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Abstract

This study is aimed to discuss the relationships among career anchors,
repatriate management, and expatriate willingness. Therefore, this study will
conduct a survey and test the relative hypotheses. In summary, these
following findings are found: (1) The expatriate willingness of employees will
be high when the employees have higher career anchors on creativity,
managerial, and technical. The expatriate willingness of employees will be
low when the employees have higher career anchors on stability. (2) The
expatriate willingness of employees will be high when the employees are
perceived better on career planning and development, supporting systems,
repatriate preparation and training, and pay management. (3) There are
partial moderating effects of repatriate management on the relationships
between career anchors and expatriate willingness. The better repatriate
management will enhance the positive relationship between technical career
anchor and exprtriate willingness. Besides, the better repatriate management
will decrease the negative relationship between stability career anchor and
exprtriate willingness.
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