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: Based on work/family border theory, the aim of this study

1s to explore the relationship among work/family salience,
work/family conflict and job and family satisfaction in
terms of specific family context about married couples
living apart. Meanwhile, in the line of actor-partner
interdependence model (APIM) and bringing the interactive
view of gender and couples might better testify the gender
differences and the mutual conjugal interaction in the
work-family conflict process. To sum, this project aims to
remedy the overlooking of family-related and couples 1ssue
in the existent literature, and to better understand the
dynamic circle and interaction between couples, as well as
to contribute research and practice filed. Samples with
deferent background was recruited to increase sample
diversity and generalization of research results. The
research collected 278 valid responses from the couples
living apart through personal contacts and the valid
response rate is 80.34%. The results showed the work
salience and work-to-family conflicts of leaving spouses
are higher than left spouses; the more family salience
which leaving spouses value, the less family-to-work
conflicts they possess and in turn feel higher family
satisfaction; the more family salience which leaving
spouses value, the less family-to-work conflicts which left
spouses possess and in turn left spouses feel higher both
work and family satisfaction; finally, the more family
salience which leaving spouses value, the more work-to-



family conflicts leaving spouses possess and in turn feel
lower job satisfaction.

# 2 B 43 ¢ work/family border theory, work/family salience,
work/family conflict, job and family satisfaction, married

couples living apart
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BAFZRE(QQ)HE ¥ B (partner-onlymodel) : B A s FFA R EX T EFEFRE 2§ EF A
BAFZERScE QHBEN I BADRERIERFLp e BLEFFEE S (DA€ v 1yt

(social comparison pattern) * £ $f &% #-30 4p 02 > {2 780 F 2k S @ RSk S fow o dgd APIM

NPT o1

<

- BEBTRRAFEER R A

AP AR RBEFRFELFF AT URAREHITR c g A I AT THAES 0 S F
Fo PR EE FERS O F)t ik dx Williams &2 O’BoyleJr. (2008 ) sruz k45 * ¢ & (parcelling) = ;2 > %gﬁ
MBI R B P D R 31 FRIRIE B - Williams &2 O’Boyle Jr. (2008) i H - %
Bl Aok i@E 5 ~de o4el (Tdd ERPT L Z1FEI FERLELITES KGFERE S FLebd £ 8
fo ¥ GABAE S BER MR E I KGER CRFE S RER CB(E T RFRECERE T RER
ERAEGKFERLEA G o BIT LG o T AP RAEIP At T30 [ PR E R B ap R
R1fedd g 1 imhd R~ MAEd B8 IGER ~ WWFIE ¢ § B8 BIGER - £ 74
§OHEREAGER BTG R BALR A R T AR N2 e R iR 1 x2=310.28 > df
=155 p=.00 > ¥2/df=2.00 » GFI=.90 > CFI=.96 » RMSEA=.06 > ¥ #} » #2377 {5\ - £ % £ 11 37.04
17T oE A E RE LB T Ff TR F A350207 B2 i s hg ¥k 1 & Bagozziand
Yi(1988) ez k4B o 30 e B 7 AL 24 o

Jeapre R 2 g 0 A F G Y LRIEApIRLREFR L R EES0 0 BRALR R

t% ¥z 2 & 5 R (Composite Reliability, CR) 4 3t 1.04 ] 1.83 (% 3+.70); L 35% 8 % P~(AVE)/

.56 $].87 B (* **.5) » #*+ £ Hair, Anderson, Tatham, and Black (1998):&:% » % 7= #F7 3 TRl L & &
Jeacrck o ¥d 227 dv TIORR X P (AVE) 2 T REF <32 6 7 kg T dup b Gl (Hair

etal, 1998) » B m A £ § % W2k o



Ll %R rE (5% > & o kB Podsakoffetal. (2003) 2 23k » # * E A B B2 2R
oo Bl EE - e 50 (Bl - BATTVER AR BT R AT DAL SE A AR ) = S
5 (BE1 P s ERP L -G B E WFCEFWC 2 - 5 ~$ 21 FEREEELA G
“HE ) R (RELIFE T ERMS - o B E WFCE FWC 5 - o - A%
EoHe ) T WG HGY (B PR RAE S EREE - e o HARIT L - e )F AT K
EAYT o 5% H - 6 #5812 =2211.03 > df =170 » GFI=.52 » CFI1= 41 » RMSEA=21) ~ = #d #
2 ((2=1032.71 > df=167 » GFI=71 » CFI=.75 » RMSEA=.14) ~ = # & #3* (x2=776.51 > df=164
GFI=.76 > CFI=.82 > RMSEA=.12)~ T # H5% (32=434.78 > df=160 > GFI=.86 > CFI=.92 » RMSEA
=.8) % FTRLRE A RATIFXENDERA L 7oA BN L RS R T g

AR E S - BEAHAS 0 &L F KRG AL RE -

=y BAFFRAEILFH2ZAPY

Hp 4 17w §HEw ﬁﬁ_zﬁ,l £~ 1 18+ 4 RIetbr R B ;Eﬁg,ﬁr“s ) ,ﬁ‘_{_zﬁl Tox €

ARSe REeTF IR FeniFER Mo

FThBFRE M ERETAF  AERTE HRESLAAR SREHKLgF > LR T 4
%

A LR g THeT L TR

T8 e #h 2, %ﬁfjf?.&@% J ,ﬁ LA 17 et B
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Z 1 B AF B RFRE L FA24p M (N=278)

RALHE PEwe # i v Ef RiEfe® BREFT BiEd L BE L THELAR LSRG TLa FIEC T

LA IF 6% 23 .02 2k .09 5% .01 .14%* -.01 12 -.02 A3%*
AL R B .01 Jd6%* .08 .10 14%* 5% A Sl 12 .02 .02 .04 -.04
WEC 18%* -.09 .03 .09 .07 -.09 .02 -.10 -.02 -.03 .08 26%%*
FWC -.03 - 19%* -.07 - 18%* -.06 - 19H** -.06 -2] -.04 -.01 -.08 .02
1 1F4% R -.06 A7 -.00 .05 A1 14%* 14%* A7* .09 -.06 -.01 -.02

. Reid 3 .09 2% .08 .02 13%* .04 .06 .04 -.06 -.04 -.09 .03
m /% &
T%}ﬁ‘.%—%f JJ2HE .06 J6%* ALk 5% -.01 .00 .00 - 16%* -.05 .01 1

*p=<.05 0 ¥*p=< 01 > **kp< 001
apw 0=% 5 1=9 ;

