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port in adjustment experience of self-initiated expatriates
(SIEs). We draw on social identity theory and its variant,
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social support to the SIEs.

1. Introduction

The landscape of global staffing has altered significantly over recent dec-
ades. As organizations globally continue to meet their talent needs
(Collings, Mellahi, & Cascio, 2018) they must turn to new pools of talent
to meet their staffing needs. One pool of talent that has become increas-
ingly prevalent in the global talent marketplace are Self-initiated expatri-
ates (SIEs). SIEs are different from conventional corporate expatriates in
that they seek employment on their own initiative abroad and are
recruited as local hires in the host country (Crowley-Henry, 2007). On
the one hand, SIEs tend to display higher levels of global competences
than other employees because they have experiences living and working
in multiple cultural environments (Bozionelos & Singh, 2017; Vaiman,
Haslberger, & Vance, 2015). On the other hand, SIEs are susceptible to
the adjustment challenges that in turn calls for the employing
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organizations to have appropriate and relevant human resource systems
and processes to deal with such scenarios (McDonnell & Scullion, 2013)
along with support and role-related information from their host country
national (HCN) supervisors. In contrast to corporate expatriates who
receive support from their multinational enterprise and often benefit
from well-established support systems at the subsidiary level, SIEs lack
such support. This underscores the importance of support provided by
their supervisors who are often HCNs. We point to the key role of HCN
supervisors in helping the SIEs socialize by being their cultural inter-
preter, communications manager, information resource broker and
internal change agent (Andersen, Vaiman, & Gale, 2014) as a central
focus of the current study. Several studies suggest for a proactive role of
the employing organizations to have policies and practices in place to
take care of the adjustment challenges faced by the SIEs (McDonnell &
Scullion, 2013; Vaiman et al., 2015). Thus, if SIEs fail to cope with
adjustment challenges, it results in negative individual and organizational
outcomes and in extreme cases, it could lead to SIE turnover (Vaiman
et al,, 2015).

Studies on SIEs are on the rise. However, limited focus has been given
to the support provided by their employing organizations through HCNs
(Vaiman et al,, 2015). In this study, we examine the adjustment experi-
ence of SIEs through the lens of HCNs’ willingness to offer role informa-
tion and social support to the SIEs. We selected the United Arab
Emirates (UAE) as a context of the study wherein expatriates constitute
89.65% of the total workforce in the UAE (Rutledge, 2009). Given the
international composure of the UAE labour market, HCNs have exten-
sive experience in interacting with SIEs from different cultures.
Moreover, given the fact that SIEs outnumber HNCs in most private sec-
tor organizations, HNCs supervisors have learnt to appreciate the
importance of the former and as a result a culture of support and toler-
ance of differences has been developed within the UAE corpor-
ate culture.

Context matters in research dealing with cross cultural issues
(Teagarden, Von Glinow, & Mellahi, 2018). We contextualize our study
on Indian origin SIEs in the UAE who outnumber the HCNs for a num-
ber of reasons including strong trade between India and the UAE
(Achkhanian, 2017), HCNs preference of public sector jobs (Waxin,
Lindsay, Belkhodja, & Zhao, 2018), and pull factors such as higher and
tax-free salaries (Baruch & Forstenlechner, 2017). Furthermore, the rapid
economic expansion in the UAE led to a shortage of local talent and that
resulted in filling the talent gap by recruiting expatriate employees
(Forstenlechner & Mellahi, 2011). Like all HCN supervisors, UAE HNCs
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draw on their UAE’s sociocultural lens characterized to be high on
group-orientation, hierarchical structures, and collectivism (Branine &
Pollard, 2010; Budhwar, Pereira, Mellahi, & Singh, 2018; Mellahi &
Budhwar, 2006). Such characteristics influence how HNCs interacts with
SIEs. We draw on social categorization theory (SCT) (Turner, 1981,
1985) to examine and explain HCNs’ social categorization of Indian ori-
gin SIEs while offering role information and providing social support to
the later. The findings of this study have implications for theory and
practice. In particular, our study contributes to the evolution of the
expatriate management literature in the Gulf region wherein the majority
of the workforce is SIEs who largely report to their HCN supervisors.

2. Theory and hypotheses
2.1. Defining SIEs

The concept of SIEs is still an issue of debate. While, a thorough review of
this literature is beyond the scope of the current paper, we provide a sum-
mary review of the debate here. SIEs are generally differentiated based on
assignment or corporate expatriates, or those sent by an MNC on tempor-
ary relocation to a site in another country on a temporary basis. The for-
mer are supported by the MNC through the relocation for their
assignments (Andresen, Biemann, & Pattie, 2015; Peltokorpi & Froese,
2009). In contrast, SIEs often fund their own relocation (Andresen et al.,
2015; Peltokorpi & Froese, 2009). Moreover, as compared to corporate
expatriates, the drivers for SIEs to go abroad is because of higher salaries
and or poor employment opportunities in their home country (Suutari &
Brewster, 2000). McNulty and Brewster (2017) consider both the assign-
ment expatriates and the SIEs as business expatriates as they meet their
prototype boundary conditions namely, are organizationally employed and
as originally planned their stay to be temporary. That said, as of yet, there
is no standard definition of the SIE (Doherty, 2013; Doherty, Richardson,
& Thorn, 2013; Vaiman et al, 2015). For the purpose of this study, we
define SIEs as those who on their own seek employment abroad
(Crowley-Henry, 2007), fund their own relocation (Andresen et al., 2015;
Peltokorpi & Froese, 2009), and the length of time that they plan to spend
working abroad is indefinite (McNulty & Brewster, 2017).

2.2. The social categorization of SIEs

SCT (Turner, 1981, 1985) helps explain how HCNs offer social support
and provide role information to the SIEs. SCT, a variant of social iden-
tity theory (SIT), provides a social psychological framework to examine
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and understand HCNs’ attitudes and behaviors towards their SIEs subor-
dinates in an organization (e.g. Dovidio & Gaertner, 2010; Leonardelli &
Toh, 2011; Toh, Varma & DeNisi, 2004). According to SCTs predictions,
given their different social and cultural backgrounds, HCNs’ categorize
SIEs into different social groups, and such categorization is likely to
influence HCNSs’ attitudes and behaviors toward SIEs (Leonardelli &
Toh, 2011; Pichler, Varma, & Budhwar, 2012; Sonesh & DeNisi, 2016;
Turner, 1981, 1985). Specifically, drawing on SCT, we posit that HCNs
categorize themselves and SIEs into in-groups and out-groups, and as
such this social categorization guides HCNs behaviours towards their SIE
subordinates (Hogg & Terry, 2001; Leonardelli & Toh, 2011; Pichler
et al.,, 2012). Social identity research suggests that when a differentiating
category, such as perceived values similarity, and ethnocentrism, becomes
salient (Pichler et al., 2012), differential treatment of SIEs are often based
on whether HNCs bracket them as ‘in-group’ and ‘out-group’ (Tajfel,
1981; Tajfel & Turner, 1979).

