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Does Angry Temperament Undermine the Beneficial Effects of Expatriates’ Proactive 

Personality? 

 

Personal proactivity and emotional self-regulation have been shown to be central aspects in a 

successful international relocation process. However, we do not know how these elements 

function in combination. Drawing from the proactive motivation model, we examine if and how 

low emotional self-regulation, in the form of angry temperament, interacts with proactive 

personality in the prediction of expatriate performance outcomes. Results from regression 

analyses based on a sample of 531 business expatriates in East Asia confirm our proposed 

moderated mediation model. Thus, findings indicate that angry temperament inhibits the 

beneficial effects of proactive personality on time to proficiency. Moreover, results suggest that 

time to proficiency functions as a mediator in the relationship between proactive personality 

and performance. This mediation effect was found to be conditional and accordingly hinges on 

the level of expatriates’ angry temperament. Our research implies that organizations should 

consider expatriates’ personality and particularly assess proactive personality and angry 

temperament in selection processes.  

 

Keywords:  Business expatriates; proactive personality; angry temperament; performance;   

                     proactive motivation model 
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Introduction 

Against the background of an increasing number of individuals relocating internationally and 

taking on jobs in a foreign country, the successful management of expatriates has become a 

fundamental element of international management. Key criteria for successful expatriation are 

the quick acquisition of the skills necessary to become proficient on the job in the host location 

and subsequently, the achievement of good performance levels. However, establishing 

proficiency is not an easy undertaking in a novel cultural setting. Accordingly,  and in spite of 

human resource management (HRM) policies aimed at easing expatriates’ experience, most 

expatriates come to face serious hurdles and characterize expatriation as stressful (McNulty, 

2015). For instance, some of the obstacles to job proficiency that expatriates have to overcome 

are low job clarity (Black and Gregersen, 1990), unmet role expectations (Mahajan and De 

Silva, 2012), communication/language problems (Selmer and Lauring, 2015), or confrontation 

with diverging work values (Bader, Froese and Kraeh, 2016). Given that expatriation involves 

high stakes for employers as well as expatriates (e.g. Nowak and Linder, 2016; Shaffer, 

Kraimer, Chen and Bolino, 2012), elucidating the factors, boundary conditions, and more 

complex mechanisms that accelerate job proficiency and promote performance is crucial. In 

the current study, we argue that one factor that could speed up the passage towards performance 

is the proactivity of the expatriate (Andresen and Margenfeld, 2015; Lauring, Selmer and 

Kubovcikova, 2017). 

 This study develops a moderated mediation model and investigates the effects of 

proactive personality (Bateman and Crant, 1993) on expatriates’ time to proficiency in the new 

job and subsequent performance. Most importantly, we examine angry temperament, referring 

to individuals’ general disposition to experience anger, to be quick-tempered and impulsive 

with little provocation (Spielberger, Jacobs, Russell and Crane, 1983), as a moderator of the 

relationship between proactive personality and time to proficiency. In close connection, we 
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shed light on the more distal consequences of angry temperament and argue that it conditions 

the indirect relationship between proactive personality and performance that is carried through 

time to proficiency. Building on the proactive motivation model (Parker, Bindl and Strauss, 

2010), we conceptualize the establishment of proficiency on the job as a critical objective for 

expatriates and argue that for highly proactive expatriates, the time it takes to get up to full 

speed on the job will be reduced. Yet, in the light of the aforementioned pitfalls, even proactive 

expatriates most certainly will have to deal with setbacks. Here, we propose that angry 

temperament will compromise emotional regulation (e.g. Beal, Weiss, Howard, Barros and 

MacDermid, 2005; Frese and Keith, 2015), which is a crucial element in proactive goal striving 

(Parker et al., 2010), and thwarts the effects of proactive personality. In other words, the task-

related and problem-solving orientation of the proactive person could be disrupted when his/her 

focus becomes deflected due to a hardly controllable negative affective response (Parker et al., 

2010). 

 In sum, this study has the following contributions: First, we advance our understanding 

of the individual-level boundary conditions of proactive personality. By investigating angry 

temperament (Spielberger et al., 1983) as a potential moderator, our study follows the call of 

Parker et al. (2010) to further probe into the role of negative affect and its consequences for 

proactive behaviors and related outcomes in the workplace. We, thus, contribute to an enhanced 

theoretical understanding of when proactive personality facilitates positive behavioral 

outcomes, and when not. Second, while a bulk of research exists on the effects of proactive 

personality in domestic settings (e.g. Bakker, Tims and Derks, 2012; Crant, 1995; Kim, Hon 

and Crant, 2009; Major, Turner and Fletcher, 2006), only few research endeavors have 

investigated the importance of proactive personality in the expatriation context (e.g. Andresen 

and Margenfeld, 2015; Lauring et al., 2017; Stroppa and Spieß, 2011). By drawing from a 

substantial data set of business expatriates in East Asia, the present study contributes to and 
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extends this emerging stream of the literature. Third, this investigation offers practical 

implications for organizations hiring/seconding expatriates and expatriates themselves on how 

to fully exploit the benefits associated with proactive personality, and how to mitigate the 

adverse effects of angry temperament. Hence, this study provides one piece of the puzzle of 

how expatriation can be channeled into a successful undertaking. 

