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Does the motivation to go abroad determine job performance? An analysis the effects of job embeddedness and career satisfaction on performance abroad.



Abstract

It is widely accepted that, in order to understand the phenomenon “expatriation” in more detail, the heterogenic group of expatriates should be divided into subgroups according to the intention, motive or initiative for going abroad. It is said that psychological and social dimensions, such as psychological contract, career satisfaction and job performance, are affected by one’s mindset or the goals an individual intends to achieve through the international assignment. Accordingly, this research aims to evaluate the effects of expatriates’ job embeddedness on various dimensions, such as job performance and career satisfaction. Therefore, this study distinguishes between three types of expatriates: interorganizational self-initiated expatriation’ (ISIE), ‘organizational self-initiated expatriation’ (OSIE) and ‘assigned expatriation’ (AEs). Based on a partial least squares analysis, it is found that job embeddedness affects various outcome variables. However, this paper shows that these effects do not play an equal role for all types of expatriates. Thereby, this work contributes to a deeper understanding of different kinds of expatriates, as well as to job embeddedness theory and expatriates’ performance abroad.              
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Introduction

For many years, multinational corporations (MNCs) have been using expatriates to manage their overseas subsidiaries. Consequently, the range of different international assignments has grown (Selmer and Lauring, 2011), which has motivated researchers to analyze in greater depth the motives people have to go abroad (Thorn, 2009). Thus, today, we have a broad knowledge of the different reasons why people seek to gain foreign work experience. As a result, many scholars agree that the generic term of expatriates should be divided into subgroups (Selmer and Lauring, 2011). It is argued that such differentiation is helpful to understand the phenomenon “expatriation” in more detail (Biemann and Andresen, 2010; Cerdin and Le Pargneux, 2010) since motivation and intention are psychological dimensions which affect such outcome variables as retention (Reiche, Kraimer and Harzing, 2011), job satisfaction (Lee, 2005), willingness to adhere to the psychological contract (Turnley and Feldman, 2000) and career satisfaction (Ariss, 2010). Consequently, scholars have developed various ways for differentiating expatriates into subgroups. In this respect, Andresen, et al. (2014) offers a detailed heuristic to separate the generic group of expatriates into ‘interorganizational self-initiated expatriation’ (ISIE), ‘organizational self-initiated expatriation’ (OSIE), and ‘assigned expatriation’ (AE). This differentiation serves as the basic heuristic for the study at hand.   
Against this background, this paper intends to investigate to what extent these three kinds of expatriates – namely AEs, ISIEs and OSIEs – differ in their interpretation of the psychological contract, their job performance and their career satisfaction. One notable theory that is used to conceptualize the adjustment, association and connection of AEs, ISIEs, and OSIEs to their foreign organization and environment is job embeddedness theory (Mitchell, et al., 2001; Mitchell and Lee 2001; Yao, et al., 2004; Lee, et al., 2004). This theory is composed of contextual and perceptual forces that bind an individual to the organization, location, people and work issues (Yao, et al., 2004). It is further argued that the intensity of job embeddedness plays a different role for AEs, ISIEs and OSIEs. The motivation to go abroad may range from gaining career capital (Paik, Segaud and Malinowski, 2002; Andresen, Biemann and Pattie, 2012) to experiencing new cultures, languages and countries (Richardson and Mallon, 2005). Therefore, the impact of being well embedded into organizational structures may also differ. If this is true, it is argued additionally that scholars and practitioners have to pay more attention to the different qualities of motivation, intention, goals and life plans that are associated with different kinds of international assignments. Otherwise, when treating a heterogenic group like expatriates as an entity, generic methods recommended for managing expatriates will fail when applied to a much more complex reality. With this work, contributions are made mainly, but not exclusively, to three wider current discussions in international human resource management. 
First, this paper adds a deeper understanding of how job embeddedness affects international assignees. In reference to job embeddedness, there is important ongoing discussion concerning this issue (Tharenou and Caulfield, 2010; Harris, Wheeler and Kacmar, 2011; Ren, et al., 2013), whereas only a few studies have been conducted on psychological contracts and expatriation (Lewis, 1997; Haslberger and Brewster, 2009; McNulty, DeCieri and Hutchings, 2013). This study will show that it is effective to use both theories in order to understand the subjective and objective career success for expatriates. Second, a contribution is made to the understanding of diverse kinds of expatriates (Selmer and Lauring, 2011); a discussion which has emerged in recent years and still persists (Biemann and Andresen, 2010). Accordingly, empirical evidence for mostly conceptual approaches to separate different groups of expatriates is provided. Finally, this paper contributes to the discussion about the development of efficient corporate HR policies and practices in order to increase the success of international assignments (Collings, Scullion and Morley, 2007). I do this by providing not only insights about the importance of job embeddedness for the career success and job performance of foreign assignees, but also by clarifying the elements which influence their willingness to adhere to the psychological contract.        
The study at hand is organized into four parts. First, I outline the three forms of expatriation (AEs, ISIEs and OSIEs) and present the conceptual framework, in particular job embeddedness theory and psychological contract theory. From these, I derive hypotheses. In the second part, I describe the research approach and the applied method, Partial Least Squares (PLS). The third part is dedicated to the statistical findings. In the final part, I discuss the findings and present practical implications as well as recommendations for further investigation. The main findings show that there is indeed a difference in how AEs, ISIEs and OSIEs respond to job embeddedness, especially in reference to job performance and perceived career satisfaction. In addition, I show that the intention to fulfill the psychological contract affects job performance for AEs, ISIEs and OSIEs in different ways.             

Forms of Expatriation

In the current debate about kinds of expatriation, it is most common to separate international assignees into two groups: self-initiated expatriates (SIEs) and assigned expatriates (AEs). The first group refers to individuals who relocate to a foreign country on their own initiative. These individuals aspire to work abroad and actively take the initiative for such an undertaking. They are independent of any employer and without the assistance of an organization. Consequently, they are mostly hired under a local, host-country contract (Inkson, et al., 1997; Crowley-Henry, 2007). The second group denotes individuals who are sent abroad at the instigation of the employing company and who usually receive an expatriate contract (Peltokorpi and Jintao Froese, 2009). It is often assumed that SIEs expatriate because of personal motives such as self-development. On the contrary, AEs primarily leave with the ambition of accomplishing a job or organizational-related goal (Peltokorpi, 2008; Andresen, Biemann and Pattie, 2012).
However, in this respect Andresen, et al.  (2014) argue that, while it is relatively clear as to how to define SIEs, there exists confusion about how to treat company-sponsored expatriates. There are essential differences that make it inappropriate to treat them simply as AEs (e.g. their motivation). It is further argued that such treatment may capture the effects of support, but not the more important areas, such as motivation, initiative or intention, which may explain expatriates’ behavior abroad, the success in adjustment and performance. If we take into account criteria such as the initiator of the foreign assignment (individual vs. organization), the change of work contract partner or internal versus external organizational mobility, we are able to differentiate in a more detailed way (Andresen, et al., 2014). Figure 1 shows four types of expatriates.   

*** Figure 1 around here ***

If initiative is taken into account, we can assume that individuals may apply for a foreign job within their actual organization (e.g. apply for internal vacancies in another country) (OSIE) or outside the organization (ISIE). The first group of individuals is self-motivated and intent on gathering international experience, but within already familiar corporate structures. Similar to AEs, OSIEs can draw on the past experience of colleagues. They are familiar with the business, the market and the products abroad. Even if they have never been to their company’s subsidiary, they have access to information and already have some idea of what to expect. Further, OSIEs are able to benefit from organizational support structures (Meyskens, et al.,  2009; Howe-Walsh and  Schyns, 2010) such as the usage of networks abroad, access to mentors, or corporate information. In case of repatriation, OSIEs have a greater chance of finding a job in the old organization compared to ISIEs, since they technically never left the company. This increases job security and career opportunities. In contrast, ISIEs change jobs between country and organization. According to Andresen, et al. (2014), this is the most common group of SIEs and contains individuals who are not staying within their organization. Therefore, ISIEs pursue goals through their foreign assignments that are not linked to the organization. They accept a greater risk, prepare themselves for greater uncertainty abroad, receive much less support than AEs and OSIEs (Carr, Inkson and Thorn, 2005) and face more challenges from repatriation (Selmer and Lauring, 2011). Finally, AEs move within the boundaries of one organization (Caligiuri, 2000; Baruch and Altman, 2002; Tharenou and Harvey, 2006). Thus, they often view their work abroad as part of their assignment (Siljanen and Lämsä, 2009). Since expatriation is often part of their job description, AEs are fully aware of the possibility of potentially having to work for a foreign organization when they join the company (Haslberger and Brewster, 2009). Aside from this, the major distinction between AEs and the OSIEs and ISIEs, is the support and job security AEs receive from their organization, since expatriating is not necessarily the individual’s goal, but is initiated by the company (Biemann and Andresen, 2010). Finally, the fourth group represents DEs; high skilled executives that get recruited across borders. This group will not play a role in further consideration. Thus, the conceptual framework described in the next paragraph refers only to ISIEs, OSIEs and AEs. 


