Moreover, in the work and non-work spheres 

of the Japanese community, the members interacted with each other and host nationals 

to some extent. These patterns led me to the view that the Japanese expatriate 

employees, families, and related host nationals create a larger network, which consists 

of small networks based upon each organisation/corporation, sharing common 

experiences of living and working together in the host society. Within the network, 

smaller networks (or groups) were also formed on the basis of other various factors 

discussed in the previous chapters. 

 Moore’s (2005) theory of ‘transnational capitalist society’ (TCS) actually 

portrays a similar picture among German businesspeople in London, drawing their 

diversity and complexity as a matter of various coexisting sub-groups whose boundaries 

are not fixed, but shift according to the degree of global and local connections. It 

presents well the comprehensive relationships among German businesspeople. Moore, 

who considers a ‘community’ as a single cultural entity, attempts to grasp transnational 

businesspeople, who work and live in multiple cultures and interconnect with each other 

in various groups on different levels, under the name of the ‘society’. However, Moore’s 

TCS model does not perfectly represent relationships among the Japanese expatriate 

employees (including former expatriate employees), families, and related host nationals 

in Indonesia with regard to two points. One is a certain inappropriateness in applying 

the term, ‘capitalist’ or ‘elite’, to a range of members wider than Moore’s sample, 

including the Japanese expatriates whose relatively higher socio-economic status in 

Indonesia is only a temporary one, as I have discussed in Chapter 4. The other is the 

missing elements of emotional attachment among the members, which she somewhat 
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(though not entirely) neglects in the idea of the TCS due to her strong emphasis on their 

self-presentation, as performances (or choice). 

 Tönnies (1955, pp. 37-39) explains how Gemeinschaft (community) as ‘a 

living organism’ is intimate, private life and Gesellshaft (society) as ‘a mechanical 

aggregate and artifact’ is public life. He claims that ‘the essence of both Gemeinschaft 

and Gesellschaft is found interwoven in all kinds of associations’ (Tönnies 1955, p. 18). 

Following Tönnies’s definitions, the forms of complex relationships among Japanese 

expatriate employees, families, and related host nationals who were bonded practically 

and emotionally were somewhere in-between, perhaps of the order of a 

quasi-community. 

 For Anderson (1991 [1983], p. 6), ‘all communities larger than primordial 

villages of face-to-face contact (and perhaps even these) are imagined’. Amit (2002, p. 

18) writes that ‘[c]ommunity arises out of an interaction between the imagination of 

solidarity and its realization through social relations and is invested both with powerful 

affect as well as contingency, and therefore with both consciousness and choice’. 

Researching adoptive families in Norway, Howell (2002, p. 102) argues that ‘the reality 

of a community’ requires shared experiences, emotions, and symbols. Japanese 

expatriate employees, families, and related host nationals directly knew only those 

whom they met in certain contexts, such as the organisations/corporations in which they 

worked, schools, apartments, social activities, and so forth. In addition, even active ties 

between Japanese expatriates and host nationals are often structurally weak with few 

overlapping strands. However, developing ‘a sense of community’ by expressing 

feelings (Putnam & Mumby 1993, p. 51), Japanese expatriate employees, families, and 

related host nationals were gradually strengthening the structure of their ties with 

emotional attachments and seemed to form a kind of quasi-community. As a number of 

ties are latent, as I have explained above, their community might be latent, such that 
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even the members of the community do not recognise its existence. This latent 

transnational business/social community is rooted in its members, who have or had 

similar emotional experiences through face-to-face interactions during work and 

non-work activities in the host society for a certain period. Its membership expands 

gradually in accordance with the turnover of Japanese expatriate and host national 

employees over time in both countries and beyond. 

 Defining six zones of individuals’ personal relations with their friends and 

acquaintances according to the degree of their emotional attachment, Boissevain (1974, 

pp. 45-48) states that ‘[p]lacement in these zones is continually shifting: just as the 

transactional and emotional balance in them is constantly shifting. From this perspective 

a person’s network is a fluid, shifting concept’. The members of the latent community 

are certainly shifting the balance between work/non-work activities and emotional 

attachments and changing the forms of their ties from single-stranded weak ties to 

multi-stranded strong ties, and vice versa. In actual relationships, it is hard to draw the 

line between strong and weak ties, just as in the difficulty of distinguishing bonding and 

bridging ties, which I have explained in the previous chapter. One thing that is certain is 

that changing relationships among the members continuously alter the shapes of their 

multiple networks within and beyond their latent community. By so doing, both weak 

and strong ties provide them with access to different resources, namely bonding and 

bridging social capital, by connecting individuals. 

 It is worth noting, as Amit (2002, p. 18) points out, that ‘[c]ommunity is never 

the world entire, it is only ever one of a number of recognized possibilities’. It changes 

its form and nature in relation with the members within it and with other communities in 

which individuals participate consciously or unconsciously. For instance, the members 

of the latent transnational business/social (quasi-)community are certainly affected by 

on-going work relations. Looking at the case of the JOI, interpersonal ties among the 
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Japanese staff, together with their families, are structurally weakened after leaving the 

host society where their work and private spheres greatly overlapped. They might work 

in different geographical locations and would not share their private lives, particularly 

in Japan where they (and their families) would recover their previous personal 

relationships left behind during their assignments after a struggle to adapt again to 

Japanese society (see White 1988). Similarly, relationships among the Indonesian staff 

are altered by their changing social environments, as are relationships between the 

Japanese and Indonesian staff, including former staff members. In this way, active ties 

become latent ties, while some latent ties could be re-activated over time. Ties which 

connect the members of the latent community are generally loose and fragile and not 

fixed. Nevertheless, the fact that they are part of the latent community remains over 

time. 

 

Keys to Long-Distance Relationships 

 

The members of the latent transnational business/social community perform (or have 

the potential to perform) a role in our globalising society. The latent community is also a 

porous bubble at a macro-level that contains different porous bubbles within. Through 

porous spaces, its members make links with individual members of other groups and 

communities who stay in their home countries and do not have connections to either 

Japan or Indonesia, particularly those who are not geographically and spatially ‘moving 

groups and persons’ (Appadurai 1990). The members of the latent community who 

spread within and beyond both countries diffuse information and ideas to these 

non-moving groups and persons through the members’ weak and strong ties and/or 

support for forging new weak ties. The members open channels for non-moving groups 

and persons to access different cultures and people. Consequently, non-moving people 
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could develop an alternative viewpoint, namely ‘a cosmopolitan outlook’ (Beck & 

Sznaider 2006), with which to understand those with different socio-cultural 

backgrounds. According to Boissevain (1974, p. 88), ‘once [a] person moves 

[geographically and socially], the structure of his network changes’. Thus, in changing 

maps of their multiple networks by moving, they actually affect even maps of 

non-moving people’s networks. This function is also shared with other more recognised 

moving people, such as migrants. 

 People in Japan, for instance, might come to have interests in Indonesians and 

Indonesia by having relatives, friends, and acquaintances who work there. The existence 

of these relatives and friends could open their eyes in relation to Indonesia, making 

them take notice of information on Indonesia around them, such as in the media. 

Hearing news about Indonesia (e.g. earthquakes, floods, tsunami, bombings), they 

would think about their relatives and friends and contact the latter directly and indirectly. 

Some Japanese might foster a sort of emotional attachment to Indonesians and 

Indonesia. Some visit their relatives, friends, and acquaintances in Indonesia, as I have 

mentioned above. In turn, people in Indonesia who have relatives, friends and 

acquaintances working for Japanese organisations/corporations come to pay attention to 

and become interested in Japan and the Japanese. Several host national employees’ 

motivations for working for Japanese organisations/corporations in fact confirmed this 

point. These kinds of subtle connections result in engendering new geographical and 

spatial movement among previously non-moving people in both countries. 

 As I have explained above, in the process of turnover of Japanese expatriate 

and host national employees, the members of the latent community are gradually 

increasing the number and density in both home countries. Actually, once they leave 

from transnational social spaces, such as the JOI, due to their repatriation and 

resignation, their capacities to perform as mediators tend to be invisible to the other 
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members of their home countries, except for those who know of their connections 

beyond the home country. These members of the latent community, however, have been 

certainly penetrating into their home societies. Hannerz (1992b, p. 48, emphasis added) 

declares: 

 

The old-fashioned cultural broker, I believe, was someone who had a fairly 
well-defined functional connection to the world outside the locality; this connection 
was well known to others in the locality, and there were not many people of this kind. 
[...] In contrast, what we now seem to see are transnational orientations which, in 
their sequential development, are both more widespread and probably more random 
in their distribution within local populations and which, as matters of individual 
agency in the day-to-day management of meaning, are not so obvious and transparent 
to others in the local context. 

 

The degree to which the members of the latent community penetrate into their home 

societies is hardly measurable in practice, however. Importantly, the growing number 

and density of the members of the latent community are not only enhancing the quality 

and quantity of information and knowledge about each other, but also increasing 

invisible access points to each other within their home societies. 

 As I have explained in Chapter 7, in their social networks individual Japanese 

expatriate employees, families, and related host nationals were forming open and closed 

structures by forging bridging and bonding ties on different levels. Watts (2003, p. 86) 

describes the phenomena of small-world networks in relation to how mobile phones are 

introduced among clustered people, which has been explained in Chapter 2. The spread 

of members of the latent community in both societies is similar to that of people with 

mobile phones, who are allocated in a society somewhat randomly, although the 

randomness of their allocation in a society is debatable when seen in terms of, for 

instance, class and regional (e.g. urban and rural) distribution. As the discussions in 

Chapter 5 suggest, however, in the JOI, all staff members, from the Japanese staff to the 

white- and non-white-collar host national staff, were experiencing geo-spatial 
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transnational movement every day. Through face-to-face interactions, they obtained 

such mobile phones, which are connecting with other members of the latent community 

who were in another country. Those with mobile phones function to make bridges and 

connect both countries, which seems to reveal the micro-mechanism of small-world 

phenomena demonstrated by scholars (e.g. Milgram 1967; Watts 2003). The formation 

of small-world networks across national boundaries probably stems from both these 

individual transnational links of moving people and groups and those who stay in their 

home societies. 

 As I have cited above, Hannerz (1992b, p. 48) explains these individual links 

as a ‘starting point’ for more varied transnational links. In given situations which, for 

instance, require seeking information and knowledge related to each country, those who 

maintain intermittent and enduring ties and are scattered throughout both countries 

would exercise their power to make bridges and shorten distances between individuals 

of different groups who are physically and spatially separated and have no direct 

connections beyond national boundaries. They have the potential to play the role in 

creating shortcuts across national boundaries in small-world networks. Watts (2003, p. 

83, italicisation in original) writes: 

 

You only know who you know, and maybe most of the time, your friends know the 
same sort of people you do. But if just one of your friends is friends with just one 
other person who is friends with someone not like you at all, then a connecting path 
exists. You may not be able to use that path, you may not know it’s there, and finding 
it may be difficult. But it is there. 

 

 As I have explained in previous chapters, Nishiguchi (2007, 2009) emphasises 

the importance of the close relations among neighbouring individuals and appropriate 

random rewiring among these relations, focusing on the two key features of small-world 

networks: flow of new information between distance nodes and effective circulation of 

information within closed, dense clusters. By so doing, information and knowledge 
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would be able to flow effectively and smoothly between and among different groups 

and individuals. Both closed relations (or networks), like the bubbles, and open relations 

(or networks) through porous spaces have distinctive functions in social networks. The 

widely spread members of the latent community are one of the reservoirs for potential 

shortcuts. In other words, they, as products of movement, are one of the keys for 

reducing distance between the two countries and for participating in making the world 

smaller. Then, what produces these members’ transnational business/social ties with 

different structure and strength are thick, face-to-face interpersonal interactions through 

porous spaces on the surface of bubbles involving ceaseless activities of openness and 

closure. 

 

Conclusion 

 

This chapter has conceptualised some consequences of face-to-face interpersonal 

interactions among Japanese expatriate employees, families, and host nationals at a 

macro-level by exploring their transnational connections within both Japan and 

Indonesia, and beyond. Emotional attachment fostered through thick, face-to-face 

interactions in in-between transnational spaces transformed some weak ties into strong 

ties and support their relationships over time. Sustaining their intermittent and enduring 

ties, together with on-going ties, in various direct and indirect forms, such as continual 

work activities, reunions, and lifestyles, they seemed to be forming a latent transnational 

business/social community across geographical and spatial boundaries. On each side, 

some of the members of this latent community assist in making bridges and contribute 

to shortening geographical distances between the two countries and creating 

small-world networks. 

 As I have discussed in the previous chapters, ties between Japanese expatriate 
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employees (and families) and related host nationals are generally constructed initially 

only within an office and are originally structurally weak. Japanese expatriate 

employees and particularly their families have sometimes been depicted as staying in 

bubbles separated from the host society along national lines. However, ties between and 

among them transform the structures from weak to strong and from strong to weak over 

time. This transformation creates the porosity of their multiple bubbles on different 

levels. This porosity opens access to new (sometimes positive, sometimes negative) 

information and knowledge through networks for not only themselves, but subsequently 

also non-moving people in their home countries (and sometimes beyond). The shifting 

porosity created by their geo-spatial movements functions to make connections between 

their multiple bubbles and to create small-world networks, and probably other latent 

communities, across national boundaries. The fluidity between openness and closure 

supports their practical activities, which are often conducted in their vertical 

relationships, as well as horizontal emotional attachments. Ceaseless shifting of their 

positions between openness and closure in the social networks is subtly changing the 

shape of our globalising world. 
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CHAPTER 9  CONCLUSION : IN-BETWEEN OPENNESS AND CLOSURE 

 

Hearing a dissenting voice, 
To think, ‘I might be wrong’, is 
Healthier and more constructive than to think for sure, ‘I am right’. 
To start from this point, I assume, makes you get along with someone better. 

