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Abstract

Through the lens of Conservation of Resources (COR) and Self-Determination (SDT) theories,
this paper examines the role of Psychological Capital (PsyCap) and motivation in facilitating the
success of self-initiated expatriates (SIEs) in Kuwaiti hospitals. Despite the vast literature on
expatriate success, most studies have focused on adjustment and have neglected performance as
a key dimension. The study collects data from 149 SIEs nurses through an online questionnaire
and employs partial least squares structural equation modeling (PLS-SEM) to test the
hypotheses. The findings reveal that PsyCap is positively associated with adjustment, motivation,
and performance. Moreover, it shows the positive effect of motivation on performance. This
study contributes to the literature on expatriates' success by highlighting the importance of
considering psychological and motivational factors in facilitating their performance,
particularly in the context of SIEs, which is relatively limited in defining their success

comprehensively, including their performance.
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Introduction

If successful, expatriates capitalize on their increased understanding of specific business
and cultural environments (Mezias and Scandura, 2005) and expand their individual-level career
capital, e.g., skills and motivations, which contributes positively to their performance individual
or organizational (Caligiuri, 1997; Jokinen et al., 2008). Despite the vast literature on expatriate
success, the necessity of considering performance as one of its key dimensions was overlooked,
except for some papers (Heijden et al.,2009; Gabel et al., 2005). Most studies have focused on
adjustment and have equated success to it (Davies et al., 2015; EI Amine and Cascon-Pereira,

2021), leaving performance neglected.

Researchers have also proposed that individual differences are significant in predicting
expatriates' success in their assignments and have investigated different individual characteristics
as predictors of such success. Among many antecedents, Big Five personality characteristics (Ones
and Viswesvaran, 1997), cultural intelligence (Huff, 2013) and language proficiency (Caliguiri et
al.,2009) have been related to expatriates' performance, rated mainly by their supervisors, as a
dimension of success. However, these few studies have often been conducted on organizational
expatriates (OE) (Harjo et al., 2016), except for a few that studied self-initiated expatriates’ (SIES)
performance (e.g., Lauring and Selmer, 2014). SIEs take the initiative, independent of the
organization, to move abroad for employment and career paths (Tharenou, 2015). SIEs display
remarkable characteristics compared to OEs. They express a strong motivation to live abroad, have
confidence in working and living abroad, and possess a greater desire for cross-cultural
experiences (Suutari and Brewster, 2000; Doherty et al.,2011). Like with OEs, measuring SIES'

success can be challenging as it depends on multiple factors, including personal and professional



objectives, the host country's various factors, and individual performance, among others (Selmer
and Lauring, 2011; Suutari and Brewster, 2003). Nevertheless, despite SIEs becoming a growing
phenomenon lately, the research on SIEs is still relatively limited, particularly in defining their

success comprehensively, including their performance.

As such, it is critical to understand what facilitates and enhances SIE's success at the micro-
level of analysis (psychological-individual-level experiences) beyond traditionally limited
explanations focusing only on adjustment as a proxy of success. This study does so, particularly
by focusing on the influence of expatriates' 'psychological capital' (PsyCap; Luthans et al., 2007)
and motivation on success. Although previous studies on SIEs' motivation have focused on factors
influencing SIEs to go abroad (Froese, 2012), there is still a paucity of how to benefit from this
knowledge to assist an organization in attaining its goals (Kim et al., 2018). According to several
studies (Muir et al., 2014; Nolan and Morley, 2014; Richardson and McKenna, 2006; Selmer and
Lauring, 2011), the literature suggests that the motives of self-initiated expatriates (SIEs) are more
complex than initially proposed. While non-career motivations are consistently found to be more
significant for SIEs than for OEs, various factors contribute to the complexity of SIES' motives.
Furthermore, some studies have investigated the effect of general work motivation on cross-
cultural adjustment (Froese, 2012) and work performance (Varma et al., 2011) but overlooked the
effect of PsyCap on motivation. PsyCap is "an individual's positive psychological state of
development™ (Luthans et al., 2007, p. 3) and comprises four key positive psychological capacities:
hope, self-efficacy, resilience, and optimism (Luthans and Youssef-Morgan, 2017), which have
often been investigated independently in expatriate studies. Particularly, resilience has been
positively linked to expatriate adjustment (Davies et al., 2019). Additionally, self-efficacy's
mediating effect between cross-cultural training and adjustment has been highlighted (Osman-
Gani and Rockstuhl, 2009). It has also been proven that expatriates with high optimism tend to
experience less stress and work-family conflicts and better satisfaction, therefore, adjustment
(Jassawalla et al., 2004). PsyCap relates to desirable attitudes and behaviors (Davis et al., 2018).
For instance, Alessandri and colleagues (2018) found that PsyCap positively associated with
employee engagement and enhanced performance in domestic work settings (Luthans et al., 2005).