Conceptual foundation and hypothesis development 

Job embeddedness

Embeddedness describes the state of being located or secured within a larger entity. Management research is mostly concerned with organizational structure, occupation, culture, or community as specific settings in which individuals or groups are embedded and the predictive power of embeddedness for organizationally-relevant behavior. This intention is conceptualized in the job embeddedness construct that combines psychological, social and financial factors. These factors are often compared to a web, or a net, in which an individual may get stuck (Mitchell and Lee, 2001; Mitchell, et al., 2001;Yao, et al.,  2004; Lee, et al.,  2004 ). Mitchell, et al.’s (2001) initial concept combined three key dimensions: links, fit and sacrifice. Links represent the ties that an employee has to other people or groups in the organization. These are both the individual’s formal and informal connections, either on or off-the-job (Mitchell and Lee, 2001). Such ties describe a social web of attachments which differs in the sheer number, strength, and emotional quality and, thus, expresses the connectedness of an individual to the social environment. This means, the more an individual is bound to colleagues, bosses, friends, and other groups, the higher the likelihood that he or she will identify with the job position and the organization (Mitchell, et al., 2001; Mitchell and Lee, 2001). The fit dimension expresses the perceived compatibility or comfort of an employee with the requirements, skills, knowledge, values, interest, career goals and the organization (Ibid). It is argued, the better the fit of an individual with the organization, the stronger the ties to the organization (Lee, et al., 2004). Finally, the sacrifices dimension represents the psychological and material costs of leaving the organization (Mitchell, et al., 2001; Mitchell and Lee, 2001; Lee, et al., 2004). Leaving the organization contains giving up habits, familiar environment, friends and regular contact with colleagues. Job embeddedness can be divided into two subgroups: on- and off-the-job. In the following considerations, only the job-related factors are captured in the occupational embeddedness dimension or in the on-the-job dimension.   
	Today, job embeddedness of expatriates focuses mainly on the impact on various outcomes, such as retention (Lo, et al., 2012), performance (Halbesleben and Wheeler, 2008), job satisfaction (Harris, Wheeler and Kacmar, 2011), or commitment (Tharenou and Caulfield, 2010). In addition, it was found that the positive effects of job embeddedness on retention reduce the likelihood of expatriates’ turnover in the case of negative events (Allen and Griffeth, 1999; Lee, et al., 2008). Further, there is support for the claim that both host country shocks (understood as being pushed out of the foreign assignment) (Lo, et al., 2012) and home country shocks (understood as a pull to the home country) (Tharenou and Caulfield, 2010) mitigate against job embeddedness. From a career management point of view, Reiche, Kraimer and Harzing (2011) theorize that one’s informal social network provides information and/or support that helps the expatriate to achieve his or her personal goal. The underlying assumption is that the expatriate’s intended goal with an international assignment is mostly career-driven. Thus, access to information, gaining support and receiving opportunities increases their perceived career prospects (Cross and Cummings, 2004). This leads to increased occupational embeddedness through higher perceived fit and through links to co-workers and superiors in the new organization. Ren, et al.  (2013) support these findings with reference to relationship-building and, in this case especially, friendship networks with co-workers. Further, there is support for the claim that job embeddedness increases career expectations. Expatriation is seen as one element of “new careers” and, in line with this, employees agree to international assignments with the intention of building career capital through international work experience (Zikic, et al., 2006). The feeling of being deeply embedded into organizational structures and fitting with the values of the organization raises expectations of future career options. Being deeply embedded means that one has the feeling of being part of the company and a good match with its goals, the values and vision. Finally, job embeddedness increases the expatriates’ identification with the firm and the associated role as an international employee. Being an expatriate is a life situation that requires the adoption of new work, new culture and new social relationships.  As such, many expatriates develop a new identity as an international employee as a result of these challenges (Kohonen, 2008; Suurati and Mäkela, 2008). This self-definition includes aspects of personal effectiveness, performance and capabilities. 
	Based on these considerations, as well as on the aforementioned previous research, it is expected that individuals that are deeply embedded into the organizational structures to have a higher job performance compared to poorly embedded ones. In accordance with Lam, Walter and Ouyang (2014), job performance is conceptualized as comprising two dimensions. The first is task dimension (Borman and  Motowidlo, 1997). This refers to activities that directly contribute to an organization’s strategic goals. The second dimension is contextual performance and includes all behaviors that goes beyond an employee’s formal job description (Basu and Green, 1997; Howell and Hall-Merenda, 1999). Based on the previous explanations, it is argued that occupational embeddedness especially increases the willingness to perform not only the basic contractual requirements of the job, but also to accomplish more than is required by applying oneself to the organizational goals (Sekiguchi, Burton and  Sablynski, 2008). The feeling of having fit with the company values, identification with the job and social ties to both colleagues and superiors are forces that positively affect job performance (Lee, et al., 2004). However, it has to be expected that the impact of job embeddedness differs according to AEs, OSIEs and ISIEs. In particular, AEs tend to conduct foreign assignments as part of their job description or for career ambitions (Cross and Cummings, 2004). Their performance abroad may be perceived as an indication of their potential, which may be helpful for their career back home. In this respect, there is evidence that job embeddedness in the host organization affects the perceived career prospects in the home organization (Cross and Cummings, 2004; Reiche, Kraimer and Harzing, 2011). Based on this, I argue that AEs tend to perform their job in a contextual way and, if deeply embedded, beyond job description, since the feeling of belongingness increases the anticipated benefits at home (Howell and Hall-Merenda, 1999; Reiche, Kraimer and Harzing, 2011). Further it could be expected that OSIEs and AEs experience a deeper fit with the organization as this group of expatriates do not change their employer. In particular, OSIEs plan their foreign stay within their company and it has to be assumed that they would not do so if they felt that their values and goals did not match. In this case, they would change their employer and become ISIEs. According to Lee, et al. (2004), perceived fit supports the development of strong ties to the organization. Cao, Hirschi and Deller (2014) argue that SIEs (who are ISIEs according to the previous argumentation) in particular are given less company support for adjustment. This, in return, decreases the likelihood of being embedded. On the other hand, Rhoades and Eisenberger (2002, p. 668) state that perceived organizational support, defined as “the employee’s general belief that their organization values their contribution and cares about their well-being”, increases the willingness to contribute to the achievement of organizational objectives. The intended career progress, career ambitions and organizational support lead us to expect that embeddedness plays a different role for AEs, OSIEs and ISIEs. Based on these considerations, the first hypothesis is formulated as follows:

Hypothesis 1: High job embeddedness is associated with high job performance. This effect is higher for AEs and OSIEs than for ISIEs. 

Further, I theorize in this paper that the three groups differ according to their mindset about their inter-firm mobility and attitude towards job-related unpredictability (Sullivan, Carden and Martin, 1998). This is captured with the boundaryless career concept (Arthur and Rousseau 1996). This concept emphasizes the seemingly infinite possibilities a career presents and explains how an individual recognizes these possibilities as well as the strategies to take advantage of such opportunities (Arthur, Inkson and Pringle 1999). According to Briscoe, Hall and  DeMuth, “a person with a decidedly high ‘boundaryless’ attitude toward working relationships across organizational boundaries is comfortable, even enthusiastic about creating and sustaining active relationships beyond organizational boundaries” (Hall and DeMuth, 2006, p. 31). It has to be assumed that, in each group, individuals differ according to their boundaryless career concept, but, in the ISIEs group, I expect the highest degree. Further it is argued in this paper that the role of job embeddedness for job performance gets mediated by the individual’s boundaryless career mindset. A high boundaryless orientation reduces the effects of job embeddedness on job performance.    