Shuntaro Tanikawa (2007, p. 45 [my translation]) 

 

Introduction 

 

In challenging the superficial image of the ‘bubble’, this thesis has considered the dual 

features of closure and openness in interpersonal interactions. From the standpoint of an 

in-between and situated researcher (who is neither ‘studying-up’ nor ‘studying-down’), I 

have explored the transnational connections of the Japanese and Indonesian staff of the 

JOI, as well as the JOM. In so doing, this thesis has addressed some gaps in both 

transnational studies and business studies and has expanded our ways of understanding 

transnational connections, highlighting the diversity and complexity of the formation of 

openness and closure in interpersonal relationships. 

 In this concluding chapter, I briefly summarise my key arguments throughout 

the past eight chapters in terms of the three theories that I have applied in the study: 

cosmopolitanism, social capital, and networks. My discussions reveal the strengths and 

weaknesses of these three theories. By so doing, this chapter aims to highlight the ways 

in which Japanese expatriate employees (and families) and Indonesian host nationals 

have created ties with each other through everyday face-to-face interactions. Their 

relationships are also sustained by their intermittent and enduring ties, together with 

on-going ties, across geographical and spatial boundaries over time. It becomes clear 

how both geo-spatially moving people, or transnational ‘migrants’, who are continually 

going back and forth between their home and host societies, have connected with each 

other in porous spaces and have consequently constructed bridges with non-moving 



CHAPTER 9  CONCLUSION 

302 
 

people. Furthermore, this chapter explains the ways in which this thesis contributes to 

several areas of study, such as anthropology, business studies, and our practical life. 

Finally, I identify the limitations of the study and suggest future research related to 

expatriates, host nationals, and their relationships. This thesis is intended as a prelude to 

alternative ways of understanding of transnational connections between people from 

different socio-cultural backgrounds. 

 

Connected People across Geo-Spatial Boundaries 

 

Starting from the questions about the bubble hypothesis and the view of segregation in 

relationships between expatriates and host nationals, this thesis has explored and 

examined both work and non-work relationships between Japanese expatriate 

employees and their families, on the one hand, and related host nationals in Indonesia, 

on the other. I have explored these groups by focusing on the Japanese and Indonesian 

staff of the JOI. Their relationships, unveiled through in-depth interviews and long-term 

observation, are complex and hard to grasp as a unitary picture. Through the exploration 

and analysis of the ways that these people live and work, various, sometimes 

contradictory, characteristics of their interpersonal relationships have been gradually 

revealed. Simultaneously, I have evaluated the insights and constraints of the theoretical 

approaches that I have applied to this study. 

 First, in this thesis, I have applied the concept of cosmopolitanism in order to 

analyse interpersonal relationships between Japanese expatriate employees, their 

families, and related host nationals. Chapters 4 and 5 have discussed the characteristics 

of openness and closure in the relationships between them in both work and non-work 

spheres. Moving geo-spatially between the host and home societies, and between home 

and transnational office spaces within the host society, both groups from different 
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socio-cultural backgrounds demonstrated a capacity to adapt to and open individual (or 

group) porous spaces, in which they interacted with each other willingly and unwillingly. 

Some characteristics of the cosmopolitan model, as defined by such scholars as Hannerz 

(1990) and Skrbis and Woodward (2007), fit well the ‘open’ side of their engagement in 

relationships. For instance, in the non-work sphere described in Chapter 4, interpersonal 

interactions could be observed between Japanese expatriate employees, their families, 

and related host nationals on a variety of occasions and in a variety of situations, 

demonstrating their capacity for openness. Chapter 5 has presented abundant evidence 

of positive and negative interactions between the Japanese and Indonesian staff of the 

JOI within the office. Their different personal backgrounds (e.g. work experiences, 

education, language skills, and personal characteristics) and their experiences with 

co-workers, who possessed a variety of capacities, influenced the degree of their 

openness in practice. When working together, the Japanese staff and both the white- and 

non-white-collar Indonesian staff gradually developed similarities in regard to their 

lifestyles, attitudes, and ‘a cosmopolitan outlook’ (Beck & Sznaider 2006). This 

cosmopolitan viewpoint enabled them to see things from each other’s perspectives with 

multiple, flexible standards, which resulted in the blurring of their 

socio-cultural-differences. Constantly negotiating and renegotiating their differences 

and familiarities, and learning ways of opening previously closed spaces, these 

individuals obtained ‘a cosmopolitan sensibility and competence’ (Beck 2004) that 

enabled them to work cooperatively. The common characteristics that developed 

between the Japanese and Indonesian staff allowed them to be classified into one 

category as cosmopolitans. 

 However, it is an undeniable fact that Japanese expatriate employees and their 

families lived in encapsulated spaces, formulated in such a way as to maintain the same 

or better living standards as those in Japan, in order to make it easy for them to adapt to 
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living in the unfamiliar environments of their host society. At the same time, the 

Japanese and Indonesian staff’s struggle and negotiation when coping with each other’s 

different work styles suggested that their openness was neither inherent nor spontaneous, 

but instead situational and acquired. 

 The ambivalent attitudes and characteristics of Japanese expatriate employees, 

their families, and related host nationals represent the dilemma of cosmopolitanism 

between its philosophical definition and its application in practice. This dilemma makes 

the term ambiguous and prevents one from coming to grips with it. Some scholars 

(Pollock et al. 2000; Skrbis & Woodward 2007; Werbner 1999, 2008) have attempted to 

reconcile this uncomfortable friction by identifying modalities of cosmopolitanism, 

pluralising its conceptual basis, and expanding its coverage in practice. The widening of 

the horizon of cosmopolitanism results in the emergence of a variety of cosmopolitans, 

just as Werbner’s (1999) notion of ‘working class cosmopolitans’ relieved 

cosmopolitanism of its formerly elitist bias. The data shown in Chapters 4 and 5 

presents a case for ‘a situated cosmopolitanism’ (Werbner 2008), in which 

cosmopolitans can have their roots as well as be harmonised with openness through 

seeing the world from the ‘Other’s perspective’ and altering commitments according to 

situations. 

 Such modifications to the concept of cosmopolitanism allow one to apply the 

universal, philosophical concept of cosmopolitanism to the actual experiences of 

individuals and their responses to those from other socio-cultural backgrounds. The 

practical application of cosmopolitanism enables Japanese expatriate employees, 

families, and related host nationals to connect with each other as cosmopolitans across 

national boundaries. 

 Second, the idea of social capital reveals practical orientations to interpersonal 

interactions between and among Japanese expatriate employees, their families, and 
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related host nationals. Chapter 6 has demonstrated the ways in which individual staff 

members obtained benefits through ‘network, norms, and trust’, which are features of 

social capital (Putnam 1995, pp. 664-665). The Japanese and Indonesian staff had 

access to necessary information and support, through various networks between and 

among them, which enabled them to conduct work activities. Trust, especially 

‘particularised trust’ (Field 2008), was gradually fostered through repeated positive (and 

occasionally negative) experiences. It was also partly generated by talk as a lubricant for 

personal relationships, which supported the smooth flow of information and knowledge 

between and among staff members. Individual staff members, playing the role of 

mediators, opened access points to resources through networks. Their mediator role, 

which created links between individuals and groups, was influenced by various factors, 

such as gender, age, personal life stages, ethnicity, religion, work experiences, and 

organisational politics, as well as nationality and personal characteristics. The 

perspectives of social capital highlight the ways in which personal connections as 

valuable assets and individual reciprocal relationships produce benefits not only for 

individuals, but also for the JOI. Benefits to the latter are brought about by the public 

aspect of social capital. By connecting with each other and mediating information, the 

Japanese and Indonesian staff contributed to the formulation and implementation of 

projects and supported the activities of the JOI, which would consequently bring 

benefits to both countries. Thus, social capital enables practical, rational interpretations 

of interpersonal interactions between participants. 

 In addition, the concepts of bonding and bridging in social capital are effective 

tools to analyse interactions between and among Japanese expatriate employees, their 

families, and related host nationals. In Chapter 7, the different patterns of forming 

bonding and bridging ties between and among them in Makassar were presented, 

examined, and compared with those in Jakarta. They made connections between and 
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among themselves according to the scales of individual groups/communities, the 

accessibility of other groups/communities, and the conditions and situations of 

individuals. The relatively small Japanese community in Makassar clearly shows dual 

characteristics: close connections among the members and a lack of choice in regard to 

friends, which resulted in their seeking other resources of information and support, 

transcending geographical, spatial boundaries between, for instance, Makassar and 

Jakarta, and Makassar and Japan. Furthermore, in Makassar, there were different 

patterns of interactions between the members the Japanese community and the host 

nationals from those which occurred in Jakarta. The cases of small offices in both 

Makassar and Jakarta suggested that there was a tendency for Japanese expatriate and 

host national employees (and their counterparts) to foster close, intimate feelings 

between them. However, in terms of the degree of interaction, there was no clear 

evidence as to whether Japanese expatriate employees and families interacted with host 

nationals more in Makassar than they did in Jakarta. Although the scale of 

groups/communities clearly affected their relationships, the additional factors discussed 

in Chapters 5 and 6, such as gender, age, religion, ethnicity, organisational career and 

position, and personal characteristics, should also be considered. The closed and open 

structures constructed by bonding and bridging ties respectively brought about both 

advantages and disadvantages in various situations and conditions, which have been 

discussed in Chapters 4-7. Individuals and groups were constantly shifting between the 

closed and open structures, both consciously and unconsciously, in order to 

counterbalance disadvantages with advantages. 

 Thus, social capital, particularly the concepts of bonding and bridging social 

capital as analytical tools, provides a somewhat convincing explanation of interpersonal 

interactions between and among Japanese expatriate employees, their families, and 

related host nationals. The concept articulates connections between and among 
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individuals and groups, even those from different socio-cultural backgrounds. However, 

difficulties in sustaining this distinction between bonding and bridging ties in an 

empirical sense, as my discussion in Chapter 7 has shown, reveal the limitations of the 

concepts of bonding and bridging social capital. I have not applied linking social capital 

in my analysis, as it also has its limits as an analytical tool, since, for instance, vertical 

relations among the JOI staff shifted as they learnt from and taught one another (see 

Chapter 5). Moreover, as the very term ‘capital’ implies, the notion of social capital 

makes interpersonal relationships commoditised, seemingly ignoring other dimensions 

of human relationships, such as emotional ties, which are not be measured. 

 Third, as Granovetter (1973) states, the analyses of interpersonal networks 

creates a useful bridge between small- and large-scale views of relationships between 

and among Japanese expatriate employees, their families, and related host nationals. 

Chapters 4-7 have explored the ways in which they constructed ties through everyday 

interactions in both work and non-work contexts. Shifting among multiple networks, 

formed on the basis of various factors from nationalities to personal likes and dislikes, 

they continuously connected and disconnected with others who also kept changing 

locations within their multiple networks, as those spread into the world. Chapters 4 and 

5 have looked at individuals’ connections in the private and work spheres in Jakarta. 

Taking into account various factors, Chapters 6 and 7 have examined the ways in which 

these factors influenced individual interactions and affected group characteristics 

(although not so clearly) within the JOI and between Jakarta and Makassar. Throughout 

Chapters 4-7, connections between Japan and Indonesia, particularly the headquarters of 

the JO and JOI, have been described to some degree. 

 Expanding the scope of network perspectives, Chapter 8 has described the 

existence of enduring and intermittent ties between the host and home countries and 

beyond. Former expatriate employees and related host nationals have sustained these 



CHAPTER 9  CONCLUSION 

308 
 

ties. They have spread and been irregularly distributed in both countries and beyond. 

Some of them have taken on and continued to play the role of the mediator. They have 

become active and potential access points toward each other’s countries. All active and 

latent ties forged between and among Japanese expatriates, their families, and host 

national employees have been fostered through face-to-face interactions which have 

brought rich, thick information and knowledge on each participant. Face-to-face 

interpersonal interactions have also tended to create emotional bonds. The existence of 

emotional attachments indicates that some ties were made of more than a single strand, 

and had become strong. The structures of their ties had changed over time. Such 

emotional bonds had sometimes become a driving force to sustain personal relationships 

and relations between the two countries despite the absence of direct, physical benefits. 

This highlights the limitations of the instrumentalist social capital framework. 

 Accordingly, these active and latent ties have created a wider network, namely 

a latent transnational business/social community, supported by members’ 

practical/emotional motivations. Moore’s (2005) TCS model reflects well the 

complexity of transnational business people’s relations, encompassing in her analysis 

both ‘elite’ expatriate employees and ‘subalterns’. Yet, network analysis as a framework 

provides a macro-level view of the world, which implicitly indicates the holistic 

relationships of related individuals who come from a wide range of socio-cultural 

backgrounds. It is structurally weak ties, in which Granovetter (1973) finds the strength 

of diffusing information and knowledge, to help to create the wider network, by 

connecting individual members of different groups, together with structurally, 

overlapping strong ties. Through weak ties, individuals within the networks exchange 

information and knowledge in individuals’ and groups’ porous spaces by consciously 

and unconsciously shifting their locations in sub-networks within it. Ceaselessly forging 

bonding and bridging ties, they have simultaneously formed the open and closed 
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structures within the network, as I have discussed in Chapter 7. Consequently, 

geo-spatially moving people as products of globalisation would become vital in making 

the world smaller. These people form shortcuts between peoples (including non-moving 

people who stay in their home countries) from different socio-cultural backgrounds, 

creating links across national boundaries. 