Similarly, Davis et al. (2018) proposed that the higher PsyCap, the better the adjustment and



performance. Thus, this research examines how hope, resilience, self-efficacy, and optimism
combined in the second-order construct of PsyCap play a role in SIEs success among a sample of
149 SIEs nurses working in a Kuwaiti hospital. Additionally, it explores the effect of their

motivation on their success.

From the lens of the Conservation of Resources theory (COR; Hobfoll, 1988), we aim to
link the impact of expatriates' PsyCap and motivation on their adjustment and performance. COR
theory's central premise is that individuals strive "to obtain, retain, and protect resources and that
stress occurs when resources are threatened with loss or lost or when individuals fail to gain
resources after substantive resource investment” (Hobfoll, 2002, p. 312). Hobfoll (2002)
describes resources as "those entities that either are centrally valued in their own right (e.g., self-
esteem, close attachments, health, and inner peace) or act as a means to obtain centrally valued
ends (e.g., money, social support, and credit)" (p. 307). As such and based on the concept of
resource caravans (Hobfoll, 2001), SIE's PsyCap and motivation may interact synergistically to
produce positive outcomes and affect their performance and adjustment. Moreover, and from an
additional theoretical lens based on the Self-Determination Theory (SDT; Deci and Ryan, 1985,
2008a, 2008b; Ryan and Deci, 2000), we seek to explore the impact of motivation on expatriates'
adjustment and motivation. Deci and Ryan (1985) focus on individuals' intrinsic motivation and
need for autonomy, competence, and relatedness. They propose that satisfying these
psychological needs increases motivation, engagement, and well-being. Hence, expatriates with a
strong sense of autonomy, competence, and relatedness are more likely to be intrinsically
motivated and perform better in their assignments. In fact, research has shown that autonomy and
choice acted as motivators for expatriates in the adjustment of female SIEs who also had more
opportunities for reinvention and better performance. (Schreuders-van den Bergh and Du Plessis,

2016)

Hence, we propose to test the following set of hypotheses on SIE nurses:
H1a: PsyCap is positively associated with adjustment.
H1b: PsyCap is positively associated with motivation.

H1c: PsyCap is positively associated with performance.



H2a: The more motivated the expatriate is, the better their performance will be.
H2b: The more motivated the expatriate is, the better their adjustment will be.

H3: The better adjusted the expatriate is, the better their performance will be.

Methodology

To test our hypotheses, we conducted an online survey through human resources personnel
from a hospital in Kuwait. Kuwait was chosen because of its heavy reliance on expatriates and the
under-researched nature of expatriate research in the global south. A total of 149 respondents
completed the survey, with 77.9% female and the majority falling in the 35-44 age range (49.7%).
85.9% had a Bachelor's degree, 7.4% Master's degree, and 6.7% had other education levels. The
respondents represented ten different countries, with the majority from India (51%), followed by
the Philippines (22.8%), Egypt (8.7%), Lebanon (7.4%), Jordan (6%), Syria (1.3%), Armenia

(0.7%), Canada (0.7%), Indonesia (0.7%), and Sudan (0.7%).