 

Theoretical Framework and Hypotheses 

Proactive personality and the proactive motivation model 

The proactive personality construct originated from the works of Bateman and Crant (1993) 

who set out to investigate individual level antecedents of proactive behaviors. Following 

Bateman and Crant (1993, p. 105), individuals that have a proactive personality look for 

opportunities, take action, and do not give up until they have realized the intended change. In 

this way, proactive individuals are known to try hard and apply innovativeness (Seibert, 

Kraimer and Crant, 2001) and creativity (Kim, Hon and Crant, 2009) to overcome hurdles. 

The theoretical foundation of our study is provided by the proactive motivation model 

(Parker et al., 2010). The model posits that motivational states promote proactive goal striving. 

In this regard, Parker et al. characterize the goal striving process as being closely related to 

self-regulation. It is self-regulation that enables individuals to enact proactive goals by allowing 

them to concentrate their energy and effort on the relevant task demand (Parker et al., 2010). 

Following this model, on their way to goal realization, individuals reflect on their actions and 

evaluate if they have promoted goal realization, or if they have been ineffective and a 

modification of actions is required (Bindl and Parker, 2010; Frese and Fay, 2001; Parker et al., 

2010). In this context, it is important to note that Parker et al. (2010) conclude that self-

regulation becomes particularly critical when individuals deal with negative emotions induced 

from setbacks. As such, effective self-regulation of negative emotions is necessary to not leave 
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the road to goal attainment, to implement the right modifications, and to eventually realize the 

intended change. Against this background, we consider proactive personality as a central 

driving force that enables expatriates to become proficient more quickly on the job and to reach 

higher performance levels. Bearing in mind the importance of self-regulation, we position 

angry temperament as an opposing force that undermines the positive effects of proactive 

personality. 

 

The relationship between proactive personality and time to proficiency 

An important element in the literature on proactive personality is that individuals can actively 

reorient themselves to achieve a different future (Bindl and Parker, 2010; Frese and Fay, 2001; 

Grant and Ashford, 2008; Parker et al., 2010). This means that these persons can proactively 

self-manage to achieve a better fit with their workplace environment (Fuller and Marler, 2009; 

Parker et al., 2010; Parker and Collins, 2010). For instance, individuals can proactively opt to 

learn new skills and ask for feedback (Parker and Collins, 2010, p. 640). As such, individuals 

that are rated high on proactive personality have been found to be more learning-oriented 

(Briscoe, Hall and Frautschy DeMuth, 2006), to have higher learning self-efficacy (Fuller and 

Marler, 2009), and to be more information seeking (Bateman and Crant, 1993). This is 

important in the case of expatriates, because learning orientation and initiative is needed to be 

able to get used to the new job role in a timely manner (O’Sullivan, 2002; Shaffer, Harrison, 

Gregersen, Black and Ferzandi, 2006). There is further evidence from domestic research for a 

negative relationship between proactive personality and time to proficiency. Accordingly, 

Kammeyer-Mueller and Wanberg (2003) found that newcomers who took an active rather than 

passive approach toward their new work roles experienced a smoother transition into the new 

job and accomplished more positive work outcomes, e.g. organizational commitment. 

Similarly, Morrison (1993) argued that novices in organizations who proactively seek 
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information about their jobs experience greater social integration than more reactive 

employees. This was further corroborated by Chan and Schmitt (2000) who found a positive 

relationship between proactivity and social integration among new doctoral students. Hence, 

we contend that expatriates, as newcomers, with a high proactive personality will need less 

time to establish proficiency in the host location job. Therefore, we formulate our first 

hypothesis: 

 

Hypothesis 1. There is a negative association between proactive personality and time  

            to proficiency. 

 

The moderating effects of angry temperament 

Anger can be defined as an intense expression of a negatively toned emotion and often leads 

to a strong hostile, and generally uncomfortable, response to the source of the perceived 

provocation or threat (Owen, 2011). It can vary in intensity from mild annoyance or 

aggravation to fury and rage (Plutchik, 2002). While anger can be a passing emotion, trait anger 

is related to temperament and generally considered to have a strong biological or 

neurophysiological basis (Quinn, Rollock and Vrana, 2014; Rothbart and Bates, 2006). 