 Network analysis is a useful framework through which interpersonal 

relationships between and among Japanese expatriate employees, their families, and 

related host nationals can be explored. It is particularly effective as an analytical tool to 

examine interpersonal interactions across geo-spatial and socio-cultural boundaries. 

However, as I have mentioned in Chapter 2, network analysis is not an all encompassing, 

exhaustive analytical tool. As scholars (Amit 2007a; Boissevain 1974; Hannerz 1980; 

Nishiguchi 2007, 2009) already recognise, it is impossible, at least when employing an 

ethnographic approach and methods, to empirically pursue all of the shifting, changing 

interpersonal relationships, that contain both active and latent ties. For instance, the 

one-year fieldwork of this study could never explore all of the possible relations, such 

as those with Indonesian counterparts, host nationals’ families, Japanese expatriate 

employees’ families and friends in Japan. It would be also extremely hard (seemingly 

impossible) to mathematically calculate all human relationships while taking into 

account all possible variables, including emotions and feelings. Nishiguchi (2007, p. 

356) also points out that the results of mathematical simulation would not always be 

applicable to social networks, which consist of individual human beings with emotions. 

As I have mentioned above, individuals connect with each other practically and 

emotionally. Emotional attachments are likely to change the structure and nature of ties, 

which means it would be extremely difficult to distinguish between weak and strong ties 

over time. In addition, network theories themselves do not provide in-depth 

explanations of the causes and effects of various factors, including nationality, ethnicity, 
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gender, age, socio-economic situations, and culture, which drive individuals to form 

groups (see also Hannerz 1992b, p. 39). 

 Nevertheless, the strength of network analysis is its inclusiveness with respect 

to diversity between individuals and its prevention of attributions to only one factor, as 

several scholars explain (Amit 2007a; Hannerz 1980; Smart 1999). Network analysis 

highlights the multiple directionality of people’s connections, and includes even subtle 

connections, which seldom receive serious attention as social phenomena. Yet, such 

connections are also part of our lives and reality. It is important to take into account the 

possible connections within networks comprehensively in a balanced fashion, since 

strong and weak ties, which make up networks, have different strengths and varying 

impacts on interpersonal relationships. ‘Tracing the personal links of an individual 

allowed the fieldworker the possibility of examining involvements and relationships 

that cut across enduring groups, institutions, and even beyond the urban locale 

altogether’ (Amit 2007a, p. 54). 

 Overall, none of these three theoretical approaches can stand alone as an 

analytical tool. Each of them has its own strengths and weaknesses, advantages and 

disadvantages. However, when combined, these three approaches enable one to examine 

and understand the relations between individuals and groups with different 

socio-cultural backgrounds from multifaceted directions and perspectives, without being 

limited to one aspect of forming relationships. Consequently, they reveal how Japanese 

expatriate employees, their families, and related host nationals interact with each other, 

willingly or unwillingly, by living and working in the host society, a situation which 

influences them in various ways. All three theories, which contain the concepts of 

openness and closure, support the very fact that by flexibly creating openness and 

closure, Japanese expatriate employees, their families and related host nationals were 

intricately connected to each other in both work and non-work circumstances and living 



CHAPTER 9  CONCLUSION 

311 
 

not in a ‘bubble’, but interacting through porous spaces on the surfaces of bubbles. 

 

From in-Between Space: Contributions of the Study 

 

As discussed in Chapter 1, this is a study from ‘in-between spaces’ (Forsey 2007) in 

which various social groups exist. Individuals are connected at different times and in 

different spaces by shifting openness and closure to each other. This study from 

‘in-between spaces’ contributes to several areas, namely anthropology, business studies, 

and our practical life. 

 

Contributions for Anthropology 

 

This study makes several contributions to anthropology, apart from the theoretical 

contributions discussed above. First, this study demonstrates the importance of 

exploring relationships between people from different socio-cultural backgrounds, such 

as Japanese expatriate employees and Indonesian host nationals, who tend to be 

connected by structurally weak, but functionally strong ties. The openness which 

characterises their actual interactions has been given little attention in the existing 

literature. My research, however, suggests that those who live and work together in 

in-between spaces in the host society do exercise influence on one another. This study 

presents new insights into their relationships, which are created and maintained through 

‘ongoing and regular contacts’ (Amit 2007a, pp. 68-69). The productive combination of 

the three theories facilitates an analysis of ‘openness’ and ‘closure’ in cross-cultural 

relationships and sheds light on structurally weak ties, which have been much less 

studied than strong ties. By focusing on the micro level and highlighting the important 

role of weak ties in the diffusion of information, it is possible to see how weak ties 

connect people across ‘bubbles’, thus contributing to a fuller understanding of the wider 
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networks adding detail to the macro perspective. 

 Second, through a particular focus on the weak ties between Japanese 

expatriate and Indonesian host national employees, this thesis has presented clear 

evidence for the ‘porous spaces’ of their relationships. This finding contributes to a 

refinement of the bubble theory. 

 Thirdly, in so doing, this study has brought two backseat players of 

transnational studies into the front stage; namely expatriate employees, who have been 

rendered somewhat invisible by the focus on ‘elites’ and ‘privileged migrants’, and host 

national employees, whose spatial movement has been entirely overlooked because they 

are not usually considered as types of transnational actors. The ethnographic findings 

presented in this study have unequivocally demonstrated the formation and maintenance 

of a range of ties between expatriate and host national employees. Their weak ties, 

together with the occasional transformation to strong ties suggested in Chapters 7 and 8, 

have emphasised the importance of these forms of transnational connections in our 

rapidly globalising world. In addition, the analysis of people’s mobility and its class 

dimensions in Chapter 5 has revealed that the dichotomy between expatriate employees 

as elite cosmopolitans with mobility and host nationals as non-elite locals without 

mobility is inadequate. These findings contribute to opening up further discussions 

about issues related to class and mobility in transnational studies. 

 Fourthly, studying the relationships between Japanese expatriate and host 

national employees in Indonesia provides a useful contrast to two earlier studies 

conducted in Indonesia: Leggett’s (2003) study of relations between American 

expatriate and host national employees in transnational corporations and Fechter’s 

(2007b) study of Western expatriates. There were some differences between their 

findings and my own. This might be due in part to the fact that I shared the same ‘Asian’ 

culture as my respondents, although I acknowledge that there are problems in defining 
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‘Asian’ culture generically. However, it would be hasty to conclude that the contrast 

between my own and others’ findings is the result of straightforward differences 

between Americans and Europeans, or Westerners, on the one hand and Japanese, or 

Asians, on the other. For instance, regarding work relations, in Chapters 5 and 6 I have 

explained the ways in which the Japanese and Indonesian staff of the JOI cooperatively 

worked and fostered trust by negotiating and renegotiating each other’s differences 

based on their own experiences, skills, and the situations they found themselves in. 

Such negotiations are barely discussed in Leggett’s (2003) study. Nevertheless, 

compared with my own study, Sakai’s (2000) and Hamada and Yaguchi’s (1994) studies 

present different relationships between Japanese expatriate employees and host 

nationals in the U.K. and U.S.A. respectively. The Malaysian case of a Japanese joint 

venture, studied by Smith (1994a, 1994b), also does not provide the same picture. 

Several interviews, conducted with host national employees who worked with 

Westerners in other transnational organisations/corporations, suggested that they had 

different experiences and perspectives to those described by Leggett (2003). One senior 

Indonesian staff member who had previously worked for an international organisation 

also explained the ‘universal’ fact based on her own experiences that no matter where 

they came from, all individuals had different preferences in regard to work style. 

 In the non-work contexts explored mainly in Chapter 4 and in part of Chapter 7 

(Jakarta and Makassar respectively), this study also reveals how similar the relatively 

‘closed’ lifestyles of the Japanese expatriate employees were to those found by Fechter 

(2007b) among Western expatriates. In their case study of Singapore, Yeoh and Khoo 

(1998) highlight the different characteristics between Asian and Western expatriates in 

the degree of inclusiveness in the host society and they argue that Japanese expatriates 

are an exception, emphasising their similarity to Western expatriates as outsiders. 

However, my study reveals Japanese expatriate employees’ and families’ capacities to 



CHAPTER 9  CONCLUSION 

314 
 

create porous spaces and demonstrate their openness to a wide range of the host 

nationals in Indonesia, which depended upon their characteristics, personal conditions, 

and abilities. The openness of expatriates has not been sufficiently explored by Fechter 

(2007b), who finds only limited interactions between young Western professionals and 

the wealthy Indonesian elite, but not other possible interactions, such as those between 

expatriates and domestic servants. Thus, my study emphasises the importance of further 

research in this area. In particular, it is desirable that research be more focused on the 

open elements of relationships between expatriates and host nationals across national 

boundaries, in addition to examining the closed elements, on which anthropologists 

have tended to focus. 

 

Contributions for Business Studies 

 

This study demonstrates that ethnographic methods can be used effectively in 

disciplines other than anthropology, such as business studies. Common ethnographic 

research methods, including participant observation and in-depth interviews, help to 

convey the insights of individual employees and organisations/corporations and reveal 

the subtle interactions that occur between employees within and beyond 

organisations/corporations. Moore (2005, pp. 194-195) also refers to this point and 

states that qualitative research might be useful in revealing the internal complexity of 

groups which have previously been described as solid entities (when examined through 

quantitative research conducted in business studies). According to Chapman (2001, p. 

25), with the growth of business-related academic research, it has become hard to obtain 

support from corporations for questionnaire surveys. This has resulted in low return 

rates and increasingly poor-quality responses. He emphasises the effectiveness of 

interviews as a research method in business studies (Chapman 2001, pp. 25-26). In fact, 
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one senior Japanese staff member told me that the JOI had generally not responded 

positively to people’s requests for support regarding the distribution of questionnaire 

surveys, due to an increase in the number of survey requests. In contrast, the JOI 

allowed me to conduct research within the office, as I turned up in person. 

 I also participated in the office as an intern. This was extremely valuable. 

Working as an intern, I could intensively conduct participant observation for an 

extended period, interacting, conducting interviews, and chatting with my ‘colleagues’, 

both Japanese and Indonesian staff members. Work experiences in the JOI provided rich 

information on the organisation and employees’ relationships and enhanced my 

understanding of informal interpersonal relationships outside the formal organisational 

structure. The time I spent in the JOI allowed me to get to know individual employees 

and obtain additional information about the stories derived from interviews, particularly 

those related to sensitive issues. As mentioned in Chapter 3, it was the lack of detailed 

information with which I struggled in conducting and analysing the interviews with 

those who worked for other organisations/corporations. In fact, shared time and 

experiences enabled me to construct interpersonal ties and foster trust between my 

‘colleagues’ and myself, which removed tensions in the formal interviews (although I 

have also acknowledged the disadvantages of being an ‘insider’ in Chapter 3). The 

relatively long-term participant observation and many conversations also revealed the 

two-way flow of information and the informal role switching in the organisational 

structure between Japanese and Indonesian staff members, as well as the influence of 

subtle interactions (e.g. small talk, smiling), which would be hard to obtain through 

surveys and only one or two formal interviews with a respondent. 

 Through ethnographic methods, this study has provided empirical evidence that 

contributes to several issues related to business studies. In Chapter 2, I have raised two 

issues: the invisibility of host national employees in business studies and the tendency 
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to categorise the roles of expatriate and host national employees as those who 

manage/instruct and those who are managed/instructed. Regarding the first issue, this 

study has attempted to take into account the experiences and perspectives of host 

national employees, as well as those of Japanese expatriate employees, in a balanced 

manner, since they are important elements of transnational organisations/corporations. 

 For instance, the data of Chapters 5-6 suggests that the Japanese staff obtained 

work-related support from their Japanese colleagues, as well as getting social support 

from them and other Japanese expatriate employees and families. However, in keeping 

with how some scholars (DeNisi et al. 2006; Toh & DeNisi 2007) have argued for the 

importance of host national employees, the JOI Indonesian staff also provided a great 

deal of support for the Japanese staff and the JOI as a whole. They supplied a variety of 

information, from specific work-related information to general aspects of Indonesian 

culture. As I have discussed in Chapter 7, this provides evidence for Johnson et al.’s 

(2003) argument, based upon their quantitative research, that expatriate employees 

obtain complementary forms of work and non-work related information and are given 

support from both other expatriate and host national employees. By so doing, my study 

reveals that Japanese expatriate and host national employees had access to social capital 

through both bonding and bridging ties in different levels of their relationships, which is 

also in line with Adler and Kwon’s (2002, p. 35) call to pay attention to both bonding 

and bridging social capital on different levels in organisational research. The 

examination and comparison of two offices, the JOI as a large office and the JOM as a 

small office, in Chapters 6 and 7, however, suggests that the role of host national 

employees as ‘socializing agents’, as claimed by Toh and DeNisi (2007), was 

sometimes unclear in the large office, where there were alternative information sources 

and accumulated embedded knowledge, as well as the influences of a quite different 

work environment. 
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 Another issue is a gap between the apparent and actual work roles of Japanese 

expatriate and host national employees in organisations/corporations. In Chapter 5, for 

instance, I have described the way in which a Japanese staff member and two 

Indonesian staff members switched their roles of managing/instructing and being 

managed/instructed in given situations, taking into account their individual experiences 

and abilities. In the same vein, other Japanese and Indonesian staff members also sought 

(or were compelled to seek) advice and support from each other within and across 

sections and sometimes reversed their official positions in practice. By mobilising their 

respective areas of competency in finding solutions to problems and structuring required 

tasks, they enhanced their ‘productivity’ (Boden & Molotch 1994, p. 276). Thus, 

through my own observation and interviews, I found that actual work relationships 

between the Japanese and Indonesian staff in informal networks sometimes differed 

from those in formal networks. As Krackhardt and Hanson (1993, p. 111) state, 

‘[u]nderstanding relationships will be the key to managerial success’. These findings are 

important for companies, and particularly human resource management, to understand 

the diversity of employees’ relationships. 