To measure our variables, we used established and validated scales. Psychological capital
(PsyCap) was measured using a 24-item self-reported PsyCap Questionnaire (PCQ) from Luthans
et al. (2007), which includes four subscales: efficacy, hope, optimism, and resilience. Motivation
was measured with the Multidimensional Work Motivation Scale (MWMS) from Gagné et al.
(2015), which includes six subscales: extrinsic regulation-social, extrinsic regulation-material,
introjected regulation, identified regulation, intrinsic motivation, and amotivation. For the
dependent variables, cross-cultural adjustment (CCA) was measured with Black's 14-item (1988)
scale covering three facets of adjustment: general, interactional, and work. The Individual Work

Performance Questionnaire (IWPQ) measured performance (Koopman et al., 2014), which



includes four subscales: task, performance, adaptive, and counterproductive work behavior. Refer

to Appendix Al for item details.

To examine the relationships among the variables in this study, the Structural Equation
Modeling (SEM) technique was employed using SmartPLS 4 software (Ringle et al., 2022). SEM
allows for estimating complex relationships between latent variables and observed indicators,
providing a comprehensive theoretical understanding. Furthermore, PLS-SEM is particularly well-
suited for our research due to the inclusion of latent variables with a substantial number of
indicators and our limited sample size, characterized by nonnormal data distribution. Furthermore,
two of the constructs in our model, motivation and performance, had been modelised as second-
order formative constructs, which does not allow using classic covariance-based structural
equation modelling to estimate the model (Hair et al., 2019). Second-order constructs were
introduced in the model following the disjoint two-stage approach method (Sarstedt et al., 2019).
Statistical significance of weights and loadings has been established with 5,000 sub-samples

bootstrapping (Hair et al., 2017).

To assess measurement model reliability and convergent validity, for reflective constructs,
loadings should be significant and higher than .70 (Hair et al. 2011), composite reliability
coefficient (CR) should also be higher than .70 and the average variance extracted (AVE), higher
than .50 (Hair et al., 2017). Table A2.1 in Appendix 2 shows those criteria are fulfilled, and as
CR and AVE were above the threshold, removing the few indicators loading in the range of .50-
.70 was unnecessary (Rasoolimanesh et al., 2017). Discriminant validity was checked using both
Fornell and Larcker (1981) and HTMT ratio (Henseler et al., 2015) criterion, as shown in table

A2.2 in Appendix 2, and no problems were detected. For formative constructs, the weight-



loading criterion was applied to keep or delete formative indicators (Hair et al., 2017) after

discarding collinearity problems (table A2.1 in Appendix 2).

Following Hair et al. (2022; p.92-93): "While researchers have proposed various model fit
measures for PLS-SEM (Schuberth et al., 2018; Tenenhaus et al., 2005), their efficacy for
identifying misspecified models is highly limited. As a consequence, to judge the model's
quality, researchers using PLS-SEM rely on alternative measures that assess the model's
predictive capabilities (Shmueli et al., 2016; Shmueli et al., 2019), both in-sample and out-of-
sample.” Table A2.3 in Appendix 2 shows the results of applying one of these criteria

(PLSPredict) to establish the model's predictive relevance.

Findings

Table 1 shows the results of the model estimation and hypotheses contrast. As
hypothesized, PsyCap has a positive and significant effect on SIEs adjustment (H1la, =0.279,
p<0.01), motivation (H1b, f=0.507, p<0.01) and performance (H1c, $=0.440, p<0.01). However,
while a significant effect of motivation on SIEs performance has been detected (H2b, $=0.303,
p<0.01), we have not been able to confirm the impact of motivation on adjustment (H2a, 3=0.052,

p>0.05) nor of adjustment on performance (H3, $=0.103, p>0.05)



Table 1. Hypotheses testing

. Standardized t value Confidence Interval 95%
Hypothesis Beta (bootstrapping)

2.50% 97.50%
Hla PsyCap -> Adjustment 0.279 *x* 2.78 0.077 0.463
H1b PsyCap -> Motivation 0.507 ** 5.67 0.280 0.646
Hle PsyCap -> Performance 0.440 ** 541 0.247 0.577
H2a Motivation -> Adjustment 0.052 0.41 -0.196 0.257
H2b Motivation -> Performance 0.303 ** 3.08 0.123 0.512
H3 Adjustment -> Performance 0.103 1.53 -0.043 0.219