Hypothesis 2: The effect of job embeddedness on job performance is mediated by a boundaryless career in that high boundaryless career orientation reduces the effects of job embeddedness on job performance. 

Finally, another theory based exaptation is that job embeddedness is associated with career satisfaction (Stumpf, in press). Thereby, career satisfaction is understood as a person’s subjective reflection and evaluation of his or her professional development in reference to individually relevant dimensions (Heslin, 2005). Judge, et al. (1995) suppose that people invest in order to attain individually important goals. Thus, career satisfaction is partially a result of subjective evaluation as to whether these goals have been attained. It has to be assumed that, if an individual is deeply embedded into the organizational structures, they have the impression that their values and goals correspond to those of the company. In addition, it is assumed that embedded persons reach personal goals more easily within the organization and that they have social links to co-workers and superiors from which they benefit, according to information and support. In brief, if an individual is embedded in the aforementioned sense, they are, in principle, satisfied with their career. This lead to the expectation that this effect to be higher for ISIEs than for OSIEs and AEs for two reasons. First, OSIEs and AEs do not change their organization. Thus, they have a certain expectation about their foreign assignment (Caligiuri, et al., 2001). In many cases, they have access to information or firsthand reports from persons, whichhave been abroad in the past (Holt and  Wigginton, 2002). If job embeddedness is expected and subjectively judged, the effects are lower compared to an individual with lower expectations or uncertain about their new status in the foreign organization. Second, as argued, AEs and OSIEs are presented with different support than ISIEs in order to become embedded into the organization (Andresen, et al., 2014). This means that being embedded is not completely experienced as their individual success. In contrast, ISIEs have to work harder at getting adjusted to the new organization (Selmer and Lauring, 2011). All their achievements are the result of their own adjustment effort. Based on this considerations it has to be exspected that this may have positive effects on their satisfaction with their achievements abroad. Based on this, the following hypothesis is formulated:               

Hypothesis 3: High job embeddedness is associated with high career satisfaction. This effect is higher for ISIEs than for OSIEs and AEs.

Based on previous research, it is argued that the degree of job embeddedness has a significant effect on an individual’s willingness to adhere to the psychological contract. Social ties, values, identification with the organization and the perceived support are all dimensions that influence the social interaction between expatriate and organization. In order to formulate this association more precisely, we take a closer look at the psychological contract theory.

Psychological contract

Psychological contract theory is concerned with the understanding of how individuals experience their employment relationships (Ng and Feldman, 2009). The roots of this theory can be found in the theory of equilibrium (Barnard, 1938), the theory of reciprocity (Gouldner, 1960) and social exchange theory (Blau, 1964). It consists of employees’ beliefs regarding the mutual obligations between them and their employer (Rousseau, 1989; 1995; 2001). It includes “assumptions regarding good faith, fair dealing, and trust, treating this contract as part of the larger fabric of the relationship between the parties” (Rousseau, 1989, p. 128). Today, this theory finds its application in various academic disciples. Studies to date have indicated that trust (Robinson, 1996) or unmet expectations (Turnley and Feldman 2000) affect the perception of mutual psychological contract fulfillment, while job satisfaction (Robinson and Morrisson, 2000; Rigotti, 2009;), commitment (Sturges, et al., 2005), organizational citizenship behaviors (Shih and  Lin, 2014) or job performance (Zhao, et al.,  2007) are outcome variables of a psychological contract that is perceived as fulfilled by all parties. In career studies, the anticipated psychological contract is of especial interest. This alignment understands an individual’s beliefs and expectations prior to employment as a source for promises, which individuals make to their future employer (Rousseau, 2001; DeVos and Meganck, 2009). In addition, these beliefs determine what one expects to receive from the employer in return and in reference to career plans. 
Notably, in expatriate research the psychological contract is of special relevance. Lewis (1997) was one of the first scholars to present a model that involves psychological contract and expatriation. His ‘break-down’ model identifies key components, such as the degree of employer support, in order to isolate potential assignment problems. I will draw on those findings in later discussion. Lewis (Ibid) argued that expatriates are a group of employees that face more uncertainty compared to employees changing their job in their current environment (c.f. Guzzo and Noonan, 1994). If one decides to go abroad, the need to rely on promises or assurance is amplified, both prior to and during their international assignment. In particular, working abroad is associated with uncertainties which cannot be sufficiently regulated by formal contracts (Turnley and Feldman, 2000). In a similar vein, Haslberger and Brewster (2009) provide a model that associates the expatriate’s psychological contract to the risk that perceived when making a decision about an international assignment, as well as expected repatriation success. This model is interesting, since ISIEs, OSIEs and AEs experience different support. In this respect, less support is associated with a greater risk and, thus, the psychological contract has higher importance for ISIEs, since this group of expatriates is without organizational support. Further, an expatriate leaves behind a lifetime’s history of family, friends, hobbies and interests and, thus, work life abroad becomes a more dominant part of their life (Guzzo and Noonan, 1994). Consequently, the employer’s influence on the expatriate’s life is significantly higher, both on and off the job (Guzzo, Noonan and Elron, 1994). According to Lewis (1997), especially for AEs and OSIEs, tangible, transactional aspects of the contract co-exist with less tangible, relational aspects (e.g. assumptions about employer responsibility for health or career progress). As a consequence of going abroad, the expatriate’s psychological contract is more comprehensive compared to that of a person operating in their own country. In reference to this, we know from previous research that a comprehensive relational contract produces a significant intense response to perceived contractual violations (Rousseau, 1995; 2000). In this respect, Holt and Wigginton (2002) argue that, when making a decision to go abroad, individuals will expect what others have been promised in the past (e.g. career acceleration). If such expectations are not fulfilled, reactions such as withdrawal from the contract or, in an extreme case, turnover are likely (Linehan, 2000). If an organization fails to meet its obligations, an expatriate may impact negatively on job satisfaction and commitment and, thus, increase turnover intention (McNulty, DeCieri and Hutchings, 2013). Here we see a link to job embeddedness. As previously argued, well embedded individuals have higher job satisfaction (see hypothesis 3). These individuals perceive their values as matching with the company’s ones and develop social ties to co-workers and superiors. These social ties are associated with the feeling of being part of a group, social connectedness and the social responsibility that one feels with co-workers, superiors and the organization (Mitchell, et al., 2001; Mitchell and Lee, 2001). It is argued that this serves as a social power that maintains   social obligation towards the social group and the organization. Further, there is strong evidence that low job embeddedness increases turnover (c.f. Oyler, 2014). Turnover, however, is only the last step in the process of termination of one’s employment. There are other steps, such as withdrawal from the psychological contract, that proceed in chronological order (Rousseau, 1995). Thus, if high job embeddedness decreases the probability of turnover, it reduces withdrawal from the psychological contract as well. 

Hypothesis 4: High job embeddedness is associated with high willingness to adhere to the psychological contract. 

In reference to the previous argumentation about career satisfaction, it is further argued that if a person is satisfied with their past career, after subjective reflection and evaluation based on individual goals, personal values and striven for achievements as well as future career opportunities (Judge, et al, 1995; Heslin, 2005), this person does not feel strong violation of the psychological contract by the employer. It is known from past research that, if one perceives the other side to be fulfilling the psychological contract, willingness to stick to their part of the contract is increased (Rousseau, 2001). Further, the fewer problems there are with the current career situation, the more likely it is that an individual will not withdraw from their obligations, since withdrawing from the psychological contract is a reaction to disappointment (Linehan, 2000; Flood, et al., 2001; Pate and Scullion, 2010). Therefore, it has to be expected that career satisfaction increases one’s willingness to adhere to the obligation of the psychological contract. 

Hypothesis 5: High career satisfaction is associated with the willingness to adhere to the psychological contract. 

