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ARTICLE INFO ABSTRACT
Keywords: Drawing upon anxiety/uncertainty management (AUM) theory and organization support theory
Self-initiated expatriates (OST), we developed and tested a model on how globally mobile talent — in this instance, self-

Work adjustment

Role clarity

Perceived organizational support
Task performance

Organizational citizenship behavior

initiated expatriates (SIEs) - stay and perform well in the organization. We collected data from
276 superior-subordinate dyads, which were analyzed using structural equation modeling (SEM).
Our results suggest that role clarity mediates the influence of perceived organizational support
and work adjustment. Furthermore, we found that work adjustment mediates the influence of role
clarity on task performance and organizational citizenship behavior. We draw out the implica-
tions for advancing theory and practice in expatriate management.

1. Introduction

Self-initiated expatriates (SIEs) represent a critical source of talent for organizations globally that seek to meet their talent needs
(Furusawa and Brewster, 2019; Singh et al., 2021b). However, the management of SIEs has historically attracted less academic
attention than organizationally assigned expatriates (the OAE; Bozionelos and Singh, 2017; Hussain and Deery, 2018; Singh et al.,
2021a, 2021b) in the international management (IM) literature (Pereira et al., 2017). We note that IM literature has grown in size and
depth to address issues related to expatriate management, but comprehensive knowledge on the management of SIEs remains scarce
(Cerdin and Semler, 2014; Doherty et al., 2013; Bozionelos and Singh, 2017; Hussain and Deery, 2018). The SIEs, as compared to the
host country nationals (HCNs), experience and handle fundamentally different challenges they face at the workplace, and the resources
they need to perform well in the host country context significantly shape SIEs' perceptions and attitudes towards the employing or-
ganization (Lapointe et al., 2020). SIEs fill in the organization's staffing needs and bring competitive knowledge critical for their
employing firms to stay relevant in the markets. Despite all this, the extant IM literature suggests an apparent lack of a standard
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definition of SIEs (Singh et al., 2021a, 2021b; Vaiman et al., 2015). In this study, we define SIEs as the ones who are skilled/pro-
fessionally qualified individuals taking initiatives on their own, relocates to another country for regular employment, with the clear
intention to return to their home country (e.g., Andresen et al., 2014; Cerdin and Semler, 2014; Doherty et al., 2013).

Successful SIEs are more likely to possess professional cultural competencies and be better equipped in their dealings with host
country nationals (AlMazrouei and Pech, 2014). At the same time, SIEs themselves are not homogenous collectives as they come from
different countries with different beliefs, values, & skill sets (Al Ariss, 2014). SIEs in employing organization work side-by-side with
host country nationals (Singh et al., 2021a, 2021b) and are critical for knowledge transfer between SIEs and organization (Shao and
Ariss, 2020) as well as knowledge sharing amongst employees from different nationality (Papa et al., 2020). Furthermore, the role of
support providers (Kubovcikova and van Bakel, 2021) is critical for the adjustment of SIEs and how knowledge transfer between SIEs
and the employing organizations unfolds (Shao and Ariss, 2020) and results in innovation and excellence at the workplace (Arias-Pérez
et al., 2021). Extant literature suggests that employee's tendency to share knowledge with coworkers predict prosocial knowledge
effectiveness at the workplace (Chatterjee et al., 2022a; Papa et al., 2021; Singh et al., 2019) that, in turn, influences organization's
strategic renewal to act decisively (Wikstrom et al., 2018; Shin and Pérez-Nordtvedt, 2020) especially when inter-organizational
relationships as an essential precursor of knowledge identification capabilities (Bamel et al., 2021; Ortiz et al., 2018).

Only a handful of studies have studied SIEs in the GCC countries (Bozionelos and Singh, 2017; Guo et al., 2021; Hussain and Deery,
2018; Ridgway and Robson, 2018), especially on what makes them perform well. The highly segmented labor markets (not only
between locals and foreigners but often on nationality lines) in the GCC member states make integration very challenging, problems
compounded by uneven and at times seemingly capricious regulatory coverage (see Gray, 2018). The limited studies that have focused
on SIEs in the GCC countries indicate that social support from host country nationals (Singh et al., 2021a, 2021b), job embeddedness
(Hussain and Deery, 2018), quality of life (Ridgway and Robson, 2018), and the incentives provided by tax-free salaries (Baruch and
Forstenlechner, 2017) all contribute to SIEs success. Given that SIEs compose the vast majority of the workforce in the GCC member
states, their performance and the factors that contribute to it are critical, probably more critical than the performance of SIEs in any
other place of the world. However, these emerging scientific areas in the extant literature remain largely unexplored, and our study
attempts to scientifically investigate and fill in the gap in the body of knowledge (Lapointe et al., 2020; Singh et al., 2021a, 2021b).

Therefore, to adequately learn about the causes and consequences of SIEs' work adjustment in the context of the GCC countries, we
intend to examine and answer the following research question: “How do perceived organizational support and role clarity act on SIEs' work
adjustment for them to perform well?” In this study, we used anxiety/uncertainty management theory (AUM: Gudykunst, 2005) and
organizational support theory (OST: Eisenberger and Stinglhamber, 2011; Eisenberger et al., 1986) as theoretical lenses to understand
and explain how perceived organizational support predict management of experienced anxiety and uncertainty in the organization for
SIEs to perform well. Our study can advance the theory and practice of expatriate management in three distinct ways by answering the
research question mentioned above. First, it contributes to advancing the SIEs literature in general, as it develops a comprehensive
model of antecedents of SIEs' performance and a mechanism of how these antecedents exert their effects. Second, this study attempts to
answer several calls in the international management (IM) knowledge domain on how SIEs, unlike organizationally assigned expa-
triates, can handle their problems themselves throughout their adjustment to colleagues from a different culture (Howe-Walsh et al.,
2020; Lauring and Selmer, 2018; Shay and Tracey, 2009; Pereira et al., 2017; Singh et al., 2021a, 2021b; Suutari et al., 2018). Third, it
advances the limited IM literature on what makes SIEs perform well in the GCC region (Singh et al., 2021a), wherein the host-country
socio-cultural context is distinctive as it combines steeped in age-old traditions, norms, beliefs & values, customs, rituals, and religious
practices. The findings of our study advance the theory and practice of IM, especial in the domain of the management of globally
mobile talents (e.g., Chatterjee et al., 2022b; Furusawa and Brewster, 2019; Fan et al., 2021; Patel et al., 2021; Singh et al., 2021a,
2021b), through illustrating how role clarity mediates the influence of perceived organizational support and work adjustment, and in
turn, how the latter affects the relative influence of role clarity on task performance and organizational citizenship behaviors.

The remainder of the paper discusses the theoretical framework followed by the hypotheses development section. After that, we
present the methods and results sections and conclude this paper with a discussion & conclusion section.

2. Theoretical framework

We draw upon anxiety/uncertainty management (AUM; Gudykunst, 2005) theory and organization support theory (OST; Eisen-
berger et al., 1986) to find answers to what makes SIEs perform well in the workplace. Drawing upon AUM theory, we posit that
reducing anxiety/uncertainty facilitates cross-cultural adjustment by helping intercultural communication of the SIEs (e.g., Gudy-
kunst, 2005). SIEs, unlike organizationally assigned expatriates, are required to handle themselves issues that arise in the process of
adjustment to the host country workplace, much of that adjustment involving getting along with colleagues from different cultures
(Andresen et al., 2015). As a result, SIEs in host countries confront varied behavioral expectations dissimilar from their home country's
social norms, which aggravates their uncertainties, though the responses to uncertainty differ amongst SIEs (Kumar et al., 2019).
Borrowing from the principles of AUM theory, the more SIEs can balance their anxiety and uncertainty in the host country, and the
better SIEs should communicate with others in an organization (e.g., Gudykunst, 2005). Hence, AUM theory leads us to argue that
intercultural competence enables SIEs to reduce their anxiety and uncertainty in the workplace through successful adaptation and
socialization with colleagues from different cultures (Fang et al., 2011).

As SIEs happen to be strangers in the host country, they experience both anxiety and uncertainty, and the reason could be that they
feel neither secure nor very sure of how to relate with others at the workplace and the social settings (e.g., Gudykunst, 2005). Anxiety
and uncertainty become accentuated in interactions, especially between individuals of different cultures (e.g., Malek and Budhwar,
2013). The host country's cultural context demands act on SIEs to leverage their intercultural competence to reduce the experience of
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anxiety and uncertainty, as they happen to be strangers in intercultural encounters in the host country. Furthermore, intercultural
competence positively influences expatriate adjustment (Shu et al., 2017), and culturally adjusted expatriates perform better on the
assigned tasks in the organization (Salgado and Bastida, 2017; Davies et al., 2015; Malek et al., 2015).