®5p<0,01; *p<0.05



Discussion and conclusion

Previous research has shown that psychological capital (PsyCap) is positively related
to positive work-related outcomes among self-initiated expatriates (SIEs), including job
commitment, satisfaction, and performance (Alessandri et al., 2018; Luthans et al., 2007; Sun
et al., 2012). The present study further supports these findings by demonstrating that PsyCap
positively correlates with performance, motivation, and adjustment among SIE nurses. This
highlights the important role that PsyCap plays in facilitating SIEs' adaptability to new
cultural contexts and fostering their motivation in the host country (Cao et al., 2012).
Moreover, our findings showed the positive impact of motivation on SIE's performance,
which asserts that intrinsic motivation is necessary for good performance (Doherty et al.,

2011).

Nonetheless, in contrast with previous studies (Osman-Gani and Rockstuhl, 2009);
(Froese et al., 2012), our results indicate that SIE's motivation didn't impact their adjustment
and that SIEs' adjustment did not impact their performance. This intriguing finding is worth
exploring further as our results are preliminary. However, it could be attributed to the
possibility that adjustment alone may not be enough to ensure good performance as multiple
factors shape the performance of SIEs, who differ from OEs in some key characteristics. It is
possible that these SIEs are extrinsically motivated due to their difficult life circumstances
back home but have still made a heavy personal investment in their move and take it upon

themselves to perform well regardless of their adjustment level.

Moreover, while previous studies have investigated PsyCap's subconstructs
independent of one another and their impact on OEs' performance, our study holistically
explores SIEs' performance from the umbrella of PsyCap. We comprehensively analyze the
findings by integrating the self-determination theory (SDT) and the conservation of resources
(COR) theory to further make sense of the findings. These theories provide valuable
frameworks for understanding the psychological processes that influence expatriate
outcomes. In the context of expatriates, on the one hand, (COR) theory suggests that PsyCap

can be regarded as a personal resource (Hobfoll, 2001) that expatriates draw upon to cope



with the challenges and demands of their international assignments. Thus, expatriates with
higher levels of psychological capital are more likely to possess the necessary psychological

resources to adapt to new environments, overcome obstacles, and perform well.

Similarly, (COR) theory emphasizes that individuals are motivated to acquire and
protect their resources (Hobfoll, 2002). Hence, expatriates’ motivation to succeed and
perform well in the expatriate context can be linked to their desire to protect and build their
personal and professional resources (Davis et al., 2018). On the other hand, from the lens of
(SDT), strongly motivated employees often exhibit a high need to learn new skills and
knowledge to accumulate experience and advance their performance (Ryan and Deci, 2017).
Hence, expatriates will be motivated to learn more, exert more effort to perform better, and
eventually succeed in new cultural contexts (Howard et al., 2016; Shin and Jung, 2021).
Thus, this may explain some of the factors our SIEs perceive as relevant to their mission

success and performance.

Despite the significant contribution of this study to understanding all the dimensions of
PsyCap united on SIEs' performance, there are some limitations. The participants were non-
native English speakers, and the survey was in English, which may have distorted some
findings. Additionally, the use of self-reported performance measures may have led to an

overestimation of performance.

Finally, according to SDT, motivation can be categorized into two types, intrinsic and
extrinsic, which in turn also represent different degrees of autonomy. Future research should
study the effect of different types of motivation on performance, which can give more insights
into what type of motivation (if neglected) can be detrimental to their performance, especially

for IHRM purposes.
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Appendices

Appendix Al: Measurement scales

Scale Sub-Scale Item Definition
Gen Adjl  Living conditions 1n general
Gen Adj? Housing conditions
c ! Gen Adj3  Food
ENera . .
Adjustment Gen Ad_!-'-l- Shﬂppmg )
Gen Ad)5  Cost of living
E Gen Adj6  Entertainment/recreation facilities and opportunities
qé Gen Ad)7 Health care facilities
- Int Adjl  Socializing with Host Country National (HCN)s
E Interactional | Int Adi2  Interacting with Host Country National (HCN)s on a day-to-day basis
= Adjustment | Int Adj3 Interacting with Host Country National (HCN)s outside of work
- Int Adj4  Speaking with Host Country National (HCN)s
Wik - e
Adil Specific job responsibilities
Work Wik .
Adjustment Adi2 Performance standards and expectations
Wik . o
Adi3 Supervisory responsibility

The respondents indicated how unadiusted or adiusted they were. All the items were evaluated using the seven-point
Likert scale, with choices ranging from I {completely unadiusted) fo 7 (completely adiusted).