The final hypothesis is concerned with the consequence of willingness to adhere to the psychological contract. Job performance is defined as a two dimensional construct that involves fulfilling contractual obligations (Borman and  Motowidlo, 1997) and going beyond the formal job description (Basu and  Green, 1997; Howell and  Hall-Merenda, 1999;). Based on that, and the previous considerations, it is argued that strong willingness to comply with the obligations of the psychological contract affects the way one performs one’s job. Since the psychological contract is more comprehensive than the formal employment contract (Zhao, et al., 2007), it entails obligations that go beyond the formal agreement. The psychological contract is a construct that covers all intangible aspects that are relevant for personal or organizational goals. Thus, the last hypothesis is formulated as follows:

Hypothesis 6: High willingness to adhere to the psychological contract is associated with high job performance. 	

Method

PLS, a causal-predictive analysis (Bollen, 1989) was apllied to test the proposed hypothesis. In this study, SmartPLS 2.0 software, a structural equation path modeling package (Ringle, Wende and Will, 2005) and SPSS Version 22 were used for all calculations. PLS structural equation modeling includes a number of statistical methodologies for investigating a network of causal relationships, defined according to a theoretical model, linking to two or more latent complex concepts, each measured through a number of observable indicators (Esposito, Trinchera and  Amato, 2010). There are a number of reasons for choosing PLS for the study at hand. First, this measurement can be used to investigate models that use second-order formative indicators (Chin, 1998). In contrast to LISREL, it provides standard routine to estimate the path strength of both formative (here, Boundaryless Career, Psychological Contract and Occupational Embeddedness) and reflective (Job Performance and Career Satisfaction) constructs. Further, it allows the modeling of latent constructs under conditions of non-normality. Most important for this study is that it is appropriate for small to medium sample sizes (Chin, Marcolin and Newsted, 1996). According to Chin (1998), our sample size (N=328; nAE=103, nOSIE=84, nISIE=141) is sufficient for PLS operations. It is certainly more appropriate when there is no elaborated theory and the research model is at an early stage of development or has not yet been extensively tested (Teo, Wei and Benbasat, 2003). This is the case in our research and, therefore, PLS is an appropriate method for our purpose. 


Data collection and sample characteristics

Data were collected between September and November 2014 among expatriates in China (mostly Chengdu, Shanghai and Beijing). Therefore, 371 individuals (265 men and 106 women, due to missing data 43 questionnaires had to be deleted) from 28 different nationalities were recruited, working in China with an average 2.76 (SD=1.41) years of experience abroad. Various expiation expatriate networks were contacted with a request to distribute our online survey to their members with the appeal to participate in this study. In order to avoid bias, organizations or companies were not contacted, since this may lead to an over-representation of AEs. The focus on expatriate’s networks was chosen since ISIEs may be overlooked in the organization and expatriates networks onside are a relevant source to socialize for ISIEs. The study is designed as an online survey in English. It is common in expatriates research to choose online survey as there are several advantages, such as accessibility of international sample, etc. (Dillman, 2000). Finally, it took the participants 34.5 minutes (SD=6.82), on average, to answer the questionnaire. The questionnaire contains items that allowed us to distinguish between the three groups of expatriates. In reference to Andresen, et al.’s (2014) approach, it was asked for inter-organizational mobility, change of work contract partner and initiative. After evaluation, 103 AEs, 81 OSIEs and 141 ISIEs were identified. 
  
Measures

In order to increase the goodness of the model, only validated existing scales were applied, which had been previously successfully used in similar settings. Two (Job Performance and Career Satisfaction) of the five constructs were reflective specified. Thus, it was possible to calculate Cronbach’s Alpha as a measure of inner consistency (Henseler, 2010). For formative constructs (Boundaryless Career, Psychological Contract and Occupational Embeddedness), Cronbach’s Alpha is not applicable. Goodness criteria for reflective constructs are shown in Table 2 and, for formative constructs, in Table 3.

Job Performance was measured using a five-item scale developed by Janssen and Van Yperen (2004). Interviewees were asked about their fulfillment or their failure to fulfill duties and formal performance responsibilities (1, “strongly disagree”, to 7, “strongly agree”: αAE=.866; αISIE=.727; αOSIE=.901).

The Career Satisfaction scale was an adoption of Greenhaus, Parasuraman and Wormley’s (1990) scale. The classical construct measures in two ways. On the one hand, supervisor assessment of promotability is surveyed. On the other, it is assumed that managers reach a certain plateau in their career (Veiga, 1981; Penley, 1984) items were used to measure manager satisfaction with their achieved level of progress to date (1, “strongly disagree”, to 7, “strongly agree”: αAE=.826; αISIE=.894; αOSIE=.8721).

Boundaryless Career was operationalized using the Boundaryless Career Scale provided by Briscoe, and Hall (2005). This copyrighted scale consists of eight items (1, “strongly disagree”, to 7, “strongly agree”). The first part is designed to measure “boundaryless mindset” or one’s general attitude to work across organizational boundaries. The second part measures “organizational mobility preference,” or the strength of interest in remaining with a single (or multiple) employer(s) (Briscoe, Hall and DeMuth, 2006). Since both concepts were measured together, this construct had to be specified in a formative way (1, “strongly disagree”, to 7, “strongly agree”).

The Psychological Contract measure refers to Tekleab and Taylor’s (2003) considerations. Their psychological contract scale consists of two subscales: “Psychological contract violation by the employee” and “Psychological contract violation by the organization”. Only the psychological contract violation by the expatriate is measured. Therefore, five items was used. The applied scale is operationalized in a formative way since it is consistent that, for example, an employee works extra hours if required, but is not actively encouraged to develop new skills. Thus, a global measure is not appropriate (Jarvis, MacKenzie and Podsakoff, 2003; MacKenzie, Podsakoff and Podsakoff, 2011) (1, “strongly disagree”, to 7, “strongly agree”).

Occupational Embeddedness is a component of the Job Embeddedness Questionnaire (JEQ) (Mitchell, et al., 2001). The JEQ combines the aforementioned three dimensions of fit, ties and sacrifices, both on and off the job. In our study, the interest is on the occupational aspects of job embeddedness exclusively. Thus, only the occupational embeddedness part of the JEQ was applied, with 10 items. There is ongoing discussion about the statistical implications of the classical job embeddedness construct. While Burton, et al. (2010) argue for a reflective specification, others support a global measure of job embeddedness, as introduced by Crossley, et al.  (2007). This discussion is mainly based on the appropriateness or the advantages and disadvantages of using composite or global measures (Crossley, et al., 2007; Burton, et al., 2010; Zhang, Fried and Griffeth, 2012; Oyler, 2014). The paper at hand follows the arguments provided by Crossley, et al. (2007). It is further assumed that there is no logical contradiction if one agrees with the first item, “My occupation utilizes my skills and talents well”, but disagrees with the fifth item, “My values are compatible with the values held by others”. This, however, is a strong indication that a formative measure is advised (Jarvis, MacKenzie and Podsakoff, 2003; MacKenzie, Podsakoff and Podsakoff, 2011) (1, “strongly disagree”, to 7, “strongly agree”).

Theoretical model, findings and paths strength

In order to evaluate our assumed hypotheses, commonly it is started with the measurement model. The research model consists of reflective and formative constructs. Due to the nature of PLS, these construct specifications have to be separately evaluated according to reliability and validity. Finally, the approximation of the path strength by assessing the structural model is provided.    

