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Abstract
The effects of psychological contract violation are the sub-
ject of considerable research. Yet, their effects in work ar-
rangements with more than two parties are largely unknown. 
Multi- party work arrangements differ from traditional ones 
because individuals may be vulnerable to psychological con-
tract breach and violation by more than one party, potentially 
directing negative emotional responses not only towards the 
responsible party but also displacing it to the other (innocent) 
party. Primary data from a two- wave survey of 221 current 
expatriates is used to test the effects of displaced aggression 
and emotion regulation in multi- party psychological con-
tracts. We find that the negative emotions (violation experi-
ences) associated with breach predict reduced commitment 
both to the perpetrating organization and the innocent party. 
However, this spillover effect is asymmetric and follows dis-
placed aggregation theory: Expatriates displace their aggres-
sive behaviour on to the host when the home organization 
violated the psychological contract, not the reverse.
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INTRODUCTION

The psychological contract (PC) is an individual's system of beliefs regarding the obligations of a recip-
rocal exchange with another, typically the employer (Rousseau, 1989). The PC includes returns from 
employment ‘when an individual believes that contributions he or she makes obligate the organization 
to reciprocity (or vice- versa)’ (Rousseau, 1989). Extensive research indicates that the extent to which 
one party is judged to have fulfilled its obligations (psychological contract fulfilment, PCF) is critical 
to the responses of the other (Lee et al., 2011; Turnley et al., 2003). When one party is judged to fail 
to fulfil the PC –  commonly referred to as PC breach (PCB) –  negative emotions can be generated in 
the other (i.e., the victim), an outcome referred to as psychological contract violation (PCV; Tekleab 
et al., 2005). While sometimes incorrectly used interchangeably, PCV is conceptually and empirically 
distinct from PCB, as the latter is the cognitive trigger of the affective PCV (Tomprou et al., 2015). 
The assessed level of PCB, therefore, affects the intensity of the affective state of PCV (Robinson & 
Morrison, 2000) but not every incidence of breach triggers a violation (Robinson & Rousseau, 1994; 
Rousseau, 2011). PCV consequences tend to be detrimental to both organizations and employees, in-
volving reduced trust, job dissatisfaction and lowered commitment (Griep & Vantilborgh, 2018; Zhao 
et al., 2007).

Scholars recognize that PCs are more complex in certain work arrangements than others. 
Individuals in many workplaces experience multiple PCs (e.g., Alcover et al., 2017b). In professional 
service firms (Dawson et al., 2014), the gig economy (Bankins et al., 2020) or temporary employment 
agencies (Lapalme et al., 2011) employees can form PCs with both the employing firm and their cli-
ents' organizations. Moreover, multi- party work arrangements can also occur within a single organi-
zation. On international assignments, MNCs temporarily relocate expatriates to a foreign subsidiary 
to transfer knowledge or coordinate business activities across borders (Harzing, 2001). In such a 
work arrangement, expatriates might form PCs with two entities in the same organization: their 
home (headquarters) and their host organization (subsidiary) (Kumarika Perera et al., 2017; Schuster 
et al., 2022). Compared to other multi- party work arrangements, prior research has argued that expa-
triates face additional PC challenges as they need to adjust to a new working and living environment 
(Bader et al., 2017; Black et al., 1991), leading to heightened expectations towards their home and 
host organization. Specifically, the home organization might be held responsible for the employment 

Practitioner points

• Expatriate success abroad is closely tied to the home organization keeping its commitments. 
Failure to do so can spillover, damaging the expatriate's relationship with the host organiza-
tion. Three success factors help organizations keep their psychological contract.

• Manage expectations carefully. Be candid about the conditions that expat will face during 
and after the assignment –  before sending the expatriate abroad. Work to reach an agree-
ment the expatriate finds attractive and motivating.

• Clearly communicate to the host organization the expectations created with the expatri-
ate, including the expatriate's manager abroad.

• Once the assignment starts, hold regular follow- up to conversations to support the expa-
triate and the host organization's management.

• Psychological contract violation by either the home or host organization can reduce expa-
triate commitment to the violator. Both organizations should engage in joint expectation 
management following the three steps above. Such practices increase the likelihood that 
expatriates feel treated fairly, permitting early detection and mitigation of unfulfilled psy-
chological contracts.
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relationship, assignment support and future career opportunities, while the host organization is ex-
pected to allocate resources and support and empower the expatriate to succeed in their assignment 
(Chen et al., 2010; Haslberger & Brewster, 2009; Knocke & Schuster, 2017; McNulty et al., 2013; Pate 
& Scullion, 2009).

Psychological contracts in multi- party employment are rarely studied compared to conventional two- 
party PCs (Alcover et al., 2017b; Coyle- Shapiro et al., 2019), raising concerns regarding how well we un-
derstand their dynamics and whether it is appropriate to assume that the underlying mechanisms follow 
established patterns. For instance, the forms reciprocity can take are multiplied in multi- party psycho-
logical contracts and can go beyond the targeted tit- for- tat of two- party exchanges to include spill-
over effects among several parties and broad- scale reciprocity within a system of exchanges (Alcover 
et al., 2017a).

The present study investigates the differential outcomes of PCF and PCV among expatriates work-
ing in multi- party arrangements. Our study makes four important contributions to theory. First, in the 
context of PC dynamics, we identify how violations by various parties can have differential implications 
for the individual employees' interests and goals by virtue of the nature of the resources exchanged 
(Rousseau et al., 2018). The implications of one party's violation for the individual employee are ex-
pected to depend on which party it is (i.e., home or host) and the relationship the exchange involves, 
giving rise to differences in the individual's response to violations. Investigation of these response dif-
ferences advances theory regarding the PC's self- regulatory dynamics (Rousseau et al., 2018)

Second, building on displaced aggression theory, we identify an explanatory mechanism for spillover 
in multi- party work arrangements (Dawson et al., 2014; Lapalme et al., 2011). Displaced aggression is 
the act of redirecting responses onto an innocent target (Hoobler & Brass, 2006; Liu et al., 2015). It is 
evident in the metaphor of the angry man, berated by his boss, who says nothing at work but goes home 
and kicks his dog (Marcus- Newhall et al., 2000). Our study identifies displaced aggression as a mediator 
between PCV by one party and commitment to the other. In doing so, we advance understanding of 
whether and why individuals direct aggression towards innocent others. At the same time, building on 
determinants of displaced aggression (Marcus- Newhall et al., 2000), we unravel its asymmetric effects 
and show that whether expatriates displace their aggression depends on situational factors, specifically 
which party evokes feelings of violation in the first place. Displaced aggression also provides new in-
sight into how reciprocity functions in social exchange. Reciprocity is recognized as a mechanism to 
attain balance in an exchange, where a person investing in a relationship expects a return, a central tenet 
in psychological contract theory (Rousseau, 1989). Research calls attention to reciprocal acts where indi-
viduals redirect reciprocity to people not involved in the original exchange (Alcover et al., 2017a, 2017b). 
Such is the case where a well- treated person contributes to the benefit of a third party (e.g., Baker & 
Bulkley, 2014). On the other hand, little is known regarding the consequences to third parties of nega-
tive reciprocity, that is, when PC obligations are unfulfilled and this adverse treatment is reciprocated. 
By introducing displaced aggression, we specify a mechanism in the aftermath of violation that explains 
spillover effects to third parties.