Appendix Al: Measurement scales

Scale Sub-Scale Item Definition
TP1 How do you rate the quality of your own work in the past year?
TP2* How do you rate the quantity of your own work in the past year?
TR3* How often was the quantity of my work below what it should have been the last year?
TP4* How often was the quality of my work below what it should have been the last year?
TPS How often was the quality of your work below what it should have been in the past year?
TP6 How often was the quantity of your work less than it should have been in the past year?
Perf::;ll;nce TP7 I managed to plan my work so that it was done on time
TP8* I worked towards the end result of my work
TP9 I kept in mind the results that I had to achieve in my work
TP10 I had trouble setting priorities in my work
TP11* I was able to separate main issues from side issues at work
TP12 I was able to perform my work well with minimal time and effort
TP13 It took me longer to complete my work tasks than intended
Contl I was able to meet my appointments
Cont2 I was able to fulfil my responsibilities
Cont3 Collaboration with others went well
Cont4 Others understood me well when I told them something
Cont5 I understood others well when they told me something
Cont6 Communication with others led to the desired result
Cont7 I came up with creative ideas at work
8 Contextual Cont8 I took the initiative when there was a problem to be solved
e | Performance Cont9 I took the initiative when something had to be organized
c Cont10 I started new tasks myself when my old ones were finished
E Contl1 I asked for help when needed
..S Contl2* I was open to criticism of my work
: Contl3 I tried to learn from the feedback I got from others on my work
~ ¥ Cont14 I took on challenging work tasks, when available
Contl5 I think patients were satisfied with my work
Contl6 I took into account the wishes of the patient in my work
AP1 I worked at keeping my job knowledge up to date
AP2 I worked at keeping my job skills up-to-date
AP3 I have demonstrated flexibility
Adaptive AP4 I was able to cope well with difficult situations and setbacks at work
Performance AP5 I recovered fast, after difficult situations or setbacks at work
AP6 I came up with creative solutions to new problems
AP7 I was able to cope well with uncertain and unpredictable situations at work
APS8 I easily adjusted to changes in my work
CWB1* I complained about unimportant matters at work
CWB2 I made problems greater than they were at work
CWB3 I focused on the negative aspects of a work situation, instead of on the positive aspects
Counter- CWB4 I spoke with colleagues about the negative aspects of my work
prgg:)l:liive CWBS5 I spoke with people from outside the organization about the negative aspects of my work
Behiaviour CWB6 I purposely worked slowly
CWB7 I purposely left my work so that someone else had to finish it
CWBS I behaved rudely towards someone at work
CWB9 I quarrelled with my colleagues, manager, or patients
CWB10 I purposely made mistakes

The statements above describe what the respondents may think about their performance during the past year. All these items are evaluated
using the five-point Likert scale, with choices ranging from 1 (never) to 5 (always); except for the first two questions of task performance, their
choices range from 1 (insufficient) to 5 (very good). (*) indicate that the item was dropped due to a low loading and AVE.