Utilizing OST (Eisenberger and Stinglhamber, 2011; Eisenberger et al., 1986), we argue that, as SIEs develop perceptions regarding
the degree to which their employer values their efforts towards achievement of organizational goals and take care of their socio-
emotional needs (i.e., perceived organizational support - POS), they experience less anxiety and uncertainty in intercultural contexts.
OST helps explain the relationship of SIEs with the organization from the SIEs' viewpoint and predicts a strong association of perceived
organizational support with SIEs' attitudes towards the organization (Kurtessis et al., 2017). Extant literature suggests that POS en-
courages employees to participate in helping coworkers in the successful attainment of assigned tasks (Kurtessis et al., 2017). We
contemplate that POS helps SIEs to realize their socioemotional needs and that, in turn, increases SIEs' commitment to putting in extra
effort in helping their organization to achieve its desired goals (Kurtessis et al., 2017) in the absence of the standard integrated support
that generally given to the organizationally assigned expatriates.

This study seeks to remedy the scant attention paid to self-initiated expatriation management literature to develop and empirically
examine a theoretical framework to explain what makes SIEs stay and perform in the host country context. We note that SIEs are likely
to be more tolerant of cultural differences and acclimatization challenges, facilitating fit within the organizational environment. Again,
the costs of returning home are more likely to be borne by the individual, increasing pressures to make things work. Thus, drawing
upon anxiety/uncertainty management (AUM; Gudykunst, 2005) theory and organization support theory (OST; Eisenberger et al.,
1986). Fig. 1 displays the overarching theoretical framework that we developed to explain and examine factors that makes SIEs
perform well in the host country.

3. Hypotheses development
3.1. Perceived organizational support and role clarity

Perceived organizational support (POS) reflects employees' perceptions regarding organizational readiness to take care of their
socioemotional needs and to reward the efforts made by employees on the organization's behalf (Kurtessis et al., 2017) and that in turn
enhance employee engagement, reduces their turnover intention and deviant work behaviors (Shantz et al., 2016). POS may motivate
SIEs to more fully engage and commit to the goals of their organizations (Chen and Shaffer, 2017), and employees who perceive their
organization to take care of their well-being are likely to reciprocate by raising their job performance and contributing to organiza-
tional goals (DeConinck, 2010; Du et al., 2018). POS is founded on the norms of reciprocity (Eisenberger et al., 1986) and is derived
from OST, which is an application of social exchange theory (Baran et al., 2012). POS acts as possible means that organizations could
use to influence employee job attitudes, and the meta-analytic study suggests for weak to moderate positive relationship of POS on task
and contextual performance (Paillé and Raineri, 2015; Riggle et al., 2009).

Drawing upon AUM theory, we posit that reducing anxiety/uncertainty facilitates cross-cultural adjustment by facilitating inter-
cultural communication of the SIEs (e.g., Gudykunst, 2005). As noted above, SIEs, unlike organizationally assigned expatriates, are less
likely to enjoy proactive organizational support to fit into the host country workplace, much of that adjustment involving getting along
with colleagues from different cultures (Andresen et al., 2015; Shay and Tracey, 2009; Valenzuela et al., 2020). As a result, SIEs in host
countries are confronted with behavioral expectations dissimilar from their home country's social norms and worsening any un-
certainties (Kumar et al., 2019). Borrowing from the principles of AUM theory, we argue that the more SIEs can balance their anxiety
and uncertainty in the host country, the better SIEs should communicate with others in an organization (e.g., Gudykunst, 2005).
Hence, AUM theory leads us to suggest that intercultural competence enables SIEs to reduce their anxiety and uncertainty in the
workplace through successful adaptation and socialization with colleagues from different cultures (Fang et al., 2011). We argue that
anxiety and uncertainty become accentuated in interactions between individuals of different cultures (e.g., Malek and Budhwar,
2013). SIEs may leverage their intercultural competence to mitigate this (Davies et al., 2015; Salgado and Bastida, 2017; Shu et al.,
2017).

We posit that POS may be negatively associated with both role ambiguity and shield against undesirable effects of role stress, if any
(Stamper and Johlke, 2003). Furthermore, ambiguous roles in an organization act as a hindrance stressor that negatively influences
employees' work adjustment and satisfaction with jobs, whereas role novelty, a kind of challenge stressor, positively influences task

Task Performance
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Role Clarity

A
A

Work Adjustment

Organizational
Citizenship Behavior

Fig. 1. Theoretical framework.
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performance and work adjustment in the host country (Kawai and Mohr, 2015). Therefore, we predict that organizations that care
about the well-being of their employees are likely to stipulate and elucidate norms and job expectations for their employees (e.g.,
Kraimer et al., 2001; Shay and Tracey, 2009; Stamper and Johlke, 2003) to better aid and assist them to perform well on their jobs.
Hence, we hypothesize that:

Hypothesis 1. Perceived organizational support positively influences role clarity.
3.2. Role clarity and work adjustment

Work adjustment refers to the degree to which the expatriate employee feels about the job in general and especially to the critical
responsibilities attached with the jobs (Lueke and Svyantek, 2000), and that helps increase his/her intention to stay in the job in the
foreign country (Black, 1990; Gregersen & Black, 1990). Recent work suggests that expatriate adjustment predicts job satisfaction,
interactional & general adjustment (Silbiger et al., 2017), task and contextual performance (Kawai and Strange, 2014; Malek and
Budhwar, 2013; Malek et al., 2015).

Role clarity (RC) denotes the clarity (or, vice versa, ambiguity) about the set of tasks and or position responsibilities attached to
every role in an organizational structure (Rizzo et al., 1970). We argue that greater role clarity helps SIEs feel empowered to express
their voice in the host country (Wang et al., 2016) and engage with their assigned tasks (Venz et al., 2018). Furthermore, role clarity
should help SIEs understand the expectations and requirements of their roles and commitment to the assigned tasks (Choo, 2017;
Nifadkar et al., 2012; Venz et al., 2018). That understanding should positively contribute towards their adjustment in the host-country
workplace (Ellis et al., 2017), OCB (Yadav and Rangnekar, 2016), and performance on assigned tasks and duties (Eatough et al., 2011;
Lapointe et al., 2014). On the other hand, we posit that when SIEs experience high role ambiguity, they are unclear of what is expected
of them, and as a result, they are unable to prioritize their job responsibilities well and find it hard to leverage their resources to
perform the assigned tasks (Zhou et al., 2016) in the organization in the host country. Several other studies suggest that role clarity
helps employees understand the expectations and requirements of their roles accurately and increases their dedication to assigned
tasks (Choo, 2017; Venz et al., 2018). Therefore, we posit that role clarity increases SIEs' adjustment in the host-country workplace
(Kawai and Mohr, 2015). Using AUM theory, we argue that role clarity reduces uncertainty and anxiety in the job that SIEs are assigned
to perform and that, in turn, positively influences their work adjustment in the organization in the host country. Thus, we hypothesize
that:

Hypothesis 2. Role clarity positively influences work adjustment.
3.3. Work adjustment and task performance

Task performance refers to the company's technical core through implementation, maintenance, and service of functional re-
quirements (Becton et al., 2017; Singh, 2019). Expatriates who adjust to the work in the organization in host country culture are the
ones who can achieve job performance similar to their job performance in their home country (Lee and Sukoco, 2010). It happens
because the higher the level of work adjustment, the lower the experienced work-related stress in the host country workplace, which,
in turn, shows on performance on the assigned tasks. Wu and Ang (2011) found that organizationally assigned expatriates (OAEs) work
adjustment relates positively to their task performance in the organizations and other colleagues in their studies (Malek and Budhwar,
2013; Malek et al., 2015), have replicated the same kind of findings. Though these studies were conducted on OAEs, we believe it to
hold the same for SIEs, though yet to be empirically tested. While drawing upon OST (Eisenberger and Stinglhamber, 2011) and AUM
theory (Gudykunst, 2005), we predict that SIEs in the GCC region who are well adjusted perform prescribed tasks better.

Hypothesis 3. Work adjustment positively influences task performance.
3.4. Work adjustment and organizational citizenship behavior

Organizational Citizenship Behavior (OCB) is the type of behavior that goes beyond approved job duties influenced by enterprise
policies and job descriptions (Wong et al., 2006) and that are not formally rewarded in the organization (Organ et al., 2006). To sum it
up, OCB is neither formally prescribed nor recognized by formal reward systems of organizations, but are essential for the effective
running of the organizations (Organ et al., 2006) and are categorized into interpersonally directed and organizationally directed OCB,
sometimes referred to as contextual performance (Bing et al., 2011; Chun et al., 2013).