Examples of this type of disposition are a tendency towards irritability and moodiness (Averill, 

1982). As such, angry temperament can be described as the propensity to feel anger with greater 

frequency, intensity and duration when being upset or frustrated (Deffenbacher, Richards, 

Filetti and Lynch, 2005). 

How individuals respond to negative emotions induced from setbacks is a vital element 

in the proactive striving process (Parker et al., 2010). Hence, emotional regulation, such as 

controlling one’s anger, is a boundary condition that likely influences goal accomplishment. 

Drawing from prior research (Beal et al., 2005; Frese and Keith, 2015; Kweon, Ulrich, Walker 
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and Tassinary, 2008), we know that experiencing obstacles in the goal striving process is likely 

to elicit anger. In turn, anger shifts the focus from on-task demands to off-task demands and 

depletes cognitive resources (e.g. Beal et al., 2005). Further, anger could lead to lowered 

perseverance during goal pursuit by being associated with displeasure and by facilitating 

avoidance reactions (Schmitt, Gielnik and Seibel, 2018). Further, among expatriates, Lauring 

and Selmer (2018) found empirical evidence that the propensity for angry outbursts negatively 

affected job satisfaction. Based on the above, we propose that the detrimental consequences of 

anger will be particularly pronounced for expatriates with a strong angry temperament. In the 

face of hurdles expatriates will likely encounter when they try to establish proficiency (e.g. 

Bader et al., 2016; Ren, Shaffer, Harrison, Fu and Fodchuk, 2014), high angry temperament 

should, thus, compromise emotional regulation and weaken the effects of proactive personality 

on time to proficiency. Thus, we posit: 

 

Hypothesis 2. Angry temperament moderates the association between proactive personality 

and time to proficiency, in the way that the negative association between 

proactive personality and time to proficiency is weaker for expatriates with high 

angry temperament. 

 

The relationship between time to proficiency and expatriate job performance 

Time to proficiency can be described as the period it takes for an employee in a new job to 

become effective and feel comfortable on the job (Pinder and Schroeder, 1987). Therefore, 

taking longer time to reach proficiency could be perceived as an indication of a difficult and 

less successful transfer to the host location, representing a lack of timely acquisition of 

necessary skills to function as an expatriate (Jonasson, Lauring, Selmer and Trembath, 2017). 

As such, speedy acquisition of the skills necessary has been argued to be a prerequisite for 
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expatriate performance and we, therefore, expect time to proficiency to be negatively related 

with expatriate performance (e.g. Harrison and Shaffer, 2005). In this regard, it has to be 

stressed that one of the key purposes of expatriates is that they go abroad to learn and develop 

technical and managerial skills, to exchange knowledge with subsidiary staff, and control 

subsidiary operations (e.g. Downes & Thomas, 2000; Edström & Galbraith, 1977; Harzing, 

2001). Further, self-initiated expatriates are often recruited to buy-in knowledge and to have 

them educate local staff (e.g. Tang, Chang, & Cheng, 2017; Vaiman & Haslberger, 2013; 

Vaiman, Haslberger, & Vance, 2015). As such, establishing proficiency in a timely manner 

and reaching high levels of performance is inherently vital to successful expatriation. Given 

that we proposed that proactive personality functions as a predictor of time to proficiency as 

part of Hypothesis 1, we further contend that time to proficiency carries an indirect effect in 

the association between proactive personality and performance. This implies that highly 

proactive expatriates will have higher performance levels due to a reduced time to proficiency. 

Further, as the effects of proactive personality on time to proficiency are argued to be 

moderated by angry temperament (Hypothesis 2), we propose that the mediated effect is 

conditional. Accordingly, the mediated effect should be amplified in a situation where angry 

temperament is low, and cancelled out when angry temperament is high. Therefore, we present 

the three last hypotheses:  

 

Hypothesis 3.  There is a negative association between time to proficiency and expatriate job   

                          performance. 

Hypothesis 4. Time to proficiency mediates the effects of proactive personality on expatriate  

                         job performance. 

Hypothesis 5.  The mediated effect is conditional, i.e. it is more pronounced when angry     

                         temperament is low, and weaker (non-significant) when angry temperament is    



9 

 

                         high.  

 

Figure 1 summarizes our conceptual model and the hypotheses to be investigated.  

 

---------------------------------- 

Insert Figure 1 around here 

---------------------------------- 

 

 

Methods 

Data collection and sample 

The data for this study were collected from expatriates residing in three locations in East Asia 

with significant expatriate populations, i.e. Mainland China, Hong Kong, and Singapore. To 

identify potential participants for our survey, student assistants screened online career 

platforms, such as Internations, for individuals in the target locations and applied certain search 

criteria indicative of expatriate status, e.g. foreign sounding names, host country language 

skills, and alma mater, amongst others. Individuals who made it into our initial contact pool 

were then invited to our online-survey via email. At the onset of the survey, we used screening 

questions to ascertain that participants were in fact expatriates. We sent out 2,963 invitations 

and eventually received 637 completed questionnaires, amounting to a response rate of 21.5%. 