Measurement model

[bookmark: OLE_LINK8][bookmark: OLE_LINK7]Starting with the reflective specified constructs in the measurement model, the statistical rules of PLS structural equation modeling require the evaluation of item reliability (IR) as proposed by Nunnally (1978). In common discussion of PLS, a value of IR ≥ .70 is widely accepted (Backhaus, et al., 2008). The results in Table 2 show that two items for job performance (JP3ISIE=.531; JP2OSIE=.526) and two items for career satisfaction (CS1ISIE=.562) do not fulfill this level. PLS provides two procedures to deal with items that do not fulfill the aforementioned threshold; remove them or keep them. In accordance with Hair, et al. (2006), these items are kept, since a value below .70 does not automatically justify elimination. If an item is less than .50, it should be kept, but observed according to its goodness in other measures. Since weak items are mostly above the .05 level, they remain in the sample. The t-statistics were computed using the resampling method provided by the Bootstrapping procedure in the SmartPLS software package. The Bootstrapping procedure was carried out with 1,500 samples to increase the goodness of the results. For a one-sided hypothesis test, t>1.66 is expected in order to be significant at least on a p=.05 level (Efron and Gong, 1983; Efron and Tibshirani, 1998). As Table 2 shows, all of the indicators are at least significant on a .10-level. Further the internal consistency of our constructs was assessed using Cronbach's Alpha (Cronbach, 1951). As Table 2 shows, all models load above this threshold. Further, the Composite Reliability clearly exceeds the recommended threshold values of .70 for all models. The Average Variance Extracted (AVE) scores above the required .50 threshold for all  (Fornell and Larcker, 1981; Chin, 1998). The Confirmatory Factor Analysis can be carried out to identify the one-dimensionality for each measure. In this respect, the results show that all indicator loads are at their highest with their respective construct rather than with another construct. To summarize, according to the evaluation of the reflective measurement models, it is safe to assume thatall goodness measures satisfy the requirements. 
*** Table 2 around here ***

Formative constructs are assessed using indicator relevance as a value for the contribution of each indicator to the explanation of the total formative construct (see results, Table 3). Accordingly, the regression coefficient provides an idea of prediction validity per indicator in reference to the total construct. It is expected for formative indicators to reach at least a .1- level in order to make a relevant contribution to the construct’s explanation. This is not the case for the items BC1ISIE=.079 and BC8ISIE=-.055 at the boundaryless career construct. The psychological contract has shortcomings at items PC5AE=.058,PC3ISIE=-.032 and PC4OSIE=.009 . Finally, there are indicators which do not contribute sufficiently to the occupational embeddedness construct, namely: OE1AE=-.173, OE3ISIE=.064, OE9ISIE=-.126and OE7OSIE=.027. The t-statistics evaluate the significance level per indicator. As Table 3 shows, not all of the indicators are significant according to the t-test (BC4OSIE=.593; PC5AE=.478, OE10OSIE=.919). However, eliminating indicators is not that easy for reflective indicators. Since the content of formative constructs is formed by the indicators, rejecting one of them would have an impact on the meaning of the construct itself. Because this meaning is modeled by theoretical considerations, theoretical reasons are needed to eliminate an indicator (Rossiter, 2002). As such, the indicator’s relevance is high, but, for some indicators, it is only at a poor significance level. Further it was tested for multi-collinearity among the set of indicators in a separate regression model. Therewith, the indicators were treated as independent variables while another randomly chosen indicator served as the dependent variable. As goodness measure, the Tolerance (Ti), the Variance Inflation Factor (VIFi) and the Conditions Index (CIi) was used. An acceptable Ti is said to be above .1, VIFi should be below 10 and CIi below 30, with some authors recommending 15 as the  least acceptable value (Kim and Timm, 2006; Diamantopoulos, Riefler and  Roth, 2008). These requirements are satisfied for Ti and VIFi. Further, all values for CIi are below the value of 30 (see Table 3). Therefore, it is safe to assume that, even if not all measures reach the highest level for formative constructs, they are sufficient to proceed further.    

*** Table 3 around here ***

Finally, discriminant validity of the construct is assessed; a commonly used measure to evaluate the goodness of a statistical model (Roldán and Sanchez-Franco, 2012). This so-called Fornell/Larcker-criterion (Fornell and Larcker, 1981) allows identifying the extent to which the measured constructs differ in relation to the other constructs in the same study. As Table 4 shows, all constructs have a sufficient degree of discriminant validity.

*** Table 4 around here ***



Structural Model

The structural model is evaluated by assessing the path coefficient β as a representation of the impact of an antecedent on the dependent variable (see Figure 1). This effect can either be weak (β>.02), moderate (β>.15), or else substantial (β>.35) (Chin, 1998). All values are calculated using Bootstrapping with 1,500 samples (see Table 5). In addition to the path coefficients, there are also moderating effects μ. For this measure, the same values are expected as for path coefficient (Cohen, 1988). 

*** Figure 2 around here ***

The evaluation of the research model for OSIEs, ISIEs and AEs happens separately. Following, the results for each group of expatriates are presented (see Table 5).  

*** Table 5 around here ***

The overall results for path coefficients for OSIEs are satisfying. The path coefficients are sufficient for all supposed dependencies, except for H4a (β=.083, R2=.138, t=1.301). Here, the path coefficient is weak, even if the significance is acceptable. A further measure that represents the percentage of the variance of endogenous latent variables towards the corresponding independent exogenous variable is the coefficient of determination that is commonly expressed as R2. According to Chin (1998), values of R2≤.19 are weak, those of R2≤.33 are moderate and values of R2≤.67 are substantial. The results for career satisfaction (R2=.238) and job performance (R2=.207) are moderate and for psychological contract (R2=.138) is weak. The value for job embeddedness (R2=.606) is sustainable. Therefore, all data indicate a sufficient fit to statistical model for OSIEs. Since moderating constructs were introduced, μ as a measure for the moderating impact of boundaryless career mindset on job embeddedness and its relation to job performance had to be calculated. As table 5 shows, this value satisfies the threshold for weak (β>.02) impact (Chin, 1998) (H6a; μ =.051, R2=.207, t=4.486). In addition, the t-values of all paths in the OSIEs model are significant at least on .05-level. Thus, a weak moderation role for boundaryless career mindset in the connection between job embeddedness and job performance has to be assumed. However,  based on this evaluation H4a has to be rejected, while empirical results support H1a, H2a, H3a and H5a as well as the moderation effect of H6a
	The evaluation of the ISIEs model reveals similar results. The path coefficients are moderate for H1 (β=.630), H3b (β=.332), H5b (β=.410) and H6b (β=-.300). These values are all significant. H2b (β=.133) has a weak, but significant strength, while H4b (β=.006) score below the threshold. The fit of our data to the statistical model is acceptable weak for the psychological contract construct (R2=.392), the job performance construct (R2=.491) and career satisfaction construct (R2=.516) moderate for and weak for job performance (R2=.183). Based on this, H4b should be rejected due to low effect size and poor data/model fit. The moderating effects of boundaryless career on the relation between job embeddedness and job performance are substantial H6b (μ =-.300, R2=.183, t=5.838). These findings provide evidence that a high boundaryless career mindset reduces the impact of job embeddedness on ISIEs performance abroad. In conclusion, the evaluation of the structural SIESs model reveals that H1b, H2b, H3b, H5b and H6b are supported by the empirical data.
The AEs model shows substantial path coefficients for H1c (β=.199), H2c (β=.524), H3c (β=.518) and H5c (β=.435). H4c (β=-148) and H1c (β=-.042) and display too low or a wrong directed path strengths. The degree to which the statistical model is explained by the data is weak for the career satisfaction construct (R2=.127) and the psychological contract construct. The job embeddedness construct (R2=.367), the job performance construct (R2=.481) are moderate. Although these findings are significant at least at the .05-level, H4c has to be rejected. The moderating effects of boundaryless career are too weak H6c (μ =-.042, R2=.481, t=1.384). Therefore, the decreasing effect of a boundaryless career mindset on the impact of job embeddedness on the performance abroad could not be empirically validated for AEs. In conclusion H1c, H2c, H3c and H5c.
It was further expected that the positive effects of job embeddedness on job performance in H2 would be higher for AEs and OSIEs than for ISIEs. The findings show that the deeply embedded AEs (β=.524, t=7.134) and OSIEs (β=.379, t=3.845) show a better job performance than ISIEs (β=.133, t=4.184), even if all groups perform better when they are deeply embedded. In the case of H1, it is argued that the effects of job embeddedness on career satisfaction are greater for ISIEs than for AEs and OSIEs. Findings show no clear evidence for this claim. Indeed, this effect is clearly higher for OSIEs (β=.630, t=2.007) than for ISIEs (β=.533, t=1.693) and for AEs (β=.199, t=6.114).In reference to OSIE and ISIE have about the same value. Therefore, it could be hold that job embeddedness increases career satisfaction, in different way for ISIEs, OSIEs and AEs. Further, it was assumed that, for all types of expatriates, being deeply embedded into the organization increases their willingness to hold/fulfill the obligations forming the psychological contract. It was expected the impact to be as approximately the same as that confirmed by our empirical analysis (ISIE: β=.332, t=7.935; OSIE: β=.462, t=4.002; AE: β=.518, t=1.483). Finally, individuals with a strong will to adhere to the psychological contract show a better job performance abroad. This is true for all types of expatriates and as assumed in the theoretical aspect at the same strength level (ISIE: β=.410, t=1.947; OSIE: β=.277, t=3.845; AE: β=.435, t=8.238). Unfortunately, all three hypotheses concerning career satisfaction and its impact on expatriates’ willingness to adhere to the obligations of the psychological contract had to be rejected, due to low path strengths or explanation power. Thus, no differences between ISIEs, OSIE and AEs could be found.              