PR D 0=2A ¥ o 1=K 0 2=¢ FF o 3=F 1F
CRA AL O0=& 0 |=FIT 0 2=k A
R AR TIEA B (E)

eRa 2L 505 ((7);



M & ﬁ AL E s FEAF R RN PRI EHED L RRE e 5 T

Mo KT AR E . )ﬁ‘«

‘“%

FAR O BERAR AN K BRE S FEART T 1 IFFIE R

);}_z'v'ﬂ’@??é}é,ﬁr? o
=~ PRI
(-) =z2H=*
d & 274, mFRAE TERLIF ) B ERL (r=29p<.001)F 4ph 5 ¥ - nFgRE T £
AL FIE R FWC (r=-22,p<.001) % f AP B ~ 7Ie=B L (r=.43,p<.001) 5 T 4pRf - 7 7 2 ﬁét’ ]
¢ A %]+ TWFC ) &2 FWC(r=.42,p<.001)% 2 4pkf ~ 1 iE;% 1. (r=-28,p<.001)3 f 4p ki ; FWC &2

1B ARC=-16,p<.009)% f 1AM « FHEE A (C=-20,p<.001)% £ APB o A B % EE (1 iEEA

B~ ISR ) 2 BRIESE 21 (p<.001)in8 % & 4p B o

72 B A KR R LA & FIE 2 40 B (N=278)

®7% L Mean SD TR T EMRFIF  WFC FWC 1 /8% i FJed i
LA 0¥ 3.33 54 0.75
AR e 4.19 55 .08 0.74
WEC 4.16 1.46 -.00 .00 0.87
FWC 3.05 1.12 -.06 =22k A2 HHH 0.75
1 EsE 4.57 1.06 29k .06 - 28k - 16%* 0.75
FdiEih 4.97 .99 .04 A3k -.01 - 20%** 21w 0.93

*=.05 ¥p=<.01 > ***p=<.001

(=) #rEEga

LI RAREFLRA LN AP E T RRFET I FAEAM o T 3

=%

bz h ST EEApM Gl T2 b ) R TE R A A Tl AT T F R AL

l:

af

Fgof v en T EART (5 21 P8R (r=27,p<.001)% B ¥ 3 4p b ; b 5 5 FI5 0 T 4L Rl

8 FWC(r=-.18,p<.03) A ¥ § 1A B » 22 7heid &.(r=34,p<.001):iE L 4p b - i m ¢ 4 %38 TWFC



2 TFWC B F L 4p b (r=.59,p<.001)> & 6 % %7 "1 T L, EHF § Ap M (r=-26,p<.001):
FWC 21 e R 5 fApM(r=-29,p<.001) > & 3Iei% L 5 f P M (r=-25,p<.004) ; & 15 % %

2 B S APk (r=.28p<.001)-

BR AR A (TRALF S TApM ~ AN S FARM) > & T T F R AN
CERApR 0 W M) DAL B oovE- B E R R AT D FWC R A T T R

L1 TEFRRARR T R RN G o

L3FLRALEAN (BTLT T n=139)

RALHE 1T LHRFE  WFC FWC 1IEBE FIEs R

T 1 - .09 -.08 -.03 D7HEH .09
AR Fle .08 - 03 -.18% .09 RVELE
WFC .00 -.00 - §  -26%* -.03
FWC -.09 -26%* 2%k - S29®kE D5k
1 iE% R 31 04 S32%%% 03 - 28k

Tl -.02 S3%xx 0] -.14 14 -

*=.05 ¥p=<.01 > ***p=<.001

Pz i;a‘é{—.’i‘—‘ﬁﬁj\ H T &;ﬁgﬁﬁfiﬂ\

-
v -

(2) PFHE+

B RERA S AFM AT AP THLTLT S e M AT RARS LR
g4p 3 B2 582% % (crossover effects) o 2 i L g Ap B B ? cn T4 4 40 ) » ”’P@ﬁ?\‘*‘ Bya "*‘ [N
B Es R o 4 it R 7T é&ﬁ?\‘ﬁﬁ’ ??—g‘iﬁ*ﬁﬂﬁ_#RML\ FWC~ 1 {583 1 %

FIEAL Y S MFLAM o S HEARL T8 WEC R R F A -

LI FIER B AL (B IR OWFC) S o i p B AL TS § ¥ hE AR RS F L AR
BREHLERTI DI T FNFWCR R 1 F 2> §% % LTI R RE SWFC § §

Foos v MRFATAFES T F TS LR F AN R LR



3 4m5 %2 M (Fe¥tn=139)

7 LA (i
TR T AR R WFC FWC 1 EsE TS R
AR IF .05 .04 -.07 -.06 14 01
AL Rl -.01 36%* 01 -20% 15 38
B Wrc .02 21% 12 12 -.08 .04
Fe
¥ FWC .04 -.10 07 18% -.09 -.09
1R .03 .05 -.05 .04 27%* .05
s -.05 33 01 -.15 16 60%*

*=.05 ¥p=<.01> ***p=<.001

T~ IR At T

ST @A R A (T3 vk § AT BT T H 0 B0 BRF IWFC S B F

B a o
253 AT RW 2300 T
W T H A B kA
CREH A ﬁjl; Bt A Ji;;. Bl df t
AL IF 138 3.41 .53 138 3.27 .54 137 2.19%*
= AR R 136 4.17 58 136 4.21 Sl 135 -.54
WEFC 138 4.54 1.51 138 3.79 1.32 137 4.65%**
FWC 137 3.08 1.17 137 3.03 1.08 136 47
10Tk 138 4.54 1.05 138 4.59 1.07 137 -.55
FlEh T 131 5.02 .93 131 4.94 1.05 130 97

*=.05 ¥p=<.01 > ***p=<.001



ER TF)::\"‘/Z{ %Eﬁ

BAEFHEEEEA T ,fﬁd R A R PN T2 f R X UHY (Measurement weights
model) 2 + > % B 28 (AR2) LFEHF RFLHL2ZFZHNF F AR o267 PR35

AT P RHG B 4 M ERTALEFZRERS A2 AR A2 (14) 5 23.94

(P=0.047)E A B EFM » 27 R EWS TR FAFHMLE cad W2 B IR AP RE T
P B3P HEPE R AL CFL~ ACFL ~ 2 RMSEA % 4p 45105 40 2|8/ & > 4 AGFI >0 ~ ACFI = 01 =