Of those, 531 respondents passed the screening questions of actually being expatriates at the 

current time. 

 In the final sample, 79.7% of expatriates are male and the average age is 44.34 years 

(SD = 9.69). On average, expatriates had been working in their job in the host location for 5.10 

years (SD = 4.49 years). In terms of nationality, the vast majority of expatriates are Westerners. 

For instance, the largest group of expatriates in our sample is German (16.2%), followed by 

Danish (13.7%), and British expatriates (8.9%). The majority of expatriates categorized 
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themselves as self-initiated expatriates (SIEs) (58.9%). The remaining 41.1% are assigned 

expatriates (AEs). Overall, the surveyed expatriates hold a high education level, with 73.3% 

having a university degree. Further, 71.9% work at CEO, general management, or top 

management levels. The representation of host locations in our sample is as follows: Mainland 

China (57.8%), Hong Kong (23.5%), and Singapore (18.6%). 

 

Measures 

In this study, we relied on established scales. If not indicated otherwise, respondents provided 

their answers on a seven-point Likert scale, ranging from “1” (strongly disagree) to “7” 

(strongly agree). As the data were collected at one point in time, we followed the 

recommendations by Podsakoff, MacKenzie, Lee and Podsakoff (2003) and placed items for 

independent, mediating, and outcome variables into separate questionnaire segments as an a 

priori measure to reduce common method bias (CMB). As an additional means to mitigate 

CMB, we assured respondents of anonymity, and encouraged them to answer as honestly and 

spontaneously as possible. 

The independent variable, proactive personality, was captured with six items, as 

suggested by Parker (1998), from the proactive personality scale by Bateman and Crant (1993). 

A sample item reads: “I am always looking for better ways to do things”. The scale’s 

Cronbach’s alpha is .80. The moderating variable, angry temperament, was gauged with four 

items from Spielberger et al. (1983). A sample item is: “I am a hot-headed person”. Expatriates 

who tended to disagree to the four-items measuring angry temperament should be seen as more 

cool tempered in contrast to expatriates having high scores on the angry temperament scale. 

The scale has a Cronbach’s alpha of .88. The mediating variable, time to proficiency, was 

measured using a four-item scale by Pinder and Schroeder (1987). The first two items of the 

scale ask respondents to indicate how long it took them to become proficient in their job in the 
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host location on a seven-point Likert scale (“1” = very quickly, “7” = very slowly). A sample 

item reads: “Overall, how quickly did you start to feel comfortable in your new job setting?”. 

The other two items inquire directly about the number of months that were needed to become 

proficient. Inspection of the distributions of the two items that use a Likert response format 

showed that distributions were skewed. Hence, we decided to recalibrate the scale into a five-

point scale and merged the three highest points. Next, in order to create a composite scale, we 

transformed the two items that inquire about the number of months needed to become proficient 

by dividing the months into intervals approximately one standard deviation under and two 

standard deviations over the mean to match the distribution of the first two items. The five 

intervals and their associated scores on the Likert-scale are: ≤1 month (“1”), >1 and ≤ 5 months 

(“2”), >5 and ≤ 9 months (“3”), >9 and ≤ 13 months (“4”), >13 and ≤ 24 months (“5”). 

Cronbach’s alpha for the four-item scale is .76. The model’s dependent variable, performance, 

was captured by applying the four-item scale by Earley (1987). Respondents indicated their 

levels of performance on a range from “1” (poor) to “7” (excellent). A sample item reads: “How 

would you rate your overall performance?”. Cronbach’s alpha for the scale is .71.  

In accordance with prior research (e.g. Bhaskar-Shrinivas, Harrison, Shaffer and Luk, 

2005; Chen, Kirkman, Kim, Farh and Tangirala, 2010; Peltokorpi and Froese, 2009; Selmer 

and Lauring, 2011; Stroppa and Spieß, 2011), we decided to control for the effects of expatriate 

gender (“0” = female, “1” = male), age (in years), time spent in the job in the host country (in 

months), expatriation type (“0” = SIE, “1” = AE), managerial rank (“0” = middle/lower/non-

managerial, “1” = top management/CEO), and job adjustment using three items by Black and 

Stephens (1989) (Cronbachs’ alpha = .88). In addition, we created a dummy variable, Mainland 

China dummy, that differentiates between expatriates residing in Mainland China and 

expatriates in Hong Kong and Singapore (“0” = Hong Kong/Singapore, “1” = Mainland China). 