Third, focusing on how emotions are caused (e.g., PCV) and displaced (displaced aggression) as result 
of low PCF, our study is interested in whether individual differences in the ability to handle emotions 
can alter the proposed effects. We introduce an important individual characteristic as a boundary condi-
tion in multi- party work arrangements: emotion regulation self- efficacy (ERSE) (Kiewitz et al., 2009). 
ERSE builds on emotion regulation theory, which argues the way individuals manage emotions, shapes 
when and how emotions are experienced (Gross, 1998). ERSE is the self- perceived competence for 
managing emotions and individuals with high ERSE are confident in their ability to control their emo-
tions and overcome negative emotions quickly (Wong & Law, 2002). Combining displaced aggression 
theory and theories of emotion regulation, we theorize the role of ERSE in (a) the aftermath of unful-
filled psychological contracts and propose that ERSE weakens the effect that unfulfilled psychological 
contracts have on emotions experienced in PCV, and (b) in the process of spillover following violation 
(Tomprou et al., 2015), altering the spillover of adverse consequences onto an innocent target.
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Finally, by studying the multi- party dynamics of expatriate PCs, our work provides insight into an 
important context of contemporary employment. International assignments are distinct from other 
multi- party settings because (1) multiple PCs are formed within the same firm and (2) working abroad 
demands high contributions from the employee beyond those in domestic settings (Kumarika Perera 
et al., 2017). Accordingly, expatriates may be particularly vulnerable to both unfulfilled psychological 
contracts and feelings of violation (Schuster et al., 2022) as they are highly dependent on their employers 
in order to realize important goals, a condition strengthening their reliance on employer fulfilment of 
its obligations (Rousseau et al., 2018). The strong emotions characterizing contract violation are more 
likely to be redirected and spill over to innocent parties if the parties involved are more strongly con-
nected (Moody, 2008). As the expatriate's home and host organization are part of the same firm, the 
relationship between these two parties is likely to be stronger than in the settings of prior multi- party 
research (e.g., consulting firms and their clients). By examining expatriate employment, this study adds 
an important context to investigate the underlying mechanisms of psychological contracts in multi- 
party arrangements.

THEOR ETICA L BACKGROUND

Psychological contract research dates from the 1960s (Argyris, 1960), when the concept served as a met-
aphor for implicit aspects of employment (Roehling, 1997). Rousseau's (1989) article marked a transition 
by conceptualizing the PC differently, defining PC as ‘individual beliefs, shaped by the organization, re-
garding terms of an exchange agreement between individuals and their organization’ (Rousseau, 1989). 
The perception of unfulfilled psychological contracts (as a cognitive trigger) was theorized to create feel-
ings of violation (e.g., an affective state), ranging from disappointment to shock (Tomprou et al., 2015). 
This response, in turn, leads to negative attitudinal and behavioural consequences (Zhao et al., 2007).

Psychological contract dynamics occur across the entire expatriation process, from experiences prior 
to departure, through interactions with the foreign host employer, to the aftermath on return to the 
home organization (Yan et al., 2002). Expatriation demands high employee contributions with far- 
reaching consequences for individual careers, as well as for their personal lives and families. Expatriates, 
in return, tend to expect their employer's support, including future opportunities, and enhanced com-
pensation (De Ruiter et al., 2018; Kumarika Perera et al., 2017). These features make it likely that the 
expatriate's PCs with the home and host organization are relied upon to realize personally valuable goals 
(Rousseau et al., 2018).

Expatriates are theorized to form two distinct PCs, one with the home and the other with the host 
organization (Kumarika Perera et al., 2017). Evidence indicates that employees can clearly distinguish 
among their exchange relationships with different parties and respond distinctively to each (Lavelle 
et al., 2007; Liao & Rupp, 2005). The home organization is typically the expatriates' primary referent, 
having the main influence over their assignment and being the primary source of support abroad. 
Nonetheless, expatriates often recognize unfulfilled psychological contracts by the home organization 
due to insufficient organizational support or strategic changes disrupting attainment of assignment 
objectives (Haslberger & Brewster, 2009; Pate & Scullion, 2009). Moreover, expatriate attributions re-
garding the home organization's PC pertain not only to the present international assignment but also to 
their future career progression (Ren et al., 2013). Thus, the PC with the home organization typically is 
multi- faceted incorporating present and future obligations.

In contrast, the host organization constitutes the locus of task fulfilment during the assignment, giv-
ing rise to obligations pertinent to the work environment, including resources that allow expatriates to 
succeed. Not receiving critical information and other resources can prevent expatriates from achieving 
their objectives (Toh & Srinivas, 2012), evident in the lack of social acceptance, support and mentoring 
expatriates often experience (Mezias & Scandura, 2005). Expatriates tend to perceive that the host or-
ganization has broken the PC if it fails to allocate adequate resources for task execution, insufficiently 



    | 5DOES WHAT HAPPENS ABROAD STAY ABROAD?

empowers expatriates or offers them few opportunities to participate in strategic decisions (Kumarika 
Perera et al., 2017).