RMSEA = .05> R & % #5583 27 % {2(Cheung & Rensvold, 2002 ) 3 #** AGFI=.006~ACFI=.002
RMSEA=.04 322k 8 > P ¥ &L FIR N AR Z W E e T2 B4 1t & 5 KfcE &4
TRE-HEFREI 2 U0 A URERE S R MR AF L B P ERIE
Mz & R %ﬁd VR B 2 A R U 7 2 U0 (Structural weights model) (0 R 0 Ak 6
B 62 B R BT 0 A2 =29.95 Adf=22 p=.119> .05 A 53 B F It » 7o & HAH L 4 49 02
GHH cR AT T RRRD FEMEE SN ok RS LT AR Aok 615 7 ¢ Bom o
A2=33.00>df =25 p=.131>.05 AZ s FMH  VHRABFEF 2 X SEHp 5 > E"V;Z“J;fﬁ%s_‘\ B

FH e R RE -

06 FRE R PEG G pedg Rt ofE &

= r df % df GFI CFI NFI RMSEA ‘“#& Ay Adf
1. CFA-3t 3735 249.15 155 1.60 85 95 .87 .06
2. CFA-¥ = # 197.735 155 127 .88 97 90 .04
3. AT EUp £ 5N 446.88 310 144 87 96 .89 .04
4. % £ 5 pEHS 470.82 324 145 86 96 88 .04 3vs4 2394 14
5. AR LB HHS 599.18 322 186 .84 .92 .85 .05
6. "V B HEHS 629.13 344 182 83 92 .84 .05 5vs.6 29.95 22
7. T K RS HER 632.18 347 1.82 83 92 .84 .05 5vs.7 33.00 25

*=.05 ¥p=<.01 > ***p=<.001



B V- HEESEE L APIM S e gt 2 B AP A ER IR RE LT T A
z’v’ﬂﬁéé—‘ﬁ%;Q:%(spillovereffects)o%\» 7° H1 Elﬁum{aﬁﬁ—'ﬁ AR 2 g pdp iR x2=219.78;
df=152» GFI=.87 » CFI=.96 » RMSEA =06 » 7 - i fle /& ~ K U4 = o B 27 &v o $Hs Ry &
W REEtd ERPE FWC EMF Lo MM 27 RE A ERTIEd > PIHRE jie 3 (7
fFER R R ,ﬁ Mo B3R 328 22 I WFCE1L TR g RERF L » B %fr%ﬁi?\‘ﬁml Ly
FesERE R G F 0 RIH LR LAARN  FWC 2 RER L AL F f v M & 7 RS R

P RS LA o P ISR RN BRI A2

270 RS2 B G Y F AR RSS 2 i fedp iR 0 ¥ 2=224.32 > df =160 > GFI= .87 » CFI
=96 RMSEA =05 377 Hs i fle R A R A o d W37 &0 HF = F kil phe s § £ 1222 FWC
EHFL M 27T GERTIL S > PIHRE RET L FHERE S 4K B ERR 72
FHARE SWFCE FER L AEHF L v M 2777 Fh1 TF FRrihitrRE X 45 > I E T
Feih LRARR > A PARW S FWC & T AR AR EHF o MW 27§ 7 F hfdet 1 vih

FREXAF MBI REERA AT 10 KR 10304 A2 o

AT AR A L PR L RS 0 sl £ (7 o0k fe iR 2k (crossover effect) (8 & 7
28 3 B IR BRI S RS 2 i fedp fR 0 ¥ 2=969.68 0 df =687 » GF1=.76 > CF1=.92 » RMSEA
=05 B N ERAEAZIER o d B47 v *ff%ﬁiﬁjﬁ Ko Fheb ¢ TEPEFWCEREL »
Wi FWC 2 7 LA EHF oM G 7 ol R hile s ¢ LRG3 > 2 FWC g1 # e
Feh LRAR WFCELIWRLRIEF AAPM o Flot 0 B 3-2 2 2 BRK ORI+ 2 o gt oh
)fk‘"l Eraka g o et d ERPERBAHTFWC TREFL MG A RTHE FLRTIEL I

PIpe® i+ 4E 1 lFrﬂf@?"{}éii}Lﬁ e F > B 4 A

¥z o HRRRFTarss ERY BT RS LR YA TP WFCFWC
Fao g9 4 FERTIE S PIRLTSY h1 173 4 Fjaeshr R B (WFC)§ 8 - FWC 7 &2 1 iF ~ e
/

e BEEE o TP o OB 10 WA R oo

B ek R R 2 OER B B G LA R ST ek BT 00
Bl4° LI=L2=L3=14=L5) &% B+ 7 = .a‘z Fhek ¢ F B P FWC bl a9 98 ¥ (kb -24

p=.03) > HAR BRI 7% 7ol %)ﬁag”g\—gg_ Fh ¢ AT B g —‘F‘fm-_é‘_ bk g ;‘g}frﬁ

»
>

=27 % . 18 |



% FWCahifFrR g <+ ¢ g1 @ BT ﬁﬂf?ﬁé‘ﬁf:i%?é f”} ?\-‘*‘mFWC B RBES R R

B4 h B b (il - 150 p=.053) > HARL % 7 & o

27 8BS g R

B ¥  df y¥df GFI CFI NFI RMSEA
L BRI R (178 % k) 219.78 152 144 87 96 89 .06
2. FFHA(TEF e E) 22432 160 140 87 96 .89 .05
3. ACRE BN 969.68 687 141 .76 .92 .79 .05
4, TR gk 987.06 692 142 .76 .92 .78 .05
5. g ﬁwﬁ 35 98639 695 141 .76 .92 .78 .05
*p<.05 > #p< 01 » **%p< 001
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Social Functions of Informal Communication and job Consequences

Hsin-Pei Wu*
Department of Business Administration, Asia University,
500, Lioufeng Rd., Wufeng, Taichung 41354, Taiwan, R.O.C.
* bessiewu(@asia.edu.tw

ABSTRACT

This study explored the relationships among social functions of informal communication, team socialization,
team identification, and job performance based on social identity theory. The purposive sampling method
was used to conduct a two-wave survey from 409 team members of 45 teams. A total of 231 participants
returned from matching two-wave samples and the valid response rate was 56%. As a result of using
hierarchical linear modeling approach, the results revealed that information function of informal
communication was positively related to team socialization, team identification and job performance;
whereas friendship function had negative effect on team socialization, especially language and
performance proficiency, and job performance. Furthermore, both team socialization and team identification
had mediating effects on the relationship between information function and job performance. Finally,
information function of informal communication could foster team socialization mainly referring to learning
team goals and values and consequently increased team identification; however, there was no evidence
showing that the mediating effect would keep on improving job performance.

