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Abstract
 
The purpose of the present study is to examine the role of parent’s expatriate assignment in the development of Intelligent Career Competencies among expatriate children. Based on Intelligent Career Theory, the author tries to put up a moderated model using proactive personality as a moderator to account for the variance due to individual-level traits in this process. The discussion is centered on the factors affecting this development namely, the Duration and Breadth of assignment along with Breadth of child’s peer group. The model endeavors to contribute through providing a parsimonious understanding of the process.
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Introduction
 
Proficiency in one's career is attained by the acquisition of skills and knowledge gained from practical experience, as well as through educational and organizational training. The intelligent career involves the development of "knowing why," "knowing how," and "knowing whom" competencies, promoting a new set of principles for employment arrangements (Arthur et al., 1995). A greater Intelligent Career Competency (ICC) level reduces the need for extensive cross-cultural training while undertaking a successful international assignment. Prior studies have mostly concentrated on investigating the origins of ICC. Family might perhaps serve as a source in this context. According to Brookfield Global Relocation Services (2016), almost 70% of expatriates relocate to other countries along with their families. Children of expatriates who accompany their parents on assignments are exposed to a multitude of cultures, hence enhancing their ability to navigate cultural ambiguity. Previous experiences reduce ambiguity and enhance individuals' sense of more control over a given cross-cultural issue by enhancing their capacity to handle it (Bhaskar-Shrinivas et al, 2005).
 
The development of children with expatriate parents can be influenced throughout their time living abroad (Fail et al, 2004). A person with expatriate parents might form a multicultural identity. Identities are brought to attention through different roles and circumstances (Mael & Ashforth, 2001), multicultural experience being such circumstances. A study by Becker et al. (2019), establishes the link between socioeconomic status, childhood intelligence and career success. The motivation behind expatriation itself is for higher socioeconomic status.
 
Individual of this nature acquires the necessary understanding and reasoning skills to excel in an international setting. As these individuals have acquired knowledge of cultural subtleties and developed skills to navigate them, they become proficient in managing cultural ambiguities. Previous experience enables individuals to cultivate a certain cognitive process that aids them in navigating intricate cultural contexts (Tarique & Takeuchi, 2008). Individuals who acquire intellectual capital have a greater ability to move between employment and may apply their knowledge and skills in different situations. Consequently, an individual's expertise enhances their agility with skills and knowledge. The process of establishing connections between individuals can take place in several ways. According to Mao and Shen (2004), expatriate children seem to have a higher level of "cultural density," which refers to the extent of acquaintance among individuals in the expatriate's cross-cultural network. These development networks provide assistance when there is a lack of adequate training and exposure.
 
Prior research in expatriation has established the development of Intelligent Career Competency (ICC) through multiple expatriate assignments and even short-term academic experience in different cultures (Ray & Maheswari, 2022). Expatriates often go on assignments with their families inclusive of spouse and children. Black and Gregersen (1991) discussed the effect of spouses on expatriate adjustment. Expatriate family adjustment to living abroad is a complex and multifaceted process, with greater awareness and support from both family and organization can improve this process (Haslberger & Brewster, 2008). The arena of research in expatriate children has lagged behind. It is therefore of great significance to investigate the various facets of the development of expatriate children. Through this article, the authors endeavour to explore the development of Intelligent Career Competencies (ICC) among expatriate children in the course of parents’ expatriate assignment.
[bookmark: _afgnh41py78m]New Age Career Concepts
 