Following this logic, expatriates are expected to differentiate the two entities in terms of PC obli-
gations and in their responses to low fulfilment by either party. Consequently, prior research suggests 
that spillover effects regarding PC obligations are likely, which can mean that the home (or host) orga-
nization's failure to fulfil its obligations can affect how expatriates judge the fulfilment of obligations 
by the other (Bader et al., 2022; Dawson et al., 2014; Lapalme et al., 2011). In the following sections, we 
will develop hypotheses regarding these PC dynamics during expatriation. To explain the outcomes of 
PCV we enrich psychological contract theory by incorporating two additional theories to inform how 
individuals respond to the experience of unfulfilled psychological contracts and violation by different 
parties. First, we integrate the theory of displaced aggression (Marcus- Newhall et al., 2000) to better 
conceptualize the differential effects of PCV, specifying mechanisms whereby individuals respond to 
harms by one party by redirecting aggression to another. We propose that this phenomenon can be 
observed in multi- party arrangements where potential targets for displacement are readily identifiable. 
The second theory informing our investigation is emotion self- regulation (Wong & Law, 2002), which 
specifies how individuals can respond to situational demands that evoke emotion in socially acceptable 
ways, providing insight into how emotional responses contribute to the psychological processes associ-
ated with PC violation. Together these theories provide conceptual instruments to investigate whether 
and how the negative emotions (i.e., PCV) associated with low psychological contract fulfilment by one 
party (home or host organization) can be evoked and spillover to the non- violating party and which 
individuals are more prone to this effect.

Hypotheses development

A large body of research finds that low PC fulfilment by one party is positively related to PCV by that 
party and results in reduced organizational commitment to it (Wei et al., 2015; see Zhao et al., 2007 for 
a meta- analysis). The target similarity model (Lavelle et al., 2007) proposes that experiences caused by 
an entity provoke responses towards that entity as individuals can distinguish between the perpetra-
tors. Accordingly, direct effects of PCF by one entity on PCV and work outcomes towards this entity 
have been established in the expatriation literature (Chen & Chiu, 2009; Ren et al., 2013), as well as 
in prior research on multi- party work arrangements highlighting that low PCF by one entity increases 
PCV by that entity and eventually reduces work outcomes to this entity as well (Dawson et al., 2014). 
Our theorizing and research model builds on the well- established sequences of PCF outcomes, and we 
will not propose hypotheses on these main effects, for example from low psychological contract fulfil-
ment from the home (host) organization to psychological contract violation towards the home (host) 
organization, as well as the main effects from psychological contract violation towards the home (host) 
organization to commitment towards the home (host) organization. Instead, we will focus on the novel 
mechanisms proposed in our research model that extend these main effects: the mediating effect of 
displaced aggression and the moderating effects of ERSE. The proposed key effects are highlighted in 
bold in Figure 1.

PCV, displaced aggression and affective commitment

Research highlights that PCV is an intense emotional state following failure to fulfil the PC and is char-
acterized by deep disappointment and frustration (Tomprou et al., 2015). Intense feelings of frustration 
are known to give rise to aggression (Mitchell & Ambrose, 2007), that is, behaviour intended to harm 
another (Bushman et al., 2005). Aggression sometimes is tied to acts of violence; however, it also can 
take more subtle forms like verbal and passive damage (Hoobler & Brass, 2006). In this study, we focus 
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on subtle forms of aggression related to verbal harassment or negative acts such as ‘taking it out’ on 
others or ‘blowing off steam’ (Liu et al., 2015).

Halbesleben and Bowler (2007) argue that individuals, when frustrated, tend to have difficulty con-
trolling or regulating their aggressive impulses. Nonetheless, individuals who experience negative emo-
tions do not always focus on the cause of the emotion. In fact, they can redirect their aggression towards 
others for various reasons (Eby et al., 2010). For instance, employees may respond to a supervisor's PCV 
by arguing with friends and family (Hoobler & Brass, 2006). Such redirection constitutes displaced aggres-
sion, ‘when the target is innocent of any wrongdoing but is simply in the wrong place at the wrong time’ 
(Bushman et al., 2005). Displaced aggression tends to occur when the actual violator is either inaccessible 
or in a powerful position, leading to fear of retaliation or punishment (Marcus- Newhall et al., 2000).

We argue that power dynamics and accessibility of the PCV perpetrator influences whether dis-
placed aggression occurs. First, since expatriate careers normally depend more on the home organi-
zation (Breitenmoser & Bader, 2021), they are likely to consider it to be more powerful than the host, 
particularly regarding goals for future opportunities and advancement (Nguyen et al., 2013). Adding 
to this, as the home organization has sent the expatriate abroad and is the main assessor of the success 
of the expatriate assignment (Kumarika Perera et al., 2017) they are in a position of power towards 
the expatriate as they can end the assignment at any point. Based on displaced aggression theory we 
suggest that expatriates redirect aggression onto a third party only when it is the more powerful actor 
who violates the contract (Marcus- Newhall et al., 2000). Accordingly, when the home organization is 
the cause of feelings of violation, displacement towards the host is likely due to the power dynamics. 
Second, accessibility influences displaced effects (Mitchell & Ambrose, 2007). As expatriates reside in 
the country of the host and conduct their daily work there, the host organization is a more accessible tar-
get. Communication with the home organization is, in contrast, often indirect and less frequent. Thus, 
the home organization is less accessible, contributing to post- PCV displacement.

In contrast, we expect expatriates to react differently if they experience feelings of violation towards 
the host. Due to its lower power position and accessibility while on assignment (Kumarika Perera 
et al., 2017), aggression towards the host is unlikely to be displaced onto the home organization (Marcus- 
Newhall et al., 2000). Instead, PCV by the host is likely to lead to adverse emotion and behaviour tar-
geting the host alone. In other words, no spillover is expected to the home organization following PCV 

F I G U R E  1  Research model
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by the host to avoid impairing the expatriate's more important relationship with the home organization. 
Although one could argue that the home organization might be blamed for the negative experience as 
they have caused the situation by sending the expatriate in the first place, due to the host's less powerful 
and relatively accessible position, this situation meets none of the conditions for displaced aggression 
(Marcus- Newhall et al., 2000). Building on this theoretical rationale, we thus expect a spillover effect 
for PCV by the home organization to the host organization but not from the host organization to the 
home organization:

Hypothesis 1 PCV by the home organization is positively related to displaced aggression directed towards the host 
organization.

Prior research identified a negative impact of the cognition of unfulfilled PCs on affective commit-
ment and a mediating role of PCV (Cassar & Briner, 2011; Ng et al., 2010). Turning towards displaced 
effects, when expatriates displace aggression towards the host organization due to PCV by the home 
organization, we expect that PCV will translate into reduced affective commitment towards the host. 
Thus, we propose that PCV by the home organization will reduce affective commitment towards the 
host through displaced aggression.