Appendix Al: Measurement scales

Scale Sub-Scale Item Definition
If I should find myself in a jam at work, I could think of many ways to get
Hopel* ;
out of it
Hope2 At the present time, I am energetically pursuing my work goals
Hope Hope3  There are lots of ways around any problem
Hope4 Right now, I see myself as being pretty successful at work
Hope5 Ican think of many ways to reach my current work goals
Hope6 At this time, [ am meeting the work goals that I have set for myself
Res1*  When I have a setback at work, I have trouble recovering from it, moving
on
E Res2*  Tusually manage difficulties one way or another at work
'a Besilfinc Res3 I canbe ""on my own"," so to speak, at work if [ have to
< Res4* I usually take stressful things at work in stride
@ R I can get through difficult times at work because T've experienced difficulty
ol esd
< before
R Res6  IfeelI can handle many things at a time at this job
%D SE1  Ifeel confident analyzing a long-term problem to find a solution
= SE2  Ifeel confident in representing my work area in meetings with my superiors
< SE3  Ifeel confident contributing to discussions about the 'hospital's strategy
g} Self-Efficacy | SE4 I feel confident helping to set targets/goals in my work area
pv: SES I feel confident contacting people outside my organization to discuss
problems
SE6  Ifeel confident presenting information to a group of colleagues
Optl*  When things are uncertain for me at work, I usually expect the best
Opt2*  If something can go wrong for me work-wise, it will
Opt3  Ialways look on the bright side of things regarding my job
Optimism Opt4 I'm optimistic about what will happen to me in the future as it pertains to
work
Opt5*  In this job, things never work out the way I want them to
Opt6 I approach this job as if ""every cloud has a silver lining""

The above statements describe how the respondents may think about themselves right now. All the items were evaluated
using the seven-point Likert scale, with choices ranging from 1 (strongly disagree) to 7 (strongly agree). (*) indicate that
the item was dropped due to a loading < 0.6.




Appendix Al: Measurement scales

Scale Sub-Scale Item Definition
i ES}étciflg To get others' approval (e.g., supervisor, colleagues, family)
Re;uli::is(l)fl Ext Reg Because others will respect me more (e.g., supervisor,
a . Social2 colleagues, family)
Social Ext Reg To avoid being criticized by others (e.g., supervisor, colleagues,
Social3 family)
Bt Res N1 Because others will reward me financially only if I put enough
Extrinsic xLReg effort in my job (e.g., employer, supervisor...)
Regulation- Ext Ree M2 Because others offer me greater job security if I put enough
Material g effort in my job (e.g., employer, supervisor...)
Ext Reg M3  Because I risk losing my job if I don't put enough effort in it
- Introl Because [ have to prove to myself that I can
R Introjected Intro2 Because it makes me feel proud of myself
E’ Regulation Intro3 Because otherwise I will feel ashamed of myself
% Intro4 Because otherwise I will feel bad about myself
§ Idenl Because I personally consider it important to put efforts in this
job
Identified Tisis Because putting efforts in this job aligns with my personal
Regulation values
Iden3 Because putting efforts in this job has personal significance to
me
- Intrinsicl Because I have fun doing my job
Intrinsic - : ; 5
- Intrinsic2 Because what I do in my work is exciting
Regulation 5o e ;
Intrinsic3 Because the work I do is interesting
Amotl I don't, because I really feel that I'm wasting my time at work
Amotivation a— {ncig little because I don't think this work is worth putting efforts
Amot3 I don't know why I'm doing this job, it's pointless work

The above statements describe how the respondents may think about their motivations behind pursuing an international
experience. All these items are evaluated using the seven-point Likert scale, with choices ranging from 1 (completely
agree) to 7 (completely disagree).




Appendix A2: Measurement model validation and model’s predictive relevance

Table A2.1 Reliability and convergent validity

Standardized .. . . t statistic
1 st order factors Item Joading t statistic (bootstrapping Weight (bootstrapping) VIF rho A CR AVE
AMI1 0.82 ** 13.79 0.86 090 0.75
Amotivation AM2 0.88 ** 24.16
AM3 0.89 ** 26.95
APl 0.82 ok 21.63 0.92 093 0.63
AP2 0.78 w* 16.98
AP3 0.82 w* 19.42
. AP4 0.83 w 20.75
Adaptative AP5 0.74 *x 14.09
AP6 0.73 #k 13.88
AP7 0.79 ** 20.60
APB 0.82 ** 24.57
CP1 0.66 wk 12.27 0.91 091 042
CP2 0.76 ok 20.39
CP3 0.63 w 7.63
CP4 0.57 w 7.84
CP5 0.67 w* 9.44
CP6 0.67 w 10.02
C rual CP7 0.63 #* 12.80
ontex CP8 0.73 *x 16.91
CP9 0.68 ** 12.66
CP10 0.59 ** 9.05
CP11 0.54 ** 8.30
CP13 0.57 wk 6.12
CP14 0.67 w* 11.47
CP15 0.64 w* 9.17
CPlo 0.64 w* 9.73