Keyword: social functions of informal communication, team socialization, team identification, job
performance, social identity theory
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Career Commitment Matters
the Persistence Model of Self-Initiated Expatriates

Hsin-Pei Wu
Department of Business Administration
Asia University
Taichung, Taiwan
bessiewu@asia.edu.tw

Abstract—the aim of this paper is to explore the
relations of goal self-concordance, expatriate
career commitment, and future expatriate
willingness among self-initiated Taiwanese
expatriates working in the mainland China
regarding self-determination theory. Besides,
self-efficacy plays a salient role in the moderated
mediation model. The study collected 205
self-initiated expatriates from 303 Taiwanese
expatriates. The valid response rate was 67.6 %.
Results revealed that external motivation was
negatively related to expatriate career
commitment; otherwise, feeling emotions such as
guilt or losing face (introjected motivation),
valuing the opportunity (identified motivation)
and having fun with it (intrinsic motivation) for
the current expatriation were positively related
to expatriate career commitment. The study also
finds a negative relationship between external
motivation and future expatriate willingness, as
well as a positive relationship between intrinsic
motivation and future expatriate willingness.
Furthermore, expatriate career commitment
partially mediated the relationships mentioned
above. Moreover, self-efficacy as a moderator
enhances the relationship between intrinsic
motivation and expatriate career commitment in
the first-stage of the moderated mediation
model.

Keywords- Self-initiated expatriates,
Self-concordance, Expatriate career commitment

Introduction

Recently, a burgeoning population of self-initiated
expatriates (SIEs) (cf. [1]; [2]; [31; [41; [5]; [6])!
has been observed in Western countries. They are
heterogeneous and very different from traditional
expatriates in initiative motivations, lack of
organizational support, and boundaryless, or
protean career attitudes to working abroad. For
bettering to identify SIEs, Cerdin and Selmer [6]
proposed four criteria to operationalize the concept:

self-initiated  international relocation, regular
employment, intent to stay temporarily, and
skills/professional  qualifications.  Similar  to

Haslberger and Vaiman’s [20] definition, SIEs are
individuals  characterized by  self-initiation,
voluntary relocation, tentative intention, unspecified
return time, and engagement in highly skilled tasks.
Lately, McNulty and Brewster [21] argue for the
need for greater construct clarity of expatriates,
specifically business expatriate whom we care about

' They were also known as individuals with
overseas experiences (OEs/big OEs)[7],
self-initiated workers with foreign work experiences
(SFEs) [8], self-selecting expatriates [9], people
with self-initiated international job opportunities
[10], self-expatriates/self-made expatriates [11],
self-initiated mobility/foreign experiences/movers
[12], international itinerants [13], self-employed
individuals [14], expatriate academics
[15];[16];[17], [18]), or newcomers employed in an
overseas business unit of an organization [19]).



the most to assess and compare findings across
studies in the international human resource
management (IHRM) field. Therefore, the research
put the focus on SIEs who are organizationally
employed, having no citizenship with the host
country, having intended length of time abroad
contracting with their company at least, and legal
compliance. They cross abroad and apply for the
current expatriation voluntarily.

Our study aims to conduct a persistence model of
SIEs based on self-determination theory (SDT; [22])
and to test the relationships among four motives of
goal self-concordance, expatriate career
commitment, and future expatriate willingness. We
also testified the moderator effect of self-efficacy.
The efficacy mechanism might enhance the positive
relations between autonomous motives and
expatriate career commitment as well as buffer the
relations between controlled motives and expatriate
career commitment.

Self-concordance and future expatriate
willingness
The idea of self-concordance is a way to

conceptualize optimal goal striving and refers to the
extent to which activities express individuals’ actual
interests and values ([23]). Drawing from the
self-determination theory (SDT; [22]), Sheldon and
Elliot [24] measure self-concordance by the level of
perceived locus of causality (PLOC). The goal or
activity with an internal perceived locus of causality
is congruent with one’s sense of self, whereas an
external perceived locus of causality emanates from
events or pressures outside the integrated sense of
self [23]. Therefore, Sheldon and Elliot [24]
developed a goal-based measure, in line with
continuum motivations, for acting from external to
intrinsic. According to the SDT, these are external
motivation, introjected motivation, identified
motivation, and intrinsic motivation. Motivation
through  external regulation indicates that
individuals perform actions to obtain external
rewards, forced by circumstances, or in response to
external demand. Introjection motivation is acting
to avoid anxiety or feelings of guilt. Motivation by
identification refers to actions affording important
instrumental value to the individual and is

self-endorsing. Therefore, it 1is classified as
autonomous motivation, although individuals might
not be able to enjoy the act itself. Intrinsically
motivated actions are completely self-determined,
meaning that individuals make their own choices of
satisfying their needs according to different
situations. In this stage, individuals truly agree with
the value of the act itself, and hence, the action is
entirely autonomous. External and introjected
motivations are classified as non-autonomous or
non-concordant motivations, whereas identified
motivation and intrinsic motivation are classified as
autonomous or concordant motivation ([25]; [26]).

It seems appropriate to apply this theory to the
exploration of SIEs. The plans of SIEs to work
abroad are relevant to internal reasons and external
constraints. Inkson et al. [7] showed that satisfying
a desire for adventure and exploration, an aspiration
to enhance one’s cultural experience, and seeking
growth opportunities might motivate an individual
to go abroad. Suutari and Brewster [8] revealed that
the significant motives of working abroad for
Finnish SIEs and AEs were internationalism,
employer initiative, and poor employment situations,
while there is no difference in the motivations of
new experiences, professional development, career
progress, and economic benefits. They also argued
for a common worry of highly educated people
leaving for work abroad, partly due to an
intolerance  of  high  taxation, increasing
unemployment, attractive foreign job markets, lack
of job opportunities, and limited career
development. Jackson et al. [27] analyzed the
motivations of high-tech workers from New
Zealand working abroad and proposed two types of
motivational components: pull and push. The “pull”
components included lifestyles and extended family,
and the “push” components included -career
development and favorable cultural and economic
factors. Still, the main motivational factors for some
British researchers were a hunger for exploration,
an escape from existing lifestyles or jobs, financial
incentives, and instigation by family and social
networks [15]. Selmer and Lauring [17]
investigated the motivations of 428 academic
researchers working in five northern European
countries and found that reasons such as seeking



adventure/travel or career and financial incentives
drove the younger scholars. Doherty et al. [1]
discovered that satisfying the desire for adventure
was the primary motivation for SIEs, followed by
confidence in their ability to work and live abroad,
and the intention to explore the world. To
summarize, SIEs’ might be driven by internal
motivations such as, satisfying the desire to explore
or find adventure, independence, autonomy, and
self-development; they may, however, also be
driven by external motivational factors, such as the
pull of another family member or the push of
economic conditions.