Low PCF is known to lead to negative emotions (PCV) and alter attitudes towards the perpetrator 
(Zhao et al., 2007). In the context of expatriate PCs, we proposed above that PCV by the home orga-
nization can trigger displaced aggression, which, in turn, will alter attitudes towards the innocent host. 
Comprehensive research provides evidence that if behaviour and attitude are not compatible the attitude 
is likely to be amended (Harmon- Jones & Mills, 2019). As displaced aggression is characterized by neg-
ative behaviour intended to harm a third party, it is incompatible with positive attitudes towards that 
party. Consequentially, as PCV by the home organization is manifest in displaced aggression towards 
the host, expatriates are expected to change their attitude towards the host by reducing their affective 
commitment to it, thus re- aligning their behaviour and attitude. Thus, we hypothesize:

Hypothesis 2 The relationship between PCV by the home organization and the expatriate's affective commitment 
towards the host organization is mediated by displaced aggression.

Moderating effects of emotion regulation self- efficacy

We propose an important boundary condition for the aftermath of unfulfilled PCs, that is, emotion 
regulation self- efficacy. Individuals are generally able to control emotions, which is a useful form of self- 
regulation to help individuals realize their goals (Muraven & Baumeister, 2000). However, individuals 
differ in their ability to do so (Hagger et al., 2010) with some better able to overcome affective states 
more quickly than others (Wong & Law, 2002). This individual difference reflects emotion regula-
tion self- efficacy (ERSE), that is the self- perception regarding one's ability to regulate emotions (Deng 
et al., 2017). ERSE mitigates the emotional response that follows the cognition of unfulfilled PCs 
(Deng et al., 2017). In fact, the extent to which a low PCF cause feelings of violation has been theorized 
to depend on a sense- making process through which individuals process information related to breach 
of the psychological contract and attach meaning to it (Parzefall & Coyle- Shapiro, 2011). This process 
can activate control over negative emotions to reduce adverse effects (Heuven et al., 2006). ERSE in-
hibits the translation of emotions into attitudes and behaviour (Deng et al., 2017) such that high ERSE 
individuals are confident in their emotional control, particularly when their actions can be construed as 
inappropriate. Indeed, since displacing aggression onto others violates social norms, this impulse tends 
to be regulated and inhibited (Bushman et al., 2005). As such, Deng et al. (2017) find that ERSE moder-
ates the impact of aggressive emotions on third parties.

We build upon these considerations and propose that ERSE moderates both the effect of psycholog-
ical contract fulfilment on PCV and of PCV on displaced aggression. Individuals with higher efficacy 
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in regulating their emotions are less likely to develop feelings of PCV following unfulfilled PCs due to 
their ability to suppress emotions. High ERSE individuals, on the other hand, are expected to show less 
displaced aggression following PCV as people with high ERSE are less likely to transfer their emotions 
into behaviour. We hypothesize:

Hypothesis 3a The relationship between PCF by the home organization and PCV by the home organization is 
moderated by emotion regulation self- efficacy, such that high ESRE weakens the effects of unfulfilled PCs on PCV.

Hypothesis 3b The relationship between PCF by the host organization and PCV by the host organization is mod-
erated by emotion regulation self- efficacy, such that high ESRE weakens the effects of unfulfilled PCs on PCV.

Hypothesis 3c The relationship between PCV by the home organization and displaced aggression is moderated by 
ERSE, such that high ERSE weakens the effects of PCV on displaced aggression.

METHOD

Participants

Data were collected at two points in time. To study employees currently on international assignment, 
we identified expatriates based on their profiles on two online platforms, InterNations and LinkedIn. 
We emailed a token- based link to our online questionnaire, attaching a personalized letter of invitation 
that described the study's purpose and asked the expatriates to participate. In total, we reached out to 
2307 expatriates in our initial survey, followed by a reminder 2 weeks later. We received 455 completed 
responses, a response rate of 19.7%. In a follow- up survey 6 months after the first survey, we invited 
the 455 respondents from wave one to participate in the second wave. Of these 455 respondents, we 
reached 415 with 40 email addresses having been suspended in the interim. In total, 221 completed 
questionnaires were received, a response rate of 53.3%. All respondents were still on assignment during 
both times of measurement. In our sample, 23% are female and the average age 40.4 years. Regarding 
time abroad, 14.6% had <1 year on the assignment, 24.2% between 1– 2 years, 26.0% between 2– 3 years 
and 35.2% more than 3 years. The five main assignment locations were China (21.4%), USA (13.2%), 
Germany (11.8%), Singapore (9.1%) and Japan (5.0%). Finally, 73.2% were from companies headquar-
tered in Europe, 14.5% in Asia, 5.5%, 3.6% in North America and Latin America, respectively, and 
3.2% in the rest of the world.

Measures

The survey was administered in English, using established multi- item scales. If not otherwise stated, we 
used a 5- point Likert scale.

Psychological contract fulfilment and violation

Psychological contract fulfilment and PCV were assessed with a 5- item scale and a 4- item scale, re-
spectively, developed by Robinson and Morrison (Robinson & Morrison, 2000). These measures are 
widely used in PC research (Raja et al., 2004) and successfully applied in multi- party settings (Dawson 
et al., 2014). To match our context, items were included at Time 1 on two separate scales measuring 
our two independent variables –  adapting the original wording from ‘organization’ to ‘assigning par-
ent company’ and ‘receiving foreign subsidiary’. Items included statements such as ‘I have not received 
everything promised to me by the assigning parent company (foreign subsidiary) in exchange for my 
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contributions’. The measure of PCV included statements such as ‘I feel a great deal of anger toward my 
assigning parent company (foreign subsidiary)’. Alpha was .95 for PCV by home organization and .96 
by host.

Displaced aggression

Displaced aggression was measured with four items at Time 2 and is based on Denson et al. (2006). 
Similar to Liu et al. (2015), we adapted the items to the expatriation context. Two items measured dis-
placed aggression from the home to the host and two items displaced aggression from the host towards 
the home. Items are ‘When I felt that I had been treated unfairly by the parent company (subsidiary), I 
blamed the subsidiary (parent company) for this’ and ‘When I got upset by the subsidiary (parent com-
pany) during the assignment I took it out on the parent company (subsidiary)’. Alpha is .86 for displaced 
aggression towards the host and .90 towards the home.

Emotion regulation self- efficacy

Following Deng et al. (2017), we measured ERSE at Time 2 using four items developed by Wong and 
Law (Wong & Law, 2002). A sample item is ‘I am able to control my temper and handle difficulties 
rationally’. Alpha is .95.

Affective commitment

The two dependent variables, affective commitment towards the home and the host were measured at 
Time 2, each via three items from a well- established commitment scale (Mowday et al., 1979) used in 
the context of international assignments (Shaffer & Harrison, 1998). Items regarding the focal company 
(home or host) were rated separately: A sample item is ‘I am “emotionally attached” to the assigning 
parent company (foreign subsidiary)’. Alpha towards the home is .92 and .94 towards the host.