[bookmark: _GoBack]Career has often been analysed in relation to progression in one's occupation. The definition of a career has significantly changed throughout the years due to the emergence of new concepts like boundaryless and protean careers. The term "career" may be defined as "the evolving sequence of work experiences that an individual undergoes over a specific period of time (Arthur et al., 1989, p.8)". The progress is not consistent and is aided by individuals with certain skills. Historically, career models have focused on individuals working for specific companies and advancing vertically in their professional hierarchy, resulting in increased wages and reputation (Cytrynbaum & Crites, 1989; Dalton, 1989). Nevertheless, the majority of professionals nowadays are employed by many organisations or transition between different projects (Ensher et al., 2002; Saxenian, 1996). This conceptualization gives birth to the boundaryless career, wherein workers are perceived as "Contractors of choice" and career trajectories are disrupted by transcending the confines of a certain organisation (Arthur & Rousseau, 1996). The phrase is commonly employed to refer to the act of crossing physical boundaries between separate entities (Arthur, 1994). This is not to dispute the fact that internal transformation is taking place. It may also denote the act of surpassing structural constraints such as hierarchical reporting and progress principles, as well as an individual's endeavour to surpass psychological boundaries by establishing external networks that offer validation and marketability (Arthur & Rousseau, 1996). Boundaryless occupations refer to a shift away from rigid professional frameworks, where individuals need to possess both physical and mental adaptability in order to navigate a boundaryless career. Workers engaged in gig work demonstrate physical mobility by crossing organisational borders. In addition, people exhibit psychological mobility by making alterations inside their roles and beyond based on their perspectives. 
[bookmark: _sgkrj17v8v70]Intelligent Career Competencies
 
The concept of a boundaryless career is the basis for this intelligent career philosophy. In an era characterized by the importance of knowledge, it also incorporates Quinn's notion of an 'intelligent firm' that encompasses crucial elements like as culture, expertise, and networks. According to DeFillippi and Arthur (1994), an intelligent career refers to a plan for achieving professional success that is built on competencies. It is crucial for individuals to assume accountability for their careers, which has been further explored via the concepts of intelligent careers, protean careers, boundaryless careers, and other emerging career paradigms.
 
Investing in and building career abilities is crucial in the contemporary professional landscape because an individual's accountability for career management is essential for achieving career success (Dickmann & Doherty, 2008). Career competence refers to the comprehensive understanding, expertise, and capabilities that are acknowledged from a broad viewpoint, taking into account corporate culture, expertise, and professional connections. It comprises three forms of knowledge: understanding the reasons behind certain practices (know-why), possessing practical skills (know-how), and having a network of valuable contacts (know-whom) (Inkson and Arthur, 2001). For instance, the concept of knowing-why includes factors such as motivation and identity. Knowing-how, on the other hand, refers to talents and skills. Lastly, knowing whom refers to networks and status, as explained by Defillippi and Arthur in 1994. Enhancing this ability involves acquiring the essential talents, experience, and information to function effectively (Beigi et al., 2018). This knowledge can be either specific to an organisation or applicable outside the confines of an organisation (Inkson & Arthur, 2001). The distinction between knowing how and formal schooling or training is in its transferability and adaptability as a talent. Exposure to opportunity facilitates the expansion of knowledge. It should not be confused with professional skills or competence. Additionally, it involves improving one's psychological and cultural intelligence through many methods, such as gaining foreign exposure through academic endeavours (Ray & Maheswari, 2022).
 
The idea of "why" pertains to the individual's sense of identity, personal significance, motivations, self-perception, values, interests, and sense of direction that drive their pursuit of a job (DeFillippi & Arthur, 1994). This issue has been brought up in the discourse on meaningful employment (Duffy, England, & Dik, 2019). Their value originates from being employed in environments that recognise their potential contributions and provide opportunities for personal development. Savickas (2005) put up a theory on career development, suggesting that an individual's understanding of their purpose evolves in response to changes in their work environment. He supported a career development approach that emphasises the importance of context. Personal development is defined as the process of adapting to a new work environment, rather than the growth of internal traits. The theoretical basis for understanding the emergence of knowledge lies in several concepts of social capital, such as role modelling, social networking, mentoring, developmental connections, and communities of practice. One may share information and establish a connection with others via their encounters (Chang & Kim, 2018). 
[bookmark: _ak8pymjlddy2]ICC and Expatriate Children
 
For the purpose of this article, an expatriate child refers to an individual who, during their formative years, accompanies their parent(s) to a country that is different from at least one parent's country of citizenship (Pollock et al., 2017, p. 404). In their study, Parker et al. (2009) examined the relationships between the reasons, methods, and collaborators involved in academic research. They found that the interconnectedness of these three aspects of knowledge was linked to a wide range of academic viewpoints. These skills can be obtained through firsthand experiences or through formal education and professional training. A higher level of ICC in relation to global jobs reduces the need for extensive cross-cultural training in order to achieve success in overseas assignments. Prior research has focused on the aetiology of ICC.
 