We argue that HCN supervisors are likely to use demographic and
social categorization proxies such as race, gender, national origin
(McGarty, 2006), job levels (Toh & DeNisi, 2003; Varma et al., 2011), and
beliefs and value similarities (e.g. Laleman, Pereira, & Malik, 2015; Malik
& Pereira, 2016; Pereira, & Malik, 2015a, 2015b; Sonesh & DeNisi, 2016)
when categorizing SIEs as ‘in-group’ and or ‘out-group’. Specifically, and
not surprisingly, we postulate that HCN supervisors are likely to provide
support and role information to the SIEs, if the latter is perceived to
belong to ‘inner-group’ than ‘outer-group’ (Leonardelli & Toh, 2011;
Pichler et al., 2012). Overall, the aforementioned studies point to the crit-
ical role that HCNs play when it comes to providing social support and
role related information to SIEs’ and their influence on adjustment in their
personal and professional lives and overall successes in the organization.
From the SIEs perspective, one can argue that the more the SIEs interact,
connect and relate well with their HCN supervisors the better is the
social-cultural adjustment and workplace productivity and performance of
the former (Takeuchi, 2010; Toh & DeNisi, 2005, 2007).

2.3. Ethnocentrism

Drawing on SCT theory, Palmonari, Pombeni, and Kirchler (1991) argue
that when actors engage in categorizing individuals into inner and outer
groups, they are likely to be influenced by their level of ethnocentrism.
Ethnocentrism refers to the self-centeredness of the ethnic group
(Bizumic & Duckitt, 2007). High levels of ethnocentrism often leads to
increased in-group identification and less interaction with out-group
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(Perreault & Bourhis, 1999) resulting in social categorization and less
interaction with members of out-groups (Hammond & Axelrod, 2006;
Varma et al,, 2011; Zeira, 1979).

We posit that HCNs scoring high on ethnocentrism are likely to cat-
egorize SIEs as outgroup and draw clearer boundaries between them-
selves and SIEs (Toh & DeNisi, 2007; Varma et al., 2011). We further
argue that the HCNss ethnocentric view point is reinforced when SIEs are
not able to integrate socially in the host country (Toh & DeNisi, 2007).
Therefore, we hypothesize:

Hypothesis la: Ethnocentrism is positively related to categorization as out-group.
Hypothesis 1b: Ethnocentrism is negatively related to role information.

Hypothesis 1c: Ethnocentrism is negatively related to social support.

2.4. Perceived value similarity

Cultural values are important in guiding a person’s behaviour (Schwartz,
1992). It is but natural that people from different cultures may engage in two
different behaviours as they follow two different value systems (Schwartz,
1992). We argue that the perceived value similarity between HCNs and SIEs
will increase prosocial behaviours amongst them. We further argue that
HCN supervisors use value similarity as a salient attribute to categorize SIEs
and that in turn influences the former to provide role information and social
support to the latter in the organization (e.g. Varma, Pichler, Budhwar, &
Biswas, 2009; Varma, Pichler, Budhwar, & Kupferer, 2012).

Moreover, we posit that greater the cultural distance between the
HCN and the SIE, it will result in social categorization (e.g. Toh &
DeNisi, 2003) and this subsequently influences extra-role behaviours
such as providing role information and social support to the SIEs (Hogg
& Terry, 2001; Toh et al., 2004). As such, we predict that:

Hypothesis 2a: Perceived value similarity is negatively related to categorization as
out-group.

Hypothesis 2b: Perceived value similarity is positively related to role information.

Hypothesis 2c: Perceived value similarity is positively related to social support.

2.5. Collectivism

Subordination of one’s own goals to the larger organizational goals
reflects a significant characteristic of a collectivist society (Hofstede,
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1984). The GLOBE cross-national study positions the UAE in the Arabic
cluster (Gupta, Hanges, & Dorfman, 2002), which is categorized within a
collectivist culture (Yousef, 2003) wherein cultural and religious values
are very much interwoven (de Waal & Frijns, 2016). People belonging to
a collectivist society believe that they can depend upon their in-group
members whenever the need arises and in turn help and support those
members whom they have categorized as in-group (Varma et al., 2011).
Overall, collectivistic societies possess a powerful sense of group mem-
bership and they distinguish between in-group and outgroup members
(Hofstede, 2001). Drawing on social identity research, we assume that
when collectivism becomes a salient attribute of the HCN supervisor,
SIEs are likely to be categorized as out-group (Tajfel, 1981). Therefore,
we predict that:

Hypothesis 3a: Collectivism is positively related to in-group categorization of SIEs.
Hypothesis 3b: Collectivism (as in-group) is positively related to role information.

Hypothesis 3c: Collectivism (as in-group) is positively related to social support.

2.6. Social categorization

The extant literature on intergroup relations suggest that social categor-
ization of people results in intergroup conflict (e.g. Dovidio &
Gaertner, 2010; Yzerbyt & Demoulin, 2010). Therefore, several expatri-
ate management researchers suggest for increased local-expatriate inter-
actions to minimize intergroup boundaries at workplace (Olsen &
Martins, 2009; Toh & DeNisi, 2007) and that in turn results in HCNs’
to provide role information and social supports to the expatriates in
the organization. HCNs’ categorization of SIEs categorization are not
hidden in the organization and maintained for several macro and micro
level reasons (Bettencourt, Dorr, Charlton, & Hume, 2001; Leonardelli,
Pickett, & Brewer, 2010). We argue that as the national identity
becomes prominent, there is an increased tendency on the part of
HCNs not to provide sufficient role information and social support to
SIEs as the latter is bracketed as outgroup (Toh & DeNisi, 2007).
Therefore, we predict:

Hypothesis 4a: Social categorization (as out-group) is negatively related to role
information.

Hypothesis 4b: Social categorization (as out-group) is negatively related to
social support.
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2.7. The mediating role of social categorization

As argued above, cultural distance between HCNs and the SIEs is an
important factor in social categorization (e.g. Sonesh & DeNisi, 2016;
Varma et al, 2009). Studies using SIT suggest that HCNs tend to cat-
egorize themselves and SIEs into in-groups and out-groups, and this
social categorization process influences HCNs behaviour with SIEs
(Hogg & Terry, 2001; Varma et al., 2009). Several studies indicate that
when HCNs categorize the SIEs as out-group, it limits their interactions
with SIEs (e.g. Reynolds, Turner, & Haslam, 2000; Varma et al., 2009).
Therefore, we posit that highly ethnocentric HCNs have tendencies to
draw clearer boundaries between themselves and SIEs (e.g. Toh &
DeNisi, 2007; Varma et al., 2011). Therefore, we predict that:

Hypothesis 5a: Social categorization mediates the influence of ethnocentrism on
role information.

Hypothesis 5b: Social categorization mediates the influence of ethnocentrism on
social support.

Previous studies suggest that perceived value similarity between HCNs
and the SIEs results in increased interaction between them and vice versa
(e.g. Schneider, 2004; Varma et al., 2009, 2012). HCN supervisors can
help socialize SIEs by being their cultural interpreter, communications
manager, information resource broker and internal change agent (Vance
et al., 2014). Using social identity literature, we thus posit that HCN
supervisors will have a tendency to use value similarity as a prominent
attribute to categorize SIEs into in-group and out-group (e.g. Reynolds
et al., 2000; Tajfel, 1981; Toh & DeNisi, 2007). As such, this categoriza-
tion of SIEs into in-group and out-group will guide HCNs when they
engage in providing role information and offering social support to the
SIEs in the organization (e.g. Varma et al, 2009, 2012). As such,
we propose:

Hypothesis 6a: Social categorization mediates the influence of perceived value

similarity on role information.

Hypothesis 6b: Social categorization mediates the influence of perceived value
similarity on social support.

We further argue that people belonging to a collectivist society depend
upon and also provide support to the ‘in-group’ rather than the ‘out-
group’ members whenever the need arises. However, this depends on
whom they have categorized as in-group (Varma et al., 2011). We posit
that if the HCN supervisors belong to the collectivist society, they will
exhibit higher support to the in-group members than to out-group
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Perceived Value Role
Similarity Information
y
Ethnocentrism Categorization
L=
Collectivism Social Support

Figure 1. Proposed research model.

members (e.g. de Waal & Frijns, 2016; Varma et al., 2009). Therefore,
we predict:

Hypothesis 7a: Social categorization mediates the influence of collectivism on role
information.