Control variables

We controlled for several variables that might impact commitment towards home and host (Guzzo 
et al., 1994). First, we measured the expatriate's overall international work experience in years 
(Takeuchi, 2010). Second, we included tenure as a control (Kraimer & Wayne, 2004), asking respondents 
to indicate (1) how many months they had been on the international assignment and (2) how many years 
(subsequently transformed to months) they worked in the home organization prior to their assignment. 
We then computed the quotient of these two items to indicate relative tenure. Third, we included gender 
(0 = female; 1 = male) to control for potential gender differences. Fourth, we included dummy variables 
for Europe, Asia, Americas and Australia and the Pacific to control for the geographic background of 
expatriates. Finally, respondents indicated whether they were on a technical, functional, developmental 
or strategic assignment (Kraimer et al., 2009). The dummy variable (1 = strategic assignment; 0 = other 
types) accounted for assignment differences. Following prior PC studies, we controlled for the direct ef-
fect of PC fulfilment by home and host on affective commitment to home and host (Zhao et al., 2007).

Several remedies reduced the likelihood of common method variance (CMV). Ex ante, we followed 
Podsakoff et al. (2003), using a temporal design measuring predictors and outcomes at different points 
in time. Moreover, we informed respondents that there are no ‘right’ or ‘wrong’ answers and that we 
sought honest, spontaneous responses. Ex post, we first ran Harman's single factor test (Harman, 1976) 
indicating that neither a single nor a general factor accounted for the majority of variance. In addition, 
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we performed a common latent factor (CLF) test as recommended by Podsakoff et al. (Podsakoff 
et al., 2003). Results indicate that CMV is not a major concern.

R ESULTS

Confirmatory factor analyses (CFA)

We applied a two- step procedure to analyse our data (Anderson & Gerbing, 1988). A CFA tested the 
discriminant validity of variables. Then we tested our hypotheses using structural equation modelling 
(SEM) with AMOS 24 as it offers advantages over multiple regression ( James et al., 2006).

Our CFA with maximum likelihood estimation examined discriminant validity (Table 1). The first 
model grouped items under the study's nine constructs: (1) PCF by host, (2) PCF by home, (3) PCV by 
host and (4) PCV by home, (5) displaced aggression towards home, (6) displaced aggression towards 
host, (7) emotion regulation self- efficacy, (8) affective commitment to host and (9) to home. Results 
confirm the nine- factor model had a good fit: [χ2/df = 1.72; CFI = .96; SRMR = .05; RMSEA = .06]. 
We then compared this first model with three competing models, beginning with the model in which all 
study items were grouped under a single factor [χ2/df = 11.76; CFI = .34; SRMR = .19; RMSEA = .22], 
followed by a five- factor model to ensure that respondents were able to distinguish between different 
organizational entities [χ2/df = 6.51; CFI = .67; SRMR = .21; RMSEA = .16]. Finally, we compared it 
to a four- factor model treating PCF and PCV as a single factor [χ2/df = 7.25; CFI = .62; SRMR = .17; 
RMSEA = .17]. As Table 1 shows, our nine- factor model is the best fit with the relative/normed chi- 
square (χ2/df ) below 2.0 (Tabachnick & Fidell, 2007), RMSEA below .06, CFI above .95 and SRMR < .08 
(Hu & Bentler, 1999), indicating good fit on all indices. Table 2 displays means, standard deviations, 
correlations and reliabilities.

Structural equation modelling and hypotheses testing

We tested our hypotheses using SEM (see Figure 2 and our model provides a good fit [χ2/df = 1.66; 
CFI = .94; SRMR = .08; RMSEA = .06] (see Table 3). In Hypothesis 1 we proposed a positive relationship 
between PCV by the home organization and displaced aggression. Analyses reveal that PCV by the home 
organization is positively related to displaced aggression (β = .38, p = .001), supporting Hypothesis 1.

To test the mediating effect in Hypotheses 2, we applied a bootstrapping procedure with bias- 
corrected 95% confidence intervals (Cheung & Lau, 2008). Bootstrapping indicates an indirect effect 
of PCV by the home on commitment towards the host via displaced aggression (β = −.09, p = .02), 
supporting Hypothesis 2. Finally, Hypothesis 3a- c predicted that emotion regulation self- efficacy mod-
erates the relationship between PCF by the home (host) organization and PCV by the home (host), 
as well as between PCV by the home and displaced aggression towards the host. Our results indicate 
that ERSE indeed buffers the effects of PCV by the home on displaced aggression towards the host 
(β = −.22, p = .00); individuals high on ERSE show lower displaced aggression in situations of high 
PCV. Figure 3 plots the two- way interaction, illustrating the moderating effect. However, our results 

T A B L E  1  Results of confirmatory factor analyses

Models χ2 df χ2/df CFI SRMR RMSEA

1. 9- factor model 728.98 425 1.715 .960 .045 .057

2. 1- factor model 5785.57 492 11.759 .343 .193 .221

3. 5- factor model 3138.18 482 6.511 .670 .210 .158

4. 4- factor model 3523.09 486 7.249 .623 .172 .169
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show that ERSE does not buffer the effects of low PCF on PCV (home: β = −.03, p = .70 | host: β = .06, 
p = .21). Thus, Hypotheses 3a and b are not supported, while Hypothesis 3c involving the effect of PCV 
on displaced aggression is. Additionally, we tested moderated mediation, and employed bootstrapping 
(# bootstrap samples = 5000) with bias- corrected 95% confidence intervals at different levels of ERSE 
(−1 SD, mean, +1 SD). Results show the mediated path from PCV to commitment via displaced aggres-
sion is not significant at low (β = .04, p = .13), but significant at medium (β = .13, p = .02) and high levels 
(β = .22, p = .01) of ERSE.

Robustness tests

To strengthen confidence in our results, we ran a set of robustness tests (available upon request). First, 
we tested for symmetrical spillover effects to confirm our hypothesized asymmetrical spillover effect. 
Results show no relationship of PCV by the host on displaced aggression (β = .02, p = .52; χ2/df = 1.70; 
CFI = .94; RMSEA = .06). Second, we ran a model, which excluded the direct paths from PCF to 
commitment and the path from PCV by the host and commitment towards the home organization 
[χ2/df = 1.68; CFI = .94; RMSEA = .06]. All robustness checks confirm asymmetric spillover effects 
and increase confidence in our findings with respect to the hypothesized model.