 In addition to these two issues, some evidence from this study suggests that the 

emotions between Japanese expatriate and host national employees, including feelings 

of trust, influence individual work performance and behaviour, which in turn affects the 

outputs of activities of organisations/corporations to some extent. Chapters 6-8 have 

discussed the emotional aspects of work relationships. In particular, these chapters 

demonstrate how trust, intimacy, and the individual likes and dislikes of the Japanese 

and Indonesian staff affected the smoothness and quality of knowledge transfer. For 

instance, as I have discussed in Chapter 6, the feeling of ‘let it flow’ expressed by some 

Indonesian staff members, could be understood as a result of the failure to construct 

trust relationships with Japanese staff members and implicitly indicates the 
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minimisation of the diffusion of quality information between them. Evidence from this 

study reveals that the emotional dimension of work relationships cannot be completely 

separated from the rational, practical dimension. Emotional and rational dimensions of 

work relationships are not a matter of either-or, and are closely interrelated. 

 Thus, this ethnographic study focuses on both the Japanese and Indonesian 

staff, examining the struggles which occurred in the context of their required 

cooperation. I emphasise the importance of studying both constituencies in transnational 

organisations/corporations, given that ‘expatriates and HCNs [host country nationals] 

are highly interdependent’ (DeNisi et al. 2006, p. 130). Both ‘how the HCNs can affect 

expatriate success’ (DeNisi et al. 2006, p. 131) and how expatriate employees can affect 

host national employees’ success must be considered equally, since both groups support 

the activities of transnational organisations/corporations. Without their successful 

adaptation to each other’s cultural differences and customs and cooperation with each 

other in order to implement projects, transnational organisations/corporations would 

rarely achieve success, or better outputs of activities. 

 

Contributions for Transnational Life 

 

In Chapter 1, I have explained that 3.1% of the world’s population (or 214 million 

people) is moving and forming Appadurai’s (1990) ‘ethnoscapes’ – an amount too great 

to be ignored. However, as Wimmer and Schiller (2002, p. 326) point out, the remainder 

of the world’s population continue to live in their home countries, and ‘despite global 

media and rapid flows of information, national identities remain salient in many 

localities around the world’. It is hard to judge which view is more adequate for 

understanding today’s globalising world. However, taking into account the numbers of 

those who have previously moved, as well as those in direct contact with currently and 
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formerly moving people, the amount of those experiencing geo-spatial movement of 

some sort increases dramatically. Using the term global with the strict sense of 

economic globalisation, Skliar (2001, p. 3, italicisation in original) states that ‘[t]he 

global is the goal [led by the process of globalisation], while the transnational, 

transcending nation-states in an international system in some respects but still having to 

cope with them in others, is the reality’. Borrowing his ideas and applying them to the 

context of interpersonal relationships, it could be said that transnational connections 

constructed with both strong and weak ties, which are brought about by individuals’ 

struggles, are ‘the reality’. This reality seems to reduce (or sometimes increase) the 

salient differences between people, making them gradually converge in certain respects 

(for instance, through the spread of consumer-oriented lifestyles). Therefore, relating the 

experiences and perspectives of Japanese expatriate employees, their families, and 

related host nationals may enable a greater understanding of the realities of those 

experiencing on-going transnational encounters with people from different cultural 

backgrounds. 

 For instance, a sensible attitude, namely respecting the others, which could be 

found among many of those participating in this study, has great potential to help to 

improve interpersonal relationships. Chapters 5 and 6 have described the ways in which 

the Japanese and Indonesian staff attempted to renegotiate differences, so that they 

could work together towards common goals and foster feelings of trust. As I have 

discussed in Chapter 6, respect means paying a serious attention to an object (Dillon 

1992) without expectation. Following Szreter’s idea (2002, p. 585) that ‘respect 

precedes trust’, respect is considered as a kind of pre-condition for the construction of 

trust, which is a feature of social capital residing in interpersonal relationships. 

 Some respondents of my study highlighted the importance of respect. In 

response to a survey question, a former Japanese staff member who was, at that time, 
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living and working in a European country wrote: 

 

I thought that the values would be different in it [Indonesia], since it was a Muslim 
country. However, the Indonesians that I met in my everyday life were pretty 
ordinary and there were many commonalities between us, like the Asian 
characteristics of valuing others and having a humble attitude, which brought me a 
sense of intimacy. Staying as a Japanese person in Indonesia, I felt that I was “looked 
at with respect”, which I had seldom experienced when staying in Europe. This 
might be because there are a number of Japanese companies who run their businesses 
[in Indonesia] and have provided support for development [within the country]. On 
the other hand, I hear that in Southeast Asia there are countries that view Japan in a 
negative light because of, for instance, World War Two. However, I did not have such 
experiences in Indonesia at all. 

 

I heard many similar accounts during the interviews I conducted, as well as 

encountering comparable perspectives during everyday encounters throughout my 

fieldwork. The words of the former Japanese staff member quoted above, reveal one of 

the reasons why Japanese expatriate employees and families felt reasonably comfortable 

living and working in Indonesia. After encountering the ‘respect’ given to them by the 

host nationals, they gained the impression that the host nationals and their society had 

opened, or was ready to open, a door for them. In a similar vein, a senior Indonesian 

staff member said, ‘here, people say that communication is very hard... difficult. But 

actually, if we [...] actually just respect, [...] if I respect [a person], [...] he respects me, 

then I respect [him]’. Here, the Indonesian staff member implicitly highlighted the 

importance of mutual respect, which helped to improve communication and mutually 

develop personal relationships between the staff. 

 As was illustrated in the quote at the beginning of this chapter, in the 

interpersonal interactions which occur between people from different socio-cultural 

backgrounds, respecting others may entail experiencing doubt about one’s own values 

and norms, which have been fostered in one’s home society. For instance, the Japanese 

and Indonesian staff worked with unfamiliar senses of time, namely Indonesian jam 
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karet and Japanese punctuality respectively, as explained in Chapter 5. As a result of 

these differences, individual Japanese and Indonesian staff members were compelled to 

understand and even adopt each other’s senses of time, and to practice different work 

styles to those they were familiar with. They did this at least to some degree, so they 

were able to work together cooperatively. By doing so, many (though not all) of them 

gradually came to understand the socio-cultural backgrounds which had fostered each 

other’s values. Some of them began to doubt their own values and learn to respect 

others’ values, as several Japanese and Indonesian staff members complained about, for 

instance, the inflexibility of the headquarters and the delay of Indonesian counterparts’ 

responses respectively. In this process, both the Japanese and Indonesian staff were 

establishing acceptable, comfortable distances between each other and to be developing 

their individual capacities to cope with unfamiliar circumstances. This was an endless 

endeavour. Most likely, they had to face similar challenges to different degrees as long 

as they continued to interact with each other. Furthermore, most of the Japanese 

expatriate employees, their families, and related host nationals were probably following 

similar paths, both willingly and unwillingly, in work and non-work contexts. Exploring 

their insights, their individual experiences, and their perspectives in the porous spaces 

of the host society, my findings highlight the dangers of considering only one’s own 

values and norms, which are neither absolute nor universal, and the importance of 

respecting others’ values and norms with careful attention. 

 As Werbner (1997, p. 262) declares: 

 

[F]inding common cultural and political grounds requires the pooling not only of 
political but also of cultural sovereignty, embodied in public respect for the symbols 
and values of the “other”, the incoming “stranger”. The challenge is not, however, 
impossible. 

 

This in-depth study of interpersonal interactions between Japanese expatriate employees, 
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families, and related host nationals has presented a modality of on-going transnational 

life in our current society. The challenge of managing openness and closure through 

porous spaces in the host society and beyond reveal the ways in which they 

respected/disrespected each other and how such attitudes influenced their life and work 

when they were in unfamiliar circumstances. Respect, or at least learning to view one’s 

own ‘imagined’ common sense and values sceptically, is a crucial first step when 

entering a transnational world, practising ‘a cosmopolitan sensibility and competence’ 

(Beck 2004), and obtaining ‘a cosmopolitan outlook’ (Beck & Sznaider 2006), and 

working towards better interpersonal relationships in our changing global society. 

Consequently, social capital would be accumulated in the forms of trust, norms, and 

networks, in host and home societies and global society as a whole, and would facilitate 

coordinated actions (Putnam 1995). 

 

Limitations of this Study and Future Research 

 

Exploring interpersonal interactions between Japanese expatriate employees, families, 

and related host nationals in Indonesia, this study finds transnational ties across 

nationalities, classes, gender, ages, personal conditions, and so forth. However, none of 

the findings of academic studies can escape from facing various challenges. For 

instance, when discussing the applicability of her TCS model (developed through the 

study of German transnational businesspeople in London) to other contexts, Moore 

(2005, p. 192) proposes that future research testing the model involve the alteration of a 

single variable, such as the research location, the nationalities discussed, or the business 

sector being explored. This study is not free from such challenges. The findings of this 

study have been drawn from the experiences and perspectives of mainly the Japanese 

expatriate and host national employees. In particular, this study focuses on the Japanese 
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and Indonesian staff of the JOI, a Japanese organisation, in Indonesia. It is possible that 

my research may have had different outcomes if variables were changed and added. For 

instance, exploring different Japanese transnational organisations/corporations, different 

sections and divisions within organisations/corporations, or different locations, 

nationalities, and combinations of staff members may have resulted in different findings. 

Furthermore, it is important to consider the socio-economic-political circumstances of 

countries and individuals’ and groups’ connections to outside offices (e.g. counterparts). 

These parameters of variability reveal different patterns of, for instance, formal and 

informal work relationships, social activities outside offices, and time perception, which 

are certainly caused by different cross-cultural interactions among employees. Limited 

information, which I obtained through interviews with mainly those who worked for 

Japanese transnational corporations and other international organisations, and existing 

literature cited throughout the study suggest both similarities with and differences from 

my findings. Therefore, it would be worthwhile to conduct further research to uncover 

the influences of different variables and to test whether some findings of this study may 

be the result of certain unique constellations of phenomena derived from its particular 

research settings. 

 Apart from these variables which may have affected outcomes, one particular 

weakness of this study is the fact that my observation of host national employees’ lives 

lacks the same ‘thickness’ of my exploration into Japanese expatriate employees’, in 

terms of both time and depth. My observation of and involvement in host national 

employees’ lives was limited mainly to interactions within the office of the JOI and took 

place mostly during office hours. Thus, I had little interaction with the families of the 

host nationals. As I have discussed in Chapter 3, my nationality, gender, status, and 

language and cultural skills significantly affected the process of data collection. In this 

sense, this study may not present a perfectly well-balanced account of the relationships 
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between Japanese expatriate and host national employees. However, it is expected that 

further studies would be able to redress any imbalances in this study. 

 Nevertheless, it is my hope that this study will contribute to the current 

academic discussions related to transnational studies and business studies, and become a 

good starting point for those seeking alternative ways of understanding the relationships 

between geo-spatially moving people in host societies and beyond. This research may 

also be useful in considering the meanings of these people’s enduring and intermittent 

ties forged through face-to-face interactions even after expatriate employees leave host 

societies. 

 

Conclusion 

 

Overall, by focusing on the lives and work of Japanese expatriate employees, their 

families, and related host nationals in the in-between, porous spaces on the surface of 

bubbles, this study finds that their complex and interwoven interpersonal relationships 

are constituted by strong and weak ties, developed practically and emotionally within 

the host society and beyond. In the porous spaces where they meet face-to-face, they are 

continually shifting their locations between openness and closure in accord with their 

capacities and with the situations they find themselves in at different times and in 

different spaces. Experiences in porous spaces are shared among them and provide 

support for the maintenance of their future relations. People live simultaneously in 

multiple porous bubbles which exist at both individual and group levels. The 

information and knowledge that flow and accumulate through interpersonal ties, which 

fluctuate between weak and strong, consequently shorten (or occasionally widen) 

distances not only between them, but also between their countries from a macro 

perspective. This study opens up a new horizon for viewing interpersonal relationships 
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between people from different socio-cultural backgrounds in our globalising world and 

suggests some directions for future ethnographic studies in anthropology and business. 
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CHAPTER 10  EPILOGUE : FROM THE SKY AND FROM THE EARTH  

 

[T]he blue on blue of the sky – is that the sky’s true color? Or is it just the vast 
distance, going on and on without end, that looks that way? When Peng looks down, 
he too sees only this and nothing more. 