Previous studies suggest a positive relationship between the OAEs' work adjustment and organizational citizenship behavior at the
workplace in the host country (Malek and Budhwar, 2013; Malek et al., 2015; Wu and Ang, 2011). Malek and Budhwar (2013) found
that OAEs' work adjustment positively affects their OCBs in the workplace. Therefore, we argue that well-adjusted expatriate em-
ployees invest their time and resources in relationships-oriented behavior that enhances their overall job performance. Therefore, we
assume that once SIEs find themselves adjusted with the assigned tasks, responsibilities, and accountabilities in the jobs, they are more
likely to engage in quality extra-role behaviors at the workplace that are not formally given recognition in the reward systems of the
organization (e.g., Malek and Budhwar, 2013; Malek et al., 2015; Wu and Ang, 2011). Alternatively, utilizing AUM theory, we posit
that SIEs' work adjustment reduces the anxiety and uncertainty associated with working with colleagues from different cultures in the
host country context, which predisposes them to exhibit the OCB. Therefore, we advance our hypothesis that:

Hypothesis 4. Work adjustment positively influences organizational citizenship behavior.
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3.5. The role clarity as a mediator

Role clarity enables expatriate employees to understand the expectations and requirements of their roles and commitment to the
assigned tasks (Choo, 2017; Nifadkar et al., 2012; Venz et al., 2018). Several colleagues suggest that role clarity is a critical enabler that
helps expatriate employees to form and sustain collaborative practices at the workplace (Curnin et al., 2015). In contrast, lack of role
clarity pushes expatriates to engage in coping behaviors necessary to take care of job-related stress (Katz and Kahn, 1978), negatively
affecting their work adjustment. Furthermore, ambiguous roles in an organization are a hindrance stressor, negatively influencing
employees' work adjustment and job satisfaction. In contrast, role novelty is a challenge stressor that positively influences task per-
formance and work adjustment in the host country (Kawai and Mohr, 2015). On the other hand, POS plays a significant role in bonding
employees and organization together, and that in a way enhances and sustains employees' well-being for developing favorable ori-
entations towards the organization (Kurtessis et al., 2017).

POS is negatively associated with both role ambiguity and shield against undesirable effects of role stress, if any (Stamper and
Johlke, 2003). Therefore, we believe that resilience comes in handy to the expatriate employees, as the resilient expatriates adjust with
work well, especially when they perceive an inclusive organizational climate at their workplace (Davies et al., 2019). However,
drawing upon the past research (e.g., Peltokorpi and Froese, 2009; Suutari and Brewster, 2000), we note that SIEs are motivated and
comfortable interacting with host country nationals but low on work and general adjustment while working abroad due to lower
organizational support as reported by them in the organization. At the same time, while drawing upon both the OST and the AUM
theory, we predict that POS has characteristic features of enhancing role clarity so that SIEs will have more explicit tasks and re-
sponsibilities to perform (e.g., Rizzo et al., 1970) and that in turn to increase their work adjustment in the host country. Furthermore,
we argue that POS is shaped by how SIEs attribute receipt of favorable or unfavorable treatment to the intentions of their organization
(Kurtessis et al., 2017), which, in turn, influences SIEs' work adjustment in the organization in the host country. As a result, we hy-
pothesize that:

Hypothesis 5. Role clarity mediates the influence of perceived organizational support on work adjustment.

3.6. The work adjustment as a mediator

Role clarity helps SIEs' OCB (Yadav and Rangnekar, 2016), and that calls upon organizations to provide SIEs with a clearer un-
derstanding of their assigned roles. Presumably, being clear about their roles should save SIEs time and effort from roaming around the
pillar to post to learn about requirements of the roles; and hence, the role clarity increases SIEs adjustment (Ellis et al., 2017), OCB
(Yadav and Rangnekar, 2016) and performance on assigned tasks and duties (Eatough et al., 2011; Lapointe et al., 2014). At the same
time, past studies suggest that work adjustment positively relates to task and contextual performance (Malek and Budhwar, 2013;
Malek et al., 2015; Salgado and Bastida, 2017). Furthermore, several researchers also found that expatriate work adjustment positively
influences their task performance (Kim and Slocum, 2008) and completes the work assignments (Richardson et al., 2006; Takeuchi
et al.,, 2002). On the other hand, the expatriates who fail to adjust at work report experience and feelings of negative emotions
(Haslberger, 2008), and we believe that these negative emotions might interfere with their task performance (Meinhardt and Pekrun,
2003) and extending these findings we assume that lack of work adjustment to interfere with OCB of the SIE employees too. As a result,
we posit that role clarity reduces anxiety & uncertainty associated with work. Role clarity to increase SIEs' work adjustment in the host
country context and that, in turn, enhances their task performance and the display of organizational citizenship behaviors in the
workplace. Hence, we hypothesize that:

Hypothesis 6. Work adjustment mediates the relationship between role clarity and task performance.

Hypothesis 7. Work adjustment mediates the relationship between role clarity and organizational citizenship behavior.
4. Methods
4.1. Participants and procedure

The United Arab Emirates (UAE) market is an excellent representative of the Gulf market. Amongst all different industry sectors,
the oil & gas sector roughly contributes to 30% of UAE's gross domestic product and is a high priority sector for the government. The
dyadic sample in this study consisted of the subordinates (who all were the SIEs) and their immediate supervisors (who all were UAE
nationals) from the oil & gas sector organizations in the UAE. One of the co-authors used his personal and professional networks to
approach and hand over survey questionnaires to 362 subordinate-supervisor dyads in person who volunteered to participate in this
study. This method of approaching a sample to participate in the study was reported in the previous studies (e.g., Butts et al., 2015; Ng
etal., 2019; Panaccio and Vandenberghe, 2012). The participating dyadic sample was requested to fill in the survey questionnaire and
keep it with her/himself, and the co-author will visit them after two weeks to collect it back. This way, we received 162 dyadic survey
responses. However, those who did not return the survey questionnaire were asked to complete it and give it back in another two
weeks. The second time, only 122 of the dyadic sample return it. At this stage, we stopped data collection and skimmed through dyadic
sample responses and found that eight dyadic sample responses had few unanswered items that were not included, and only 276 usable
dyadic sample responses were used to examine the hypotheses of this study. The subordinates, who were all SIEs, completed ques-
tionnaires on the measures of role clarity (RC) and perceived organizational support (POS), and work adjustment (WA). In contrast,
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their supervisors, UAE nationals, completed questionnaires for measures on task performance (TP) and organizational citizenship
behavior (OCB) of their immediate SIEs subordinate.

Before analyzing the data, we considered testing some of the biases associated with the sampling characteristics. First, we examined
non-response bias using an independent sample t-test to ensure that our sample had the same characteristics with the sampling frame
by comparing responses of early respondents with those of late respondents who responded to the cut-off date. Our results suggest no
significant differences in the responses of the early and the late respondents. In Table 1, we obtained Levene's test, which was not
significant (p > 0.05), meaning that the assumption of homogeneity of variance was fulfilled. Therefore, this bias was not a risk to the
soundness of the results of our study, given the same sampling weight (Becker and Ismail, 2016). A non-significant p-value of Levene's
test suggests that variances are undeniably equal, and there is no difference in variances of both the groups. Second, we used average
Full Collinearity VIF to assess common method bias to avoid measurement errors due to correlations of items that measure constructs
similarly (Kock, 2017). Our analysis results obtained an AFVIF value of 1.308 < 3.3, which means the common method bias could not
intervene in our measurement results. Furthermore, to take care of response bias, we ensured that the cover letter attached with the
questionnaire specified the purpose of our study and protection for anonymity and confidentiality of responses of the participating
sample (Podsakoff et al., 2003; Randall and Fernandes, 1991). Next, we followed Podsakoff et al. (2003) and Richman et al. (1999) to
ensure that there is clarity of wordings and simple language of the individual items, kept question(s) short & clear, and special
attention to avoid asking leading or hypothetical questions in the questionnaire to measure the constructs of this study. Lastly, we note
that we theorized the research model based on AUM and OST and examined the multiple mediators hypothesized relationships using
the covariance-based structural equation modeling (CB-SEM).

SIEs in this study had the following sociodemographic background: their average age was 36.7 years, about 70% of them were
male, and the majority of SIEs were Asian (52.2%), followed by Middle Eastern (39.5%) and European (8.3%) and they were working
under their current supervisors on an average 2.4 years at the time of data collection. Last but not least, most SIEs (74.3%) had master's
level and above educational degrees in management, technology, and social science disciplines. On the other hand, the supervisors had
the following sociodemographic details: all of them were UAE nationals, with an average age of 43.76 years, the majority of super-
visors were male (65.2%), and 71.4% had bachelor-level degrees, and the remainder had masters and doctoral level degrees in
management, science & technology, and social science disciplines. Table 2 depicts the sociodemographic background of the 276 SIEs
and their immediate supervisors (i.e., 276).

4.2. Measures
The respondents rated the items in the survey questionnaire on a seven-point Likert scale (Wherein, 1 = Low, and 7 = High).

4.2.1. Perceived organizational support (POS)

We used the 11-item scale of Hinkin (1995) to measure perceived organizational support (POS). The sample item of the POS scale
includes ‘organization taking care of the well-being of employee's members”. The Cronbach alpha was found to be 0.969 and the
goodness-of-fit indices after confirmatory factor analysis (CFA) of POS measuring instrument (x2/df = 1.967, p < 0.000; CFI = 0.989;
TLI = 984; SRMR = 0.017; RMSEA = 0.059) were in acceptable zone.