To replicate and confirm the logic of our main relationships (from PCV via displaced aggression 
to commitment) and address potential methodological concerns regarding our measure for displaced 
aggression (two items for displaced aggression towards the home and two items towards the host), we 
compiled an additional dataset of 103 expatriates who completed questionnaires at three time points to 
assess whether similar results occur. Although we used the same measures for PCV and affective com-
mitment, we extended the measurement of displaced aggression and included a total of 10 items for dis-
placed aggression (five items for displaced aggression towards the home and five towards host) in order 
to get a more comprehensive picture of displaced aggression as our explanatory mechanism. We applied 
a regression- based mediation analysis using a bias- corrected bootstrapping procedure. Comparable with 
our main findings, results from this supplementary dataset show a positive relationship between PCV 
by the home organization and displaced aggression (b = .48, p < .001). The bias- corrected bootstrap 

F I G U R E  2  Results of SEM analysis of the theorized research model
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results further indicated an indirect relationship between PCV by the home organization and commit-
ment towards the host via displaced aggression (b = −.15, BootSE = .06; 95% CI = [−0.28; −0.04]). To 
check if our asymmetric assumption held true, we re- ran the model, finding no relationship between 

T A B L E  3  Results of SEM analysis

Path Path Estimate p- values SE

Control effects

Relative tenure ➔ Commitment (home) .07 .62 .15

International experience ➔ Commitment (home) −.01 .35 .01

Strategic assignment ➔ Commitment (home) .25 .08 .14

Gender ➔ Commitment (home) −.20 .20 .16

Europe ➔ Commitment (home) .60 .26 .54

Asia ➔ Commitment (home) .67 .25 .58

America ➔ Commitment (home) .57 .32 .58

Australia and the pacific ➔ Commitment (home) 1.15 .11 .71

PCF home ➔ Commitment (home) .35 .00 .09

Relative tenure ➔ Commitment (host) .06 .69 .14

International experience ➔ Commitment (host) .00 .89 .01

Strategic assignment ➔ Commitment (host) .21 .13 .14

Gender ➔ Commitment (host) .13 .40 .15

Europe ➔ Commitment (host) −.54 .30 .52

Asia ➔ Commitment (host) −.57 .31 .56

America ➔ Commitment (host) −.66 .24 .56

Australia and the Pacific ➔ Commitment (host) −.14 .84 .69

PCF host ➔ Commitment (host) .22 .03 .10

Displaced aggression ➔ Commitment (host) −.24 .00 .08

PCF home ➔ PCV home −.77 .00 .08

PCF host ➔ PCV host −.82 .00 .06

PCV home ➔ Commitment (home) −.35 .00 .07

PCV host ➔ Commitment (host) −.48 .00 .09

Main effects (Hypotheses)

H1: PCV home ➔ Displaced aggression .38 .00 .05

Mediating effect

H2: PCV home (direct effect) ➔ Commitment (host) −.07 .30 .06

H2: PCV home via Displaced aggression 
(indirect effect)

➔ Commitment (host) −.09 .01 .05

Moderator effect

Emotion regulation self- efficacy (ERSE) ➔ PCV home −.11 .01 .04

H3a: ERSE × PCF home ➔ PCV home −.03 .69 .07

ERSE ➔ PCV host −.01 .78 .03

H3b: ERSE × PCF host ➔ PCV host .06 .20 .05

ERSE ➔ Displaced Aggression −.16 .00 .03

H3c: ERSE × PCV home ➔ Displaced Aggression −.22 .00 .05

Fit indices

χ2/df = 1.662 | CFI = .941 | RMSEA = .055 | SRMR = .076
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PCV by the host and displaced aggression (b = .10, p > .05). The bias- corrected bootstrap analysis fur-
ther indicated no indirect relationship between PCV by the host and commitment towards the home 
organization via displaced aggression (b = −.02, BootSE = .02; 95% CI = [−0.06; 0.01]). Table 4 in the 
Appendix displays the results of this robustness check. (More details on the sample and descriptive 
statistics are available from the authors).

DISCUSSION

With our study, we advance the understanding of PCs in multi- party work arrangements. First, we 
uncover a mechanism underlying spillover effects whereby displaced aggression mediates the effect of 
PCV by the home on affective commitment towards the host. In line with displaced aggression theory 
(Bushman et al., 2005; Liu et al., 2015), our asymmetric effects depend on the relative power and ac-
cessibility of the parties. That is, although PCV by the home organization (high power and low acces-
sibility) leads to higher displaced aggression, which, in turn, lowers commitment towards the host (low 
power and high accessibility), no displaced effect is triggered when the host is the violator. These effects 
are confirmed in a replication study we conducted based on an additional three- wave- study of a sample 
of 103 expatriates. Second, ER is an important boundary condition, which can buffer the negative ef-
fects of PCV. However, ERSE does not moderate the relationship between PCF and PCV, highlight-
ing that this relationship depends on different mechanisms than the relationship of PCV to displaced 
aggression. The fact that emotional self- regulation does not influence the link between PCF and PCV 
suggests that the sense- making process theorized to operate between the cognition of low fulfilment 
and the emotional response of violation is largely cognitive rather than emotional in nature (Rousseau 
et al., 2018). ERSE moderation of the PCV— displaced aggression relationship also provides support 
for the post- violation model of Tomprou et al. (2015) in which emotion- related processes are theorized 
to operate post- violation.

Theoretical implications

Our study makes several contributions to theory. First and foremost, we contribute to PC research on 
spillover effects in multi- party settings, demonstrating that effects are more complex than identified in 

F I G U R E  3  PCV by home organization and displaced aggression at low and high levels of emotion regulation self- 
efficacy



    | 15DOES WHAT HAPPENS ABROAD STAY ABROAD?

traditional work arrangements. Beyond direct effects we identified the role played by interdependencies 
among parties in shaping post- PCV responses, a limitation of previous PC research on multiple parties 
(Coyle- Shapiro & Conway, 2005). In this study, we provide evidence that the psychological processes 
following the cognition of unfulfilled psychological contracts and PCV are not parallel and likely to 
differ in the emotional and cognitive processing, as well as in the following attitudinal and behavioural 
response involved.