Hypothesis 7b: Social categorization mediates the influence of collectivism on
social support.

Figure 1 depicts the hypothesized research framework of this study.

3. Methods
3.1. Sample and procedures

We collected data from 543 UAE HCN supervisors for opinion towards
their immediate subordinates - i.e. Indian origin SIEs. The measurement
items (see Appendix 1) for perceived value similarity, ethnocentrism, col-
lectivism, role information and social support were rated by the HCNs
on 7-point rating scale (where 1 = low and 7 = high). The data collec-
tion consisted of three steps. First, we conducted pilot study on 10 expe-
rienced academics and 73 middle management HCNs supervisors across
different organizations in the UAE to test for ambiguity, if any, in items
of the measuring instruments. The pilot study suggested that there was
no ambiguity as such in any of the items of the measuring instruments.
Next, we approached the HR departments of 21 organizations across
different industry sectors. Eighteen organizations accepted our request to
provide a list of HCNs in the middle management position along with
their postal addresses. Thereafter, we mailed packet containing: (a) the
survey questionnaire; (b) a request letter explaining the purpose of the
study and explaining the confidentiality of their responses; and (c) a
stamped self-addressed envelope with the postal address of one of the
researchers to 770 HCNs in supervisory role who had three to five
Indian origin SIE subordinates reporting to them. This data collection
took place from 15 March 2017 to 20 June 2017. We received 568
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Table 1. Sample details

Variables Sample (n = 543) Percentage
Gender
Male 268 49.36
Female 275 50.64
Age
<30 years 234 43.1
31-40 years 255 47.0
41-50 years 43 79
51 years and above 1 20
Education
High school 74 13.6
Bachelor degree 328 60.4
Master degree 130 24.0
Ph.D. degree 1 20
Work experience
<3 years 82 15.2
4-7 years 174 32.0
8-11 years 152 28.0
>12 years 135 24.8

questionnaires from the HCN supervisors. Five hundred and forty-three
returned questionnaires found valid for the purpose of our study.

Table 1 shows that the UAE HCNs consisted of 49.36% female and
50.64% of male across 12 different public sector organizations in the
UAE. The HCN supervisors differed in terms of their educational qualifi-
cations, as 13.6% were educated to high school level, 60.4% held a bach-
elor degree, 24% held a master degree and 2% held a doctorate. It is also
noteworthy here that 30.1% of the sample had less than 5 years of work
experience, 39.1% had 5.0-10.0 years of work experience and the remain-
ing 30% of the sample had over 10 years of work experience.

3.2. Measures

We used measuring instruments (see Appendix 1) from the past studies
and the response scale for all items (in Appendix 1) ranged from 1
(‘strongly disagree’) to 7 (‘strongly agree’) on a Likert scale.

3.2.1. Perceived value similarity

Our measure was adapted from Orbe (1998) and had four items. The
sample items included the HCNs and the SIEs to have ‘similar work val-
ues’, ‘similar family values’, etc. The Cronbach coefficient o was 0.839.

3.2.2. Ethnocentrism

Our measure had five items adapted from Zeira’s (1979). The sample
items included that the SLEs ‘should be familiar with HCN culture’,
‘should be aware of HCNSs social characteristics’, etc. The Cronbach
coefficient o0 was 0.738.
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3.2.3. Collectivism

Our measure consisted of four items adapted from Clugston, Howell,
and Dorfman (2000) and by Varma et al. (2011). The sample items
included ‘welfare of group than individual employee is important’, ‘group
loyalty should have been promoted at the workplace even if individual’s
goals differ’, etc. The Cronbach coefficient o was 0.734.

3.2.4. Categorization

We measured with five items adapted from Greenland and Brown
(1999). The sample items included that the HCN is aware of her/
his... ’culture and that of SIEs when HCN is in contact with SIE’,
‘nationality and that of SIEs when HCN is in contact with SIE’, etc. The
Cronbach coefficient o was 0.745.

3.2.5. Role information

Our measure had five items adapted from Morrison (1993). The sample
items included that the HCN supervisor to provide SIE sub-
ordinates... ... ‘role information on what is expected of him/her in the
job’, ‘role information on how appropriate his/her social behaviour at
work is’, etc. The Cronbach coefficient o was 0.810.

3.2.6. Social support

Our measure was adapted from Caplan et al. (1980) and had four items.
The sample items included that as HCN supervisor... ‘T am considerate
towards work-life of Indian origin SIE subordinates’, ‘I listen to personal
problems of Indian origin SIE subordinates, if he/she approaches me’,
etc. The Cronbach coefficient o was 0.759.

3.2.7. Control variables

Based on the previous studies, we controlled for age (e.g. Marcus &
Schuler, 2004; Peng, 2013), gender (e.g. Hershcovis et al., 2007; Peng,
2013) wherein female and male was coded for 0 & 1, respectively of the
HCN supervisor.

4, Analysis and results
4.1. Common method bias

A Harmon one-factor test on the six conceptually crucial variables was
conducted (Fuller, Simmering, Atinc, Atinic, & Babin, 2016). In a ques-
tionnaire-based survey, common method bias arises in cases where one
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respondent is answering all sections of the self-reported questionnaire
based on multiple constructs (Podsakoff, MacKenzie, Lee, & Podsakofft,
2003). However, in prior anticipation of this potential problem, proced-
ural remedies as suggested by Podsakoff et al. (2003) were taken, such as
informing respondents about data confidentiality and anonymity in order
to prompt them to answer as honestly as possible, and pre-testing and
pilot testing of the survey to improve content validity and to ensure that
the questionnaire was easily understood. To check for common method
bias after data collection, Harman’s one factor test, using exploratory fac-
tor analysis (EFA), is one of the most widely-used techniques, in which
all items are loaded onto one construct (factor) (Podsakoff et al., 2003).
If the single factor solution does not explain more than 50% of the total
variance, then a common method bias does not exist. The results as
depicted in Appendix 2 show that the six factors were present and the
most covariance explained by one factor is 24.05%. Therefore, it suggests
that the common method bias is not likely to affect the results.

4.2. Measurement validation

We conducted multilevel confirmatory factor analysis using AMOS 24
with maximum-likelihood estimation procedures to observe factor struc-
ture of focal variables. We found expected six-factor solution (perceived
value similarity, ethnocentrism, collectivism, role information and social
support) displayed adequate fit with the data (}°/df =1.768, p < .001;
TLI =0.981; CFI =0.986; SRMR =0.041; RMSEA =0.044, p < .262).
Appendix 3 depicts that the factor loadings ranged from 0.771 to 0.878
for the perceived value similarity items, 0.721-0.831 for the ethnocen-
trism items, 0.718-0.755 for collectivism items, 0.730-0.782 for categor-
ization items, 0.727-0.814 for role information items and 0.706-0.752 for
social support items. Therefore, the results suggest that these six con-
structs measure unique constructs.

We used EFA on to the observed items of the six constructs of the
study with the objective to access the information about the latent fac-
tors. From the initial EFA findings, we found that value of EFA fit indi-
ces represents sufficient factor loadings, with six latent factors (Appendix
3). We used standard methods as suggested by Fornell and Larcker
(1981) to calculate convergent and discriminant validity. Therefore, the
Items load on the intended constructs with standardized loadings should
be >0.5 or higher, and ideally 0.7 or higher, the scale’s composite reli-
ability (SCR) >0.7 and the average variance extracted (AVE) >0.5 (Hair,
Black, Babin, Anderson & Tatham, 2006). Appendix 2 depicts that the
measurement scales had strong convergent validity (Hair et al., 2006;
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Table 2. Hypotheses testing for direct impact.