One significant finding is that children who move to a new country with their families adapt better to the host country than their parents do. Expatriate children adapt well to foreign destinations, with factors such as social skills, academic self-efficacy, school level, and family support playing key roles in their adjustment (Sivatte et al., 2019).This discovery was made by Shaffer et al. in 1999. Individuals who amass intellectual resources experience increased job mobility and have the potential to transfer their expertise and skills to various environments. Consequently, education enables individuals to exhibit greater flexibility in using their skills and knowledge. According to DeFillippi and Arthur (1994), individuals need to be "career capitalists" in order to acquire the necessary skills and competencies for achieving success in their careers. There are two alternatives for the growth of individuals' knowledge of each other. The process of familial ethnic socialisation, irrespective of one's ethnic origin, plays a substantial role in shaping an individual's cultural identity during adolescence (Umana-Taylor et al., 2006).

Parenting groups, schools, specialists, and the media all have crucial roles in directing their children towards achieving successful vocations and competencies in the 21st century (Salamon, 2019). Super and Savickas (1996) defined professional adaptability as the ability to adjust in four important areas: concern, control, curiosity, and confidence. These attributes establish the foundation for cognitive proficiency in the professional environment, enabling children to investigate, prepare themselves for, and manage work-related difficulties. Additionally, as an international student, the individual's peer network provides valuable support in terms of both career development and adapting to a new environment. Both formal and informal learning environments play a crucial role in enhancing cognitive skills that are valuable for employment. Educational institutions that integrate problem-solving, critical thinking, and flexibility cultivate experiential learning, mentorship programmes, and opportunities for real-world application (Gorges & Kandler, 2012). Expatriate children have greater cultural density, meaning they possess a higher degree of acquaintance with the individuals in the expatriate's social circle (Mao & Shen, 2004). When individuals lack adequate training and experience, these development networks provide assistance and support. Social capital theory (Bourdieu, 1986; Coleman, 1988) emphasises the importance of networks in obtaining resources, knowledge, and support.
 
Cultural norms and values dictate the kind and strength of connections within networks. The phenomenon of cultural homophily. Homophily is the principle that a contact between similar people occurs at a higher rate than among dissimilar people (McPherson, Smith-Lovin & Cook). This can be based on different types of similarity, in this case, culture.  There exists a tendency to form connections with others who have similar interests, affects the composition of social networks. Conversely, variety within networks can foster innovation, creativity, and exposure to a wide range of perspectives (Ely & Thomas, 2001). The extent of variation is greater for expatriate children who have relocated many times with their parents. The educational institutions that expatriate children enrol in, be it an international or local school, significantly impact their encounters (Weeks et al., 2010). The time duration for which expatriate children reside in foreign countries (from birth until the age of 18) is positively correlated with their ability to adapt to international interactions. Interestingly, the frequency of relocating to different nations is not linearly linked to cultural adjustments. Initially, there is a negative relationship, but after two moves, the relationship becomes positive. Studies exhibit that cultural shifts have an influence on how networks adapt and reconfigure themselves to align with shifting values and preferences (Mok et al., 2016). Expatriate children who are exposed to a greater number of cultural subtleties are more adept at adapting to evolving concepts. The network is diverse enough to encompass the offspring of expatriates. Children who undergo schooling with a significant number of international students are prone to having limited exposure to the local culture. Hence, it may lead to a reduction in the number of changes to one's identity as a consequence of integrating into the dominant culture (Sivatte et al., 2019).
 
Parents play a significant role in shaping their children's identity formation by actively engaging in interactions and reflection, which influence their social and ego identities (Schacter & Marshall, 2010). Leong and Chou (1994) assert that family expectations and cultural norms exert a significant influence on career decisions, especially in societies that prioritise filial piety and deference to authority. The inclination to choose a specific profession or motivation varies across expatriate children. Consequently, the understanding of the reasons behind things among expatriate children has become more evident. The social status attributed to particular professions may also influence the understanding of the reasons behind certain actions. The fields of medicine, engineering, and law are often highly esteemed and in demand in many societies because they are perceived as prestigious or providing stability (Leong & Serafica, 1995).
 