The variability of self-set personal goals might be
distinctive in relating to SIEs’ future expatriate
intention, which predicts return behavior. The
extrinsic and intrinsic motivation to work abroad
drives SIEs. However, their self-concordant
motivation for working abroad might produce a
long-term period of expatriation; otherwise,
non-concordant motivation might approach a
short-term relocation. The SDT asserts that the
degree of individuals’ self-determination has a
strong relationship with setting goals and
subsequent behavior [28]. The evidence indicates
that individuals exert more effort toward personal
goals that are more internalized ([24], [22]; [29],
[30], [31]). Therefore, the self-concordant
motivations of SIEs might result in the persistence
of personal goals of working overseas in future.
Identified motivation, which drives the action to
express one’s value and uphold self-investment, as
well as intrinsic motivation, which inherently
engages in interesting and challenging activities
would motivate SIEs to seek the next expatriation.
In contrast, their non-concordant motivations in the
current expatriation might easily shift their original
goals to alternatives due to dictating their own
volitions. External motivation, which forces the
action controlled by external pressures or
contingencies, and introjected motivation, which
leads to avoiding feeling anxious or guilty, would
reduce SIEs’ future expatriate willingness. Simply,
volitional autonomy is a determinant of individuals’
devotion and persistence in behavior. Therefore, this
study offers the following hypothesis.

H1: SIEs’ self-concordant motivations (identified

and intrinsic motivations) for the current
expatriation positively relate to future expatriate
willingness; while SIEs’ non-concordant
motivations (external and introjected motivations)
negatively related to future expatriate willingness.

Expatriate commitment and the

mediating role

career

According to Hall [32], career commitment is the
strength of one’s motivation to work in a chosen
career role. For SIEs, career commitment is a part
of work commitment to fulfill a chosen goal in their
careers. This might be termed expatriate career
commitment, the extent to which individuals engage
in international work experience/assignments as
career goals. Suutari [33] discusses a group of
global managers in long-term international careers.
They were originally interested in international
careers and often firmly committed to working
overseas. Specifically, their features include
international experience as an integral part of their
career planning, set goals of working abroad,
persistently seek overseas job opportunities, and
have an aspatial career attitude. Moreover, the
commitment to an international managerial career
makes them unwilling to abandon the international
element in their work, even in their home country.

Sheldon et al., [28] believe that the SDT can
provide new insight into the antecedents of goal
commitment and the degree of goal-internalization
will predict goal commitment. In other words, the
extent that individuals feel internally motivated to
pursue targets affects their commitment to self-set
goals because not all self-set goals feel
autonomously chosen. Suutari [33] found that there
were two types of global managers in international
careers. The first group believed internalization
played an important role in their career orientation
or recognized it as a very active and challenging
experience. Such expatriates obviously had a
work-abroad-attitude even at the start of their
careers. The other group of global managers did not
have such clear goals for an international career.
Thus, the self-concordant motivations of SIEs,
which means that SIEs value the opportunity to
work abroad and feel excited about it, might have a
positive relationship with expatriate career



commitment. In contrast, the non-concordant
motivations of SIEs, which states that they do not
really enjoy or believe in or pursue ‘forced’
international careers, might have an inverse
relationship with expatriate career commitment.

H2: The self-concordant motivations of SIEs
(identified and intrinsic motivations) are positively
related to expatriate career commitment; however,
the non-concordant motivations of SIEs (external
and introjected motivations) are negatively related
to expatriate career commitment.

Goal  commitment  influences subsequent
self-actualization. Individuals with strong career
commitment and higher levels of career
expectations may make significant investments in
their careers [34]. Thus, SIEs engaging in
international work experiences/assignments as their
career goals should be willing to do what is
necessary to attain career goals. Moreover, once
they actively engage in overseas work, it is not easy
to change ambitions. Therefore, SIEs continue to
work overseas and are more willing to fulfill their
career goals.

H3: The more the expatriate career commitment of
SIEs, the more the future expatriate willingness of
SIEs.

As expatriate career commitment is one
characteristic of the two types of global managers
mentioned by Suutari [33], the rationale of working
overseas is clear. In other words, expatriate career
commitment preserves the career goals of working
overseas. SIEs with self-concordant motivations
internalize expatriate careers from their volition.
Their career commitment easily supports their
decision to work abroad and increases the intentions
of future expatriation. Furthermore, the organismic
integration theory (OIT) of the SDT asserts that
extrinsic motivation has a stimulative effect, that is,
motivations may shift from non-autonomous (i.e.,
not completely self-determined) to autonomous
(completely self-determined) over time. This
organismic integration process depends on the
occurrence of internalization ([23]; [25]), that is, the
degree of self-determination of SIEs might change
according to the various situations they experience.
Therefore, this study puts forth the following

hypothesis:

H4: Expatriate career commitment mediates the
relationship between motivations and future
expatriate willingness.

Self-efficacy as a moderator

SDT insinuates that needs are inherent
nutriments—namely, fundamental elements of
sustained psychological growth, integrity, and

well-being [25]. Inherent psychological needs are
the foundation of SDT, and, hence, must be
understood. Once these needs are satisfied,
individuals are likely to thrive [28]. These
fundamental needs include competence, autonomy,
and relatedness [25]. According to SDT, the more
the environment can satisfy these psychological
needs, the more stimulated is individuals’
subsequent behavioral motivation. However, people
with high self-efficacy tend to set challenging goals
and act firmly with confidence [35]. The
combination of firm beliefs in oneself could also be
able to nurture the need for competence and
actualize SIEs inherent potential. Therefore,
self-efficacy acts as a buffer mitigating the negative
effects of non-concordant motivations on SIEs’
expatriate career commitment to future expatriate
willingness. Otherwise, self-efficacy could enhance
the positive effects of self-concordant motivations
on SIEs’ expatriate career commitment.

HS5: Self-efficacy mediates the relationship between
motivations and future expatriate willingness.

Method

Sample and Procedure

This study was conducted among Taiwanese SIEs
working in Mainland China. First, expatriates
working in Taiwanese and other types of capital
corporations were recruited through personal
contacts, ensuring that participants gave positive
feedback either through personal requirement or by
email. Secondly, the items ‘Whether or not you
applied for this expatriate position voluntarily?’ was
added at the end of the questionnaire to identify
SIEs. At the end of the survey, 303 participants
returned usable questionnaires. After excluding
eight nonresponses and 90 respondents answering
‘yes’ for the confirming items, 205 SIEs (67.6 %



valid response rate) were collected for further
analysis.