Standardized

Relationships direct effect Standard error t value Sig. level Hypothesis testing
ETHNO —>CATEG .508 091 5.709 p < .002 H1a is supported
ETHNO ->RINFO -.082 249 -.360 p < .818 H1b is not supported
ETHNO ->SOSUP 575 .085 4.244 p < .008 H1c is supported
PVS —->CATEG 123 .042 1.848 p <.124 H2a is not supported
PVS —>RINFO -123 .054 -1.524 p < .204 H2b is not supported
PVS —>SOSUP 119 .028 1.653 p < .180 H2c is not supported
COLLEC ->CATEG 310 .078 3.903 p < .002 H3a is supported
COLLEC ->RINFO 133 149 .940 p < .520 H3b is not supported
COLLEC —>SOSSuUP 322 .060 3.265 p < .017 H3c is supported
COLLEC->RINFO 133 149 .940 p < .520 H4a is not supported
CATEG ->SOSUP .182 .078 1.426 p < .256 H4b is not supported

Fornell & Larcker, 1981) as the item load on the intended construct had
a standardized loading of >0.717, the SCR was >0.822 and the AVE was
>0.536. Composite reliability is the most robust measure of a construct’s
internal consistency because it prioritizes items by their reliability in esti-
mating the measurement model (Hair, Ringle, & Sarstedt, 2011) and rela-
tively higher AVEs indicate that the observed items explain more
variance than the error terms and adequately reflect upon the unidemn-
sionality (Fornell & Larcker, 1981) of the measurement scale.
Furthermore, as per the recommendation of Fawcett, Wallin, Allred, and
Magnan (2009), the measuring instruments have discriminant validity as
the item load on the intended construct has standardized loading of
>0.717 (Appendix 3).

4.3. Structural model

4.3.1. Testing for direct effect

Table 2 depicts results of testing for direct effects. The Hla
[ETHNO->CATEG]; Hlb [ETHNO->RINFO] and Hlc
[ETHNO->SOSUP] are (B = .508; t=>5.709, p < .002), (B = -.082; t =
-360, p < .818), and (B = .575; t=4.244, p < .008), respectively.
Therefore, Hla and Hlc have been supported whereas H1b has not been
supported in our study. Whereas, H2a [PVS->CATEG]; H2b
[PVS->RINFO] and H2c¢ [PVS->SOSUP] were not supported (f =
123; t=1.848, p < .124); (B = -.123; t = -1.524, p < .204); and (B =
119; t=1.653, p < .180), respectively. On the other hand, H3a
[COLLEC->CATEG] and H3c [COLLEC-> SOSUP] were (B = .310;
t=3.903, p < .002); (B = .322; t=3.265, p < .017), respectively, were
supported. As for the H3b [COLLEC->RINFO], it was not supported (B
= .133; t = 940, p < .520). Finally, H4a [CATEEG->RINFO] and H4b
[CATEG->SOSUP] were not supported (f = -.178; t=1.329, p < .239)
and (B = .182; t=1.426, p < .256), respectively.
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Table 3. Hypotheses testing for mediating effect.

Relationships Standardized mediated effect ~ Mediation (yes/no) Hypothesis testing
ETHNO ->CATEG —>RINFO A77 (p < .033) Full mediation H5a is supported
ETHNO —>CATEG —>SOSUP 093 (p < .256) No mediation H5b is not supported
PVS —>CATEG —>RINFO .098 (p < .215) No mediation H6a is not supported
PVS —>CATEG —>SOSUP .022 (p < .300) No mediation H6b is not supported
COLLEC —>CATEG ->RINFO .266 (p < .046) Full mediation H7a is supported
COLLEC —>CATEG ->SOSUP 057 (p < .256) No mediation H7b is not supported

4.3.2. Testing for mediating effects

We performed bootstrapping as suggested by Zhao, Lynch, and Chen
(2010) to examine for the mediation effect and Table 3 depicts results
for it. The H5a [ETHNO->CATEG->RINFO] is supported (f=.477, p
< .033), whereas the H5b [ETHNO->CATEG->SOSSUP] is not sup-
ported (B =.093, p < .256). The results in Table 3 suggest that the H6a
[PVS —>CATEG->RINFO] and the H6b [PVS —>CATEG->SS] are not
supported (B =.098, p < .215) and (B =.022, p < .300), respectively.
Finally, H7a [COLLEC->CATEG->RINFO] is supported (B =.266, p <
.046), whereas, H7b [COLLEC->CATEG->SOSUP] is not supported (p
=.057, p < .256) in this study.

5. Discussion and conclusions

Drawing on SIT (Tajfel, 1978; Tajfel & Turner, 1979) and SCT (Turner,
1981, 1985), we argue that HCN supervisors play an important role in
the adjustment of SIEs in organizations. Our study focused on UAE
HNCs support for Indian origin SIEs. Research on the adjustment issues
of the expatriates SIEs in an Asian context has received much emphasis
in the last decade (e.g. Pichler et al., 2012, Sonesh & DeNisi, 2016;
Varma et al., 2006, 2011, 2012). We thus contributed to the present lit-
erature by using these previous studies as a springboard in exploring the
role of HCNs willingness to offer role information and social support in
the adjustment experience of SIEs. We discuss our findings and results
in relation to the hypotheses and existing literature below and draw rele-
vant implications, conclusions and future research directions.

We had posited that the extra-organizational role played by the HCNs
supervisors in terms of providing role information and offering social
support to the Indian origin SIEs make the latter adjust better at work
and that in turn would enhance their job performance (e.g. Varma et al,,
2009, 2012). In line with the extant literature we suggested that high level
of ethnocentrism lead to increased in-group identification (e.g. Perreault
& Bourhis, 1999), and less interaction with members of out-groups
(Hammond & Axelrod, 2006) and a strong social categorization (Sonesh
& DeNisi, 2016; Varma et al., 2011). Using SIT, we argued that HCN
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supervisors’ behaviour are influenced by levels of ethnocentrism, value
similarity, and collectivism as salient when categorizing SIEs and provid-
ing role information and social support (de Waal & Frijns, 2016; Toh &
DeNisi, 2007; Varma et al, 2009, 2012). We had posited that when
ethnocentrism and collectivism are salient HCN's associate more with in-
than out-group members. Our overall results suggest that the UAE
HCNs’ ethnocentrism positively influences SIEs’ categorization as out-
group members and that results in HCNs favouring in-groups more than
out-groups when it comes to offer social support to SIEs as and when
they ask for. These findings of our study is in line with previous research
(de Waal & Frijns, 2016; Toh & DeNisi, 2007; Varma et al., 2009, 2012).

5.1. Implications on and contributions to literature

Our study makes three key contributions towards the literature on man-
agement of the SIEs in the broader domain of international human
resource management.