4.2.2. Role clarity (RC)

We used five items from Rizzo et al. (1970) to measure RC. The sample item for RC includes ‘employees know their job re-
sponsibilities’. The Cronbach alpha was found to be 0.920 and the goodness-of-fit indices after CFA of role clarity measuring in-
strument (y2/df = 0.731, p < 0.481; CFI = 1.00; TLI = 1.00; SRMR = 0.007; RMSEA = 0.000) were in acceptable zone.

4.2.3. Work adjustment (WA)

We used three items work adjustment scale of Black and Stephens (1989) and the sample items include ‘specific job re-
sponsibilities’, ‘supervisory responsibilities’. The Cronbach alpha was found to be 0.884. The goodness-of-fit indices after CFA were
(x2/df = 0.002, p < 0.989; CFI = 1.00; TLI = 1.00; SRMR = 0.000; RMSEA = 0.000) in the satisfactory zone.

4.2.4. Task performance (TP)

It consisted of five items adopted from Kraimer and Wayne (2004) and the sample items include, ‘meeting the job objectives’,
‘satisfaction with technical competences’, etc. The Cronbach alpha was 0.943. The goodness-of-fit indices after CFA of the task per-
formance scale (y2/df = 1.186, p < 0.313; CFI = 0.999; TLI = 0.998; SRMR = 0.010; RMSEA = 0.026) were in acceptable zone.

Table 1
Non-response bias test.
Construct Sig. Levene's Test Sig. t-test for Equality of Means
Perceived organizational support (POS) 0.078 0.057
Role clarity (RC) 0.301 0.081
Work adjustment (WA) 0.198 0.147
Task performance (TP) 0.976 0.699
Organizational citizenship behavior (OCB) 0.330 0.996
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Table 2
Sample details.
Subordinates (i.e., the SIEs) (n = 276) Supervisors (i.e., the UAE Nationals) (n = 276)
Age (in years) 36.75 Age (in Years) 43.76
Gender Gender
Male 192 (69.6%) Male 180 (65.2%)
Female 84 (30.4%) Female 96 (34.8%)
Nationality Nationality
Middle Eastern 109 (39.5%) UAE Nationals 276 (100%)
South Asian 144 (52.2%)
European 23 (8.3%)
Educational qualification Educational qualification
Bachelor degree 71 (25.7%) Bachelor degree 197 (71.4%)
Master degree 168 (60.9%) Master degree 71 (25.7%)
Ph.D./D.B.A. 37 (13.4%) Ph.D./D.B.A. 8 (2.9%)

4.2.5. Organizational citizenship behavior (OCB)

It consisted of twenty-three items from Podsakoff et al. (1990). The sample item includes, ‘my subordinate does not take extra
breaks”. The Cronbach alpha was 0.936 and the goodness-of-fit indices after CFA (y2/df = 1.700, p < 0.00; CFI = 0.968; TLI = 0.963;
SRMR = 0.045; RMSEA = 0.050) were in acceptable range.

5. Results
5.1. The measurement validation

Before examining the direct and the indirect hypotheses in this study, we tested for the convergent and discriminant validity. As per
the recommendation of Hair et al. (1998), we used Cronbach alpha to assess the reliability coefficient of the measuring instruments,
namely, perceived organizational support, role clarity, work adjustment, task performance, and organizational citizenship behavior,
and they ranged from 0.920 to 0.969 (Tables 3 and 4). To assess for the convergent validity, we followed recommendations of Fornell
and Larcker (1981), wherein they suggest that every item loading on its respective construct should have standard loading >0.5 to
>0.7, the scale composite reliability (SCR) to be >0.7, and the average variance extracted (AVE) should be >0.5. Tables 3 and 4
illustrate that standardized loading of items on their intended constructs ranged from 0.680 to 0.943. Furthermore, SCR ranged from

Table 3
Testing for convergent validity of perceived organizational support, role clarity, work adjustment, and task performance.

Constructs Dimensions/Items Code Factor loading AVE SCR a

Perceived Organizational Support (POS) Financial POS 0.843 0.941 0.907
Incentives and allowances FPOS1 0.919
Generous financial support FPOS2 0.921
Financial benefits FPOS3 0.914
Adjustment POS 0.861 0.961 0.946
Interest in the well-being of family members APOS1 0.906
Adjustment support to family members APOS2 0.943
Help to ease the transition to a new culture APOS3 0.939
Adjustment help while living in this country APOS4 0.924
Career POS 0.828 0.951 0.931
Interest in employee's career CPOS1 0.902
Aligning employee's goal with his/her career CPOS2 0.926
Information about available career prospects CPOS3 0.903
Showing care for career growth CPOS4 0.908

Role clarity (RC) 0.758 0.939 0.920
Authority in the job RC1 0.883
Dividing time properly in the job RC2 0.887
Awareness about responsibilities in the job RC3 0.886
Awareness about expectations of the job RC4 0.886
Clear, planned, & objective job descriptions RC5 0.809

Work adjustment (WA) 0.812 0.929 0.884
Specific job responsibilities WA1 0.895
Performance standards and expectations WA2 0.90
Supervisory responsibilities WA3 0.909

Task performance (TP) 0.815 0.956 0.943
Job objectives TP1 0.913
Overall job performance TP2 0.896
Performance standards TP3 0.908
Technical competencies TP4 0.900
Job responsibilities TP5 0.896




S.K. Singh et al. Journal of International Management 28 (2022) 100953

0.902 to 0.961, and the AVE ranged from 0.699 to 0.861 (see Tables 3 and 4). Therefore, our study's construct of perceived organi-
zational support, role clarity, work adjustment, task performance, and organizational citizenship behavior have convergent validity (e.
g., Fornell and Larcker, 1981). Furthermore, we examined for discriminant validity and found that all the constructs used in this study
have discriminant validity as per Fawcett et al.'s (2009) recommendations. We found that standardized loading of the items of the
measuring instruments ranged from 0.680 to 0.943 (please see Table 3 and Table 4), and the square root of average variance extracted
for each of the constructs was more significant than obtained correlation coefficients between them (please see Table 5). Therefore, we
mention that the measuring instruments, namely perceived organizational support, role clarity, work adjustment, task performance,
and organizational citizenship behavior in this study, had discriminant validity for the reason that these measurement instruments that
are not supposed to be related are unrelated (e.g., Campbell and Fiske, 1959).

5.2. The structural model

We used the covariance-based structural equation modeling (CB-SEM) technique to examine the study's hypotheses. Tables 7 and 8
depict ‘direct effect’ and ‘indirect effect,” respectively.

5.2.1. Testing for direct effect

Table 6 depicts that H1 [Role Clarity<—Perceived Organizational Support]; H2 [Work Adjustment«Role Clarity]; H3 [Task Per-
formance<—Work Adjustment]; and H4 [Organizational Citizenship Behavior—Work Adjustment] are supported (p = 0.581; t =
11.839, p < 0.001); (B = 0.493; t = 9.392, p < 0.001); (B = 0.292, t = 5.06, p < 0.001); and (p = 0.340; t = 6.001, p < 0.001),
respectively. Therefore, this study confirms that perceived organizational support predicts role clarity (H1), role clarity influences
work adjustment (H2), work adjustment influences both task performance (H3) and organizational citizenship behavior (H4).

5.2.2. Testing for the indirect effect

To examine the mediation hypotheses, we used the recommendation of Zhao, Lynch, and Chen et al. (2010) and performed
bootstrapping statistics during the SEM in this study. Table 7 suggests that H5 [Work Adjustment«Role Clarity<Perceived Organi-
zational Support], H6 [Task Performance<Work Adjustment«<Role Clarity], and H7 [Organizational Citizenship Behavior—Work
Adjustment<«Role Clarity] are supported (§ = 0.286, p < 0.001), (8 = 0.144, p < 0.001), and (p = 0.168, p < 0.001) are supported,
respectively. Therefore, our study confirms that role clarity mediates the relationships of perceived organizational support and work
adjustment (H5), and work adjustment mediates the influence of role clarity on task performance (H6) and organizational citizenship
behavior (H7).