Gender norms significantly influence individuals' career decisions. Gender stereotypes shape individuals' career preferences in different nations, impacting the distribution of individuals in particular occupations (Ceci & Williams, 2011). These cognitive patterns are so ingrained in the brain that an individual's understanding of the reasons for something might differ significantly from their practical skills. In other words, even if someone has the necessary knowledge and talents for a particular job, they may lack the drive to pursue it. Acculturation and bicultural identity have a significant role in shaping individuals' career decisions as they navigate between their heritage culture and the dominant culture in their surroundings (Ward, 2001).
 
This study aims to investigate the connections between the experiences of expatriate children and the development of their intellectual and professional abilities. Subsequently, a model will be constructed to highlight these connections. Ultimately, this will have implications for research and for practice, understanding the effect of prior international exposure and the moderating effect of individual characteristics such as personality in the overall success of expatriates in international assignments. Expatriate children perceive themselves as more international and exhibit distinct characteristics, making them ideal business expatriates (Lam & Selmer, 2004). They present challenges and opportunities for human resource development professionals, as they integrate both home and host cultures into their identities, presenting unique challenges and opportunities for HRD professionals (Bonebright, 2010).
[bookmark: _iwft0eeos3f]The Model
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Assumptions

Before discussing the proposed model, it is important to delineate the assumptions or boundaries of the model in question. The model suggests 3 antecedents- Duration of Expatriate Experience, Breadth of Expatriate Experience and Width of Child’s Peer Group. Firstly, in case of former two antecedents, the experience is dependent on the parents, while in case the later antecedent, is dependent on the expatriate child. It is assumed that though all antecedents in whatever little capacity has impact on all three competencies, yet the model studies the major impact on either competency. For instance, Width of Child’s Peer Group helps in development of Know Whom competency as per model, doesn’t mean that it in no way contributes to know why and know how. It is to provide parsimony. Similarly, in the case of moderation effect through proactive personality is assumed to be a trait. 

Antecedents
 
Duration of Expatriate Experience - The development of intelligent career abilities occurs gradually throughout the expatriate experience. It is consequently natural to presume that the development of the why and how is dependent on the length of the stay. Longer overseas assignments were found to be favourably connected with the development of cross-cultural abilities, language fluency, and global business knowledge (Takeuchi et al., 2007). With extended stays, knowledge accumulates at an exponential pace. Longer stays, as indicated in Mendenhall and Oddou's research (1985), allow expatriates to immerse themselves in varied leadership styles and management methods, therefore broadening their skill set. Suutari and Brewster (2000) showed that extended overseas deployments improved work performance and satisfaction. The length of an expatriate assignment interacts with an individual's cultural intelligence to impact the development of professional abilities. Longer stays can greatly improve capabilities, especially when accompanied by higher degrees of cultural intelligence.
 
McNulty and Brewster (2017) investigated the impact of expatriate assignments on families in the setting of children. They discovered that lengthier stays had a good influence on children's cultural adaptability and language abilities, which might have an indirect impact on their professional competencies later in life. Harvey and Moeller (2009) investigated the adaptation of expatriate children. They suggested that longer stays in a foreign country often led to better adjustment and cultural competence among children, which could potentially influence their career competencies.

Proposition 1 : The Duration of expatriate experience of accompanying children might aid the development of Know-How and Know Why 
 
Breadth of Expatriate Experience - Hofstede (1991) studied the differences in expatriate experiences with national culture. Suutari and Mäkelä (2007) used an alternative approach, analyzing the consequences of several overseas experiences on individuals. While their focus was on expatriates, they concluded that exposure to many nations improved cultural intelligence, which may potentially transfer to their children's job development. Continuing the logic, if the youngsters were accompanying the parents, a similar development may be observed in the children on their own. Caligiuri et al. (2017) explored how repeated overseas assignments affect expatriates and their families. They claimed that children who travelled to many nations had more cultural competence, adaptability, and flexibility, which might benefit their job abilities. Expatriate children adapt to multiple cultures and countries, desire nomadic lifestyles, and value multilingual competence and cultural understanding (Kwon, 2019). International school students experience diverse identities and belonging, with some identifying with a specific country, others uncertain, and some attached to a global identity (Bagnall, 2012). Multicultural individuals performed better in multiple creative dimensions, including fluency, flexibility, and novelty (Tadmor, Galinsky, & Maddux, 2012). The breadth of expatriate experience of parents therefore affects the development of ICC among the children accompanying them.