First, the extant literature suggests that ethnocentric values and beliefs
result in self-centeredness, in-group identification, and distance with out-
group (e.g. Bizumic & Duckitt, 2007; Hammond & Axelrod, 2006;
Perreault & Bourhis, 1999). In comparison to past research, our findings
suggest that UAE HCN supervisors perceive their Indian origin SIE sub-
ordinates as culturally and ethnically similar; and that this in turn results
in the former providing social support to the latter. In other words, the
HCN supervisors believe their Indian SIE subordinates to be familiar
with UAE history, culture, etiquettes, and overall social characteristics.
This is perhaps based on the historical experience of HCNs in interacting
with SIEs from different countries and the competences they develop in
interacting with individuals from different culture. Further, Indian SIEs
familiarity with UAE culture because of the deep historical ties between
the two countries could be a major driver and reason. Furthermore, our
study suggests that HCNs in supervisory roles show tendency to fall back
on social categorization of SIE subordinates as ‘in-group’ and ‘out-group’
and relate with them through ethnic prisms than display of pro-social
job behaviours to help SIEs adjust with the job and the organization.

The second contribution of our study is an attempt for us to understand
how collectivist values and beliefs influence the relationship between HCN
supervisors and their Indian origin SIE subordinates in organizations in
the UAE. Findings from our study suggest that HCN supervisors perceive
their Indian origin SIE subordinate to have similar beliefs in terms of
emphasis on group rather than individual employee’s welfare and that in
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turn results in HCN supervisors exhibiting pro-social and extra-organiza-
tional job behaviours in their relations with SIE subordinates.

The third contribution of our study is to recent research on social categor-
ization of SIEs in organizations. The prevalence of the social categorization
phenomenon is dysfunctional to adjustment and performance of the SIEs in
particular and the organization in general. However, research using SIT sug-
gest that HCNs tend to categorize themselves and SIEs into in-groups and
out-groups, and that HCNs use to decipher for themselves on how they
should relate & behave with SIEs in organization (e.g. Hogg & Terry, 2001;
Reynolds et al., 2000; Varma et al., 2009). However, we note that the past
research as aforementioned have primarily focused on adjustment issues of
expatriates through the lens of HCN supervisors, while our study examined
how HCNS’ social categorization of their SIE subordinate’s results workplace
adjustment of the later. Therefore, the contextualization of concepts that we
examined in this study diverge from past research and certainly contributes
to this research on understanding, predicting and controlling HCNs’ charac-
teristics and willingness to help SIEs in the UAE context.

5.2. Practical implications

Further, our study offers three key practical implications for employing
organizations on how to address and manage adjustment challenges of
the SIEs.

First, we suggest that employing organizations should emphasize hiring
and promoting HCNs for supervisory roles who possess and display
attributes & behaviours that facilitate SIEs’ emotional & psychological
adjustment and job performance. Second, our study suggests that
employing organization need to institutionalize meaningful HCNs-SIEs
interactions in a manner that provides satisfying emotional, developmen-
tal and adjustment support to SIE’s. Such meaningful HCNs-SIEs inter-
actions are possible where the employing organization has policies in
place for HCNs to undergo rigorous training in understanding the value
of, and means by which, they can offer role information and social sup-
port to SIEs. Third, our study suggests that employing organizations
should institutionalize practices of shared leadership, group-based reward
systems, empowerment, and trusting climate to build congenial
HCN-SIE relationships and to arrest leakage of talented SIEs, if any.

5.3. Limitations and direction for future research

Though our study contributes to the expatriate management literature
and further provides practical insights about HCNs characteristics and
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willingness to provide extra-organizational support to SIEs in adjusting
in the employing organizations; there are limitations that needs consider-
ation for future research.

First, our study only surveyed HCN supervisors’ to assess the salient
attributes that they utilize when they relate with their SIE subordinates and
offer support to the latter to adjust in the organizations. Therefore, we sug-
gest that future research should extend our work to examine the model of
this study from the viewpoints of the SIEs and their spouses for additional
insights into management of their adjustment related issues.

Second, we conducted our study in the UAE that restricts implications of
the findings to other Gulf Coordination Council (GCC) countries who
together share common socio-cultural characteristics and employ sizeable
Indian origin SIEs. Hence, we suggest that future research should extend
our work to advance knowledge and contribute to development of theory &
practice related to SIEs’ adjustment issues in the GCC, especially cross-
country comparative studies will bring out rich and new knowledge.

Third, we conducted our study within the UAE public sector organiza-
tions. Therefore, we suggest that future research should make a compara-
tive study on public and private sector organizations for additional
insights and advance theory and practice of management of SIEs’ adjust-
ment issues.

Finally, our study investigated SIE adjustment issues in a dyadic kind
of relationship (i.e. HCN-SIE). We suggest that future research should
extend our work by including team and organizational level variables to
understand, control and predict SIE adjustment related issues.

ORCID

Vijay Edward Pereira ([) http://orcid.org/0000-0001-6755-0793

References

Achkhanian, M. (2017, March 29). UAE visa on arrival for Indian with US visa and
Green card. Gulf News. Retrieved from http://gulfnews.com/news/uae/tourism/uae-
visa-on-arrival-for-indians-with-us-visa-green-card-1.2002287

Andresen, M., Biemann, T., & Pattie, M. W. (2015). What makes them move abroad?
Reviewing and exploring differences between self-initiated and assigned expatriation.
International Journal of Human Resource Management, 26, 932-947. doi:10.1080/
09585192.2012.669780

Baruch, Y., & Forstenlechner, I. (2017). Global careers in the Arabian Gulf:
Understanding motives for self-initiated expatriation of the highly skilled, globally
mobile professionals. Career Development International, 22, 3-22. doi:10.1108/CDI-12-
2015-0164


http://gulfnews.com/news/uae/tourism/uae-visa-on-arrival-for-indians-with-us-visa-green-card-1.2002287
http://gulfnews.com/news/uae/tourism/uae-visa-on-arrival-for-indians-with-us-visa-green-card-1.2002287
https://doi.org/10.1080/09585192.2012.669780
https://doi.org/10.1080/09585192.2012.669780
https://doi.org/10.1108/CDI-12-2015-0164
https://doi.org/10.1108/CDI-12-2015-0164

THE INTERNATIONAL JOURNAL OF HUMAN RESOURCE MANAGEMENT . 1723

Bettencourt, B. A., Dorr, N., Charlton, K., & Hume, D. L. (2001). Status differences and
in-group bias: A meta-analytic examination of the effects of status stability, status
legitimacy, and group permeability. Psychological Bulletin, 127, 520-542. doi:10.1037/
0033-2909.127.4.520

Bizumic, B., & Duckitt, J. (2007). Varieties of group self-centeredness and dislike of the
specific other. Basic and Applied Social Psychology, 29, 195-202. doi:10.1080/
01973530701332252

Bozionelos, N., & Singh, S. K. (2017). The relationships of emotional intelligence with
task and contextual performance: More than it meets the linear eyes. Personality and
Individual Differences, 116, 206-211. do0i:10.1016/j.paid.2017.04.059

Branine, M., & Pollard, D. (2010). Human resource management with Islamic manage-
ment principles: A dialectic for a reverse diffusion in management. Personnel Review,
39, 712-727. doi:10.1108/00483481011075576

Budhwar, P. S., Pereira, V., Mellahi, K., & Singh, S. K. (2018). The state of HRM in the
Middle East: Challenges and future research agenda. Asia Pacific Journal of
Management, (online). doi:10.1007/s10490-018-9587-7

Caplan, R. D., Cobb, S., French, J. R. P. ], Harrison, R. V., & Pinneau, S. R. J. (1980).
Job demands and worker health: Main effects and occupational differences. Ann Arbor,
MI: The University of Michigan.