The respondents were 78 % male and 22 % female,
with a mean age of 37.30 (SD = 8.33), mean job
tenure of 12.67 years (SD = 8.98), mean job tenure
in the current organization of 5.40 years (SD = 6.50)
and job tenure overseas of 5.05 years (SD = 5.06);
56.7 % were married, and 28 % of them had their
spouse/partner with them; most of the participants
had college diplomas (57.8 %), followed by above
master degree (34.8 %), and high school degree (7.4
%) and about 84.9 percent were managers at various
levels. More SIEs worked in manufacturing (61.5 %)
than other industries (e.g., 17.6 % of high
technology, 4.4 % of finance service, and 2.4 % of
retail business). Furthermore, they engaged in
productive tasks for the most (30.9 %), followed by
sales tasks (29.4 %), research and development
(119 %), and others (e.g., finance service,
personnel administration, and medical/health care).
Most of them were recruited by Taiwanese capital
corporations (83.9 %); others were employed by
foreign capital corporations (6.3 %), local
companies (5.2 %) and Taiwanese venture capital
with locals (4.7 %). Participants were recruited
from the major cities north from Beijing south to
Haikou of Hainan along the east coast and also from
the west city of Chongqing.

Instruments

Self-concordance. The measure was derived
from Bono and Judge [36], including four
questions  representing a  continuum  of
self-concordant reasons for goal pursuit. The four
reasons also represented four motivations in SDT.
Participants answered all questions for the reasons
why they chose these international jobs. The
questions were ‘You choose this goal because
somebody else wants me to or because the situation
demands it’ (external motivation), ‘You pursue this
goal because | would feel anxious, guilty, or
ashamed if I didn’t’ (introjected motivation), ‘You
pursue this goal because | really believe it’s an
important goal to have’ (identified motivation) and
“You pursue this goal because of the fun and
enjoyment it provides me’ (intrinsic motivation).
Nine -point rating scales were used (1 = ‘not at all
for this reason,’ to 9, ‘completely for this reason’).

Expatriate career commitment. The expatriate
career commitment scale was developed by Wu, Lu,

Yang, and Lin [37] for the Chinese version.
According to the descriptions of SIEs in Suutari
[33], Wu et al., [37] generated seven items (listing
in Appendix A) to access the propensity for an
expatriate career. Five-point rating scales were
used (1= ‘strongly disagree,’ to 5, ‘strongly agree’),
with higher scores representing high levels of
expatriate career commitment. The alpha
coefficient was .83; however, only four items were
left after examining of confirmatory factor analysis
(CFA).

Future expatriate willingness. Two items based
on Taiwan Social Change Survey (TSCS), the
largest nationwide social survey incorporated into
the International Social Survey Program (ISSP)
involving 40 countries in the world, were modified
to measure expatriate willingness to work abroad
again. They were ‘If there were a related
opportunity next time to work abroad in the
company where | worked, I would apply for the
overseas work again’ and ‘If there was an
opportunity to work abroad in other companies, |
would take the chance.” After conducting
exploratory factor analysis (EFA), these two items
represent a single construct, accounting for 92.92
% of the total variance. Each item was rated on a
four-point scale (1=* never,’ to 4, ‘more willing’),
with high scores representing high levels of
willingness to accept another overseas assignment.
The alpha coefficient was .92.

4) Self-efficacy. General Self-efficacy Scale [38]
was used to measure self-efficacy. There were five
items, e.g., “I am confident that I could deal
efficiently with unexpected events.” Each item was
rated on a six-point scale (1 = not at all true, 6 =
very true), with high scores representing high levels
of self-efficacy. The internal consistency alpha
was .85.

Analytic Strategy for Assessing the Model

The analytic strategy used AMOS 17.0, which
provides the capability both to assess goodness of
fit for overidentified models and a traditional path
model by estimating paths simultaneously. In the
current study, we used the former to test the
potential problem of common method variance and
validity of constructs, then the later to examine our
hypothesized model. Based on [39], our moderated
mediation model involved seven study variables and
five interacting variables at the same time.
Considering the multicollinearity issue, Grapentine



[40] suggested that path analysis partially disguise
multicollinearity’s effects compared to
latent-variable analysis, which produces less
stability in the model's estimated coefficients due to
higher coefficient standard errors caused in part by
multicollinearity.Besides, the path analysis also
solved the problem of our unidentified model for
lack degrees of freedom available. Although many
researchers using only single indicators of latent
variables (cf. [41]), our revised model with single
indicators of latent variables was still unidentified.
Netemeyer, Johnston, and Burton [42] demonstrated
that combining indicator variables into composited
scales led to path estimates that were virtually
identical to the estimates generated by using
multiple single-variable indicators. Instead of
imposing any constraints, we adopt path analysis to
test out hypotheses after demonstrating the validity
of research constructs.

Results

Assessment of Common Method Variance

As with all self-report data, there is the
question of common method variance as a potential
explanation for the findings. Two tests were
conducted to determine the extent of method
variance in the current data. First, Harman’s
single-factor test [43] was used. Results from this
test suggested the presence of four factors and an
acceptable portion (31.75%) of the first factor. It
indicated that common method effects are not a
likely contaminant of the results observed in this
investigation. To confirm these results, additional
analyses were performed to test for common
method variance following the procedure
recommended by Lindell and Whitney [44]. In this
approach, a measurement model with an additional
method factor was tested. Results showed the
amount of method variance was 26%. The results of
these tests suggest that common method variance is
not a pervasive problem in this study.