Proposition 2 : The Breadth of expatriate experience of accompanying children might aid the development of Know-How and Know Why 
 
Breadth of Child’s Peer Group - The ICC's know-whom is established through the formation of networks. The social network is critical for expatriate children's adaptation and development of career abilities. According to research, excellent social support, both within and outside the expatriate community, adds to their general well-being and adjustment (Doherty & van Veldhoven, 2015). During early infancy, the family is a child's major social network, providing crucial support and loving ties. Western parents prioritize their children's social interaction when moving to a new country, using play dates as vehicles to support friendship formation(Adams, 2016).
 
Attachment to caregivers establishes the groundwork for future social relationships (Bowlby, 1969). As children enter preschool and primary school, their social circles broaden to include friends, instructors, and neighbours, promoting the formation of peer networks (Rubin, Bukowski, & Bowker, 2015). During middle childhood and adolescence, peer relationships become increasingly significant. Peers are significant socialization agents, affecting actions, attitudes, and social norms (Berndt, 2004). Peer acceptance, rejection, and relationship development all influence a child's self-esteem and social competence (Parker & Asher, 1993). Children are exposed to a variety of professional positions and career prospects through social networks. Within these networks, role models serve as important personalities who embody specific professions, providing insights into their day-to-day work and career paths (Eccles & Gootman, 2002).
 
Ali (2003) discovered that expatriate children with strong family cohesiveness, good communication quality, and high family flexibility were more effective at intercultural adaption. She also discovered that children's personalities had a significant effect; those with a high degree of social initiative and emotional stability, in particular, had a greater level of international adaptation. Weeks, Weeks, and Willis-Muller (2010) discovered that expatriate teenagers were more concerned with friends, social life, and academic success; that language fluency and cultural understanding were less important for them than for their parents in the adjustment process; and that expatriates would extend their assignment if the teenagers had adjusted well and wished to graduate in that specific country. Many of the children felt confused based on their adaptation. One child in their study also commented on her confusion related to gender role expectations: “Being raised in different cultures leads to different expectations in terms of gender roles.” 

Proposition 3 : The Breadth of child’s peer group during the period might aid the development of Know-whom 
[bookmark: _g7e0q1onsmge]Moderation Effect
 
The effect of individual-level characteristics in developing Intelligent Career Competencies cannot be denied. Proactivity in behavior by individuals, as discussed in extant literature brings in the facet of initiative taking in self-development. Employee proactivity for development positively influences career experiences and outcomes, with proactivity being a key predictor of career opportunities (Veldhoven & Dorenbosch, 2008). A proactive personality is positively associated with objective (salary and promotions) and subjective (career satisfaction) indicators of career success (Seibert, Crant & Kraimer, 1999). Figure 1 illustrates the potential influence of a proactive personality on the relationship between the duration and breadth of expatriate experience and the enhancement of cognitive professional skills. Converse et al. (2012) analyse the influence of personality on professional results by employing the idea of triadic reciprocal causation. During this process, several factors such as cognitive, emotional, and personal characteristics, together with environmental occurrences, work together as determining factors (refer to Bandura, 1978). Proactivity is a characteristic of one's personality (Bateman & Crant, 1993), a pattern of behaviour (Frese & Fay, 2001), and a manner of conducting oneself (Bindl & Parker, 2011). The term "dispositional tendency" refers to an individual's inherent inclination to

take personal initiative and bring about beneficial changes in their surroundings, as defined by Bateman and Crant (1993). The proactive personality exhibits notable differences from the five primary attributes. In their study, Major, Turner, and Fletcher (2006) examined the correlation between the Big Five traits and proactivity. They found that these factors explained just 26% of the variation in proactive personality. The presence of proactivity in one's personality might facilitate the cultivation of cognitive understanding inside an individual, such as children in this particular case. Seibert et al. (1999) found that those who are proactive are more inclined to engage in self-enhancing activities, such as pursuing more education, in order to achieve success in their careers. According to Major et al. (2006), proactive personality was found to be a predictor of enthusiasm to learn and had an indirect impact on actual organisational development efforts.
 