Clugston, M., Howell, J. P., & Dorfman, P. W. (2000). Does cultural socialization predict
multiple bases and foci of commitment? Journal of Management, 26, 5-30. doi:
10.1177/014920630002600106

Collings, D. G., Mellahi, K., & Cascio, W. F. (2018). Global talent management and per-
formance in multinational enterprises: A multilevel perspective. Journal of
Management, doi.10.1177/0149206318757018. doi:10.1177/0149206318757018

Crowley-Henry, M. (2007). The protean career. International Studies of Management
and Organisation, 37, 44-64. doi:10.2753/IM0O0020-8825370302

de Waal, A., & Frijns, M. (2016). The influence of the UAE context on management
practice in UAE business. International Journal of Islamic and Middle Eastern Finance
and Management, 9, 236-253. doi:10.1108/IMEFM-01-2015-0012

Dobherty, N. (2013). Understanding the self-initiated expatriate: A review and directions
for future research. International Journal of Management Reviews, 15, 447-469.

Doherty, N., & Dickmann, M. (2013). Self-initiated and assigned expatriates: Talent
management and career considerations. In V. Vaiman & A. Haslberger (Eds.),
Managing talent of self-initiated expatriates: A neglected source of the global talent flow
(pp. 234-255). London: Palgrave MacMillan.

Dovidio, J. F., & Gaertner, S. L. (2010). Intergroup bias. In S. Fiske, D. T. Gilbert, & G.
Lindzey (Eds.), Handbook of social psychology (5th ed., Vol. 2, pp. 1084-1121).
Hoboken, NJ: Wiley.

Fawcett, S. E., Wallin, C., Allred, C., & Magnan, G. (2009). Supply chain information
sharing: Benchmarking a proven path. Benchmarking: An International Journal, 16,
222-246. doi:10.1108/14635770910948231

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable varia-
bles and measurement error: Algebra and statistics. Journal of Marketing Research, 18,
382-388. doi:10.2307/3150980

Forstenlechner, I., & Mellahi, K. (2011). Gaining legitimacy through hiring local work-
force at a premium: The case of MNEs in the United Arab Emirates. Journal of
World Business, 46, 455-461. doi:10.1016/j.jwb.2010.10.006


https://doi.org/10.1037/0033-2909.127.4.520
https://doi.org/10.1037/0033-2909.127.4.520
https://doi.org/10.1080/01973530701332252
https://doi.org/10.1080/01973530701332252
https://doi.org/10.1016/j.paid.2017.04.059
https://doi.org/10.1108/00483481011075576
https://doi.org/10.1007/s10490-018-9587-7
https://doi.org/10.1177/014920630002600106
https://doi.org/10.1177/0149206318757018
https://doi.org/10.1177/0149206318757018
https://doi.org/10.2753/IMO0020-8825370302
https://doi.org/10.1108/IMEFM-01-2015-0012
https://doi.org/10.1108/14635770910948231
https://doi.org/10.2307/3150980
https://doi.org/10.1016/j.jwb.2010.10.006

1724 D. COLLINGS ET AL.

Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y., & Babin, B. J. (2016). Common
methods variance detection in business research. Journal of Business Research, 69,
3192-3198. doi:10.1016/j.jbusres.2015.12.008

Greenland, K., & Brown, R. (1999). Categorization and intergroup anxiety in contact
between British and Japanese nationals. European Journal of Social Psychology, 29,
503-521. d0i:10.1002/(SICI)1099-0992(199906)29:4<503::AID-EJSP941>3.3.CO;2-P

Gupta, V., Hanges, P. J., P., & Dorfman, P. (2002). Cultural clusters: Methodology and
findings. Journal of World Business, 37, 11-15. doi:10.1016/S1090-9516(01)00070-0

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006).
Multivariate data analysis (Vol. 6). Upper Saddle River, NJ: Pearson Prentice Hall.

Hair, J. F.,, Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM:indeed a silver bullet. Journal
of Marketing Theory and Practice, 19, 139-152. doi:10.2753/MTP1069-6679190202

Hammond, R., & Axelrod, R. (2006). The evolution of ethnocentrism. Journal of Conflict
Resolution, 50, 926-936.

Hershcovis, M. S., Turner, N., Barling, J., Arnold, K. A., Dupre, K. E,, Inness, M., ...
Sivanathan, N. (2007). Predicting workplace aggression: A meta-analysis. Journal of
Applied Psychology, 92, 228-238. doi:10.1037/0021-9010.92.1.228

Hofstede, G. 1984. Culture’s consequences: International differences in work-related val-
ues. Newbury Park, CA: Sage.

Hofstede, G. H. (2001). Culture’s consequences: Comparing values, behaviors, institutions
and organizations across nations (2nd ed.). Thousand Oaks, CA: Sage Publications.
Hofstede, G., & McCrae, R. R. (2004). Personality and culture revisited: Linking traits
and dimensions of culture. Cross-Cultural Research, 38, 52-88. doi:10.1177/

1069397103259443

Hogg, M. A., & Terry, D. J. (2001). Social Identity and Self-Categorization Processes in
Organizational Contexts. Academy of Management Review, 25, 121-140.

Laleman, F., Pereira, V., & Malik, A. (2015). Understanding cultural singularities of
“Indianness” in an inter-cultural business setting. Culture and Organization, 21,
427-447. doi:10.1080/14759551.2015.1060232

Leonardelli, G. J., Pickett, C. L., & Brewer, M. B. (2010). Optimal distinctiveness theory:
A framework for social identity, social cognition and intergroup relations. In M.
Zanna & J. Olson (Eds.), Advances in experimental social psychology (Vol. 43, pp.
65-115). New York: Elsevier.

Leonardelli, G., & Toh, S. M. (2011). Perceiving expatriate coworkers as foreigners
encourages aid: Social categorization and procedural justice together improve inter-
group cooperation and dual identity. Psychological Science, 22, 110-117. doi:10.1177/
0956797610391913

Malik, A., & Pereira, V. (2016). Indian culture and work organisations in transition.
London: Routledge.

Marcus, B., & Schuler, H. (2004). Antecedents of counterproductive behavior at work: A
general perspective. Journal of Applied Psychology, 89, 647-660. doi:10.1037/0021-
9010.89.4.647

McDonnell, A., & Scullion, H. (2013). Self-initiated expatriate adjustment: A neglected
terrain. In V. Vaiman, & A. Haslberger (Eds.), Managing talent of self-initiated expa-
triates: A neglected source of the global talent flow. London: Palgrave McMillan.

McGarty, C. (2006). Hierarchies and minority groups: The roles of salience, overlap, and
background knowledge in selecting meaningful social categorizations from multiple
alternatives. In R. J. Crisp & M. Hewstone (Eds.), Multiple social categorization: proc-
esses models and applications (pp. 25-49). New York, NY: Psychology Press.


https://doi.org/10.1016/j.jbusres.2015.12.008
https://doi.org/10.1002/(SICI)1099-0992(199906)29:4503::AID-EJSP9413.3.CO;2-P
https://doi.org/10.1016/S1090-9516(01)00070-0
https://doi.org/10.2753/MTP1069-6679190202
https://doi.org/10.1037/0021-9010.92.1.228
https://doi.org/10.1177/1069397103259443
https://doi.org/10.1177/1069397103259443
https://doi.org/10.1080/14759551.2015.1060232
https://doi.org/10.1177/0956797610391913
https://doi.org/10.1177/0956797610391913
https://doi.org/10.1037/0021-9010.89.4.647
https://doi.org/10.1037/0021-9010.89.4.647

THE INTERNATIONAL JOURNAL OF HUMAN RESOURCE MANAGEMENT . 1725

McNulty, Y., & Brewster, C. (2017). Theorizing the meaning (s) of ‘expatriate’
Establishing boundary conditions for business expatriates. International Journal of
Human Resource Management, 28, 27-61. doi:10.1080/09585192.2016.1243567

Mellahi, K., & Budhwar, P. S. (2006). Human resource management challenges in the
Middle-East: emerging HRM models and future challenges for research and policy. In
P. S. Budhwar, & K. Mellahi (Eds.), Managing human resources in the Middle-East
(pp. 291-301). (Global HRM). Abingdon (UK): Routledge.