(Zhuangzi 2009, pp. 3-4) 

 

I came to Indonesia this summer. 
My first impression of Indonesia was ‘red’. This was because almost all of the land 
and the roofs that I saw from the plane were red. The landscape [of Indonesia] was 
significantly different in its colour to that of Japan. Just looking at such a red 
landscape made me feel hot. [...] I thought the land of Japan seemed to be more 
blackish than that of Indonesia. [...] I was astonished that after leaving Japan, I was 
able to understand things by comparing it to other countries. 

Ayano Ando, a Japanese junior high school student 

(The Daily Jakarta Shimbun 2009 [my translation]) 

 

My plane was taking off from the Soekarno-Hatta Airport in Jakarta, Indonesia where I 

had just completed a year of fieldwork. I was on my way to Perth, Australia where my 

university was located. I was looking down at the land beneath my window, 

remembering the short impression of the Japanese junior high school student recounted 

above, which I had read in The Daily Jakarta Shimbun, a Japanese community 

newspaper. As she had said, the roofs of the houses and the land of Indonesia, at least 

around Jakarta, shone red, or reddish brown, under the morning sun. I did not remember 

my first impression of the colour of Indonesia. Trying to recall when I had first arrived 

in Jakarta, I fell into a deep sleep. About four hours later, I woke up in the plane and 

looked outside. A view of a gray desert landscape caught my eye through the window. I 

was sure that I was flying over part of Australia, probably the northern part of Western 

Australia. Some parts of the land looked like craters, which made me feel as if I was 

flying over the moon. 

 After half an hour, I arrived at the Perth International Airport. I was in an 

English-speaking country again and had to stop myself from speaking in Indonesian. In 
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the lobby of the airport, I waited for a new flatmate to pick me up. After a while, I saw 

her heading towards me. We hugged each other. She was Indonesian, and a friend of 

another Indonesian friend that I had met in Perth. Getting into her car, we left the airport. 

The land was so dry and flat and the road stretched on ahead, wide and quiet. The street 

noises that I had experienced in Jakarta every day were gone. The quiet made me feel 

that I was no longer in Indonesia, and that I had arrived in Australia. 

 Leaving Indonesia and coming to Australia by plane, I was astonished by the 

differences in the colours of these countries, or at least the Jakarta area in Indonesia and 

the northern part of Western Australia. From the sky, the two countries looked 

completely different to one another. On the other hand, it felt strange to find myself with 

an Indonesian friend in Perth. Who would think that a Japanese overseas student would 

be meeting with an Indonesian to share a flat in their host country, Australia? It would 

be hard for people to know exactly what was going on in the gray land until they stood 

on it and observed such situations at the micro level. Similarly, on the red land of 

Indonesia, individuals were engaging and interacting every day with a variety of people, 

including expatriate employees, as I have explored throughout this thesis. In the 

blackish land of Japan similar interactions could be occurring. Despite the fact that each 

land apparently presents to us only one colour from the sky, the individual interactions 

unfolding on each of these lands are complex. 

 In a talk, entitled The Danger of a Single Story, Chimamanda Adichie (2009), a 

Nigerian novelist, explains how her American roommate at a U.S. university had pitied 

her before even meeting her, not having considered the possibility that some Africans 

might have similar lifestyles to Americans. She also speaks of the way in which a 

professor criticised her novel as ‘not authentically African’, because her characters 

drove cars, were not starving, and were ‘too much like him [the professor], an educated 

and middle-class man’. Drawing on these examples, Adichie says how dangerous it can 
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be to have only one single, stereotyped story which ‘emphasizes how we are different 

rather than how we are similar’. She emphasises the importance of considering all the 

stories of a place and its people for the proper engagement with them, although a single, 

stereotyped story also contains truth, but incompletely. She says, ‘They [stereotyped 

stories] make one story become the only story’. 

 Hearing her speak, I thought that she was absolutely right. However, I also felt 

that individuals could only begin to know one another by starting with a single story 

about a person or place, much like people must begin with one colour when drawing a 

picture. Only after spending time with people and observing one’s surroundings can 

more colours be added to the drawing. Thus, the first step is always to draw with one 

colour, or to hear a single story. The junior high school student began learning about 

Indonesia as ‘red’. Her parents who also did not know about Indonesia tried to guess the 

reason for the red roofs, and explained that bricks and tiles were probably made with red 

soil which was available in the area. For her and her family, the impression of redness 

provided them with an opportunity to start thinking about Indonesia by using their 

imaginations, since they probably do not have had any connection with Indonesia and 

the host nationals at that time. 

 In interviews, most of the Japanese expatriate employees and their families 

seldom had specific images of the host nationals and society. They came into Indonesia 

with their single stories, seeing Indonesia as a developing country, culturally 

represented by Bali (they had initially tended to think that Bali was ‘a country’, not a 

part of Indonesia). They saw the Indonesian people as Muslim, and as victims of a 

series of natural disasters. In the same vein, the images which host national employees 

had of the Japanese and Japan were often drawn from the media, and tended to be based 

on cultural stereotypes. They began with these images and stereotypes, which, as 

Adichie points out, contained some truth. Meeting face-to-face and interacting closely 
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in workplaces, at home, and in public places, Japanese expatriate employees, families, 

and related host nationals gradually collected more stories, or colours through their own 

experiences and by hearing and learning from others’ experiences. A single story or a 

single colour is an important first step towards knowing each other, after which people 

can begin to collect additional stories or colours, one by one. 

 Increasing the number of colours and stories, Japanese expatriate employees, 

families, and related host nationals slowly draw individuals’ pictures and create 

individuals’ complex stories. At the same time, they come to realise that individuals 

differ from the stereotyped images that are derived from single colours and single 

stories, and that they are both similar and different to these stereotypes. The more they 

build up the number of colours and stories, the more they are able to draw complex 

pictures and construct rich stories. In other words, the more people they know, and the 

more stories they hear, the more likely it becomes that they develop complex, mixed 

feelings, based on their positive and negative experiences with people. Consequently, 

who would want to fight against a country where they used to live and where they have 

known individuals, even when confronted by crucial political conflicts? If a natural 

disaster struck, who would not want to help those living in a country where they had 

previously worked, and where they had memories of supporting and being supported by 

the other individuals living there? The same feelings would be shared by the host 

nationals. 

 From the sky, the host nationals appear to produce a picture which could be 

seen as one colour, such as ‘red’. Imagine, however, pointillist paintings (e.g. Georges 

Seurat), or maybe pixelated displays of TV and computers, which consist of networks of 

small dots with different colours. From a short distance, a painting seems to be only a 

collection of dots, while from a distance, it presents a picture. The different colours of 

the lands of Indonesia, Australia, and Japan can be thought of as an analogy for their 
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differences as a whole. For some people, Indonesia just has more red dots (or 

individuals), while Australia has more gray ones and Japan more black ones than other 

countries. Nevertheless, coming down to earth, their pictures, which are seen as red, 

gray, or black from a distance, are constituted by a collection of individuals who are 

different from each other. 

 If we see our society from a greater distance, what kind of picture would 

appear? The differences between the red, gray, and black lands disappear and become 

one colour, such as blue, as Zhuangzi describes. Could this happen in a picture, or a 

network, consisting of all the individuals in our society? A host national employee told 

me with a beautiful smile: 

 

I think foreigners and Indonesians is [sic] the same. We just have different culture[s] 
only. Different culture[s] and different knowledge, different education like that. But 
in person, we are [the] same. We are human, right? 

 

As she said, individuals are different, but they are also similar. Different levels of 

distance result in different coloured societies, based upon the members as individual 

dots and their relationships, including expatriate employees and families. However, at 

the individual level, every society is the same in terms of its variety and complexity. It 

just takes ‘perhaps incalculable series of generations’ (Kant 1991 [1784], p. 43) for 

people to begin to share a single picture of our world as a whole. People who have been, 

are, or will be moving geographically and spatially in porous spaces, together with those 

who will not move, will certainly be among those who will contribute in the drawing of 

our world in the distant future. 
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Appendix 1: Project Information Sheet and Participant Consent Form (English, 

Japanese, and Indonesian versions) 
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Appendix 2: Formal Semi-Structured Interview Questionnaires to Japanese 

Expatriate Employees (English and Japan versions) 
 

Interview Questions 

 

Name: 

Age: 

Company: 

Position: 

Period of Assignment(s): 

Family: 

Working history: 

 

 

Images of Indonesia 

- Have you worked in and/or visited Indonesia before? 

- What did you know about Indonesia before coming to Indonesia? 

- What did you expect before coming to Indonesia? 

- What were your views about the Indonesian people?  

 

Experiences of your first month in Jakarta 

- Describe your first impressions of Indonesia, the place, its people 

- Please describe your fist month after arriving in Indonesia. 

- Please describe your first experiences of encountering Indonesians (e.g. security guard, 

maid, driver, receptionist, shopkeeper)? 

- When and how did you meet Japanese people? 

- Did you have difficulties when you settled down? From whom did you have support 

when you have those difficulties? How did they support you and/or your family? 

- Who were the first people you developed relationships with?  

- What type of relationships were they? Friendships, strong ties, weak ties etc? 

 

Work 

1) General 

- Why do you take the assignment of working in Indonesia? 

- What did you expect (e.g. experiences, career, salary, knowing Indonesian cultures) 

before taking the assignment in Indonesia? 

- Did you expect to work in Indonesia? 

- How do you feel working with the Japanese colleagues? 

- How do you feel working with the Indonesian colleagues? 
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- Are your working experiences as you expected before? Please explain why you think, or 

do not think, so. 

- What do you think about significant differences of working in Indonesia from those in 

Japan and/or other countries? 

- Is it your first time to work in Indonesia? If you have other experiences, please describe 

your previous experiences in other countries. How do you find working in the current 

organisation, comparing with your previous experiences? 

- Do you conscious about your nationality? If so, when do you feel it more? 

- How do your family think about your work at the Japanese organisation? 

- What does it mean for you to work in the organisation? 

 

2) Experiences of your first month of working in the office 

- Describe your first experiences of work 

- Please describe your experiences of the first month of working in the office. 

- Please describe your first impressions of your Indonesian colleagues. 

- Please describe your first impressions of your Japanese colleagues. 

- Did you have difficulties when you started working in the office? From whom did you 

have support when you have those difficulties? How did they support you and/or your 

family? 

- Who were the first people you developed relationships with?  

- What type of relationships were they? Friendships, strong ties, weak ties etc? 

 

3) Relations with the national staff 

- Describe your relations with national staff (do you have much to do with them, do you 

get on well) 

- Have you ever obtained support from national staff for your business/ private matters? 

How did they support them (e.g. information, advices, accompanying)? 

- What were the most helpful supports from the national staff which you have ever had? 

- Have you supported the national staff for business/private matters? How did you support 

them? 

- What were the best supports you have been providing the Indonesian staff? 

- Have you made special efforts to work with the national staff? If so, please describe 

them. 

- Have you ever gone out with your Indonesian colleagues except business? (e.g. lunch, 

dinner, tea, shopping) In which occasion(s)? 

 

4) Perspectives towards the Indonesians in general (e.g. Indonesian counterparts) 

- Now that you have been living in Indonesia for some time, what is your view of 

Indonesians in general. Is it different from when you first arrived 
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- How do you think of the Indonesians with whom you have been contacted for business 

matters? 

 

Life 

1) General 

- Please describe your life here in Indonesia 

- What do you like/not like about it 

- Do you have many opportunities for socialising many people (Japanese, Indonesian 

and/or others) in Indonesia? 

- Are there any differences/changes in your lifestyle (e.g. food, cloth, attitudes) after 

living/working in Indonesia? 

- How often do you go back to Japan? What are the purposes? 

- How do you think about the idea that expatriates are ‘elite’? 

- Which lifestyle do you like in Japan or in Indonesia? Please explain the reason(s). 

- Where do you live? Why did you choose to live in your residential area over the other 

areas? 

 

2) Japanese expatriate communities 

- can you describe how the Japanese have settled here? Do they form a community? What 

is their experience of life here? 

- Do you interact with other Japanese expatriates who work for the organisation?  

- In which occasions do you meet them? How often? 

- Do you interact with other Japanese expatriate who work for other 

companies/institutions? 

- In which occasions do you meet them? How often? 

- Do you interact with the local Japanese who have residency in Indonesia? 

 

3) Other national communities 

- Do you interact with other national expatriates? What are they like, do they form 

communities? 

 

Leisure 

- How do you spend your spare times (e.g. after working hours, weekends)? With whom? 

- Are there any differences between how you spend your spare time in Japan and that in 

Indonesia? 

 

Family 

- Do you have your family? 

- Does your family accompany with you? 
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- How does your family find life in Indonesia? 

- How do they find life without you? 

- Are there any discussions for them to accompany with you? 

- Has your family returned to Japan? 

- How often does your family go back to Japan? 

- What are the reasons for your return to Japan? (e.g. holiday, child care, aged parents 

care, events) 

 

Language 

- How do you find the language issue? How do you manage communication 

- Did you learn Bahasa Indonesia before coming to Indonesia? Please explain the 

reason. 

- Are you taking course(s) of Bahasa Indonesia? 

- Do you have any difficulties for communicating with the Indonesian colleagues and the 

other Indonesians? If yes, is that language matter? Please explain some situations 

which you felt such difficulties. 

- How do you communicate with the Indonesians (e.g. national staff, driver, domestic 

servant(s), shopkeepers)? 

 

Other 

- How do you feel living in Indonesia? 