Likewise, having a proactive mentality promotes the development of expertise and the acquisition of skills and information. According to Fuller and Marler (2009), those who are more proactive tend to prioritise acquiring new skills. This is supported by meta-analytic data which shows a strong relationship between proactive personality and a mindset focused on learning goals (adjusted average correlation = .59). Children who possess proactive personalities tend to be outgoing and actively seek out opportunities to establish new relationships. Individuals who possess a proactive mindset consistently and actively pursue opportunities, take decisive action, and persist until they achieve the desired change (Bateman & Crant, 1993). A proactive attitude is linked to a feeling of personal accountability for one's employment and facilitates the development of social connections (Hall et al., 1996). Proactive employees enhance their careers by using their professional network (Thompson, 2005). Individuals who exhibit proactivity are able to enhance their understanding of their job-related attributes and motivations, effectively utilise and broaden their professional connections, and recognise and take advantage of potential career prospects.

Proposition 4 : The degree of proactive personality in the expatriate children might moderate the development of Intelligent Career Competencies (ICC) among the expatriate children. 
[bookmark: _9t419080w2pm]Discussion
 
The model examines the correlation between certain attributes, such as the duration and breadth of parents' expatriate involvement, and its influence on the formation of intelligent career competency (ICC) in children who follow them. This phenomenon arises from the children's exposure to diverse national cultures and multicultural social circles. Furthermore, the model strives to accommodate individual variances in the extent of impact on the previously formed relationship. The proactive nature of young individuals elucidates the reason why certain youngsters acquire intellectual career skills at a more rapid and superior rate compared to others. Additionally, it would account for the discrepancies in outcomes resulting from the duration and scope of the parents' overseas work assignment and the social circle of the affected child. International experience can enhance the career abilities of international students and edu- immigrants (Schlosser et al., 2021). These youngsters have the potential to become tremendous assets in terms of talent. In terms of global talent management, children who have been previously exposed to cultural subtleties may have a higher likelihood of succeeding in foreign postings. Past experiences reduce ambiguity and enhance people's ability to handle various cross-cultural situations, leading to increased perceptions of control over their circumstances (Bhaskar-Shrinivas et al., 2005; Black et al., 1991). Expatriate postings are usually concentrated in certain locations. Hence, individuals from many countries relocate to these regions. Consequently, the pupils are not only familiarised with their own local culture but also with the many cultures of their peers in foreign schools. Establishing social connections with individuals from many cultures, including both foreign and host students (Glass & Westmont, 2014), provides students with a strong basis for exploring and fostering cross-cultural relationships.
 
The individual's evolving and influential connections with different participants in the network significantly shape their perspective on unique cross-cultural experiences. The model addressed the inquiry of why certain adolescents establish a more robust network compared to their peers. Proactive persons have an outgoing personality, which encourages active participation in social interactions and the establishment of a social network. Proficiency in career skills is around effective interpersonal communication, leveraging one's professional connections, and showcasing one's abilities to influence others. The breadth of international experience is crucial as it enhances the acquisition of job skills via exposure to different cultures.
 
The development of global skills is most effectively achieved during extensive international careers, during which individuals undergo diverse adaptation processes in different foreign positions and situations (Cappellen and Janssens, 2005; Suutari, 2003). According to Mao and Shen (2015), people are more inclined to interact with others from different cultures when their previous experiences in foreign countries expand their perspectives. The little study conducted by Antal (2000) has mostly examined the impact of individual international assignments, as opposed to more pertinent global career trajectories.
 