The reason for this categorization is that the cultural context in Singapore and Hong Kong is 
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highly globalized and cosmopolitan (Gygli, Haelg, Potrafke and Sturm, 2019; Inglehart et al., 

2014). Further, the degree of English language proficiency in both locales is higher than in 

Mainland China (Education First, 2018). As such, Mainland China might be a tougher 

environment for expatriates and the time needed to establish proficiency might be longer.  

 

Preliminary analyses 

We conducted confirmatory factor analysis (CFA) on all multi-item scales using IBM AMOS 

25.0. We conceptualized proactive personality, angry temperament, time to proficiency, job 

adjustment, and performance as first-order structures and factors were allowed to freely 

correlate. The results of this analysis suggest a satisfactory fit of our measurement model:    χ2 

= 496.036; DF = 179; p < .001; CMIN/DF = 2.771; CFI = .927; TLI = .914; RMSEA = .058 

(see thresholds for fit indices e.g. in: Byrne, 2001). Further, all items loaded significantly on 

their respective factor and the composite reliability for all scales was above .70, which indicates 

sufficient convergent validity (Malhotra, 2010). To assess discriminant validity, we compared 

our original five-factor structure to any lower-factor solution. The results showed that any 

model with a lower number of factors had a considerably worse fit. For instance, the model fit 

indices for the four-factor structure are: χ2 = 986.639; DF = 183;   p < .001; CMIN/DF = 5.391; 

CFI = .814; TLI = .786; RMSEA = .091. As an ex-post means to evaluate the presence of CMB, 

we conducted a common latent factor test (Podsakoff et al., 2003). The results of this test 

suggest that CMB was not a severe issue in our data with only 3.8% of the variance explained 

by a common latent factor. Finally, to mitigate the risk of multicollinearity, we mean-centered 

predicting variables (Aiken and West, 1991). The highest variance inflation factor value was 

1.341 and, thus, below the threshold of ten (Field, 2009).  

 

Results 
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Means, standard deviations, and inter-correlations of all variables included in this study are 

displayed in Table 1. Hypotheses were tested by means of hierarchical regression using IBM 

SPSS 25.0. We entered the control variables in the first step, predictors to assess main effects 

in step two, and the interaction term in step three.  

 Next, we turn to testing our hypotheses (Table 2). Model 1, in which time to proficiency 

serves as the dependent variable, features the control variables and the moderator angry 

temperament. The R2 for Model 1 is 5%. In the next step, we included proactive personality 

into our regression model. The addition of proactive personality in Model 2 led to an increase 

in the explained variance of two percent (R2 = 7%). Further, proactive personality has a 

significant negative relationship with time to proficiency (B = -.15, SE = .05, p = .002). This 

is consistent with our prediction and supports H1. In Model 3, we entered the interaction term 

to test if angry temperament moderates the association between proactive personality and time 

to proficiency. The inclusion of the interaction increased the explained variance by one percent 

(R2 = 8%). The inspection of the significant interaction term supported our hypothesis that 

angry temperament functions as a moderator (B = .08, SE = .04, p = .027). To better understand 

the nature of the identified interaction, we plotted the relationship between proactive 

personality and time to proficiency at two distinct levels of the moderator, i.e. at    + 1SD above 

and - 1SD below the mean (Aiken and West, 1991) (see: Figure 2). The interpretation of the 

line diagram suggests that the negative association between proactive personality and time to 

proficiency becomes weaker if expatriates have a pronounced angry temperament, and on the 

contrary, stronger for expatriates that have a low angry temperament. In sum, this supports H2. 

Next, we turn to the prediction of performance (Table 3). Model 4 includes the control variables 

and proactive personality (R2 = 13%). In Model 5, we included time to proficiency, which led 

to an increase in R2 of five percent (R2 = 18%). Further, as postulated in H3, a negative 

significant association between time to proficiency and performance was detected (B = -.15, 
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SE = .03, p < .001). Thus, we accepted H3. Next, we tested the existence of a mediation effect 

as part of H4. Accordingly, we posited in H4 that time to proficiency functions as a mediator 

in the association between proactive personality and performance. The results of the Sobel test 

support the existence of a mediation (Sobel test statistic = 2.65, p = .008). Hence, H4 was 

corroborated. As part of H5, we examined if the mediation was conditional, depending on the 

moderating effect of angry temperament. We used the PROCESS tool (Hayes, 2013) to 

investigate the mediated effect at high (+ 1SD) and low levels (- 1SD) of angry temperament 

and obtained 95% confidence intervals (CI) for the mediated effect based on 5000 bootstrap 

samples. The results suggest that the mediated effect is in fact conditional and not significant 

at high levels of angry temperament with the 95% CI straddling zero. In other words, the 

indirect association between proactive personality and performance that is carried via time to 

proficiency is offset for expatriates who have a pronounced angry temperament. In contrast, 

the mediated effect becomes stronger at low levels of angry temperament. The findings are: - 

1SD: effect = .039, SE = .013, 95% CI (.0160, .0669); + 1SD: effect = .006, SE = .0130, 95% 

CI (-.0184, .0335). This corroborates H5. In addition, the index of moderated mediation is 

significant as it does not straddle zero: 95% CI (-.0257, -.0004). This further supports H5. 