Discussion

The results concerning job embeddedness and job performance revealed that being embedded has a positive impact on the performance of all expatriates abroad. In accordance with Howell and Hall-Merenda (1999), as well as Basu and Green (1997), job performance is conceptualized as the willingness to perform beyond contractual arrangements. In this respect, deeply embedded expatriates tend to go the extra mile if required. Therefore, effective programs or instruments to support expatriates’ adjustment, as well as help to develop a feeling of belongingness to the new organization abroad, have positive performance effects. It is argued here that AEs and OSIEs are more embedded into the host organization than ISIEs, since the first two groups decided to remain with their organization abroad. Thus, it is theorized that the connection, shared history and duration, as well as the perceived fit to the values, as expressed in the job embeddedness construct, were higher for AEs and OSIEs than ISIEs (see Table 4). The empirical findings support these assumptions. Based on this, it could be showed that, because of this assemblage, ISIEs would perform lower than AEs and OSIEs. In addition, it was theorized that lower embeddedness leads to lower career satisfaction and, thus, ISIEs would show lower effects. These findings are in line with the proposed assumptions, as well as with previous research that showed that low embeddedness in a national context leads to lower job performance (Mitchell, et al., 2001; Halbesleben and Wheeler 2008). With the study at hand provides evidence that this relation is also true in an international context. 
In this respect, it is further argued that individuals with a high boundaryless career mindset rely less on embeddedness into the social and organizational structures abroad. So it has to be expected that, in each group, individuals would differ according to their boundaryless career concept, but we have to expect the highest degree in the ISIE group. As assumed, boundaryless career mindset in the ISIE group had the highest degree (see Table 4). These individuals have a mindset about their inter-firm mobility and attitude to job-related unpredictability (Sullivan, Carden and Martin, 1998; Briscoe, Hall and DeMuth, 2006). Being in one organization is just one option and, when planning their own career, the options for progress did not stop at the boundary of the current company. Therefore, being deeply embedded did not play a major role and, thus, the effects of job embeddedness were not very important. On the other hand, performance within the organization abroad is less important for ISIEs than for AEs, since the first group may easily change their employer and low performance will have less effect on their new position in another company. In contrast, AEs rely on success abroad, since their career progress may be negatively impacted at home if they do not reach their expected goals. These findings are similar to the aforementioned findings, in line with the current discussion about job embeddedness. Being deeply embedded has positive effects on performance (Emmerik and Sanders, 2004) as well as career ambitions and leads to performance beyond contractual obligations (Hogan and Shelton, 1998) in a national context. In conclusion, this paper have now added further understanding, since it can show that these effects are also valid for international assignees, but differ according to their personal characteristics.
Job embeddedness has further effects on career satisfaction. Evidence was found that this relation is true for all expatriates. It is known from voluntary turnover research that job embeddedness influences the way people are satisfied with their job (Tanova and Holtom, 2008). This idea was applied to career and found that being deeply embedded has positive effects on the way people judge their career progress. It was further theorized that these effects must differ according to the effort, risk and challenges that have to be overcome before one has the feeling of being part of the new social and organizational structures abroad. In other words, the effort one has to make to the satisfaction felt when mastering an uncertain and unpredictable situation abroad are linked. Accordingly, evidence was found that, even if job embeddedness plays a role in career satisfaction abroad for all expatriates, these effects are higher for ISIEs than for AEs. As expected (Selmer and Lauring, 2011; Andresen, Biemann and Pattie, 2012), the challenges abroad are higher for ISIEs than for AEs, which leads them to judge their success differently. 
In reference to the psychological contract, there are two major aspects. First, the psychological contract plays an important role for all expatriates. Planning an international assignment is always an uncertain endeavor (Lewis, 1997). Individuals have to anticipate the working conditions abroad as well as future job and career opportunities back home. This confirms Haslberger and Brewster (2009) theoretical work. Second, not all uncertainties can be sufficiently regulated by contract. Thus, expatriates have certain expectations about the promises their employer has made to them in advance, which may differ from what the employer carries out. Due to this difficult situation, violation of the perceived psychological contract by the employer will lead to a reaction by the expatriate (Rousseau, 2001). If they feel that their counterpart did not fulfill their obligations or responsibilities, they may refuse their own obligations as well, leading to a withdrawal from the psychological contract (Ng and Feldman, 2009). It is argued that, in cases where the expatriate feels a deep connection with co-workers or superiors and experience a great fit to the values and the culture of the organization, as embodied in the job embeddedness construct, they have less reason not to fulfill their part of the psychological contract. Empirical findings provide evidence for this claim that carries some relevant practical implications. If recruiters try to convince their favorite candidate to take up an international assignment, it is not appropriate to amplify the situation or to raise expectations about the situation abroad. In the contrary, the lower the expectations, the lower the probability that these expectations will be violated (Cavanaugh and Noe, 1999), leading to less likelihood of withdrawal from the contract. 
[bookmark: _GoBack]Finally, evidence for the claim that willingness to adhere to the psychological contract has effects on the way someone performs their job abroad is provided. Expatriates who break with their obligations in   the psychological contract towards their organization tend not to perform beyond the formal contractual job requirements. This finding is supported by previous research (Turnley, et al., 2003). In reference to the aforementioned discussion, this raises the importance of providing clear and realistic information in order not to create expectations that dare not satisfied abroad. In reference to job embeddedness, which also has a positive impact on the willingness to adhere to the psychological contract, it can be stated that there is another clear link to job performance, which may lead to benefit for the company.         

Conclusion

This study is the first to quantitatively analyze the different impacts of job embeddedness and willingness to fulfill the psychological contract in regard to ISIEs, OSIEs and AEs. In order to do so, it referred to the distinction provided by Andresen, et al. (2014) to investigate the differences between ISIEs, OSIEs and AEs. The goal of this research was to evaluate the effects of expatriates’ job embeddedness on various dimensions, such as the willingness to adhere to the psychological contract, job performance and career satisfaction. It was argued that these categories play an essential role in understanding the performance of expatriates abroad. Evidence was found that there are effects that may help to build a deeper understanding of expatriations. In particular, it could be showed that job embeddedness positively affects job performance for all expatriates, but that there are differences in these effects according to the motivation to go abroad. In reference to inter-organizational mobility, it was found that expatriates who search for an opportunity to work abroad outside the boundaries of their organization, show weaker effects than AEs or OSIEs. In addition, there is evidence that career satisfaction is positively affected from a feeling that one is deeply embedded in the organization abroad. Finally, the data showed that there is a higher willingness to fulfill the obligations of the psychological contract if the individual feels that they are part of the organization. As a consequence, the possibility that they perform their job beyond the contractual requirements is also increased. To summarize, based on this research, there is not only a conceptual difference between AEs, OSIEs and ISIEs, but also an empirical one. Therefore, this paper contributes to a deeper understanding of the role of job embeddedness and psychological contracts for international assignees. It extends the actual body of knowledge by applying concepts that have been analyzed in a national context to international assignees. In reference to job embeddedness, past findings from a national context could be reproduced, which strengthens the knowledge about the validity of this theory in explaining job-related factors. This paper has also brought new insights about this theory by differentiating the heterogenic group of expatriates into more homogenous sub-groups. Job embeddedness plays an important role, but not for all expatriates in the same sense. Based on these findings, it could be asked whether we find difference in other psychological or social dimensions if we not only take all expatriates into account, but differentiate according to their motives, intentions, expectations or support. This is an ongoing new discussion. Finally, this research showed that HR policies may not be suitable for all expatriates in the same way. If, for instance, job embeddedness is not that important in achieving better job performance, HR strategies which increase embeddedness may not lead to success.                