The development of know-why competency requires both time and breadth since it helps individuals (such as children in this case) become more open to new experiences. This means that professional identity is not decided by a single encounter. Individuals can disassociate their own identity from that of their employers by understanding the reasons behind it (Arthur et al., 1999). Likewise, in order for a child's cognitive abilities to develop, they require sufficient time and exposure to a diverse range of skills and areas of knowledge. By engaging in international travel and immersing themselves in different cultures, educational institutions, and teaching methods, individuals enhance their ability to acquire this talent. The child's social interactions have a significant impact on their cognitive development, and it is via these peer networks that the young individual acquires knowledge about social norms, behaviours, and other aspects of social decorum. Additionally, it functions as a network for professional growth, which will be beneficial in the child's future. Knowing whom to connect with leads to knowledge benefits, such as understanding the cultural aspects of the host nation (Borgatti and Cross, 2003; Burt, 1992). In summary, the model incorporated the factors that appear to influence a child's acquisition of cognitive job skills due to their parents' overseas postings. This conclusion is a highly intriguing phenomenon that arises without awareness and has not been well examined in the field of expatriation study. The model serves as a first endeavour to establish a framework for the examination and comprehension of this occurrence.
[bookmark: _z1sbn9dlncx9]Implications
 
The model that the study proposes highlights the fact that individuals through the differences in their personalities can accentuate the effect of conditions of the upbringing of expatriate children on the development of intelligent career competencies. This opens up avenues for researchers to investigate how factors such as values, attitudes and motivation can affect the process of competency development in similar or different contexts. The study also brings to the forefront the role of experiences in shaping the child’s cognition to etch the mental models. This is important to understand if we wish to gauge the question of how and why behaviours. The multicultural experience of expatriate children becomes an important indicator of the development of competencies.
[bookmark: _aa9urnt3c4to]Limitations and Future Research
 
This article's assessment of expatriate children's cultural origins and experiences may be incomplete due to the significant influence of cultural nuances on their professional development. The concept of "Expatriate children" is difficult to apply across disciplines due to essentialist categories and its American-centric approach, highlighting the need for a more inclusive understanding of international mobility (Tanu, 2015). Moreover, the used paradigm may fail to account for the myriad ways in which cultural factors impact the growth of skills and abilities. Also, the study's focus on enhancing professional skills may not adequately consider the long-lasting effects on expatriate children as they transition into adulthood. The model's capacity to predict the degree to which early career qualities influence long-term professional success or challenges may be limited. The analysis acknowledges the significant impact of parental involvement on the acquisition of career abilities in expatriate children. Nevertheless, it is recognised that the study may not have fully investigated the influence of parents, as it did not extensively explore variations in parenting approaches and had a restricted scope for this complex association. The expatriate experience is defined by frequent moves and exposure to other educational systems. The existing model may not effectively consider the ability to adjust and recover required in rapidly changing situations, which might result in an underestimation of the range of professional skill growth paths.
 
Future inquiries should do longitudinal research to track the career trajectories of expatriate children as they progress into adulthood. Acquiring a comprehensive comprehension of the progression and transformation of early career skills throughout time, together with their impact on professional success and adaptability in various work environments, can yield valuable insights. An analysis of expatriate children and their non-expatriate peers can offer valuable insights into how cultural immersion, educational frameworks, and social environments shape the acquisition of professional skills. Conducting comparative studies like these has the potential to uncover unique strengths or challenges faced by young people living overseas. The importance of technology in shaping career paths and acquiring new skills is rapidly growing in the age of artificial intelligence (AI) and machine learning (ML). One fascinating area of research is examining how expatriate children utilise computers for educational reasons, networking, and skill development, and how these digital tools influence their professional talents.
 
[bookmark: _d7wd1vegz1vq]Conclusion
 
Intelligent career competencies since their inception have gathered clout and form an essential part of development in career literature. ICCs are not only indicative of objective career success but also of the perceived career success attainment. The discussion around individual-level effects has recently gained attention and is calling for deeper and more nuanced research in segregating these effects. The focus of the article was on discussing and bringing conceptual clarity to the ICC and it’s development among expatriate children. Through this, the article also talked about the process of development of the competencies. It clearly marks the distinction as to how the parent’s expatriation duration and breadth combined with the child’s breadth of network provides for a dual effect on the development of ICC. The model offers a lucid and all-encompassing framework for comprehending the development of Intelligent Career Competencies (ICC) in Expatriate children. The model incorporates a proactive personality of the child as a moderator to account for individual-level differences that may impact the degree of development of specific competencies. Additional inquiry is required to authenticate the model and determine the correlations. The article therefore wishes to further the discussion on the same.
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