Table A2.1 Continued

CWBI1 0.52 *& 7.14 095 094 0.62
CWB2 0.76 o 11.76
CWB3 0.83 ke 20.17
CWB4 0.68 *E 12.91
CWBS5 0.76 *& 14.44
CWB CWB6 0.87 ke 20.02
CWB7 0.92 * 37.75
CWBS8 0.83 *E 19.65
CWB9 0.78 *E 13.55
CWBI10 0.86 *& 20.18
.. . EMI1 0.94 *& 30.84 0.86 092 0.85
Extrinsic Material END 0.91 ke 21,10
ES1 0.89 o 20.33 090 091 0.78
Extrinsic Social ES2 0.91 k¥ 25.13
ES3 0.84 *E 13.50
GAL 0.79 *E 12.76 090 091 0.59
GA?2 0.87 *E 21.37
GA3 0.75 ke 8.18
General GA4 0.79 * 1091
GAS 0.69 *E 9.22
GA6 0.76 *E 11.02
GAT 0.72 o 9.33
H2 0.79 o 9.57 0.89 0.92 0.69
H3 0.76 ke 13.20
Hope H4 0.87 ** 42.52
H5 0.87 *E 40.24
H6 0.85 *E 38.47
1Al 0.86 *E 28.94 0.89 092 0.74
Interactive 1A2 0.84 - 19.08
IA3 0.86 *E 27.76
1A4 0.87 *E 30.17
IFR1 0.87 *E 15.72 0.89 093 0.82
TIdentified Reg TFR2 0.92 o 31.71
IFR3 0.92 ki 42.00



Table A2.1 Continued

IR1 0.90 o 28.00 0.88 0.85 0.60
Introjected IIR2 0.89 o 21.44

1IR3 0.64 ok 6.84

IIR4 0.61 o 6.77

M1 0.66 o 7.77 094 0.86 0.68
Intrinsic M2 0.87 i 21.39

M3 0.91 *® 52.15

03 0.83 o 23.24 0.69 0.81 0.59
Optimism o4 0.81 o 15.78

06 0.65 o 7.04

R3 0.58 o 5.46 0.55 0.75 0.50
Resilience RS 0.84 ** 20.72

R6 0.69 o 6.36

SEl 0.77 o 16.48 0.86 0.88 0.55

SE2 0.83 *x 23.73

SE3 0.76 o 13.20
Self-Efficacy SE4 0.8 e 25.44

SES5 0.51 o 4.35

SE6 0.70 o 8.77

TP1 0.69 bk 10.14 0.83 0.86 0.4l
Task TP2 0.70 ** 11.52

TP5 0.73 o 12.01

TP6 0.68 *® 9.16

TP7 0.64 o 6.30

TP9 0.56 HoE 7.07

TP10 0.54 o 5.87

TP12 0.57 o 6.56

TP13 0.62 o 7.81

WAL 0.88 o 25.79 092 092 0.79
Work WA2 0.89 o 28.69

WA3 0.91 *x 34.26




Table A2.1 Continued

2nd order factors

General 0.82 *x 14.66 085 0.89 0.73
Adjustment Interactive 0.84 o 21.41
Jork 0.90 *x 28.05
Hope 0.89 *x 44.77 0.86 0.89 0.67
Optimism 0.82 *4 25.80
PsyCap Resilience 0.76 *x 17.42
Self-Efficacy 0.80 o 27.29
Amotivation -0.53 *x 3.69 -0.32 1.82 126 N/A NA NA
Extrinsic Material -0.04 0.33 -0.26 1.80 1.44
. Extrinsic Social 0.14 0.90 0.27 1.79 1.41
Motivation Identified Reg 0.8 o 9.81 0.16 0.76 2.84
Intrinsic 0.75 *x 7.90 041 #* 2.99 1.53
Introjected 0.80 *4 8.49 043 * 2.48 2.41
Adaptative 0.81 ** 9.91 0.29 1.70 235 NA N/A NA
Performance CWB -0.59 *x 4.55 038 * 230 1.07
Contextual 0.80 *4 9.47 0.24 1.56 2.49
Task 0.84 *x 11.51 042 ** 3.52 1.82