 

---------------------------------- 

Insert Table 1 around here 

---------------------------------- 

---------------------------------- 

Insert Table 2 around here 

---------------------------------- 

---------------------------------- 

Insert Table 3 around here 

---------------------------------- 

---------------------------------- 

Insert Figure 2 around here 
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Discussion 

Drawing from the proactive motivation model, this study intended to examine the influence of 

expatriates’ proactive personality on time to proficiency and performance. Most importantly, 

we set out to elucidate the potential moderating role of angry temperament. Consistent with 

our prediction, findings of our analyses indicate a significant negative relationship between 

expatriates’ proactive personality and time to proficiency. Furthermore, we found that angry 

temperament interacts with proactive personality. Accordingly, results of moderation analysis 

suggest that angry temperament compromises the effects of proactive personality on time to 

proficiency. In other words, even though being highly proactive, expatriates, who easily fly off 

the handle, will need longer time to establish proficiency in their job in the host location. 

Further, we identified that time to proficiency functions as a mediator in the association 

between proactive personality and performance and that the mediated effect is moderated by 

angry temperament. The implications of our findings for theory and practice are discussed next.  

 

Theoretical contribution 

Our study contributes to the theoretical developments within expatriate research as well as to 

the discussion on the proactive personality concept. In our research, we found that proactive 

personality increased expatriates’ chances to quickly reach full proficiency on the job. While 

Lauring et al. (2017) found a relation between proactive personality and expatriate 

performance, as did Stoppa and Spieß (2011), they did not focus on underlying indirect 

associations. In this sense, our study contributes to the disentanglement of the mechanisms by 

which proactive personality affects expatriates’ performance. Further, our findings corroborate 

prior domestic research that linked proactive personality to both learning potential (Briscoe et 
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al., 2006) and performance outcomes (Bertolino, Truxillo and Fraccaroli, 2011). The most 

compelling contribution of this study is perhaps the identification of the moderating role of 

angry temperament. Accordingly, we found angry temperament to condition the effects of 

proactive personality to the extent that proactivity had less of an effect for individuals with a 

pronounced angry temperament. This is in line with other studies which have also found 

unfavorable effects of negative emotions among expatriates (Haslberger, Brewster and Hippler, 

2013). For example, Lauring and Selmer (2018) showed that angry reactions reduced 

expatriates’ job satisfaction. However, so far little research has demonstrated that an interaction 

exists between proactive personality and a negative emotional disposition. Our argumentation 

rests on the idea that expatriates with a proactive personality as newcomers actively interpret 

their environment and make creative decisions on how to drive themselves into place despite 

insufficient knowledge about the local work practices. Low self-regulation of negative 

emotions could jeopardize the sensitivity and ability to scan the environment for opportunities 

with which the individual can achieve a greater person-environment fit. 

Our proposed model for the interaction between proactive personality and angry 

temperament could be applied to expand the relatively extensive literature on emotional vs. 

problem oriented approaches of expatriates to cope with stressors (e.g. Stahl and Caligiuri, 

2005). Accordingly, our findings suggest that problem oriented and emotion oriented responses 

to expatriate hardship should not necessarily be understood as separate, disintegrated domains. 

In contrast, it seems that they can influence each other. Thus, our study provides valuable 

evidence for the further development of theoretical models concerned with expatriate coping 

strategies (e.g. Leung, Yu and Chan, 2012; Selmer, 1999). More work, however, has to be done 

in this area. 

The finding of an interaction between proactive personality and angry temperament is 

also a contribution to the literature dealing specifically with proactive personality. Here, 
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domestic findings support the idea that newcomers on the job will experience a smoother 

transition (Kammeyer-Mueller and Wanberg, 2003) and better social integration (Chan and 

Schmitt, 2000; Morrison, 1993) if they have a proactive personality. However, little attention 

has been paid to how proactive personality interacts with other personal dispositions. One 

exception is Cai and associates (2015), who found the effects of self-esteem on career 

adaptability to be stronger at a higher level of proactive personality. However, no study, which 

we know of, has explored the interaction effect between proactive personality and low self-

regulation or a negative emotional disposition. In consequence, our research could be an 

indicator that particular personal dispositions could pose boundary conditions for the 

functioning of proactive personality. 