Limitations

As with every study, the study at hand has limitations. One is related to the sample size that was sufficient for PLS, but at the minimum limit. It cannot be ruled out that low significant values, as well as ambiguous results, are due to the size of the OSIE sample size. However, three models were calculated; therefore, at least two of them are not affected. Further, the sample was very diverse according to nationality and foreign destination. It is not clear if this has an effect on the outcome. Nevertheless, the applied approach followed a common strategy in expatriate research. Most samples are around this size (N=300) and at the same degree of diversity. This made the study at hand comparable to the existing body of knowledge, but did not solve the issues with bias due to heterogenic samples. In addition, there are limitations with self-reported questionnaires, something again common in expatriates research, as it cannot be discounted that such approaches suffer from hindsight bias or attributed bias (Huber and Power, 1985) as well as illusory correlations and consistency motifs (Dougherty and  Dreher, 2008). In order to reduce this bias, only validated scales were applied; but even such an approach is never a guarantee for the elimination of all biases.

Practical and research implications

It was showed with this research that job embeddedness plays a different role for AE, OSIES and ISIEs. Consequently, HR policies should pay attention to that fact. One practical outcome of this research is that HR adjustment programs could provide tailored support for each group of expatriates. In this respect, it is more helpful to support the embeddedness for AEs than for ISIEs. Due to the career intention and uncertainty linked to such international assignments, companies should take care that, especially for ISIEs, plain speaking, fair job description and credible and verifiable promises about the job abroad are applied. This reduces withdrawing from the psychological contract, which, in turn, increases job performance. As it could be showed, these effects are greater for ISIEs than for AEs. Therefore, reducing uncertainty should be on the agenda if hiring ISIEs. Based on this research, it could be also advised that enterprises take the mindset of potential employees into account. The effects of embeddedness on performance is reduced for an individual with a high boundaryless career mindset. To identify such mindset, there may be clues in the applicant’s past career progress. 
	Research on job embeddedness, the psychological contract and job performance of different kinds of expatriates is at a very early stage. Therefore, many research questions are open. From our perspective, there are two main black spots where more light is needed. First, there are several approaches to different kinds of expatriates, but we did not know much about the individuals that make up these groups. As an example, it is clear that ISIEs apply across organizational borders for jobs abroad. However, little is known about the particular reasons and motives. They choose a different way to gain foreign expertise than AEs, but to understand their motives in detail, more qualitative research is needed. For instance, it is assumed that ISIEs have a higher inter-organizational mobility, but it may be that they simply do not have the opportunity to go abroad with their current employer. Qualitative research may help to differentiate in more detail. Second, the way employers understand different kinds of expatriates is largely unknown. There is evidence that not each international experience is appreciated in the same way and that, overall, ISIEs experiences are less valued than an AE’s time abroad. This may indeed affect occupational embeddedness. To theorize on this issue at present is not easy as evidence from the employer side is missing. As such, further research could provide insights in order to understand expatriates in relation to the employing organization. 
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Table 1: Four varieties of expatriates


	Initiative for foreign 
assignment
	Organizational Mobility

	
	Internal Mobility
(within organization)
	External Mobility
(between organization)

	Individual 
	Organizational-Self-Initiated
Expatriate
(OSIE)
e.g. global career activists applying to internal vacancies
	Inter-Self-Initiated
Expatriate
(ISIE)
e.g. dependent workers, foreign recruitees, independent workers, entrepreneurs

	Organization
	Assigned Expatriate
(AE)
e.g. traditional organizational expatriates
	Drawn Expatriates
(DE)
e.g. global top-executives approached by company



Source: Andresen, Bergdolt, Margenfeld and Dickmann (2014)






































Figure 1: Conceptual Model
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N=328; nAE=103, nOSIE=84, nISIE=141
* p=.01; ** p=.05; *** p=.10; n.s. = not significant



























Table 4: Discriminant validity


	#
	Construct
	Mean
	SD
	1
	2
	3
	4
	5

	Organizational Self –Initiated Expatriates  
	
	
	
	
	
	

	1
	Boundaryless Career
	2.643
	.532
	1
	
	
	
	

	2
	Career satisfaction
	5.019
	.490
	.728
	1
	
	
	

	3
	Job Embeddedness
	5.871
	.961
	.639
	.528
	1
	
	

	4
	Job Performance
	5.105
	.752
	.321
	.428
	.665
	1
	

	5
	Psychological Contract
	3.462
	.612
	.504
	.171
	.618
	.439
	1

	Individual Self –Initiated Expatriates  
	
	
	
	
	
	
	

	1
	Boundaryless Career
	5.374
	.443
	1
	
	
	
	

	2
	Career satisfaction
	4.799
	.632
	.903
	1
	
	
	

	3
	Job Embeddedness
	3.532
	.725
	.596
	.747
	1
	
	

	4
	Job Performance
	4.225
	.307
	.224
	.535
	.850
	1
	

	5
	Psychological Contract
	5.074
	.833
	.541
	.639
	.285
	.672
	1

	Assigned Expatriates  
	
	
	
	
	
	
	

	1
	Boundaryless Career
	4.148
	.638
	1
	
	
	
	

	2
	Career satisfaction
	4.445
	.846
	.893
	1
	
	
	

	3
	Job Embeddedness
	5.360
	.600
	.042
	.433
	1
	
	

	4
	Job Performance
	4.245
	.978
	.588
	.361
	.622
	1
	

	5
	Psychological Contract
	4.382
	.639
	.252
	.051
	.226
	.498
	1

	The bold numbers represent the highest value per column







































Table 5: Evaluation of model goodness


	Hypo-thesis
	Antecedent
	Consequence
	β
	
	t-value
	Hypothesis
supported?

	Organizational Self –Initiated Expatriates  
	
	

	H1a
	Job embeddedness
	Career satisfaction
	.533
	
	1.693**
	Yes

	H2a
	Job embeddedness
	Job performance
	.379
	
	1.349**
	Yes

	H3a
	Job embeddedness
	Psychological contract
	.462
	
	4.002*
	Yes

	H4a
	Career satisfaction
	Psychological contract
	.083
	
	1.301**
	No

	H5a
	Psychological contract
	Job performance
	.379
	
	3.845*
	Yes

	H6a
	Job embeddedness × Boundaryless Career
	Job performance
	
	-.084
	4.486*
	Yes

	Intra organizational Self –Initiated Expatriates  
	
	

	H1b
	Job embeddedness
	Career satisfaction
	.630
	
	2.007**
	Yes

	H2b
	Job embeddedness
	Job performance
	.133
	
	4.184*
	Yes

	H3b
	Job embeddedness
	Psychological contract
	.332
	
	7.935*
	Yes

	H4b
	Career satisfaction
	Psychological contract
	.006
	
	.403 n.s.
	No

	H5b
	Psychological contract
	Job performance
	.410
	
	1.947**
	Yes

	H6b
	Job embeddedness × Boundaryless Career
	Job performance
	
	-.300
	5.838*
	Yes

	Assigned Expatriates  
	
	

	H1c
	Job embeddedness
	Career satisfaction
	.199
	
	6.114*
	Yes

	H2c
	Job embeddedness
	Job performance
	.524
	
	7.134*
	Yes

	H3c
	Job embeddedness
	Psychological contract
	.518
	
	1.483**
	Yes

	H4c
	Career satisfaction
	Psychological contract
	-.148
	
	1.120***
	No

	H5c
	Psychological contract
	Job performance
	.435
	
	8.238*
	Yes

	H6c
	Job embeddedness × Boundaryless Career
	Job performance
	
	-.042
	1.384***
	No

	N=328; nAE=103, nOSIE=84, nISIE=141
* p=.01
** p=.05	
*** p=.10
n.s. = not significant
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Table 2: Reflective Measures


	Construct/Item/author
	Model 1: AE
	Model 2: ISIE
	Model 3: OSIE

	
	Goodness
	IR
	t-value
	Goodness
	IR
	t-value
	Goodness
	IR
	t-value

	Job Performance (Janssen and Van Yperen 2004)
	
	
	
	
	
	
	

	JP1
	I always complete the duties specified in my job description.
	