Convergent and Divergent Validity of Constructs

Confirmatory factor analysis (CFA) was
conducted to examine the wvalidity of our
measurement model. The composite reliability (CR)
is an indicator of the internal consistency of a
construct and suggested being greater than 0.6 by

Fornell and Larcker [45]. In the present study,
except for the lower CR of each motivation
(CR=0.50) due to single-item measurement, CR for
the other three constructs is 0.83, 0.84 and 0.92 (see
Table 1), indicating the acceptable internal
consistency of these constructs. In spite of the lower
CR of each motivation, the self-concordant reasons
self-reported the degree of measuring facts. As
pointed out by Sackett and Larson [46], if the
construct being measured is sufficiently narrow or
is unambiguous to the respondent, a single-item
measure may suffice. Further, according to Hair,
Black, Babin, Anderson, and Tatham [47],
convergent validity may be established when all
individual items loaded at least 0.50 and
significantly on their constructs. Also, the average
variances extracted (AVE) is greater than
0.5(Fornelland and Larcker, 1981[45]). The results
revealed that all scale items loaded from 0.54 to
0.94 (each motivation is 0.707) and significantly (p
< .001) on their designated construct, indicating
acceptable  individual item  reliability. AVE
represents the percentage of variances in a latent
construct explained by its indicators (observed
variables). In the present study, AVE for the
constructs ranges from 0.50 to 0.86 (each
motivation is  0.5), indicating acceptable
convergence of observed indicators to their
designated constructs. Thus, all constructs in our
study demonstrate acceptable convergent validity.
According to Hair et al., [47], discriminant validity
may be established when relations between different
constructs are weaker than those within each
construct. When examining a correlation matrix
(see Table 1), the square root of AVE should be
greater than all correlation coefficients involving
the construct. In the current study, the square root of
AVE is greater than all correlation coefficients
involving each of the constructs. Thus, the
discriminant validity is acceptable for all of the
constructs.
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Although the potential threat of common
method biases (CMV) is inevitable, Table 2 shows
that the hypothesized seven-factor model fits the
data better than not only the one-factor model but
also the alternative models. The differences in
chi-square  for the comparisons between
hypothesized model and the six alternatives were
significant. Thus, the results supported the construct
validity of our research model, and the CMV
problem might be not severe.

Table I Resalts of the Confirmatosy Factor Analyss for the Measures (V=205)
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Correlations

Table 1 presents the summary statistics and
zero-order correlations among the constructs. The
bivariate relationships indicate that all the
independent variables were significantly related to
future expatriate willingness except unexpectedly
positive relation between introjected motivation and
future expatriate willingness (r=.14, p<.05).
Expatriate career commitment was significantly
related to our study variables with the exception
ofexternal motivation and was positively related to
introjected motivation. As can be seen, the two
non-concordant motivations, external motivation,

and introjected motivation, had a highly positive
relation (r=33, p<.001). The two concordant
motivations also had a highly positive relation
(r=.65, p<.001). However, introjected motivation
was positively related not only to external
motivation but also to identified motivation and
intrinsic motivation (r=35, p<.001 and r=.25,
p<.001, respectively). Furthermore, there is no
evidence for linear correlations between social
desirability and our study variables.

Evaluating the Hypothesized Model

Table 3 presents the structural parameter
estimates for the moderated mediation model.
Figure 1 presents the final model with
nonsignificant paths removed. To test the moderated
mediation effect, the interacting variables involved
in and recommend by Muller, Judd, and Yzerbyt [39]
were generated by multiplying two mean-centered
variables. Moderated mediation happens if the
mediating process produces the effect of the
treatment on the outcome depends on the value of a
moderator variable. In other words, there is no
moderation of the overall treatment effect on the

outcome. Therefore, the study examined two
particular  conditions  accordingly: (1) an
insignificant interaction effect between the

motivation and self-efficacy predicting expatriate
willingness. That means there is a moderation on
the indirect effect.(2) Since moderating effect on the
first stage of the mediating process, a significant
interaction effect between the motivation and
self-efficacy will predict career commitment, and
career commitment will have a significant effect on
expatriate willingness.

After putting all variables into our moderated
mediation model (see Table 3), the model accounted
for 43percent of the variance in SIEs’ future
expatriate willingness and 38 percent of the
variance in  expatriate career commitment.
Furthermore, the assessment of the goodness of fit
revealed a quite good fit to the data (y’=16.63, df
=11, p=.12). The following values of additional fit
indexes also indicated a good fit: goodness-of-fit
index, 0.99, adjusted goodness-of-fit index, 0.90,
and root-mean-square residual, 0.05.



Table 3 Standardized Path Estimates
Dependent
variables Paths
Expatriate career
commitment

Standardized
Path Estimates s.g,

External motivation—Expatriate career commitment il 02
Introjected motivation—~Expatriate career commitment 13% 03

Identified motivation—Expatriate career commitment 28=== 03
Intrinsic motivation—Expatriate career commitment 25%== 03
Self-efficacy—Expatriate career commitment .00 .08
External motivation x Self-efficacy—Expatriate career 13* 03
commutment
Introjected motivation X Self-efficacy ~Expatriate career .09 .05
commitment
Identified motivation X Self-efficacy—Expatriate career
commitment -17 05
Tntrinsic motivation x Self-efficacy—Expatriate career
commutment 21 05
Social desirability—+Expatriate career commitment -.03 06
Future expatriate

willingness Expatriate career commitment—Future expatriation 4pxxx 06
External motivation—Future expatriation -.15% 02
Introjected motivation—Future expatriation 03 02
Identified motivation—Future expatriation -.09 02
Intrinsic motivation—Future expatriation 33%== .02
Self-efficacy —Future expatriation 10 07
External motivation < Self-efficacy —~Future expatriation 01 03
Introjected motivation x Self-efficacy—Future
expatriation 02 04
Identified motivation  Self-efficacy—Future
expatriation 04 04
Intrinsic motivation X Self-efficacy—Future expatniation .0 04
Expatriate career commitment X Self-efficacy—Future
expatriation -06 09
Social desirability—Future expatriation 01 05

Note." p= 05, **p= 001

For the equations predicting expatriate career
commitment, four motivations were significant, but
introjected motivation had positive and contrary
relation to  expatriate career commitment.
Furthermore, there were three significant paths from
SIEs’ expatriate career commitment, external
motivation and intrinsic motivation for predicting
future expatriate willingness. As we can see,
expatriate career commitment thus mediated the
relationships between four motivations and future
expatriate willingness. There were full mediations
between introjected motivation and future expatriate
willingness as well as between identified motivation
and future expatriate willingness. However,
expatriate career commitment partially mediated the

paths from external motivation and. ffom intrinsig_

expatriate willingness. Therefore, self-efficacy
moderated the external motivation—expatriate career
commitment relationship and intrinsic
motivation—expatriate career commitment
relationship in the first stage of the mediated model.
The two significant interactions are plotted in
Figure 2 and 3respectively.Specifically, the external
motivation—expatriate career commitment
relationship is stronger (steeper line) for SIEs with
low self-efficacy. In the other hand, the intrinsic
motivation—expatriate career commitment
relationship is stronger for with high
self-efficacy.