 

Practical implications 

In terms of practical implications, the recommendations of this study revolve around two 

strands. First, our findings demonstrate that proactive personality is in general a valuable 

individual disposition that promotes a quicker time to proficiency and higher performance 

levels in expatriates. Accordingly, staff entrusted with assigning or hiring expatriates should 

assess individuals’ proactive personality in the selection or hiring process. In this sense, HR-

managers might want to use the shortened six-item measure that we applied in this study 

(Bateman and Crant, 1993; Parker, 1998), or use the personal initiative measure by Frese and 

colleagues (1997). Further, recent research has provided evidence that individuals’ inclination 

to act proactively in the workplace can be modified to a certain extent. In this regard, Strauss 

and Parker (2018) showed that a vision-focused intervention workshop, in which participants 

were to assess discrepancies between their current and future self in the workplace and set goals 

to overcome such disparities, facilitated proactivity in the workplace in future-oriented 

individuals. 
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The second implication concerns the management of angry temperament. While our 

study brought some of the negative effects of angry temperament to the fore, there are 

interventions from clinical psychology that can help individuals deal more effectively with 

their anger. One promising avenue is mindfulness training (e.g. Wright, Day and Howells, 

2009) consisting of yoga, meditation, and breathing practices. Here, individuals learn to better 

control their attention and to not make judgements by their immediate (unpleasant) experience. 

Another option to alleviate angry temperament is stress inoculation (e.g. Novaco, 1977), where 

individuals who are exposed to imaginary anger-inducing events, acquire skills of how to 

enhance self-regulation, and eventually learn to better deal with their anger in real life 

situations. Further, individuals should be taught about the disruptive effects of angry outbursts 

in interpersonal relationships, e.g. with local colleagues, and the negative perceptions they 

create. In this respect, imparting skills that enable the control of facial, postural, and verbal 

expressions in anger-inducing situations has been shown to be effective (Edmondson, Conger 

and Conger, 2007). This could be an important task for HR-managers and expatriate support 

staff. 

 

Limitations and future research avenues 

As with any study, the findings of our research are not without limitations. The design of this 

study is cross-sectional. Therefore, it is possible that CMB influences our data. To mitigate the 

effects of CMB, we used ex ante measures and carefully designed our questionnaire following 

recommendations by Podsakoff et al. (2003). Also, for one of our central variables in the 

model, time to proficiency, we included measures based on the number of months it took to 

gain an acceptable level of proficiency. Such a factual measure has been argued to be less prone 

to generate CMB (Spector, 2006). In relation to our model, Chang, van Witteloostuijn, and 

Eden (2010) argue that presenting complex statistical models, such as, moderated mediation 
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models, reduces the chances for CMB to affect the results. In particular, it has been argued that 

moderation effects cannot be caused by CMB (Siemsen, Roth, and Oliveira, 2010). Based on 

the above and since results of post hoc statistical tests suggest that CMB is not severely 

affecting our data, we conclude that this issue is not a serious problem in our study. 

Nonetheless, to further advance the findings of this study, we encourage future research 

to collect data over longer periods of time by using multi-wave research designs and/or from 

different sources, e.g. obtaining objective performance assessments. Moreover, in relation to 

future research endeavors, subsequent studies might want to extend our findings by looking at 

other potential outcomes of proactive personality for expatriates, e.g. socialization and network 

building with host country nationals, or knowledge exchange. Third, we think that investigating 

micro-level regulatory processes and personality variables that could mitigate the negative 

effects of angry temperament poses a fruitful endeavor. Drawing from recent research, future 

studies could integrate variables, such as action planning (Schmitt et al., 2018), or resilience 

(Cooper, Flint-Taylor and Pearn, 2013), and investigate their influence on angry temperament 

and related outcomes. Fourth, in the present study we looked at individual level moderators of 

proactive personality. In the vein of prior multilevel studies of expatriates (e.g. Stoermer, 

Davies and Froese, 2017), future research could also integrate country level moderators that 

might affect the consequences of proactive personality, and explore in which cultural contexts 

being proactive can be an asset and where it might be perceived as inappropriate by host 

country nationals. This would certainly help to further refine our understanding of the proactive 

personality construct in the context of expatriation. 