Table 4
Testing for convergent validity of organizational citizenship behavior.
Constructs Dimensions/Items Code Factor AVE SCR a
Loading
Organizational citizenship behavior Conscientiousness 0.79 0.949 0.933
(OCB) Attendance CONS1 0.916

Taking extra breaks CONS2 0.884
Company rules & regulations CONS3 0.884
Conscientious person CONS4 0.895
Honest day's work for an honest day's pay CONS5 0.864
Sportsmanship 0.758 0.940 0.92
Consumption of time on trivial matters SM1 0.846
Focus on the positive side SM2 0.895
Making mountains out of molehills SM3 0.867
Belief in what organization does SM4 0.871
Classic ‘squeaky wheel’ that always needs greasing SM5 0.874
Civic virtue 0.735 0917 0.88
Attends important meetings Ccv1 0.837
Attending functions to enhance an organization's image Cv2 0.858
Keeps up-to-date on any ups and downs in the organization =~ CV3 0.883
Reads and keeps up with company publications, messages, Cv4 0.851
etc.
Courtesy 0.749 0.937 0.916
Prevent problems while working with coworkers CSY1 0.847
Mindful of his/her actions on other colleagues CSY2 0.849
Does not abuse the rights of others CSY3 0.888
Avoids creating problems for the coworkers CSY4 0.891
Considers the influence of his/her actions on others CSY5 0.851
Altruism 0.699 0.902 0.852
Helping others who have been absent ALTRU1  0.872
Helping others who have heavy workloads ALTRU2  0.68
Keep orienting new colleagues even though it is not ALTRU3  0.895
required
Lending helping hand to those around him/her ALTRU4 0.88
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Table 5
The discriminant validity test.
S.N. Mean Std. Dev 1 2 3 4 5
1 Perceived organizational support 5.56 0.86 0.918*
2 Role clarity 5.85 0.87 0.581%* 0.871
3 Work adjustment 5.75 0.83 0.354** 0.493** 0.901
4 Task performance 5.82 0.93 0.220"* 0.309** 0.2927* 0.903
5 Organizational citizenship behavior 5.6 0.64 0.263%* 0.389%* 0.340%* 0.582%* 0.864
The diagonal italic bold value denotes square root of average variance extracted.
" p<0.01.
" p <0.05.
Table 6
Testing for the direct effect.
Std. direct effect Std. Error t value Sig. level Hypothesis testing
Role clarity<Perceived organizational support 0.581 0.023 11.839 p < 0.001 H1 Accepted
Work adjustment<Role clarity 0.493 0.030 9.392 p < 0.001 H2 Accepted
Task performance—Work adjustment 0.292 0.107 5.060 p < 0.001 H3 Accepted
Organizational citizenship behavior—Work adjustment 0.340 0.336 6.001 p < 0.001 H4 Accepted
Table 7
Testing for the indirect effect.
Indirect effect Std. indirect effect Sig. level Hypothesis testing
Work adjustment<Role clarity<«Perceived organizational support 0.286 p < 0.001 H5 Accepted
Task performance—Work adjustment«<Role clarity 0.144 p < 0.001 H6 Accepted
Organizational citizenship behavior—Work adjustment«<Role clarity 0.168 p < 0.001 H7 Accepted

6. Discussion and conclusion

This study aimed to provide insights into what enables SIEs in the GCC region to perform well. The findings of our study suggest that
perceived organizational support and role clarity positively influence SIEs' work adjustment. We also found that SIEs' work adjustment
positively influences their task performance and organizational citizenship behavior. Furthermore, our findings suggest that role
clarity mediates the influence of POS on work adjustment, whereas work adjustment mediates the influence of role clarity on task
performance and OCB of the SIEs. That said, the findings of our study have implications for international human resource management
theory and practice for managing SIEs.

6.1. Theoretical contributions

Our study makes vital contributions to advance theory in expatriation management research. Our study contributes to bringing
together OST (Eisenberger and Stinglhamber, 2011; Eisenberger et al., 1986) and role theory (Rizzo et al., 1970) as a theoretical lens
for use in understanding, controlling, and predicting SIEs' work adjustment, especially in the host country context wherein expatriate
workforce outnumbers locally available talent. We conclude that organizational support and specific roles as provided to SIEs help
increase their work adjustment. Our study suggests that POS positively affects role clarity and positively influences SIEs' work
adjustment in the host country context. Therefore, the findings of our study are the first of its kind to empirically confirm that POS
plays a critical role in reducing role ambiguity of SIEs, if any, and enhances work adjustment. We note that these findings of our study
enrich the theoretical discourse and advance IM literature on how to leverage the best of SIEs in the assigned roles in the organization.

Next, our study highlights that role clarity positively mediated the influence of perceived organizational support on workforce
adjustment. It may be particularly salient in the GCC member states where pressures to indigenization may have contributed to the
employment of host country nationals as “window dressing” given shortages in local formal and informal skills bases (La’Aleh and
Rees, 2016), making it hard for organizations to codify as to who does what. Thus, it underscores the extent to which organizations
may make operational compromises that depart from formally specified structures and roles. It may be hard for organizations to
articulate or admit to such departures, making it challenging for staff to navigate; in seeking to navigate contextual complexity,
managers may, through their expediency, impart a further layer of internal complexity, potentially leaving the organization even
worse off (Hussain and Deery, 2018; Singh et al., 2021a, 2021b).

Last but not least, our study suggests that role clarity enhances expatriate adjustment and, in turn, influences task performance and
organizational citizenship behavior. In other words, our study contributes to advancing both AUM theory (e.g., Gudykunst, 2005) and
OST (Eisenberger et al., 1986; Kurtessis et al., 2017), as role clarity helps reduce anxiety/uncertainty in the host country context, and
promotes positive feelings amongst SIEs that their organization cares for their well-being and performance. Hence, our study suggests
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that organizations should provide role clarity to SIEs for them to be well adjusted in the workplace; in turn, the latter may enhance task
performance, and hemp motivate them to display discretionary job behaviors, namely, providing help and support to coworkers as and
when the need arise for them to perform well in the organization.

6.2. Managerial implications

Our study has three critical implications for practice. Firstly, it asks organizations to be clear on “do the SIEs know what is expected
of them?” Organizations hire SIEs for their talent and attitudes, but the majority of these hired SIE employees lack role clarity — they are
clueless about where their role(s) start(s) or end(s) or fit(s) within their department or organization. In other words, lack of role clarity
results in lower employee effectiveness, productivity, satisfaction, and workplace adjustment. In such a scenario, our study suggests
that organizations in the host country should take care to design each job in such a manner that SIEs have goal clarity to feel confident
and capable in undertaking their assigned task(s). However, organizations may conspire with local hires in creating window dressing
posts, creating sinecures for the latter as adverse to more comprehensive systems to secure and develop host country nationals. While
expatriates may fill gaps in skills and capabilities, this brings new challenges. SIEs may, on the surface, be cheaper (as the individual
partially bears expatriation costs); however, the latter is likely to have more limited insights into how the organization operates on
board, and hence, less equipped to navigate informal departures from the spirit of host country regulations. Seeking to cut costs in one
area (through hiring SIEs) may exacerbate the negative fallout of cost-cutting in another area (using window dressing as averse to
comprehensive HRD geared to local staff) and vice versa.

Secondly, our study suggests that supervisors or higher-level executives should relate with SIEs so that the latter perceive
appreciation for work done and that the organization cares about their socioemotional needs and overall well-being. Such in-
terventions may be much simpler than explaining informal role definitions that do not bring further problems. Perceived organiza-
tional support, with roots in the norms of reciprocity, positively influences work adjustment. It generates a sense of obligation within
the SIEs to repay their organization by displaying positive work attitudes and behaviors - the task performance and the organizational
citizenship behaviors. Furthermore, our study suggests that perceived organizational support increases SIE employees' role clarity and
work adjustment. In other words, higher perceived organizational support lets SIE employees know what they need to do and what
they expect in the assigned role in the organization and increase their workplace adjustment. Therefore, our study suggests that or-
ganizations in the GCC region that rely heavily on SIE employees need to know that perceived organizational support results in an
exchange process between the employees and the employer wherein the more the organization is perceived to engage in increased
welfare activities towards the SIE employees, the later to the former with higher task performance and organizational citizenship
behavior.

As the work adjustment is the function of an employee's interaction with the internal organizational environment, our study il-
lustrates how both SIE employees and their work environment interact. Each of them has its requirements that others help fill in, and
each possesses capabilities that satisfy the requirements of others. Therefore, based on the findings of our study, we suggest that human
resource policies and practices of the organization should work to create and sustain the kind of work climate wherein SIEs feel at home
and adjust well with the job demands, and that in turn predicts their enhanced task performance and relationships with colleagues.
Understanding how OCB works in the host country context is crucial to finding relevant solutions to increasing expatriate management
issues and challenges. Our study suggests that as the SIEs experience higher work adjustment, they perform more extra-role behaviors
though not directly recognized by the organizational rewards system. Therefore, managers and leaders ensure that their SIEs sub-
ordinates are well-adjusted to perform well in their assigned tasks and display superior organizational citizenship behaviors.

6.3. Limitations and direction for future research

Our study is not without limitations, and we present these, and suggestions for future research. First, our study focused on
empirically examining antecedents and consequences of the SIEs' work adjustment in the UAE only. We propose that future research
inquiries extend our research framework by including SIEs working in other GCC countries, and conducting comparative studies of the
self-initiated and organizationally assigned expatriates in the GCC. Such an endeavor will help advance the theory and practice of
effective management of self-initiated and organizationally assigned expatriates in the organization. Second, this study empirically
examined the causes and consequences of work adjustment of white-collar SIEs, when most SIEs in the Gulf are blue collar workers.
Accordingly, we suggest that future research inquiry should extend our research framework to examine the causes and consequences of
work adjustment amongst the latter. Lastly, we note that our study was purely a quantitative inquiry, aimed at examining what makes
SIEs stay and perform well in the host country. We suggest that future research use a mixed-study method to provide additional insights
on SIEs' work adjustment and performance in the organization in the host country.