- How do you find Indonesia and the Indonesians? 

- Do you have anything else that you would like to say? 
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インタビュー事項インタビュー事項インタビュー事項インタビュー事項 

 

名前： 

年齢： 

勤務先： 

役職： 

任期： 

家族： 

勤務歴： 

 

 

インドネシアのイメージインドネシアのイメージインドネシアのイメージインドネシアのイメージ 

・インドネシアでの勤務、ご訪問の経験はありますか？ 

・訪イ前にインドネシアについてご存じだったことは何ですか？ 

・訪イ前に期待されていたことは何ですか？ 

・訪イ前にインドネシア人についてどう思っていらっしゃいましたか？ 

 

インドネシアでの最初のインドネシアでの最初のインドネシアでの最初のインドネシアでの最初の 1 ヶ月の経験ヶ月の経験ヶ月の経験ヶ月の経験 

・インドネシア（場所、人々）の最初の印象を聞かせて下さい。 

・訪イ後の最初の 1 ヶ月の様子を聞かせて下さい。 

・インドネシアの人々に出会った最初の経験を聞かせて下さい。（例：セキュリティーガー

ド、お手伝いさん、運転手、受付の人、店員） 

・インドネシアで最初に日本人にあったのはいつ、どこでですか？ 

・インドネシアの生活がある程度落着くまで何か困ったこと等ありましたか？困った時、

誰に、どう助けてもらいましたか？ 

・インドネシアで誰と最初に親しくなりましたか？ 

・その方々はどういう関係の方でしたか？（友人、親類家族 strong ties、その他 weak ties） 

 

仕事仕事仕事仕事 

１）全般１）全般１）全般１）全般 

・インドネシア勤務になったのは何故ですか? 

・インドネシア勤務前に何を期待していましたか？（例：経験、キャリア、給与、インド

ネシア文化） 

・インドネシア勤務を期待していましたか？ 

・日本人同僚との勤務はいかがですか？ 

・インドネシア人スタッフとの勤務はいかがですか？ 

・ここでの勤務経験は訪イ前に期待していたとおりですか？どうしてそう思うか聞かせて

下さい。 

・インドネシアでの勤務が日本や他地域と特に異なると思う点は何ですか？ 
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・インドネシア勤務は初めてですか？他国でのご経験があれば聞かせて下さい。以前のご

経験と比べて、現在の機関での勤務をどう思いますか？ 

・国籍について意識しますか？どういったときに特に意識しますか？ 

・現機関での勤務をご家族はどう思っていらっしゃいますか？ 

・現機関での勤務は貴方にとってどんな意味がありますか？ 

 

２）職場での最初の２）職場での最初の２）職場での最初の２）職場での最初の 1 ヶ月の経験ヶ月の経験ヶ月の経験ヶ月の経験 

・インドネシアでの最初の勤務経験を聞かせて下さい。 

・職場での最初の 1 ヶ月の経験を聞かせて下さい。 

・日本人同僚の最初の印象を聞かせて下さい。 

・インドネシア人スタッフの最初の印象を聞かせて下さい。 

・勤務当初、何か困ったことがありましたか？困ったとき、誰から、どう助けてもらいま

したか？ 

・職場で最初に親しくなったのは誰ですか？ 

・その方たちはどういう関係の方でしたか？（友人、親類家族 strong ties、その他 weak ties） 

 

３）ナショナル･スタッフとの関係３）ナショナル･スタッフとの関係３）ナショナル･スタッフとの関係３）ナショナル･スタッフとの関係 

・ナショナル･スタッフとの関係について聞かせて下さい（例：一緒に色んなことをやって

いますか？上手くやっていますか？）。 

・仕事やプライベートでナショナル･スタッフから助けてもらったことはありますか？どん

な風に助けてもらいましたか？（例：情報提供、アドバイス、同行） 

・ナショナル･スタッフからこれまで受けた支援で最も助かったことは何ですか？ 

・これまで仕事やプライベートでナショナル･スタッフを助けたことはありますか？どんな

風に助けましたか？ 

・貴方がナショナル･スタッフを支援した中で一番役立っていると思うことは何ですか？ 

・ナショナル･スタッフと一緒に働く上で特に努力したことがありますか？もしあればどん

な努力をしたか聞かせて下さい。 

・業務以外でこれまでナショナル･スタッフと外で会ったことがありますか？（例：ランチ、

夕食、お茶、買物）どういった機会でしたか？ 

 

４）一般のインドネシア人に対する印象（例：カウンターパート）４）一般のインドネシア人に対する印象（例：カウンターパート）４）一般のインドネシア人に対する印象（例：カウンターパート）４）一般のインドネシア人に対する印象（例：カウンターパート） 

・既にインドネシアに住まわれてある程度時間が経っていますが、貴方の一般のインドネ

シア人に対する考えは訪イ当初から変わりましたか？ 

・業務上お付合いのあるインドネシア人をどう思っていらっしゃいますか？ 

 

生活生活生活生活 

１）生活一般１）生活一般１）生活一般１）生活一般 

・インドネシアでの生活状況について聞かせて下さい。 

・インドネシア生活の好きなところ、嫌いなところは何ですか？ 
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・インドネシアで色んな方々（日本人、インドネシア人、その他）と交流する機会があり

ますか？ 

・インドネシアに住んで働き始めて、ライフスタイル（例：食生活、衣服、態度）に何か

変化はありますか？ 

・日本に帰国される頻度はどの程度ですか？目的は何ですか？ 

・海外駐在員は「エリート」と思われている面がありますが、どう思いますか？ 

・日本のライフスタイル、インドネシアのライフスタイル、どちらがお好きですか？理由

を聞かせて下さい。 

・どこにお住いですか？他にも選択肢がある中、どうしてその住居を選ばれましたか？ 

 

２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー 

・一般的に日本人がどういう風にインドネシアの生活に適応しているか聞かせて下さい。

日本人がインドネシア生活を通して経験していることは何だと思われますか？ 

・現機関で一緒に働いている日本人の方々と交流がありますか？ 

・どんな機会にお会いになしますか？頻度は？ 

・他の会社・組織で勤務されている日本人の方々と交流がありますか？ 

・どんな機会にお会いになりますか？頻度は？ 

・インドネシアに定住されている現地日本人の方々と交流がありますか？機会は？頻度

は？ 

 

３）日本人３）日本人３）日本人３）日本人以外の駐在員コミュニティー以外の駐在員コミュニティー以外の駐在員コミュニティー以外の駐在員コミュニティー 

・日本人以外の駐在員の方々と交流がありますか？どういった方々ですか？その方々はコ

ミュニティーを作っていらっしゃいますか？ 

 

レジャーレジャーレジャーレジャー 

・余暇（例：就業時間外、週末）をどういう風に過ごされていますか？どなたと？ 

・日本とインドネシアで余暇の過ごし方に何か違いはありますか？ 

 

ご家族ご家族ご家族ご家族 

・ご家族をお持ちですか？ 

・ご家族も一緒にいらしてますか？ 

・（単身赴任者）ご家族は貴方がいらっしゃらない生活をどう思っていらっしゃいますか？ 

・（同伴者）ご家族はインドネシア生活をどう思っていらっしゃいますか？ 

・一緒に赴任されるに当たって、ご家族で何か話し合われましたか？ 

・赴任されてからご家族の方々は日本にご帰国されましたか？ 

・ご家族の方々のご帰国の頻度はどの程度ですか？ 

・貴方やご家族の方々のご帰国の理由は何ですか？（例：休暇、子供の養育、両親の介護、

行事、その他） 
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言葉（インドネシア語）言葉（インドネシア語）言葉（インドネシア語）言葉（インドネシア語） 

・インドネシアに住んでいて、言葉の問題をどう思われますか？どうやってコミュニケー

ションをとっていらっしゃいますか？ 

・訪イ前にインドネシア語を習いましたか？理由を聞かせて下さい。 

・インドネシアでインドネシア語の勉強をなさっていますか？コース？独学？ 

・ナショナル・スタッフや他のインドネシアの人々とのコミュニケーション状況はどうで

すか？難しいですか？もし難しいと感じていらっしゃる場合、それは言葉の問題だと思

われますか？どういった場面でそう思われますか？ 

・どういう風にインドネシアの人々（例：ナショナル・スタッフ、ドライバー、メイド、

店員）とコミュニケーションをとっていらっしゃいますか？  

 

その他その他その他その他 

・インドネシア生活をどう感じていらっしゃいますか？ 

・インドネシアやインドネシアの人々をどう思われますか？ 

・その他、何かお話されたいことがありますか？ 
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Appendix 3: Formal Semi-Structured Interview Questionnaires to Indonesian Host 

National Employees (English version) 
 

Interview Questions 

 

Name: 

Age: 

Company: 

Position: 

Family: 

Working history: 

 

 

Images of Japan 

- what were your impressions of Japan before working here? 

- Have you worked in and/or visited Japan before? 

- What did you know about Japan before entering the organisation? 

- What did you expect before entering the organisation? 

 

Work 

1) Experiences of your first month of working in the organisation 

- What were your first experiences of working here? 

- Please describe your experiences of the first month of working in the office. 

- Please describe your first impressions on your Japanese colleagues (e.g. Japanese 

expatriates, local Japanese). 

- Please describe your first impressions on your Indonesian colleagues. 

- Did you have difficulties when you started working for the organisation? From whom did 

you have support when you have those difficulties? How did they support you? 

 

2) General 

- Do you like working here? What do you like. Dislike 

- Why did you choose to work for the Japanese organisation? 

- What did you expect (e.g. experiences, career, salary, knowing Japanese cultures) 

before entering the organisation? 

- Did you expect to work in a Japanese organisation/company? 

- How do you feel working with the Japanese colleagues? 

- How do you feel working with the Indonesian colleagues? 

- Are your working experiences as you expected before? Please explain why you think, or 

do not think, so. 



 

370 
 

- What do you think about significant differences of working in the organisation from those 

in domestic companies/organisation? 

- Are there any benefits/disadvantages for you to work for the Japanese organisation 

rather than working for local companies? 

- Is it your first time to work for a Japanese organisation and/or foreign-owned 

companies/organisations? If you have other experiences, please describe your previous 

experiences in other Japanese and/or other foreign-owned organisations/companies. 

How do you find working in the current organisation, comparing with your previous 

experiences? 

- Have you ever thought about changing your job? Please explain why you thought about 

it and why you decided to continue working the organisation? 

- Do you conscious about your nationality? If so, when do you feel it more? 

- Are there any differences/changes of working environments after the riot of May 1998? 

- How do your family think about your work at the Japanese organisation? 

- What does it mean for you to work in a Japanese organisation in your life? 

 

3) Relations with the Japanese colleagues 

- Please describe your relations with Japanese colleagues 

- Have you ever obtained supports from Japanese staff for your business/ private 

matters? How did they support them? 

- What were the most helpful supports from the Japanese staff which you have ever had? 

- Have you supported the Japanese staff for business/private matters? How did you 

support them? 

- What were the best supports you have been providing the Japanese staff? 

- Have you made special efforts to work with the Japanese staff? If so, please describe 

them. 

- Have you ever gone out with your Japanese colleagues except business? (e.g. lunch, 

dinner, tea, shopping) In which occasion(s)? 

 

4) Perspectives towards the Indonesians in general (e.g. Indonesian counterparts) 

- Please describe your relations with indonesian staff 

- How do you think of the Indonesians with whom you have been contacted for business 

matters? 

 

Life 

- What is life like for you outside work? Does you work impact on your life outside? 

- Do you have opportunities for socialising the Japanese (including non-Japanese 

colleagues)? 

- Are there any differences/changes in your lifestyle (e.g. food, cloth, attitudes) after 
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working for the Japanese organisation and the Japanese colleagues? 

- What kind of lifestyle do you desire? 

- Do you think that you are ‘elite’ in your society? 

- Where do you go to shopping usually? With whom? What are the purposes? 

- Where do you live? Why did you choose to live there? 

 

Leisure 

- How do you spend your spare times (e.g. after working hours, weekends)? With whom? 

 

Language 

- How do you cope with language issue 

- Have you leaned Japanese language? If yes, please explain the reason. 

- Do you have any difficulties for communicating with the Japanese colleagues? If yes, is 

that language matter? 

- How do you think the bahasa Indonesia of your Japanese colleagues? 

 

Other 

- How do you find the Japanese and Japan? 

- Do you have anything else that you would like to say? 
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Appendix 4: Formal Semi-Structured Interview Questionnaires to Japanese 

Expatriate Wives (English and Japanese versions) 
 

Interview Questions 

 

Name: 

Age: 

Overseas experiences: 

 

 

Images of Indonesia 

- Have you visited to Indonesia? 

- Have you expected to come to Indonesia? 

- What did you know about Indonesia before coming to Indonesia? 

- What did you expect before coming to Indonesia? 

- What were your views about the Indonesian people?  

 

Experiences of your first month in Jakarta 

- Describe your first impressions of Indonesia, the place, its people 

- Please describe your fist month after arriving in Indonesia. 

- Please describe your first experiences of encountering Indonesians (e.g. security guard, 

maid, driver, receptionist, shopkeeper)? 

- When and how did you meet Japanese people? 

- Did you have difficulties when you settled down? From whom did you have support 

when you have those difficulties? How did they support you and/or your family? 

- Who were the first people you developed relationships with?  

- What type of relationships were they? Friendships, strong ties, weak ties etc? 