Morrison, E. W. (1993). Longitudinal study of the effects of information seeking on
newcomer socialization. Journal of Applied Psychology, 78, 173-183. doi:10.1037/0021-
9010.78.2.173

Olsen, J. E., & Martins, L. L. (2009). The effects of expatriate demographic characteris-
tics on adjustment: A social identity approach. Human Resource Management, 48,
311-328. d0i:10.1002/hrm.20281

Orbe, M. P. (1998). An outsider within perspective to organizational communication:
Explicating the communicative practices of co-cultural group members. Management
Communication Quarterly, 12, 230-279. doi:10.1177/0893318998122003

Palmonari, A., Kirchler, E., & Pombeni, M.L., 1991. Differential effects of identification
with family and peers on coping with developmental tasks in adolescence. European
Journal of Social Psychology, 21, 381-402.

Peltokorpi, V., & Froese, F. J. (2009). Organizational expatriates and self-initiated expa-
triates: Who adjusts better to work and life in Japan? International Journal of Human
Resource Management, 20, 1096-1112. doi:10.1080/09585190902850299

Peng, H. (2013). Why and when people hide knowledge? Journal of Knowledge
Management, 17, 398-415. doi:10.1108/JKM-12-2012-0380

Pereira, V., & Malik, A. (2015a). Making sense and identifying aspects of indian cul-
ture(s) in organisations: Demystifying through empirical evidence. Culture and
Organization, 21, 355-365. doi:10.1080/14759551.2015.1082265

Pereira, V., & Malik, A. (2015b). Investigating cultural aspects in Indian organizations:
Empirical Evidence. New York: Springer.

Perreault, S., & Bourhis, R. Y. (1999). Ethnocentrism, social identification, and discrim-
ination. Personality and Social Psychology Bulletin, 25, 92-103. doi:10.1177/
0146167299025001008

Pichler, S., Varma, A., & Budhwar, P. (2012). Antecedents and consequences of the
social categorization of expatriates in India. International Journal of Human Resource
Management, 23, 915-927. do0i:10.1080/09585192.2012.651300

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common
method biases in behavioral research: A critical review of the literature and recom-
mended remedies. Journal of Applied Psychology, 88, 879-903. doi:10.1037/0021-
9010.88.5.879

Reynolds, K. J., Turner, J. C., & Haslam, S. A. (2000). When are we better than them
and they worse than us? A closer look at social discrimination in positive and nega-
tive domains. Journal of Personality and Social Psychology, 78, 64-80. doi:10.1037//
0022-3514.78.1.64

Rutledge, E. J. (2009). Monetary union in the Gulf - Prospects for a single currency in the
Arabian Peninsula. London: Routledge.

Schneider, D. J. (2004). The psychology of stereotyping. New York, NY: Guilford.

Schwartz, S. H. (1992). Universals in the content and structure of values. In M. Zanna
(Ed.), Advances in experimental social psychology (Vol. 25, pp. 1-62). San Diego, CA:
Academic Press. [Database][Mismatch]


https://doi.org/10.1080/09585192.2016.1243567
https://doi.org/10.1037/0021-9010.78.2.173
https://doi.org/10.1037/0021-9010.78.2.173
https://doi.org/10.1002/hrm.20281
https://doi.org/10.1177/0893318998122003
https://doi.org/10.1080/09585190902850299
https://doi.org/10.1108/JKM-12-2012-0380
https://doi.org/10.1080/14759551.2015.1082265
https://doi.org/10.1177/0146167299025001008
https://doi.org/10.1177/0146167299025001008
https://doi.org/10.1080/09585192.2012.651300
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037//0022-3514.78.1.64
https://doi.org/10.1037//0022-3514.78.1.64

1726 D. COLLINGS ET AL.

Sonesh, S. C., & DeNisi, A. S. (2016). The categorization of the expatriates and the sup-
port offered by host country nationals. Journal of Global Mobility: The Home of
Expatriate Management Research, 4, 18-43. doi:10.1108/JGM-09-2015-0036

Suutari, V., & Brewster, C. (2000). Making their own way: International experience
through self-initiated foreign assignments. Journal of World Business, 35, 417-436.
doi:10.1016/S1090-9516(00)00046-8

Tajfel, H. (1981). Social stereotypes and social groups. In J. C. Turner & H. Giles (Eds.),
Intergroup behaviour (pp. 144-167). Oxford, UK: Blackwell.

Tajfel, H. (1978). Social categorization, social identity and social comparisons. In H.
Tajfel (Ed.), Differentiation between social groups (pp. 61-76). London: Academic
Press.

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G.
Austin, & S. Worchel (Eds.), The social psychology of intergroup relations (pp. 33-47).
Toronto: Brooks/Cole.

Takeuchi, R. (2010). A critical review of expatriate adjustment research through a mul-
tiple stakeholder view: Progress, emerging trends, and prospects. Journal of
Management, 36, 1040-1064. doi:10.1177/0149206309349308

Teagarden, M. B, Von Glinow, M. A., & Mellahi, K. (2018). Contextualizing inter-
national business research: Enhancing rigor and relevance. Journal of World Business,
53, 303-306.

Toh, S. M., & DeNisi, A. S. (2003). Host country national reactions to expatriate pay
policies: A proposed model and some implications. Academy of Management Review,
28, 606-621. doi:10.5465/amr.2003.10899387

Toh, S. M., & DeNisi, A. S. (2005). A local perspective to expatriate success. Academy of
Management Perspectives, 19, 132-146. doi:10.5465/ame.2005.15841966

Toh, S. M., & DeNisi, A. S. (2007). Host country nationals as socializing agents: A social
identity approach. Journal of Organizational Behavior, 28, 281-301. doi:10.1002/
job.421

Toh, S. M., Varma, A., & DeNisi, A. S. (2004). Host country national helping on the
adjustment of expatriates. Paper presented at the conference of the Society for
Industrial/Organizational Psychology, Chicago, IL.

Turner, J. C. (1981). The experimental social psychology of intergroup behavior. In J. C.
Turner & H. Giles (Eds.), Intergroup behavior (pp. 66-101). Oxford, UK: Blackwell.
Turner, J. C. (1985). Social categorization and the self-concept: A social cognitive theory
of group behavior. In E. J. Lawler (Ed.), Advances in group processes (Vol. 2, pp.

77-122). Greenwich: JAI Press.