Moreover, angry temperament might be looked upon differently across cultures. Our 

study explored expatriates in Confucian and collectivist East Asian countries where explicit 

emotional instability such as overt displays of anger is perceived to be an indicator of low self-

control (Chappell and Kusch, 2007). In such countries, emphasis is generally on social 
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harmony and conformity to the norms of the group (Bodycott and Lai, 2012). This is a reason 

for emotional self-regulation being perceived as essential for the individual’s functioning in 

the group (Chen, Main, Zhou, Bunge, Lau and Chu, 2015). Hence, although an angry 

temperament is generally perceived as a negative trait in all countries (Schmitt, Gielnik and 

Seibel, 2018) this characteristic may be a greater problem for expatriates relocating to Asia 

than elsewhere. In individualistic countries, such as the UK or the USA, perceived rightful 

anger can under specific circumstances be seen as a performance enhancing asset and may not 

be condemned as strongly by host country nationals (cf. Davis, Woodman and Callow, 2010). 

In this sense, collecting data from expatriates and local colleagues across different cultural 

contexts represents another intriguing avenue for future research. Such a research design would 

allow further exploring the negative effects of angry temperament from the perspective of 

important stakeholders in the workplace and to elucidate local colleagues’ feelings towards and 

responses to expatriates’ angry temperament across cultures. 

 

Conclusion 

Based on the proactive motivation model, the present study contributes to the literature on 

proactive personality and expatriation management by identifying angry temperament’s 

moderating role in the relationship between expatriates’ proactive personality and time to 

proficiency. In close connection, the investigation also sheds light on the associated indirect 

consequences of this interactive effect for expatriate performance. Against this background, 

this study offers vital implications for researchers interested in the proactive personality 

construct and international human resource management, as well as managers in global 

mobility departments. 
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Figure 1. Conceptual model and hypotheses. 
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Table 1. Means, standard deviations, and inter-correlations. 

    M SD 1 2 3 4 5 6 7 8 9 10 11 

1 Gender .79 .40 1           

2 Age 44.34 9.69 .19** 1          

3 Time in the job in the host location 61.19 53.89 .09 .37** 1         

4 Mainland China dummy .58 .49 .11* -.01 -.06 1        

5 Expatriation type .41 .49 .13** .06 -.07 .13** 1       

6 Managerial rank .72 .45 .31** .35** .21** .13** .10* 1      

7 Job adjustment 5.91 1.12 .01 .09* .20** -.17** -.10* .06 1     

8 Proactive personality 5.38 .79 .16** .03 .06 .10* .04 .28** .04 1    

9 Angry temperament 2.80 1.35 -.00 -.09* -.03 -.02 -.03 .02 -.08 .04 1   

10 Time to proficiency 2.56 .88 -.01 -.10* -.02 .12** .03 .00 -.18** -.11** .01 1  

11 Performance 5.86 .60 -.03 .01 .02 -.03 .07 .05 .19** .29** -.15** -.28** 1 

Note. N = 531. M = mean. SD = standard deviation. *p < 0.05, **p < 0.01.  
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Table 2. Results of regression analysis predicting time to proficiency. 
 

       

         Model 1       Model 2 Model 3 

  Time to proficiency  

  B SE B SE B SE 

          

Gender  -.03 .10 -.01 .10 -.01 .10 

       

Age -.01* .00 -.01* .00 -.01** .00 

        

Time in the job in the host location  .00 .00 .00 .00 .00 .00 

        

Mainland China dummy .17* .08 .18* .08 .18* .08 

        

Expatriation type .03 .08 .03 .08 .03 .08 

        

Managerial rank .06 .09 .13 .10 .14 .10 

        

Job adjustment -.13*** .04 -.13*** .04 -.13*** .04 

        

Angry temperament -.01 .03 -.01 .03 -.01 .03 

        

Proactive personality - - -.15** .05 -.15** .05 

       

Proactive personality X angry temperament (interaction) - - - - .08* .04 

       

R2 .05  .07  .08  

F 3.549**     4.232***     4.328***  

ΔR2 -  .02  .01  

Note. N = 531. Unstandardized regression coefficients are reported. *p < 0.05, **p < 0.01, ***p < .001. 
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Table 3.  Results of regression analysis predicting performance. 

      

  Model 4 Model 5 

 Performance 

  B SE B SE 

       

Gender  -.11 .07 -.11 .06 

     

Age .00 .00 -.00 .00 

      

Time in the job in the host location .00 .00 -.00 .00 

      

Mainland China dummy -.04 .05 -.02 .05 

      

Expatriation type .11* .05 .11* .05 

      

Managerial rank -.04 .06 -.02 .06 

      

Job adjustment .10*** .02 .08*** .02 

      

Proactive personality  .23*** .03 .21*** .03 

      

Time to proficiency - - -.15*** .03 

     

R2 .13  .18  

F   9.915***   12.571***  

ΔR2 -  .05  

Note. N = 531. Unstandardized regression coefficients are reported. *p < 0.05, **p < 0.01, 

***p < .001. 
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Figure 2. Interaction plot of proactive personality and angry temperament.  

 

 

 

 