 

Life 

4) General 

- Please describe your life here in Indonesia 

- What do you like/not like about it 

- Do you have many opportunities for socialising many people (Japanese, Indonesian 

and/or others) in Indonesia? 

- Are there any differences/changes in your lifestyle (e.g. food, cloth, attitudes) after 

living/working in Indonesia? 

- How often do you go back to Japan? What are the purposes? 

- How do you think about the idea that expatriates are ‘elite’? 

- Which lifestyle do you like in Japan or in Indonesia? Please explain the reason(s). 
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- Where do you live? Why did you choose to live in your residential area over the other 

areas? 

 

5) Japanese expatriate communities 

- can you describe how the Japanese have settled here? Do they form a community? What 

is their experience of life here? 

- Do you interact with other Japanese expatriates who work for the organisation?  

- In which occasions do you meet them? How often? 

- Do you interact with other Japanese expatriate who work for other 

companies/institutions? 

- In which occasions do you meet them? How often? 

- Do you interact with the local Japanese who have residency in Indonesia? 

 

6) Other national communities 

- Do you interact with other national expatriates? What are they like, do they form 

communities? 

 

Leisure 

- How do you spend your spare times (e.g. after working hours, weekends)? With whom? 

- Are there any differences between how you spend your spare time in Japan and that in 

Indonesia? 

 

Language 

- How do you find the language issue? How do you manage communication 

- Did you learn Bahasa Indonesia before coming to Indonesia? Please explain the 

reason. 

- Are you taking course(s) of Bahasa Indonesia? 

- Do you have any difficulties for communicating with the Indonesian colleagues and the 

other Indonesians? If yes, is that language matter? Please explain some situations 

which you felt such difficulties. 

- How do you communicate with the Indonesians (e.g. national staff, driver, domestic 

servant(s), shopkeepers)? 

 

Other 

- How do you feel living in Indonesia? 

- How do you find Indonesia and the Indonesians? 

- Did you work before coming to Indonesia? If so, please explain the reasonswhy you 

resigned from your job. 

- Do you have anything else that you would like to say? 
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インタビュー事項インタビュー事項インタビュー事項インタビュー事項 

 

名前： 

年齢： 

海外滞在歴： 

 

インドネシアのイメージインドネシアのイメージインドネシアのイメージインドネシアのイメージ 

・インドネシアを訪問されたことはありますか？ 

・インドネシアに来ることを期待していましたか？ 

・訪イ前にインドネシアについてご存じだったことは何ですか？ 

・訪イ前に期待されていたことは何ですか？ 

・訪イ前にインドネシア人についてどう思っていらっしゃいましたか？ 

 

インドネシアでの最初のインドネシアでの最初のインドネシアでの最初のインドネシアでの最初の 1 ヶ月の経験ヶ月の経験ヶ月の経験ヶ月の経験 

・インドネシア（場所、人々）の最初の印象を聞かせて下さい。 

・訪イ後の最初の 1 ヶ月の様子を聞かせて下さい。 

・インドネシアの人々に出会った最初の経験を聞かせて下さい。（例：セキュリティーガー

ド、お手伝いさん、運転手、受付の人、店員） 

・インドネシアで最初に日本人にあったのはいつ、どこでですか？ 

・インドネシアの生活がある程度落着くまで何か困ったこと等ありましたか？困った時、

誰に、どう助けてもらいましたか？ 

・インドネシアで誰と最初に親しくなりましたか？ 

・その方々はどういう関係の方でしたか？（友人、親類家族 strong ties、その他 weak ties） 

 

生活生活生活生活 

１）生活一般１）生活一般１）生活一般１）生活一般 

・インドネシアでの生活状況について聞かせて下さい。 

・インドネシア生活の好きなところ、嫌いなところは何ですか？ 

・インドネシアで色んな方々（日本人、インドネシア人、その他）と交流する機会があり

ますか？ 

・インドネシアに住んで働き始めて、ライフスタイル（例：食生活、衣服、態度）に何か

変化はありますか？ 

・日本に帰国される頻度はどの程度ですか？目的は何ですか？ 

・海外駐在員は「エリート」と思われている面がありますが、どう思いますか？ 

・日本のライフスタイル、インドネシアのライフスタイル、どちらがお好きですか？理由

を聞かせて下さい。 

・どこにお住いですか？他にも選択肢がある中、どうしてその住居を選ばれましたか？ 
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２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー２）日本人海外駐在員コミュニティー 

・一般的に日本人がどういう風にインドネシアの生活に適応しているか聞かせて下さい。

日本人がインドネシア生活を通して経験していることは何だと思われますか？ 

・ご家族が勤務されている機関で一緒に働いている日本人の方々、或いはご家族と交流が

ありますか？ 

・どんな機会にお会いになりますか？頻度は？ 

・他の会社・組織で勤務されている日本人の方々と交流がありますか？ 

・どんな機会にお会いになりますか？頻度は？ 

・インドネシアに定住されている現地日本人の方々と交流がありますか？機会は？頻度

は？ 

 

３）日本人以外の駐在員コミュニティー３）日本人以外の駐在員コミュニティー３）日本人以外の駐在員コミュニティー３）日本人以外の駐在員コミュニティー 

・日本人以外の駐在員の方々と交流がありますか？どういった方々ですか？その方々はコ

ミュニティーを作っていらっしゃいますか？ 

 

レジャーレジャーレジャーレジャー 

・余暇（例：就業時間外、週末）をどういう風に過ごされていますか？どなたと？ 

・日本とインドネシアで余暇の過ごし方に何か違いはありますか？ 

 

言葉（インドネシア語）言葉（インドネシア語）言葉（インドネシア語）言葉（インドネシア語） 

・インドネシアに住んでいて、言葉の問題をどう思われますか？どうやってコミュニケー

ションをとっていらっしゃいますか？ 

・訪イ前にインドネシア語を習いましたか？理由を聞かせて下さい。 

・インドネシアでインドネシア語の勉強をなさっていますか？コース？独学？ 

・インドネシアの人々とのコミュニケーションはどうですか？難しいですか？もし難しい

と感じていらっしゃる場合、それは言葉の問題だと思われますか？どういった場面でそ

う思われますか？ 

・どういう風にインドネシアの人々（例：ナショナル・スタッフ、ドライバー、メイド、

店員）とコミュニケーションをとっていらっしゃいますか？  

 

その他その他その他その他 

・インドネシア生活をどう感じていらっしゃいますか？ 

・インドネシアやインドネシアの人々をどう思われますか？ 

・訪イ前に日本で働いていらっしゃいましたか？もしそうなら、仕事を辞められた理由を

教えて下さい。 

・その他、何かお話されたいことがありますか？ 
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Appendix 5: Short Questionnaire of the Survey (English and Japanese versions) 
 

EMAIL SURVEY 

 

Project Title: Encountering New Colleagues: The Life and Work of Japanese 

Expatriates in Indonesia and Their Relations with the Host Society 

 

This email survey is designed to find out a few things about your experiences while you 

were on assignment in Indonesia and after you left there. If you agree to participate in the 

research after you read the attached Information Sheet, please answer the questions and 

return this sheet to me (ykmshimoda@hotmail.com). There are no right or wrong answers 

(Please fill in the relevant box or check a box). 

 

1. Are you male or female? 

□ Male 

□ Female 

 

2. Date of birth (mm/yyyy) 

__________/__________ 

 

3. Country in which you live now 

______________________________ 

 

4. Period(s) and place(s) of your stay in Indonesia for your job assignment(s) which 

was (were) more than one (1) year as an expatriate. 

Period  Place marital Accompanying Family 

member(s) 

from To  status In Indonesia (if any) 

[e.g.] July 2002 July 2004 Jakarta Married/Single Spouse, 1 child 

   Married/Single  

   Married/Single  

   Married/Single  

 

 While on Assignment  

5. Can you describe your experiences of working with Indonesian staff? 

 

 

 

 



 

378 
 

6. How did you feel about working with the national staff during your assignment? If you 

have special memories, please describe them also. 

 

 

 

 

7. Outside of formal work relationships, did you have any contact with Indonesians while 

on assignment in Indonesia? 

□ Yes 

□ No 

 

If your answer is ‘Yes’, please answer the following questions: 

a. Whom did you have contact with? (multiple answers allowed) 

□ National staff (including ex-national staff) 

□ Friends 

□ Acquaintances 

□ Domestic staff (□ Maid  □ Driver  □ Nanny) 

□ Others 

 

 

 

b. Where did you meet them (except domestic staff)? (multiple answers allowed) 

□ Shopping malls 

□ Restaurants and cafes 

□ Club or association 

□ Leisure places 

□ Tourist sites 

□ Other (please give details below) 

 

 

 

c. What was the main purpose of your contact (except domestic staff) (multiple 

answers allowed) 

□ Personal friendship 

□ Hobby 

□ Club or association 

□ Other (please give details below) 
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d. How often did you meet them (except domestic staff)? 

___ times/year, ___ times/month, or ___ times/week 

 

8. During your assignment, did you and/or your family (if any) go back to Japan (except 

business trips)? 

□ Yes 

□ No 

 

If your answer is ‘Yes’, please answer the following questions: 

a. What was the main purpose of your temporary return? And how often? 

(multiple answers allowed) 

□ Holiday ( ___ times/year) 

□ Family gathering ( ___ times/year) 

□ Family issues ( ___ times/year) 

□ Other (please give details below) 

 

 

 

 After You Left  

9. After you left Indonesia, did you have any contact with the Indonesians whom you 

met during your assignment in Indonesia? 

□ Yes 

□ No 

 

If your answer is ‘Yes’, please answer the following questions: 

a. Whom have you had contact with? (multiple answers allowed) 

□ National staff (including ex-national staff) 

□ Friends 

□ Acquaintances 

□ Domestic staff 

□ Others (please give details below) 

 

 

 

b. What is the general purpose of your contact with them? (multiple answers 

allowed) 

□ Business 

□ Seasonal greetings 
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□ Personal 

 

c. How do you contact them? And how often? (multiple answers allowed) 

□ E-mail ( ___ times/year, ___ times/month, or ___ times/week) 

□ Telephone ( ___ times/year, or ___ times/month, or ___ times/week) 

□ On your visits to Indonesia for business trips and/or holidays 

□ On their visits to the places where you live for their business trips and/or holidays 

□ Other (please give details below) 

 

 

 

d. Have you engaged in work related to Indonesia after you had left there? 

□ Yes 

□ No 

 

10. After you left Indonesia, did you have opportunities to meet with Indonesians, 

except those whom you had met in Indonesia during your assignment, and 

experience Indonesian culture? 

□ Yes 

□ No 

 

If your answer is ‘Yes’, please answer the following questions: 

a. In which places/occasions did you meet them? 

 

 

 

 

b. How often did you have such opportunities? 

□ Yearly ( ___ times/year) 

□ Monthly ( ___ times/month) 

□ Weekly ( ___ times/week) 

□ Daily 

 

11. Are there any differences/changes in your lifestyle (e.g. diet, dress, hobbies, 

language) and/or work style after living in Indonesia? 

□ Yes 

□ No 
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If your answer is ‘Yes’, please describe the differences/changes which you feel: 

 

 

 

 

12. In terms of your relationship with the host society, were your experiences what 

you had expected before going to Indonesia? 

□ Yes 

□ No 

No matter your answer is ‘Yes’ or ‘No’, please describe both what you expected and what 

you could/could not experience: 

 

 

 

 

13. Please write free to write anything related to your relations with Indonesia which 

you would like to mention 

 

 

 

 

Thank you so much for your patient, kind cooperation for my research! 
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帰国駐在員の帰国駐在員の帰国駐在員の帰国駐在員の方方方方へのアンケートへのアンケートへのアンケートへのアンケート 

 

プロジェクトプロジェクトプロジェクトプロジェクト名：名：名：名： 

新しい同僚との出会い：インドネシアにおける日本人海外駐在員の生活・勤務体験と受入新しい同僚との出会い：インドネシアにおける日本人海外駐在員の生活・勤務体験と受入新しい同僚との出会い：インドネシアにおける日本人海外駐在員の生活・勤務体験と受入新しい同僚との出会い：インドネシアにおける日本人海外駐在員の生活・勤務体験と受入

国社会との関係国社会との関係国社会との関係国社会との関係（（（（Project Title: Encountering New Colleagues: The Life and Work of 

Japanese Expatriates in Indonesia and Their Relations with the Host Society）））） 

 

本アンケートは皆様のインドネシアでの駐在期間、及びご帰国後の経験について調査する

ことを目的としています。添付のインフォメーション･シートをお読みいただいた上で、本

調 査 に ご 協 力 い た だ け る 方 は 本 ア ン ケ ー ト に ご 回 答 い た だ き 、 私  下 田

（ykmshimoda@hotmail.com）までご返送いただけると幸甚です。正誤を問う質問ではあ

りません（該当する項目にご記載、或いはチェックを入れてください）。 

 

1. 性別性別性別性別 

□ 男性 

□ 女性 

 

2. 生年月日（年／月）生年月日（年／月）生年月日（年／月）生年月日（年／月） 

__________年__________月 

 

3. 現在お住まいの国現在お住まいの国現在お住まいの国現在お住まいの国 

______________________________ 

 

4. 任期が任期が任期が任期が 1 年以上あったインドネシアでの滞在期間、及び勤務地年以上あったインドネシアでの滞在期間、及び勤務地年以上あったインドネシアでの滞在期間、及び勤務地年以上あったインドネシアでの滞在期間、及び勤務地 