References

Al Ariss, A., 2014. Voicing experiences and perceptions of local managers: expatriation in the Arab gulf. Int. J. Hum. Resour. Manag. 25 (14), 1978-1994.

AlMazrouei, H., Pech, R.J., 2014. Expatriates in the UAE: advance training eases cultural adjustments. J. Bus. Strateg. 35 (3), 47-54.

Andresen, M., Bergdolt, F., Margenfeld, J., Dickmann, M., 2014. Addressing international mobility confusion-developing definitions and differentiations for self-
initiated and assigned expatriates as well as migrants. Int. J. Hum. Resour. Manag. 25 (16), 2295-2318.

Andresen, M., Biemann, T., Pattie, M.W., 2015. What makes them move abroad? Reviewing and exploring differences between self-initiated and assigned expatriation.
Int. J. Hum. Resour. Manag. 26 (7), 932-947.

10


http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012486686
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012525854
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012527906
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012527906
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012535319
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012535319

S.K. Singh et al. Journal of International Management 28 (2022) 100953

Arias-Pérez, J., Velez-Ocampo, J., Cepeda-Cardona, J., 2021. Strategic orientation toward digitalization to improve innovation capability: why knowledge acquisition
and exploitation through external embeddedness matter. J. Knowl. Manag. 25 (5), 1319-1335.

Bamel, N., Pereira, V., Bamel, U., Cappiello, G., 2021. Knowledge management within a strategic alliances context: past, present and future. J. Knowl. Manag. 25 (7),
1782-1810.

Baran, B.E., Shanock, L.R., Miller, L.R., 2012. Advancing organizational support theory into the twenty-first century world of work. J. Bus. Psychol. 27 (2), 123-147.

Baruch, Y., Forstenlechner, 1., 2017. Global careers in the Arabian gulf: understanding motives for self-initiated expatriation of the highly skilled, globally mobile
professionals. Career Dev. Int. 22 (1), 3-22.

Becker, J.-M., Ismail, L.R., 2016. Accounting for sampling weights in PLS path modeling: simulations and empirical examples. Eur. Manag. J. 34 (6), 606-617.

Becton, J.B., Carr, J.C., Mossholder, K.W., Walker, H.J., 2017. Differential effects of task performance, organizational citizenship behavior, and job complexity on
voluntary turnover. J. Bus. Psychol. 32 (4), 495-508.

Bing, M.N., Davison, H.K., Minor, I., Novicevic, M.M., Frink, D.D., 2011. The prediction of task and contextual performance by political skill: a meta-analysis and
moderator test. J. Vocat. Behav. 79 (2), 563-577.

Black, J.S., 1990. The relationship of personal characteristics with the adjustment of Japanese expatriate managers. Manag. Int. Rev. 30 (2), 119-134.

Black, J.S., Stephens, G.K., 1989. The influence of the spouse on American expatriate adjustment in the Pacific rim overseas assignments. J. Manag. 15 (4), 529-544.

Bozionelos, N., Singh, S.K., 2017. The relationships of emotional intelligence with task and contextual performance: more than it meets the linear eyes. Personal.
Individ. Differ. 116, 206-211.

Butts, M.M., Becker, W.J., Boswell, W.R., 2015. Hot buttons and time sinks: the effects of electronic communication during nonwork time on emotions and work-
nonwork conflict. Acad. Manag. J. 58 (3), 763-788.

Campbell, D.T., Fiske, D.W., 1959. Convergent and discriminant validation by the multitrait-multimethod matrix. Psychol. Bull. 56 (2), 81-105.

Cerdin, J.L., Semler, J., 2014. Who is a self-initiated expatriate? Towards conceptual clarity of a common notion. Int. J. Hum. Resour. Manag. 25 (9), 1281-1301.

Chatterjee, S., Chaudhuri, R., Vrontis, D., 2022. Managing knowledge in Indian organizations: an empirical investigation to examine the moderating role of Jugaad.
J. Bus. Res. 141, 26-39.

Chatterjee, S., Chaudhuri, R., Vrontis, D., Mahto, R.V., Kraus, S., 2022. Global talent management by multinational enterprises post-COVID-19: the role of enterprise
social networking and senior leadership. Thunderbird Int. Bus. Rev. https://doi.org/10.1002/tie.22248.

Chen, Y.P., Shaffer, M.A., 2017. The influences of perceived organizational support and motivation on self-initiated expatriates’ organizational and community
embeddedness. J. World Bus. 52 (2), 197-208.

Chen, G., Kirkman, B.L., Kim, K., Farh, C.I., Tangirala, S., 2010. When does cross-cultural motivation enhance expatriate effectiveness? A multilevel investigation of
the moderating roles of subsidiary support and cultural distance. Acad. Manag. J. 53 (5), 1110-1130.

Choo, L.S., 2017. Colleague support and role clarity in promoting the work engagement of frontliners in Malaysian hotels. Perform. Improv. Q. 29 (4), 389-405.

Chun, J.S., Shin, Y., Choi, J.N., Kim, M.S., 2013. How does corporate ethics contribute to firm financial performance? The mediating role of collective organizational
commitment and organizational citizenship behavior. J. Manag. 39 (4), 853-877.

Curnin, S., Owen, C., Paton, D., Trist, C., Parsons, D., 2015. Role clarity, swift trust and multi-agency coordination. J. Conting. Crisis Manag. 23 (1), 29-35.

Davies, S., Kraeh, A., Froese, F., 2015. Burden or support? The influence of partner nationality on expatriate cross-cultural adjustment. J. Glob. Mobil. 3 (2), 169-182.

Davies, S.E., Stoermer, S., Froese, F.J., 2019. When the going gets tough: the influence of expatriate resilience and perceived organizational inclusion climate on work
adjustment and turnover intentions. Int. J. Hum. Resour. Manag. 30 (8), 1393-1417.

DeConinck, J.B., 2010. The effect of organizational justice, perceived organizational support, and perceived supervisor support on marketing employees' level of trust.
J. Bus. Res. 63 (12), 1349-1355.

Doherty, N., Richardson, J., Thorn, K., 2013. Self-initiated expatriation and self-initiated expatriates: clarification of the research stream. Career Dev. Int. 18 (1),
97-112.

Du, Y., Zhang, L., Tekleab, A.G., 2018. Job strains, job control, and POS on employee performance: an interactionist perspective. J. Bus. Res. 82, 213-219.

Eatough, E.M., Chang, C.H., Miloslavic, S.A., Johnson, R.E., 2011. Relationships of role stressors with organizational citizenship behavior: a meta-analysis. J. Appl.
Psychol. 96 (3), 619-632.

Eisenberger, R., Stinglhamber, F., 2011. Perceived Organizational Support: Fostering Enthusiastic and Productive Employees. American Psychological Association,
Washington, DC.

Eisenberger, R., Huntington, R., Hutchison, S., Sowa, D., 1986. Perceived organizational support. J. Appl. Psychol. 71 (3), 500-507.

Ellis, A.M., Nifadkar, S.S., Bauer, T.N., Erdogan, B., 2017. Newcomer adjustment: examining the role of managers' perception of newcomer proactive behavior during
organizational socialization. J. Appl. Psychol. 102 (6), 993-1001.

Fan, D., Zhu, C.J., Huang, X., Kumar, V., 2021. Mapping the terrain of international human resource management research over the past fifty years: a bibliographic
analysis. J. World Bus. 56 (2), 101185.

Fang, R., Duffy, M.K., Shaw, J.D., 2011. The organizational socialization process: review and development of a social capital model. J. Manag. 37 (1), 127-152.

Fawcett, S.E., Wallin, C., Allred, C., Magnan, G., 2009. Supply chain information-sharing: benchmarking a proven path. BLJ 16 (2), 222-246.

Fornell, C., Larcker, D.F., 1981. Evaluating structural equation models with unobservable variables and measurement error. J. Mark. Res. 18 (1), 39-50.

Furusawa, M., Brewster, C., 2019. The determinants of the boundary-spanning functions of Japanese self-initiated expatriates in Japanese subsidiaries in China:
individual skills and human resource management. J. Int. Manag. 25 (4), 100674.

Gray, M., 2018. Theorising politics, patronage, and corruption in the Arab monarchies of the Gulf. In: de Elvira, L.R., Schwarz, C.H., Weipert-Fenner, 1. (Eds.),
Clientelism and Patronage in the Middle East and North Africa. Routledge, Abingdon, pp. 59-80.

Gudykunst, W.B., 2005. Theorizing About Intercultural Communication. Sage publications, Thousand Oaks.

Guo, Y., Rammal, H.G., Pereira, V., 2021. Am I ‘in or out’? A social identity approach to studying expatriates' social networks and adjustment in a host country
context. J. Bus. Res. 136, 558-566.