Note: rho A=Dijkstra-Henseler rho; CR=Composite reliability; AVE= Average Variance Extracted

N/A =Does not Apply (formative constructs)
*¥*p<0.01; *p<0.05



Table A2.2. Discriminant validity

Construct level Factor Fl F2 F3 F4 F5 Fé F7 F8 Fe F10 F11 F12 F13 Fl4 F15 Fl6 F17 Fig F19
1st order factors F1. Adaptive 0.79 019 0253 0381 016 007 013 065 028 033 034 026 032 061 037 071 027
F2 Amotivation  -0.15 087 049 020 022 028 014 025 038 012 016 031 016 011 021 028 008
F3.CWB -023 046  0.79 0.22 013 011 018 038 029 015 013 034 032 033 025 027 018
F4. Contextual 073 -016 -020  0.65 020 010 014 034 0392 034 036 039 043 033 046 074 024
F5. ExtMaterial -0.14 019 Q09  -0.06 092 060 012 011 016 008 018 026 020 014 029 010 007
F6. ExtSocial 001 023 008 003 050 088 016 012 009 010 015 008 016 007 031 010 015
F7. General 011 -012 -016 011 006 012 077 014 017 039 012 010 026 020 018 017 082
F8. Hope 039  -022 -034 050 -003 009 013 083 046 026 047 041 083 089 067 060 025
FO. IdentifiedReg 025 -033 -027 036 013 008 015 041 091 0.14 066 083 044 037 046 045 013
F10. Interactive 030 -011 -0.13 0.33 -006 009 051 024 013 086 012 011 019 017 035 026 065
F11. Intrinsic 032 -011 -012 033 000 011 009 043 057 009 082 053 046 033 043 041 014
F12. Introjected 025  -029 -035 0.36 018 002 005 040 075 009 047 077 043 040 040 032 005
F13. Optimism 041 -012 -025 035 013 013 021 066 034 018 035 032 077 091 066 044 033
F14. Resilience 043 -006 -023 0.37 001 002 013 059 025 012 022 028 032 071 068 068 033
F15. SelfEfficacy 034 -0.19 -022 043 020 022 016 060 041 031 038 038 033 046 074 0350 032
F16. Task 060 -025 -023 0.64 -004 002 012 052 040 021 036 037 033 042 043 0.64 022
F17. Work 024 -006 -014 023 -005 014 070 023 011 038 013 004 027 023 030 019 0.89
2nd order factors F18. Adjustment 0.854 0357
F19. Psycap 0305 0.518

Note: Diagonal, AVE square root; Upper triangle HTMT ratios; Lower triangle: Latent variable correlations

Note: Performance and motivation do not appear in the table as they are formative constructs



Table A2.3 PLSpredict assessment of manifest variables.

Item PLS-SEM LM PLS-SEM - LM
RMSE Q2Predict RMSE RMSE

General 0.996 0.019 1.017 -0.021
Interactive 0.975 0.057 0.979 -0.004
Work 0.961 0.085 0.982 -0.021
Amotivation 1.001 0.017 0.998 0.003
ExtMaterial 1.012 0.011 0.984 0.028
ExtSocial 1.004 0.004 1.01 -0.006
IdentifiedReg 0914 0.174 0.92 -0.006
Intrinsic 0.92 0.163  0.923 -0.003
Introjected 0.918 0.168 0.935 -0.017
Adaptive 0.855 0.278 0.832 0.023
CWB 0.961 0.091 0.962 -0.001
Contextual 0.876 0.242 0.889 -0.013

Task 0.872 0.253 0.865 0.007