期間  勤務地 既婚／未婚 インドネシアへの 

任期開始 任期終了   随伴家族 

[例] 2002年7月 2004 年 7 月 ジャカルタ 既婚／未婚 妻、子供 1 人 

   既婚／未婚  

   既婚／未婚  

   既婚／未婚  

 

    海外駐在員としての任期中のご経験海外駐在員としての任期中のご経験海外駐在員としての任期中のご経験海外駐在員としての任期中のご経験     

5. インドネシアでの任期中、ナショナル・スタッフと一緒に働いてどのようなご経験をなさインドネシアでの任期中、ナショナル・スタッフと一緒に働いてどのようなご経験をなさインドネシアでの任期中、ナショナル・スタッフと一緒に働いてどのようなご経験をなさインドネシアでの任期中、ナショナル・スタッフと一緒に働いてどのようなご経験をなさ

いましたか？いましたか？いましたか？いましたか？ 
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6. インドネシアでの任期中、ナショナル・スタッフと一緒に働いインドネシアでの任期中、ナショナル・スタッフと一緒に働いインドネシアでの任期中、ナショナル・スタッフと一緒に働いインドネシアでの任期中、ナショナル・スタッフと一緒に働いてどうお感じになりましたてどうお感じになりましたてどうお感じになりましたてどうお感じになりました

か？記憶に残っている特別な出来事や思い出がありましたら合わせてご記載下さい。か？記憶に残っている特別な出来事や思い出がありましたら合わせてご記載下さい。か？記憶に残っている特別な出来事や思い出がありましたら合わせてご記載下さい。か？記憶に残っている特別な出来事や思い出がありましたら合わせてご記載下さい。 

 

 

 

 

 

7. インドネシアでの任期中、職場以外でインドネシアの人々と接点はありましたか？インドネシアでの任期中、職場以外でインドネシアの人々と接点はありましたか？インドネシアでの任期中、職場以外でインドネシアの人々と接点はありましたか？インドネシアでの任期中、職場以外でインドネシアの人々と接点はありましたか？ 

□ はい 

□ いいえ 

 

ご回答が「はい」であった場合、次の質問にお答え下さい。 

e. どなたと接点がありましたか？（複数回答可）どなたと接点がありましたか？（複数回答可）どなたと接点がありましたか？（複数回答可）どなたと接点がありましたか？（複数回答可） 

□ ナショナル･スタッフ（元ナショナル･スタッフ含） 

□ 友人 

□ 知人 

□ 使用人（□ メイド  □ 運転手  □ 乳母） 

□ その他 

 

 

 

f. どこで会いましたか（使用人の方を除く）？（複数回答可）どこで会いましたか（使用人の方を除く）？（複数回答可）どこで会いましたか（使用人の方を除く）？（複数回答可）どこで会いましたか（使用人の方を除く）？（複数回答可） 

□ ショッピング･モール 

□ レストランやカフェ 

□ クラブや同好会 

□ レジャー施設 

□ 観光地 

□ その他（具体的にご記載下さい） 

 

 

 

g. 主な目的は何でしたか（使用人の方を除く）？（複数回答可）主な目的は何でしたか（使用人の方を除く）？（複数回答可）主な目的は何でしたか（使用人の方を除く）？（複数回答可）主な目的は何でしたか（使用人の方を除く）？（複数回答可） 

□ 親睦 

□ 趣味 

□ クラブや同好会 

□ その他（具体的にご記載下さい） 
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h. 頻度はどの程度でしたか（使用人の方を除く）？頻度はどの程度でしたか（使用人の方を除く）？頻度はどの程度でしたか（使用人の方を除く）？頻度はどの程度でしたか（使用人の方を除く）？ 

_____回／年、_____回／月、_____回／週 

 

8. 任期中、貴方、或いはご家族（家族を随伴された方）の方々は日本に帰国されましたか（日任期中、貴方、或いはご家族（家族を随伴された方）の方々は日本に帰国されましたか（日任期中、貴方、或いはご家族（家族を随伴された方）の方々は日本に帰国されましたか（日任期中、貴方、或いはご家族（家族を随伴された方）の方々は日本に帰国されましたか（日

本への業務出張を除く）？本への業務出張を除く）？本への業務出張を除く）？本への業務出張を除く）？ 

□ はい 

□ いいえ 

 

ご回答が「はい」であった場合、次の質問にお答え下さい。 

b. 一時帰国一時帰国一時帰国一時帰国の主な目的は何でしたか？また、頻度は？（複数回答可）の主な目的は何でしたか？また、頻度は？（複数回答可）の主な目的は何でしたか？また、頻度は？（複数回答可）の主な目的は何でしたか？また、頻度は？（複数回答可） 

□ 休暇 （______回／年） 

□ 家族行事 （______回／年） 

□ 家族問題 （______回／年） 

□ その他（具体的にご記載下さい） 

 

 

 

    帰国後のご経験帰国後のご経験帰国後のご経験帰国後のご経験     

9. インドネシアからご帰国後、任期中に知り合われたインドネシアの方々とコンタクトをインドネシアからご帰国後、任期中に知り合われたインドネシアの方々とコンタクトをインドネシアからご帰国後、任期中に知り合われたインドネシアの方々とコンタクトをインドネシアからご帰国後、任期中に知り合われたインドネシアの方々とコンタクトを

取りましたか？取りましたか？取りましたか？取りましたか？ 

□ はい 

□ いいえ 

 

ご回答が「はい」であった場合、次の質問にお答え下さい。 

e. どなたとコンタクトを取りましたか？（複数回答可）どなたとコンタクトを取りましたか？（複数回答可）どなたとコンタクトを取りましたか？（複数回答可）どなたとコンタクトを取りましたか？（複数回答可） 

□ ナショナル･スタッフ（元ナショナル･スタッフ含） 

□ 友人 

□ 知人 

□ 使用人 

□ その他（具体的にご記載下さい） 

 

 

 

f. コンタクトを取った主な理由は何ですか？（複数回答可）コンタクトを取った主な理由は何ですか？（複数回答可）コンタクトを取った主な理由は何ですか？（複数回答可）コンタクトを取った主な理由は何ですか？（複数回答可） 

□ 業務 

□ 時候の挨拶 

□ 個人的理由 

 

g. どのような方法でコンタクトを取りましたか？頻度は？（複数回答可）どのような方法でコンタクトを取りましたか？頻度は？（複数回答可）どのような方法でコンタクトを取りましたか？頻度は？（複数回答可）どのような方法でコンタクトを取りましたか？頻度は？（複数回答可） 
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□ 電子メール（______回／年、______回／月、______回／週） 

□ 電話（______回／年、______回／月、______回／週） 

□ 出張、或いは休暇でインドネシアを訪問された際。 

□ 出張、或いは休暇でインドネシアの方々が貴方の居住地を訪問された際。 

□ その他（具体的にご記載下さい） 

 

 

 

h. 任期終了後、インドネシアと関係のある仕事に従事されましたか？ 

□ はい 

□ いいえ 

 

10. インドネシアから帰国後、インドネシアの人々（任期中に知り合われた方々以外）と会インドネシアから帰国後、インドネシアの人々（任期中に知り合われた方々以外）と会インドネシアから帰国後、インドネシアの人々（任期中に知り合われた方々以外）と会インドネシアから帰国後、インドネシアの人々（任期中に知り合われた方々以外）と会

ったり、インドネシアの文化と触れ合う機会はありましたか？ったり、インドネシアの文化と触れ合う機会はありましたか？ったり、インドネシアの文化と触れ合う機会はありましたか？ったり、インドネシアの文化と触れ合う機会はありましたか？ 

□ はい 

□ いいえ 

 

ご回答が「はい」であった場合、次の質問にお答え下さい。 

c. どのような場所・機会にインドネシアの人々と会ったり、文化に触れましたか？どのような場所・機会にインドネシアの人々と会ったり、文化に触れましたか？どのような場所・機会にインドネシアの人々と会ったり、文化に触れましたか？どのような場所・機会にインドネシアの人々と会ったり、文化に触れましたか？ 

 

 

 

 

d. インドネシアの人々と会ったり、文化に触れる機会はどの程度ありましたか？インドネシアの人々と会ったり、文化に触れる機会はどの程度ありましたか？インドネシアの人々と会ったり、文化に触れる機会はどの程度ありましたか？インドネシアの人々と会ったり、文化に触れる機会はどの程度ありましたか？ 

□ 毎年 （______回／年) 

□ 毎月 （______回／月） 

□ 毎週 （______回／週） 

□ 毎日 

 

11. インドネインドネインドネインドネシアに住んだ後、ライフスタイル（例：食生活、衣服、趣味、言葉）、或いはシアに住んだ後、ライフスタイル（例：食生活、衣服、趣味、言葉）、或いはシアに住んだ後、ライフスタイル（例：食生活、衣服、趣味、言葉）、或いはシアに住んだ後、ライフスタイル（例：食生活、衣服、趣味、言葉）、或いは

業務スタイルに何か変化はありましたか？業務スタイルに何か変化はありましたか？業務スタイルに何か変化はありましたか？業務スタイルに何か変化はありましたか？ 

□ はい 

□ いいえ 

 

ご回答が「はい」であった場合、貴方が感じている変化について具体的にご記載下さい。 
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12. インドネシア社会及び人々との関係という意味において、貴方のご経験はイインドネシア社会及び人々との関係という意味において、貴方のご経験はイインドネシア社会及び人々との関係という意味において、貴方のご経験はイインドネシア社会及び人々との関係という意味において、貴方のご経験はイ

ンドネシア赴任前に期待していたようなものでしたか？ンドネシア赴任前に期待していたようなものでしたか？ンドネシア赴任前に期待していたようなものでしたか？ンドネシア赴任前に期待していたようなものでしたか？ 

□ はい 

□ いいえ 

 

ご回答が「はい」でも「いいえ」でも、貴方が期待されていたこと、及び経験できたこと

／できなかったことについて具体的にご記載下さい。 

 

 

 

 

13. インドネシア社会及インドネシア社会及インドネシア社会及インドネシア社会及び人々との関係に関して感じたこと、思われたことを自由にご記載び人々との関係に関して感じたこと、思われたことを自由にご記載び人々との関係に関して感じたこと、思われたことを自由にご記載び人々との関係に関して感じたこと、思われたことを自由にご記載

下さい。下さい。下さい。下さい。 

 

 

 

 

貴重なお時間を割いて私の調査にご協力いただき本当にありがとうございました！ 
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Appendix 6: The Complete Summary of the Survey (except descriptions) 
 

Total number of sending the questionnaire: 33 

Responses: 25 

Questions Responses 
     

1. Gender Female: 2 Male: 23 
    

2. Age (average) 44 
     

3. Current station Japan: 22 Overseas: 3 
    

4. Previous assignments 
      

Assignment period (average) 3 years 
     

Marital status (in latest 
assignment) 

Single: 5 Married: 20 
    

Family accompanied (latest 
assignment) 

Yes: 15 
     

Assignments in Indonesia 1st: 21 2nd: 3 3rd: 1 
   

Total number of those who 
have previous overseas 
experiences 

(18) 
     

During Assignments 
      

6. Feeling of working with host 
national staff members 

(Description) 
     

7. Contacts with the host 
nationals outside the office 

Yes: 25 No: 0 
    

7.a. Whom* 
Host national staff 
& ex-host national 
staff: 12 

Friends: 7 Acquaintances: 11 
Domestic 
servants: 18 

Others: 8 
 

7.b. Where* Mall: 5 
Restaurant & 
Café: 9 

Club/Association: 4 Leisure places: 6 
Tourist 
sites: 4 

Other: 
17 

7.c. Purpose* 
Personal 
friendship: 15 

Hobby: 6 Club/Association: 3 Other: 10 
  

7.d. Frequency 2-10/year: 9 1-5/month: 5 1-3/week: 9 
   

8. Return to Japan during 
assignments 

Yes: 24 No: N.A. 
    

8.a. Purpose 
Holiday: 23 
(1-2/year) 

Family 
gathering: 2 
(0.5-1/year) 

Family issues: 1 
(1/year) 

Other: 6 
  

After Assignments       
9. Contacts with Indonesians 
they had known 

Yes: 23 No: 2 
    

9.a. Whom* 
Host national staff 
& ex-host national 
staff: 22 

Friends: 8 Acquaintances: 6 Domestic staff: 4 Others: 4 
 

9.b. Purposes* Business: 14 
Seasonal 
greetings: 14 

Personal: 11 
   

9.c. How* 
E-mail: 21 
(3/week - 1/year) 

Telephone: 6 
(3/month - 
2/year) 

Business/holiday 
visit to Indonesia: 
13 

Business/holiday 
visits to Japan: 8 

Other: 6 
 

9.d. Engagements in work 
related to Indonesia 

Yes: 19 No: 6 
    

10. New Indonesian 
acquaintances and experiences 
of Indonesian culture 

Yes: 19 No: 6 
    

10.a. Where (description) 
     

10.b. Frequency 
Yearly: 13 
(1-10/year) 

Monthly: 3 
(1/month) 

Weekly: 2 
(1-5/week) 

Daily: 1 
(everyday)   

11. Changes of lifestyle Yes: 17 No: 8 
    

12. Experienced what you had 
expected 

Yes: 11 Yes & No: 3 
    

13. Free writing (description) 
     

Note: *: Multiple answers allowed 

 

 