Hair, J.F., Anderson, R.E., Tatham, R.L., Black, W.L., 1998. Multivariate Data Analisys. Prentice Hall, Upper Saddle River, NJ.

Haslberger, A., 2008. Expatriate adjustment: a more nuanced view. In: Dickmann, M., Brewster, C., Sparrow, P. (Eds.), International Human Resource Management: A
European Perspective. Routledge, New York, NY, pp. 130-149.

Hinkin, T.R., 1995. A review of scale development practices in the study of organizations. J. Manag. 21 (5), 967-988.

Howe-Walsh, L., Turnbull, S., Khan, S., Pereira, V., 2020. Exploring career choices of Emirati women in the technology sector. J. Org. Effectiveness People Perform. 7
(1), 96-114.

Hussain, T., Deery, S., 2018. Why do self-initiated expatriates quit their jobs: the role of job embeddedness and shocks in explaining turnover intentions. Int. Bus. Rev.
27 (1), 281-288.

Katz, D., Kahn, R.L., 1978. The Social Psychology of Organization, 2nd ed. New York, Wiley.

Kawai, N., Mohr, A., 2015. The contingent effects of role ambiguity and role novelty on expatriates' work-related outcomes. Br. J. Manag. 26 (2), 163-181.

Kawai, N., Strange, R., 2014. Perceived organizational support and expatriate performance: understanding a mediated model. Int. J. Hum. Resour. Manag. 25 (17),
2438-2462.

Kim, K., Slocum Jr., J.W., 2008. Individual differences and expatriate assignment effectiveness: the case of U.S.-based Korean expatriates. J. World Bus. 43 (1),
109-126.

Kock, N., 2017. Common methods bias: a full collinearity assessment method for PLS-SEM. In: Latan, H., Noonan, R. (Eds.), Partial Least Squares Path Modeling: Basic
Concepts, Methodological Issues and Applications. Springer International Publishing, Cham, pp. 245-257.

Kraimer, M.L., Wayne, S.J., 2004. An examination of perceived organizational support as a multidimensional construct in the context of an expatriate assignment.
J. Manag. 30 (2), 209-237.

Kraimer, M.L., Wayne, S.J., Jaworski, R.A.A., 2001. Sources of support and expatriate performance: the mediating role of expatriate adjustment. Pers. Psychol. 54 (1),
71-99.

11


http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018575068
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018575068
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018585111
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018585111
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018595931
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012586409
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012586409
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019003744
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019054447
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019054447
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019098185
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019098185
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013066788
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013024152
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006061763
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006061763
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006073669
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006073669
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013117851
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006079771
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013333250
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013333250
https://doi.org/10.1002/tie.22248
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013348641
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011013348641
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006102171
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006102171
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014258093
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006113382
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006113382
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014449934
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014463813
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006132985
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006132985
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014477676
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014477676
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006156576
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006156576
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006253417
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014492017
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014492017
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006333263
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011006333263
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014509173
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014562277
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014562277
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014582990
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014582990
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011014594531
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015156088
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015164994
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015265407
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015265407
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010268087
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010268087
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010285836
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015356271
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011015356271
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204061205515410
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009205404
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009205404
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009266368
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016143110
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016143110
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009286937
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009286937
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009409720
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016164045
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009438943
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009438943
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016218563
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016218563
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009524836
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011009524836
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010309919
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010309919
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016438554
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016438554

S.K. Singh et al. Journal of International Management 28 (2022) 100953

Kubovcikova, A., van Bakel, M., 2021. Social support abroad: how do self-initiated expatriates gain support through their social networks? Int. Bus. Rev. 101894.

Kumar, R., Budhwar, P., Patel, C., Varma, A., 2019. Self-regulation and expatriate adjustment: the role of regulatory fit. Hum. Resour. Manag. Rev. 29 (4), 100666.

Kurtessis, J.N., Eisenberger, R., Ford, M.T., Buffardi, L.C., Stewart, K.A., Adis, C.S., 2017. Perceived organizational support: a meta-analytic evaluation of
organizational support theory. J. Manag. 43 (6), 1854-1884.

La’Aleh, A., Rees, C., 2016. Nationalization strategies in the Gulf Co-operation Council (GCC) countries: a human resource development (HRD) perspective. In:
Bawole, J., Hossain, F., Ghalib, A., Rees, C., Mamman, A. (Eds.), Development Management: Theory and Practice. Routledge, Abingdon, pp. 75-87.

Lapointe, E., Vandenberghe, C., Boudrias, J.S., 2014. Organizational socialization tactics and newcomer adjustment: the mediating role of role clarity and affect-based
trust relationships. J. Occup. Organ. Psychol. 87 (3), 599-624.

Lapointe, E., Vandenberghe, C., Fan, S.X., 2020. Psychological contract breach and organizational cynicism and commitment among self-initiated expatriates vs. host
country nationals in the Chinese and Malaysian transnational education sector. Asia Pac. J. Manag. 1-24.

Lauring, J., Selmer, J., 2018. Person-environment fit and emotional control: assigned expatriates vs. self-initiated expatriates. Int. Bus. Rev. 27 (5), 982-992.

Lee, L.Y., Sukoco, B.M., 2010. The effects of cultural intelligence on expatriate performance: the moderating effects of international experience. Int. J. Hum. Resour.
Manag. 21 (7), 963-981.

Lueke, S.B., Svyantek, D.J., 2000. Organizational socialization in the host country: the missing link in reducing expatriate turnover. Int. J. Organ. Anal. 8 (4),
380-400.

Malek, M.A., Budhwar, P., 2013. Cultural intelligence as a predictor of expatriate adjustment and performance in Malaysia. J. World Bus. 48 (2), 222-231.

Malek, M.A., Budhwar, P., Reiche, B.S., 2015. Sources of support and expatriation: a multiple stakeholder perspective of expatriate adjustment and performance in
Malaysia. Int. J. Hum. Resour. Manag. 26 (2), 258-276.

Meinhardt, J., Pekrun, R., 2003. Attentional resource allocation to emotional events: an ERP study. Cognit. Emot. 17 (3), 477-500.

Ng, T.W., Yam, K.C., Aguinis, H., 2019. Employee perceptions of corporate social responsibility: effects on pride, embeddedness, and turnover. Pers. Psychol. 72 (1),
107-137.

Nifadkar, S.S., Tsui, A.S., Ashforth, B.E., 2012. The way you make me feel and behave: supervisor-triggered newcomer affect and approach-avoidance behavior. Acad.
Manag. J. 55 (5), 1146-1168.

Organ, D.W., Podsakoff, P.M., MacKenzie, S.B., 2006. Organizational Citizenship Behavior: Its Nature, Antecedents, and Consequences. Sage Publications, Thousand
Oaks, CA.

Ortiz, B., Donate, M.J., Guadamillas, F., 2018. Inter-organizational social capital as an antecedent of a firm’s knowledge identification capability and external
knowledge acquisition. J. Knowl. Manag. 22 (6), 1332-1357.

Paillé, P., Raineri, N., 2015. Linking perceived corporate environmental policies and employees eco-initiatives: the influence of perceived organizational support and
psychological contract breach. J. Bus. Res. 68 (11), 2404-2411.

Panaccio, A., Vandenberghe, C., 2012. Five-factor model of personality and organizational commitment: the mediating role of positive and negative affective states.
J. Vocat. Behav. 80 (3), 647-658.

Papa, A., Dezi, L., Gregori, G.L., Mueller, J., Miglietta, N., 2020. Improving innovation performance through knowledge acquisition: the moderating role of employee
retention and human resource management practices. J. Knowl. Manag. 24 (3), 589-605.

Papa, A., Chierici, R., Ballestra, L.V., Meissner, D., Orhan, M.A., 2021. Harvesting reflective knowledge exchange for inbound open innovation in complex
collaborative networks: an empirical verification in Europe. J. Knowl. Manag. 25 (4), 669-692.

Patel, P., Varma, A., Sengupta, S., Prikshat, V., Park, H., 2021. The international training of expatriates in Western subsidiaries of emerging multinational enterprises:
a knowledge-based perspective. J. Int. Manag. 100908.

Peltokorpi, V., Froese, F.J., 2009. Organizational expatriates and self-initiated expatriates: who adjusts better to work and life in Japan? Int. J. Hum. Resour. Manag.
20 (5), 1096-1112.

Pereira, V., Malik, A., Howe-Walsh, L., Munjal, S., Hirekhan, M., 2017. Managing yopatriates: a longitudinal study of generation Y expatriates in an indian multi-
national corporation. J. Int. Manag. 23 (2), 151-165.

Podsakoff, P.M., MacKenzie, S.B., Moorman, R.H., Fetter, R., 1990. Transformational leader behaviors and their effects on followers' trust in leader, satisfaction, and
organizational citizenship behaviors. Leadersh. Q. 1 (2), 107-142.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.Y., Podsakoff, N.P., 2003. Common method biases in behavioral research: a critical review of the literature and recommended
remedies. J. Appl. Psychol. 88 (5), 879-903.