	.749
	37.938*
	
	.815
	28.281*
	
	.758
	2.710**

	JP2
	I meet all the formal performance requirements of the job.
	
	.830
	71.487*
	
	.899
	11.539*
	
	.526
	1.529**

	JP3
	I fulfill all responsibilities required by my job.
	
	.705
	84.118*
	
	.531
	5.636*
	
	.936
	2.583**

	JP4
	I never neglect aspects of the job that I am obligated to perform.
	
	.784
	53.732*
	
	.785
	9.820*
	
	.883
	1.400***

	JP5
	I often fail to perform essential duties. (reverse scored)
	
	.833
	29.482*
	
	.763
	26.702*
	
	.793
	2.634**


	Cronbach’s Alpha
	.866
	
	
	.827
	
	
	.901
	
	

	Composite Reliability
	.827
	
	
	.816
	
	
	.751
	
	

	Average Variance Extracted
	.592
	
	
	.551
	
	
	.648
	
	

	N
	103
	
	
	141
	
	
	84
	
	

	
Career Satisfaction (Greenhaus, Parasuraman, and Wormley 1990)
	
	
	
	
	
	
	
	
	

	CS1
	I am satisfied with the success I have achieved in my career.
	
	.935
	8.392*
	
	.562
	1.372**
	
	.776
	6.36*

	CS2
	I am satisfied with progress I have made toward meeting my goals: overall career 
	
	.793
	5.730*
	
	.838
	5.398*
	
	.576
	2.371**

	CS3
	I am satisfied with progress I have made toward meeting my goals: income
	
	.835
	20.163*
	
	.806
	41.325*
	
	.720
	3.165*

	CS4
	I am satisfied with progress I have made toward meeting my goals: advance
	
	.905
	56.184*
	
	.865
	32.044*
	
	.894
	4.390*

	CS5
	I am satisfied with progress I have made toward meeting my goals: development
	
	.842
	15.638*
	
	.703
	6.199*
	
	.813
	8.518*

	CS6
	Overall, I am satisfied with my job at my firm.
	
	.759
	7.1049*
	
	.867
	18.490*
	
	.848
	14.439*

	Cronbach’s Alpha
	.826
	
	
	.894
	
	
	.872
	
	

	Composite Reliability
	.914
	
	
	.859
	
	
	.742
	
	

	Average Variance Extracted
	.637
	
	
	.762
	
	
	.601
	
	

	N
	103
	
	
	141
	
	
	84
	
	

	
	
	
	
	
	
	
	
	
	

	N=328; nAE=103, nOSIE=84, nISIE=141Bold number indicate a not fulfillment of the statistical requirements
* p=.01
** p=.05
*** p=.10
n.s. = not significant
	
	
	
	
	
	
	
	
	






Table 3: Formative Measures

	Label/Construct/Item/author
	Model 1: AE 
	Model 2: ISIE
	Model 3: OSIE 

	
	IR
	t-value
	Ti
	VIFi
	IR
	t-value
	Ti
	VIFi
	IR
	t-value
	Ti
	VIFi

	Boundaryless career (Briscoe and Hall 2005)
	CIi max = 15.836
	CIi max = 13.619
	CIi max = 21.832

	BC1
	I like tasks at work that require me to work beyond my own department.
	.439
	12.587*
	.741
	2.496
	.079
	7.367*
	.444
	2.481
	.291
	13.484*
	.884
	2.336

	BC2
	I enjoy working with people outside of my organization.
	.284
	3.482*
	.683
	1.267
	.149
	5.663*
	.395
	2.339
	.265
	4.377*
	.396
	1.696

	BC3
	Interact with people in many different organizations
	.184
	11.483*
	.699
	1.388
	.225
	9.363*
	.684
	2.019
	.347
	6.331*
	.553
	1.528

	BC4
	I like the predictability that comes with working for the same organization.
	.0194
	8.606*
	.739
	1.740
	.317
	2.003**
	.737
	1.388
	.278
	.593 n.s.
	.428
	1. 882

	BC5
	I would feel very lost if I couldn't work for my current organization.
	.3561
	18.851*
	.796
	1.032
	.192
	6.099*.
	.931
	2.554
	.307
	19.826*
	.335
	1.531

	BC6
	I prefer to stay in a company rather than look for employment
	.301
	21.387*
	.832
	1.562
	.424
	11.502*
	.548
	2.672
	.236
	4.659*
	.784
	2.471

	BC7
	I would never desire to seek work in another organization.
	.251
	10.483*
	.730
	1.955
	.109
	5.675*
	.441
	1.303
	.274
	9.072*
	.804
	2.076

	BC8
	In my ideal career I would work for only one organization.
	.340
	26.724*
	.456
	1.903
	-.055
	2.097**
	.387
	2.629
	.385
	3.034*
	.638
	1.704

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Psychological Contract (Tekleab and Taylor 2003)
	CIi max = 16.394
	CIi max = 22.063
	CIi max = 19.328

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	PC1
	Volunteer to do tasks that fall outside my job description.
	.473
	5.632*
	.420
	2.703
	.424
	3.774*
	.481
	1.722
	.296
	2.990*
	.374
	1.525

	PC2
	Develop new skills as needed.
	.253
	4.763*.
	.477
	3.113
	.560
	4.422*
	.437
	1.56
	.47
	6.653*
	.261
	1.509

	PC3
	Perform my job in a reliable manner.
	.289
	1.454**
	.302
	1.074
	-.032
	1.210**
	.521
	2.526
	.283
	1.892**
	.564
	1.773

	PC4
	Deal honestly with my employer.
	.276
	1.559**
	.357
	1.950
	.554
	5.392*
	.103
	1.225
	.009
	1.016**
	.635
	1.576

	PC5
	Work extra hours if needed to get the job done.
	.058
	.478 n.s.
	.481
	1.044
	.321
	2.62**
	.402
	1.386
	.492
	4.115*
	.446
	2.242

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Occupational Embeddedness (Lee et al. 2004; Mitchell et al. 2001)
	CIi max = 27.381
	CIi max = 21.748
	CIi max = 14.722

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	OE1
	My occupation utilizes my skills and talents well.
	-.173
	2.322**
	.473
	2.732
	.216
	4.381*
	.528
	2.376
	.540
	5.623*
	.217
	3.621

	OE2
	I feel like I am a good match for this occupation.
	.229
	6.492*
	.528
	2.218
	.372
	5.832
	.253
	2.109
	.361
	3.454*
	.293
	1.587

	OE3
	I fit with this occupation's culture.
	.430
	1.631**
	.331
	1.752
	.064
	2.482*
	.682
	2.144
	.304
	2.520*
	.381
	2.458

	OE4
	I feel good about my professional growth and development.
	.265
	3.503*
	.265
	2.034
	.381
	2.564**
	.479
	1.932
	.371
	9.35*
	.524
	2.491

	OE5
	My values are compatible with the values held by others.
	-108
	2.913*
	.385
	1.964
	.407
	7.853*
	.351
	2.352
	.361
	4.528*
	.344
	3.922

	OE6
	The benefits associated with working in this occupation are outstanding.
	.471
	1.321***
	.414
	1.846
	.224
	5.082*
	.426
	1.129
	.393
	6.537*
	.237
	1.836

	OE7
	My promotional opportunities are excellent in this occupation.
	.351
	2.472*
	.604
	2.035
	.261
	6.581*
	.220
	1.659
	.027
	1.306***
	.221
	2.471

	OE8
	I am well compensated for my level of performance in this occupation.
	.256
	5.836*
	.524
	1.8642
	.451
	3.403*
	.274
	1.291
	.371
	5.620*
	.582
	3.004

	OE9
	Prospects for continuing employment with this occupation are excellent.
	242
	2.471**
	.566
	2.242
	-.126
	2.511**
	.510
	1.899
	.549
	7.569*
	.461
	1.481

	OE10
	I feel that people in this occupation respect me a lot.
	.455
	4.826*
	.382
	1.873
	.276
	6.429*
	.289
	2.391
	.325
	.919 n.s.
	.473
	3.471

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Bold number indicate a not fulfillment of the statistical requirements
* p=.01
** p=.05
*** p=.10
n.s. = not significant
N=328; nAE=103, nOSIE=84, nISIE=141
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