Prior research indicated that spillover effects can occur among multiple parties but tends to report 
simple effects such as from one party's PCF (or PCV) to PCF (or PCV) by another, but found no 
complex spillover effects (Dawson et al., 2014). Dawson and colleagues reasoned that that study's op-
erationalization of in- role behaviour (in its sample of consultants) might have limited the observability 
of spillover and they attributed non- findings to situational constraints. In the present study, our use of 
expatriates with two focal employers (home and host) might make spillover more observable. We de-
tect both complex spillover effects between different constructs and identify displaced aggression as a 
mechanism to explain whether and when PCV spills over to a third party. Our research may be better posi-
tioned to find such complex effects by virtue of its dual employer focus. In contrast to studies involving 
employees of consulting firms working in client settings, expatriates have two distinct employers each 
shaping the terms and conditions of their employment. An individual working daily in a host organi-
zation often is subject to local demands, norms and expectations to a greater extent than a consultant 

T A B L E  4  Results of robustness check from a three- wave survey with 103 expatriates

Displaced aggression Commitment host organization

B SE p 95% CI B SE p 95% CI

Constant .84 .15 .000 .53 1.14 3.78 .20 .000 3.39 4.18

PCV Home .48 .08 .000 .33 .63 −.13 .10 .192 −.34 .07

Displaced 
Aggression

−.32 .11 .006 −.54 −.10

R2 .28 .16

F 39.55 9.52

B (boot)SE p 95% CI

Total −.29 .09 .002 −.47 −.11

Direct −.13 −10 −.192 −.34 .07

Indirecta −.15 .06 −.28 −.04

Displaced aggression Commitment home organization

B SE p 95% CI B SE p 95% CI

Constant 1.47 .14 .000 1.19 1.75 4.06 .22 .000 3.61 4.50

PCV Host .10 .07 .138 −.03 .24 −.30 .08 .001 −.45 −.15

Displaced 
aggression

−.16 .11 .147 −.38 .06

R2 .02 .17

F 2.24 9.99

B (boot)SE p 95% CI

Total −.32 .08 .000 −.47 −.17

Direct −.30 .08 .000 −.45 −.15

Indirecta −.02 .02 −.06 .01

n = 103.
aBootstrapping (sample = 5000).
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providing services to a client. That context makes relevant the use of parallel employment- related indi-
cators like commitment to characterize the individual's exchange with each party. That is, an individual 
working for both host and home organizations can experience the same dimensions of commitment 
(e.g., affective or continuance) to each, even if commitment levels differ. In other multi- party arrange-
ments, the parties (‘organizations’) to the exchange may not be commensurate and the constructs used 
to characterize their relationships to the employee might be less parallel.

Building on displaced aggression theory, we reasoned that spillover occurs through the effect of 
negative emotions on aggression displaced to an innocent party. This spillover is asymmetric as only 
PCV by the (typically more powerful and less accessible) home organization leads to higher displaced 
aggression, which, in turn, reduces commitment to the host but not vice- versa. Any spillover from PCV 
to other exchanges is likely to depend on situational factors, including as noted the relative power of the 
actors and their accessibility or social distance.

A major factor often overlooked in PC research is the nature of the other party, including whether it 
is viewed as an employer, a customer or an entity with moral standing (e.g., patients or citizens). PCs, 
as systems of beliefs regarding an exchange, are influenced by the individual's schemata regarding re-
sponsibilities to other parties, as well as normative beliefs regarding obligations that pre- exist a specific 
employment arrangement (Rousseau, 1995). We posit that multi- party PCs display different dynamics 
as a function of the embeddedness the employee experiences in each party and his or her pre- existing 
schemata regarding the nature of each party. Multi- party PCs operate in many different environments. 
Normative beliefs regarding the nature of the multi- party arrangement are likely to vary with that en-
vironment. Employees of professional service firms working with clients and physicians hired as temps 
caring for a hospital's patients have distinct relationships with both their employer and the work setting 
-  the latter being subject to stronger normative beliefs. Employees embedded in settings outside their 
primary employer who hold strong pre- existing professional beliefs (e.g., visiting educators working 
with students from another institution) are likely to experience different PC dynamics than other em-
ployees in multi- employer temporary arrangements (e.g., temporary clerical support, gig workers).

Second, while reciprocity is an important mechanism, to date it has largely been taken for granted 
in PC research with only a few studies investigating the forms it takes (e.g., Baker & Bulkley, 2014; 
Moody, 2008). Extending findings by Baker and Bulkley (2014) regarding positive reciprocity, our study 
looks at negative reciprocity in the effects of negative emotions on third parties following PCV. Our 
study reveals that PCV can induce negative reciprocity towards an innocent party (the host), though 
only for PCV by the home organization, supporting the theoretical argument that displaced aggres-
sion is triggered if the violator has a more powerful position than the target and not readily accessible. 
Differentiating these effects helps to better explicate the largely unexplored mechanisms of reciprocity 
in the aftermath of negative events. The dynamics of negative reciprocity pertain not only to expatria-
tion research, but to other multi- party arrangements and multi- actor working settings. As argued, PCs 
involve ‘all parties and all aspects constituting the reciprocal promises (entitlements and obligations) 
implied in the employment relationship’ (Claes, 2005). Since negative reciprocity is motivated by strong 
affect in the case of PCV, displaced aggression should be considered in accounting for PCV effects 
generally. At the same time, the nature of employment may suppress the effect of spillover from PCV 
in certain multi- party arrangements. The forbearance of employees in such arrangements who sustain 
positive attitudes and behaviours towards non- violating parties despite PCV by one party is itself worthy 
of attention.

Third, we consider the role of individual differences (Kiewitz et al., 2009) and identify a boundary 
condition that influences how PCF and PCV unfold. Introducing ERSE, a relatively stable individual 
characteristic (Deng et al., 2017), we find a strong suppression mechanism preventing individuals from 
displacing emotions in ways that could damage important relationships. We highlight its relevance for 
PC theory, as we found individuals with high ERSE engaged in less post- PCV displaced aggression than 
their low ERSE counterparts. We note that ERSE did not moderate the relationship of PCF with PCV. 
This supports the notion that PCV is distinct from the cognition of unfulfilled psychological contracts 
and that their effects are likely to depend on different psychological processes (Rousseau et al., 2018; 
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Tomprou et al., 2015). Although the effect of the cognitive trigger PCF on PCV does not depend on 
ERSE, the translation of the emotion- based PCV to behaviour (i.e., displaced aggression) does appear 
to weaken under high ERSE. Consistent with Tomprou et al. (2015) and Restubog et al. (2015), post- 
violation phenomena are likely to be closely tied to the organizational and personal resources available 
to help the victim cope in the aftermath of violation. In contrast, the cognitive experience of breach or 
low fulfilment is likely to be influenced by perceived discrepancies between actual experiences and PC 
obligations and their links to important personal goals (Rousseau et al., 2018; Woodrow & Guest, 2020).