Randall, D.M., Fernandes, M.F., 1991. The social desirability response bias in ethics research. J. Bus. Ethics 10 (11), 805-817.

Richardson, W., von Kirchenheim, C., Richardson, C., 2006. Teachers and their international relocation: the effect of self-esteem and pay satisfaction on adjustment
and outcome variables. Int. Educ. J. 7 (7), 883-894.

Richman, W.L., Kiesler, S., Weisband, S., Drasgow, F., 1999. A meta-analytic study of social desirability distortion in computer-administered questionnaires,
traditional questionnaires, and interviews. J. Appl. Psychol. 84 (5), 754-775.

Ridgway, M., Robson, F., 2018. Exploring the motivation and willingness of self-initiated expatriates, in the civil engineering industry, when considering employment
opportunities in Qatar. Hum. Resour. Dev. Int. 21 (1), 24-45.

Riggle, R.J., Edmondson, D.R., Hansen, J.D., 2009. A meta-analysis of the relationship between perceived organizational support and job outcomes: 20 years of
research. J. Bus. Res. 62 (10), 1027-1030.

Rizzo, J., House, R., Lirtzman, S., 1970. Role conflict and ambiguity in complex organizations. Adm. Sci. Q. 15 (1), 150-163.

Salgado, J.F., Bastida, M., 2017. Predicting expatriate effectiveness: the role of personality, cross-cultural adjustment, and organizational support. Int. J. Sel. Assess.
25 (3), 267:275.

Shantz, A., Alfes, K., Latham, G.P., 2016. The buffering effect of perceived organizational support on the relationship between work engagement and behavioral
outcomes. Hum. Resour. Manag. 55 (1), 25-38.

Shao, J.J., Ariss, A.A., 2020. Knowledge transfer between self-initiated expatriates and their organizations: research propositions for managing SIEs. Int. Bus. Rev. 29
(1), 101634.

Shay, J.P., Tracey, J.B., 2009. Expatriate adjustment and effectiveness: the mediating role of managerial practices. J. Int. Manag. 15 (4), 401-412.

Shin, K., Pérez-Nordtvedt, L., 2020. Knowledge acquisition efficiency, strategic renewal frequency and firm performance in high velocity environments. J. Knowl.
Manag. 24 (9), 2035-2054.

Shu, F., McAbee, S.T., Ayman, R., 2017. The HEXACO personality traits, cultural intelligence, and international student adjustment. Personal. Individ. Differ. 106,
21-25.

Silbiger, A., Berger, R., Barnes, B.R., Renwick, D.W.S., 2017. Improving expatriation success: the roles of regulatory focus and burnout. Br. J. Manag. 28 (2), 231-247.

Singh, S.K., 2019. Territoriality, task performance, and workplace deviance: empirical evidence on role of knowledge hiding. J. Bus. Res. 97, 10-19.

Singh, S.K., Mittal, S., Sengupta, A., Pradhan, R.K., 2019. A dual-pathway model of knowledge exchange: linking human and psychosocial capital with prosocial
knowledge effectiveness. J. Knowl. Manag. 23 (5), 889-914.

Singh, S.K., Vrontis, D., Christofi, M., 2021. What makes mindful self-initiated expatriates bounce back, improvise and perform: empirical evidence from the emerging
markets. Eur. Manag. Rev. (Online). https://doi.org/10.1111/emre.12456.

Singh, S.K., Pereira, V., Mellahi, K., Collings, D.G., 2021. Host country nationals characteristics and willingness to help self-initiated expatriates. Int. J. Hum. Resour.
Manag. 32 (8), 1707-1730.

Stamper, C.L., Johlke, M.C., 2003. The impact of perceived organizational support on the relationship between boundary spanner role stress and work outcomes.
J. Manag. 29 (4), 569-588.

Suutari, V., Brewster, C., 2000. Making their own way: international experience through self-initiated foreign assignments. J. World Bus. 35 (4), 417-436.

Suutari, V., Brewster, C., Mékeld, L., Dickmann, M., Tornikoski, C., 2018. The effect of international work experience on the career success of expatriates: a
comparison of assigned and self-initiated expatriates. Hum. Resour. Manag. 57 (1), 37-54.

12


http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011010323735
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016453947
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016461747
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016461747
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011014054
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011014054
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016480668
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016480668
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011165062
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011165062
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016545625
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011184953
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011184953
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017145439
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017145439
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011192605
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011208694
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011208694
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011016571678
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011215653
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011215653
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011244347
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011244347
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012034016
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012034016
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017093674
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017093674
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017115416
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017115416
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017167168
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017167168
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011568274
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011568274
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019240780
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019240780
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011574627
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011574627
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011579703
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011011579703
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017218394
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017218394
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017221518
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017221518
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017220206
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017220206
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017231836
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011020251284
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011020251284
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017321886
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017321886
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017489076
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017489076
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017287391
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017287391
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011020312899
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012133509
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012133509
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012128091
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012128091
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018013264
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018013264
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017326493
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012132153
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012132153
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017350978
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017350978
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012094507
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019576430
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011020094081
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011020094081
https://doi.org/10.1111/emre.12456
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012224311
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012224311
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012238548
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012238548
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017434292
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017434448
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017434448

S.K. Singh et al. Journal of International Management 28 (2022) 100953

Takeuchi, R., Yun, S., Russel, J.E.A., 2002. Antecedents and consequences of the perceived adjustment of japanese expatriates in the USA. Int. J. Hum. Resour. Manag.
13 (8), 1224-1244.

Vaiman, V., Haslberger, A., Vance, C.M., 2015. Recognizing the important role of self-initiated expatriates in effective global talent management. Hum. Resour.
Manag. Rev. 25 (3), 280-286.

Valenzuela, M.A.,, Flinchbaugh, C., Rogers, S.E., 2020. Can organizations help adjust?: the effect of perceived organizational climate on immigrants' acculturation and
consequent effect on perceived fit. J. Int. Manag. 26 (3), 100775.

Venz, L., Pundt, A., Sonnentag, S., 2018. What matters for work engagement? A diary study on resources and the benefits of selective optimization with compensation
for state work engagement. J. Organ. Behav. 39 (1), 26-38.

Wang, D., Gan, C., Wu, C., 2016. LMX and employee voice: a moderated mediation model of psychological empowerment and role clarity. Pers. Rev. 45 (3), 605-615.

Wikstrom, E., Eriksson, E., Karamehmedovic, L., Liff, R., 2018. Knowledge retention and age management-senior employees' experiences in a Swedish multinational
company. J. Knowl. Manag. 22 (7), 1510-1526.

Wong, Y.T., Ngo, H.Y., Wong, C.S., 2006. Perceived organizational justice, trust, and OCB: a study of chinese workers in joint ventures and state-owned enterprises.
J. World Bus. 41 (4), 344-355.

Wu, P.C,, Ang, S.H., 2011. The impact of expatriate supporting practices and cultural intelligence on cross-cultural adjustment and performance of expatriates in
Singapore. Int. J. Hum. Resour. Manag. 22 (13), 2683-2702.

Yadav, M., Rangnekar, S., 2016. Role clarity and organizational citizenship behaviour: does tenure matter?: a study on Indian power sector. Glob. Bus. Rev. 17 (3),
207-224.

Zhou, Q., Martinez, L.F., Ferreira, A.L., Rodrigues, P., 2016. Supervisor support, role ambiguity and productivity associated with presenteeism: a longitudinal study.
J. Bus. Res. 69 (9), 3380-3387.

13


http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012249914
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012249914
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018394437
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018394437
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017469210
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011017469210
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018014358
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018014358
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012291900
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018378694
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011018378694
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019096779
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019096779
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012303004
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012303004
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012404371
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011012404371
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019395275
http://refhub.elsevier.com/S1075-4253(22)00028-X/rf202204011019395275

	Adjustment and work outcomes of self-initiated expatriates in the United Arab Emirates: Development and testing of a model
	1 Introduction
	2 Theoretical framework
	3 Hypotheses development
	3.1 Perceived organizational support and role clarity
	3.2 Role clarity and work adjustment
	3.3 Work adjustment and task performance
	3.4 Work adjustment and organizational citizenship behavior
	3.5 The role clarity as a mediator
	3.6 The work adjustment as a mediator

	4 Methods
	4.1 Participants and procedure
	4.2 Measures
	4.2.1 Perceived organizational support (POS)
	4.2.2 Role clarity (RC)
	4.2.3 Work adjustment (WA)
	4.2.4 Task performance (TP)
	4.2.5 Organizational citizenship behavior (OCB)


	5 Results
	5.1 The measurement validation
	5.2 The structural model
	5.2.1 Testing for direct effect
	5.2.2 Testing for the indirect effect


	6 Discussion and conclusion
	6.1 Theoretical contributions
	6.2 Managerial implications
	6.3 Limitations and direction for future research

	References