SIEs

Figure 1
A Path Model of SIEs’ Future Expatriate Willingness *
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Figure 2 Moderated effect of Self-efficacy on the
relationship between external motivation and
expatriate career commitment
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Figure 3 Moderated effect of Self-efficacy on the
relationship between intrinsic motivation and
expatriate career commitment
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In summary, results partially supported

Hypothesis 1 in that only SIEs’ intrinsic motivation
positively and external motivation negatively
related to future expatriate willingness. Hypothesis
2 was partially supported as there were the
significantly positive paths from self-concordant
motivations (identified and intrinsic motivations)
and only the significantly negative path from
external ~ motivations to  expatriate  career
commitment. Hypothesis 3 and four were fully
supported because expatriate career commitment
had a positive relation to the future expatriate
willingness of SIEs as well as mediated the
motivations—future expatriate willingness
relationships fully and partially. Finally, partial
supports were found for HypothesisSthat
self-efficacy moderated in the first stage of the
theoretical mediation model in the external
motivation—expatriate career commitment and
intrinsic motivation—expatriate career commitment
relationships.

Discussion

It is found that only one self-concordant
motivation—intrinsic motivation driven by full
self-endorsement—promotes the future expatriate
willingness of SIEs. The finding indicates that SIEs
who really enjoy taking current expatriations would
still pursue work abroad. However, there is no
evidence to support identified motivation as a
strong  predictor. In contrast, only one
non-concordant motivation—external motivation
forced by circumstances—reduces the future
expatriate willingness of SIEs. Hence, SIEs that are

11

requested by employers, forced by economic factors,
or any other external reason for current
expatriations would tend to return home instead of
joining other work overseas. Moreover, expatriate
career commitment had a predictable effect on the
future expatriate willingness of SIEs. Once the
expatriate career commitment diminishes, they are
apt not to accept the next expatriation and returning
for work would be an alternative. These predictors
of future expatriate willingness provide cues in
explaining how SIEs pursue expatriation and how
they might think about returning. Furthermore,
self-efficacy as a moderator enhanced the relation
between intrinsic motivation and expatriate career
commitment and buffered the relation between
external ~motivation and expatriate  career
commitment in our moderated mediation model.

Unexpectedly, introjected motivation had a positive
effect on expatriate career commitment. The finding
indicates that SIEs would engage in expatriate
career due to feeling emotions such as guilt or
losing face. This result might be relevant to the
interdependent self of Markus and Kitayama [48] in
Chinese culture. The essence of the traditional
Chinese self is its social oriented nature, which
emphasizes roles, statuses, positions, commitments,
and responsibilities [49]. Taiwanese SIEs in Chinese
society might engage in expatriate careers due to
concerns of significant people who value
expatriation, even though SIEs rarely believe that
working overseas is valuable. Hence, future studies
should focus on the cross-culture issue implied in
SIEs.

To conclude, this study has undertaken the first step
in investigating the predictors of future expatriation
to gain more information in foreseeing the return of
SIEs. The results clarified that self-concordance of
expatriate goal has a distinctive relationship with
future expatriation. For non-concordant motivation,
external motivation had negative effect on future
expatriation, while self-concordant motivation,
intrinsic motivation was positively related to work
overseas again. This study has also established
expatriate career commitment as a critical mental
source, which promotes the intention of pursuing
expatriation in future.



Theoretical contribution

This study used the self-determination theory (SDT)
to illustrate that the degree of goal-internalization
affects whether SIEs persist in future expatriation or
not. The results also partially respond to the second
proposition of Sheldon et al., [28]. The self-set
expatriate goal is passively chosen by SIEs, and the
level of goal-internalization  will  predict
goal-commitment. Most of all, the continuum of
motivations not only brings career commitment in
different directions but also results in distinctive
intentions of the future actions of SIEs. Past studies
rarely applied constructed theories or attempted to
verify theoretical models. Tharenou [10] was one
among few scholars who tried to apply the social
cognitive career theory (SCCT) to examine the
development of Australian business students’
interest in an international career. Recently, Studies
on SIEs have begun focusing on the application of
theories. Selmer and Lauring [60] applied the theory
of planned behavior (TPB) to examine how various
motives, such as escaping from one’s previous life,
employment (financial incentives), the desire to
explore, and career development, affect SIEs’ work
consequences. Cerdin and Le Pargneux [61]
adopted an objective and subjective fit approach in
discussing the relationship between career variables
(e.g., the attitude toward protean and boundaryless
careers, careerist orientations, and the degree of fit
between expatriate life and initial expectation) and
the outcomes of expatriation (e.g., satisfaction).
Nolan and Morley [62] also utilized the fit theory to
explore the relationship between
person—environment fit and expatriates’ adjustment.
SIE-related research has begun focusing on the
enhancement of theoretical contributions. Future
researchers should continue to deepen such
theoretical explorations and understand the roots of
the phenomena.

Research limitations/implications

Although this research advances the understanding
of self-concordance among SIEs, it has some
methodological limitations. First, similar to most
studies on expatriation, this study also employed a
cross-sectional approach due to the difficulty in
collecting data overseas. However, in the future, a
longitudinal approach should be encouraged, which
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can better capture causal inferences. Second, despite
collecting data of the cities from the north to south
of China, the sample primarily focused on
Taiwanese and organizational SIEs. Future studies
should strive for diversity in their sample, such as
different SIE populations, to establish the
generalizability of findings.

Practical Implications

The self-concordance of SIEs in working overseas
is important. SIEs with high self-concordance
abroad are apt to carry on with their self-set goals. It
is important for organizations and HR departments
to pay more attention to SIEs with intrinsic
motivation. Not only does HR need to understand
the motivation of SIEs before they leave, it must
also offer meaningful on-site support to such global
talent instead of only compensation or financial
support. As we know from the cognitive evaluation
theory, external attraction might shift intrinsic
motivation to an external one, which decreases the
persistence of actions, as per our results. Moreover,
HR departments or the local companies should meet
the needs of self-concordant SIEs, such as their
learning or exploring orientation, to enhance their
career commitment. In this study, SIEs with
identified and introjected motives tend to preserve
expatriate career commitment. However, there was
no evidence to support their future expatriation. We
suggest that the talent-hungry organizations should
continue recruiting self-concordant SIEs, and in the
meantime, support their work overseas in improving
competency. Most of all, making them believe that
they are learning and developing in all aspects
might help in internalizing motivation.
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Appendix A:
I. T am the person who is seeking overseas job
opportunity most of the time.
2. Tkeep concern in international issues.*
3. I work hard for someday if I could expatriate
overseas.
4. I set myself the goal of working abroad in the
next few years.
5. 1 do not care if the company has the plan of
repatriate assignment for me.*
6. 1donot care if I could promote in my company
after going home.*
7. Work overseas is part of my career planning.
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