Practical implications

Our findings have several implications for practice. First, we show that PCF by the home organization 
is associated with PC violation, a negative emotion that can direct both negative feelings and behaviour 
towards the host. The home organization's efforts to fulfil its commitments are crucial to supporting 
expatriate success abroad. Managing expatriate expectations increases the likelihood that expatriates 
perceive the home organization to meet its obligations. Candid conversations regarding anticipated 
conditions during and after the assignment should occur before expatriates go abroad. The outcome of 
these conversations should be clearly communicated to the host organization, including the individual's 
manager abroad, and, once the assignment starts, regular follow- up conversations benefit both the 
individual expatriate and host organization management. Such practices increase the likelihood that 
expatriates will feel treated fairly and provide a basis for early detection and mitigation of unfulfilled 
psychological contracts.

Second, PCV caused by either the home or host organization can reduce expatriate commitment 
to the violator. Our study shows that expatriates do differentiate between PCV by the home and host 
organization. Accordingly, both organizations should engage in joint expectation management, at the 
outset of the assignment and over time via frequent communication. Aligning practices in the home 
and host organization can prevent confusion and negative effects. For instance, while ensuring organi-
zational support from the home organization, its management should monitor whether the host is also 
providing sufficient support.

Limitations and avenues for future research

First, while our time- lagged design mitigates some limitations of cross- sectional studies, it still used data 
from a single informant (i.e., individual expatriates). Although we found no evidence of common method 
bias, we encourage future studies to use data from different sources particularly regarding outcomes. 
Use of actual performance measures, including assignment success and failure, are desirable. Second, 
though we relied on employees from different countries to enhance generalizability, most worked for 
European MNCs. Thus, our data collection may have a regional bias, limiting generalizability to non- 
Western MNCs, even though we applied a simple control for the geographical background of expatriates. 
In addition, apart from ERSE, other important individual characteristics that regulate emotion, such as 
emotional intelligence or resource depletion as outlined in previous research, may affect the underlying 
mechanism (Deng et al., 2018; Jordan et al., 2002) and could be explored in further research.

Finally, our research on expatriates' psychological contracts enables us to improve our understanding 
of underlying mechanisms in multi- party employment relationship, but we need to be careful when gen-
eralizing our findings to other multi- party contexts. Comparing expatriates with new forms of multi- 
party employments, such as gig or platform- mediated work, it is often argued that the latter are no 
longer based on traditional employment relationships (Duggan et al., 2020; Sherman & Morley, 2020). 
This is because long- term, relational and secure employments are being replaced by insecure, short- term 
or on- demand hires (Coetzee & Deas, 2021). Recent research on these alternative employment forms 
indicates that some platforms do not even consider their workforce as employees of their organization 
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(Duggan et al., 2020). Consequently, expectations of mutual trust and the establishment of psychological 
contracts might differ compared to more traditional forms of multi- party work arrangements (Ashford 
et al., 2018). This, in turn, leads to the implication that ‘for app- workers, traditional understandings 
around reciprocity and organizational support no longer apply or, at a minimum, are considerably dif-
ferent’ (Duggan et al., 2020, p. 123). Accordingly, the components and dimensions of psychological 
contracts in those types of multi- party employments might be less comparable to the expatriate context. 
Whether, for instance, the psychological contracts of platform workers are purely transactional in nature 
is frequently discussed (Duggan et al., 2020; Liu et al., 2020) but no consensus exists as research in this 
area is still in its infancy. Mechanisms in the context of transaction/relational contract fulfilment are, for 
example, length of service and organizational identification (Liu et al., 2020) or leadership perceptions 
and techniques (Ravenelle, 2019).

Despite these limitations, our study provides insights into an understudied phenomenon and opens 
several new research directions. First, we suggest extending research on spillover effects in multi- party 
work arrangements, going beyond the consequences of PCV to address antecedents and boundary con-
ditions for low fulfilment and violation by different parties. In the context of international assignments, 
one avenue is the various objectives MNCs pursue with an assignment. Assignments differ in their 
technical, developmental and strategic objectives (Bader, 2017; Kraimer et al., 2009), which can influ-
ence the PC through expatriate goal striving (Rousseau et al., 2018) and the employment conditions 
prompting perceived low fulfilment and feelings of violation. Expatriates, in turn, have diverse reasons 
(e.g., monetary or family considerations, developmental opportunities or adventure- seeking) for accept-
ing an international assignment (Breitenmoser et al., 2018). We posit that when either the home or host 
organization fails to fulfil elements of the PC associated with important expatriate goals, the feeling of 
violation will be higher (Rousseau et al., 2018) than when the unmet PC elements are less goal- relevant. 
We call for research to better account for PC- related goals among expatriates and other employees in 
multi- party arrangements.

Second, individual factors not studied here can contribute to understanding the boundary condi-
tions of displaced aggression. Individuals with greater personal resources, such as optimism, emo-
tional intelligence and self- control, tend to feel less strain and are more capable of navigating difficult 
situations (Deng et al., 2018). Attention to issues related to the resources individuals possess highlights 
the importance of the context of alternative work arrangements (Zhu et al., 2016), making some em-
ployees more or less vulnerable to PCV. Therefore, we believe that personal characteristics are fruitful 
avenues for further research on multi- party psychological contracts (Zagenczyk et al., 2013).

Third, the role of emotion regulation self- efficacy raises the question of how this trait and others 
might affect the link between PCF and PCV. How individuals make sense of the perceived failure by 
their employer to fulfil its obligations is critical for the development of violation feelings. Research is 
needed to understand how individual differences account for effects of PCF and PCV in multi- party 
work arrangements where individual goals and interdependence with employers can vary.

Finally, as the context of multi- party work arrangements might be an important boundary condition 
for the underlying mechanisms, we suggest that further research needs to theorize what context dimen-
sions needs to be considered in multi- party psychological contract research to better understand the 
role of each contract party. This means the parties should be theoretically characterized by including 
contextual dimensions (e.g., stable vs. unstable, transactional vs. relational, long- term vs. short- term, 
secure vs. insecure, narrow vs. pervasive, static vs. dynamic relationships) (McLean Parks et al., 1998). 
These aspects might be of particular relevance when looking at digitalized employment arrangements 
(Tomprou & Lee, 2022).

CONCLUSION

We conclude that what happens abroad can stay abroad at least during the expatriate assignment. Yet, 
expatriate success depends on support from both home and host organizations and is undermined by 
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violations attributed to either. The home organization exacerbates the challenges of expatriation by fail-
ing to honour important commitments. Spillover from its PC violation can undermine an otherwise suc-
cessful working relationship with the host, a heretofore unrecognized danger in expatriate assignments.
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