Vaiman, V., Haslberger, A., & Vance, C. M. (2015). Recognizing the important role of
self-initiated expatriates in effective global talent management. Human Resource
Management Review, 25, 280-286. doi:10.1016/j.hrmr.2015.04.004

Vance, C. M., Andersen, T., Vaiman, V., & Gale, J. (2014). A taxonomy of potential
contributions of the host country national local liaison role in global knowledge man-
agement. Thunderbird International Business Review, 56, 173-191. doi:10.1002/
tie.21610

Varma, A., Pichler, S., & Budhwar, P. (2011). The relationship between expatriate job
level and host country national categorization: An investigation in the UK.
International Journal of Human Resource Management, 22, 103-120. doi:10.1080/
09585192.2011.538971

Varma, A., Pichler, S., Budhwar, P., & Biswas, S. (2009). Chinese host country nationals’
willingness to support expatriates the role of collectivism, interpersonal affect and


https://doi.org/10.1108/JGM-09-2015-0036
https://doi.org/10.1016/S1090-9516(00)00046-8
https://doi.org/10.1177/0149206309349308
https://doi.org/10.5465/amr.2003.10899387
https://doi.org/10.5465/ame.2005.15841966
https://doi.org/10.1002/job.421
https://doi.org/10.1002/job.421
https://doi.org/10.1016/j.hrmr.2015.04.004
https://doi.org/10.1002/tie.21610
https://doi.org/10.1002/tie.21610
https://doi.org/10.1080/09585192.2011.538971
https://doi.org/10.1080/09585192.2011.538971

THE INTERNATIONAL JOURNAL OF HUMAN RESOURCE MANAGEMENT . 1727

Guanxi. International Journal of Cross Cultural Management, 9, 199-216. doi:10.1177/
1470595808101155

Varma, A., Pichler, S., Budhwar, P., & Kupferer, S. (2012). Expatriate-local interactions:
An investigation in China. Journal of Managerial Psychology, 27, 753-768. doi:
10.1108/02683941211259557

Varma, A., Toh, S. M., & Budhwar, P. (2006). A new perspective on the female expatri-
ate experience: The role of host country national categorization. Journal of World
Business, 41, 112-130. doi:10.1016/j.jwb.2006.01.010

Waxin, M.-F,, Lindsay, V., Belkhodja, O., & Zhao, F. (2018). Workforce localization in
the UAE: Recruitment and selection challenges and practices in private and public
organizations. Journal of Developing Areas, 52, 99-113. doi:10.1353/jda.2018.0054

Yousef, D. A. (2003). Validating the dimensionality of Porter et al.’s measurement of
organizational commitment in a non-Western culture setting. International Journal of
Human Resource Management, 14, 1067-1079. doi:10.1080/0958519032000106218

Yzerbyt, V., & Demoulin, S. (2010). Intergroup relations. In S. Fiske, D. T. Gilbert, & G.
Lindzey (Eds.), Handbook of social psychology (5th ed., Vol. 2, pp. 1024-1083).
Hoboken, NJ: Wiley.

Zeira, Y. (1979). Ethnocentrism in host-country organizations. Business Horizons, 22,
66-75. doi:10.1016/0007-6813(79)90087-9

Zhao, X., Lynch, J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths and
truths about mediation analysis. Journal of Consumer Research, 37, 197-206. doi:
10.1086/651257


https://doi.org/10.1177/1470595808101155
https://doi.org/10.1177/1470595808101155
https://doi.org/10.1108/02683941211259557
https://doi.org/10.1016/j.jwb.2006.01.010
https://doi.org/10.1353/jda.2018.0054
https://doi.org/10.1080/0958519032000106218
https://doi.org/10.1016/0007-6813(79)90087-9
https://doi.org/10.1086/651257

1728 D. COLLINGS ET AL.

Appendix 1. Constructs and survey items.

Constructs

Adapted from

Measuring items

Perceived value simi-
larity (PVS)

Ethnocentrism
(ETHNO)

Collectivism (COLLEC)

Categorization
(CATEG)

Role informa-
tion (RINFO)

Social sup-
port (SOSUP)

Orbe (1998)

Zeira (1979)

Clugston et al.
(2000)

and Varma

et al. (2011)

Greenland and
Brown (1999)

Morrison (1993)

Caplan
et al. (1980)

My Indian origin SIE subordinate has similar
1.
2.
3.
4,
My Indian origin SIE subordinate
1.

PWON= TR WN

beli

personal values as | have (PVS1)
family values as | have (PVS2)
social values as | have (PVS3)
cultural values as | have (PVS4)

is familiar with UAE culture (ETHNO1)

adhere to UAE patterns of behavior (ETHNO2)

is proficient in the language of UAE (ETHNO3)

is knowledgeable about UAE's social characteristics (ETHNO4)
familiar with the history of UAE (ETHNOS)

eve that the group welfare is important

than individual rewards (COLLEC1)

than individual success (COLLEC2)

than individual goals (COLLEC3)

and the managers should encourage group loyalty even if
individual goals suffer (COLLEC4)

As supervisor of Indian origin SIE subordinate:
1.
2.

3.
4.

5.

| am aware of my UAE nationality (CATEG1)

| consider him/her to belong to my own cultural
group (CATEG2)

| am aware of UAE culture (CATEG3)

| consider him/her as ‘one of them’ whereas UAE locals to be
‘one of us’ (CATEG4)

| consider them more similar to other foreign nationals than
UAE locals (CATEGS5)

As supervisor of Indian origin SIE subordinate, | provide them with
information on
1.

PON=TORAWN

expected job behaviors & attitudes from him,/her (RI1)
how to perform specific aspects of his/her job (RI2)
what is expected in his/her job (RI3)

how well he/she is performing on the job (RI4)

how is his/her social behavior at workplace (RI5)

help my Indian origin SIE subordinate

to make his/her work life easier on my own accord (SS1)
as | am easy to talk to (SS2)

when things get tough, without being asked (SS3)

on their personal problems, if | am approached (554)
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Appendix 2. Loadings and cross loadings.

Standard
Scale & Cronbach alpha coefficient Indicators loading SCR AVE
Perceived value similarity (PVS) Cronbach alpha coefficient =0.839 ~ PVS1 0.717 0.886  0.668
PVS2 0.838
PVS3 0.878
PVS4 0.809
Ethnocentrism (ETHNO) Cronbach alpha coefficient =0.755 ETHNO1 0.730 0.868 0.568
ETHNO2 0.831
ETHNO3 0.728
ETHNO4 0.721
ETHNO5 0.753
Collectivism (COLLEC) Cronbach alpha coefficient =0.798 COLLECT 0.718 0.828 0.546
COLLEC2 0.734
COLLEC3 0.747
COLLEC4 0.755
Categorization (CATEG) Cronbach alpha coefficient =0.776 CATEG1 0.782 0.868 0.568
CATEG2 0.739
CATEG3 0.730
CATEG4 0.774
CATEG5 0.742
Role Information (RINFO) Cronbach alpha coefficient =0.810 RINFO1 0.814 0.877 0.587
RINFO2 0.747
RINFO3 0.774
RINFO4 0.766
RINFO5 0.727
Social Support (SOSUP) Cronbach alpha coefficient = 0.805 SOSUP1 0.723 0.822  0.536
SOSuUP2 0.752
SOSUP3 0.706
SOSUP4 0.748
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Appendix 3. Convergent and divergent validity of measuring

instruments.
Components

RINFO PVS SOSUP COLLEC ETHNO CATEG
PVS1 -0.046 0.717 0.154 0.111 -0.008 0.012
PVS2 -0.071 0.838 0.153 0.018 0.086 -0.120
PVS3 0.024 0.878 -0.042 0.138 -0.014 0.058
PVS4 0.064 0.809 -0.027 0.003 -0.045 0.087
ETHNO1 0.113 -0.011 0.342 0.182 0.730 -0.208
ETHNO2 0.484 -0.105 -0.039 0.039 0.831 -0.027
ETHNO3 0.004 -0.014 -0.153 0.033 0.728 0313
ETHNO4 0.187 -0.024 0.483 0.100 0.721 0.072
ETHNO5 -0.074 0.100 0.298 -0.058 0.753 0.169
COLLECT 0.184 0.048 0.061 0.718 0.130 -0.153
COLLEC2 0.156 0.028 0.099 0.734 0.047 —-0.045
COLLEC3 0.062 0.233 0.096 0.747 -0.138 0.184
COLLEC4 0312 0.052 -0.091 0.755 0.154 0.297
CATEG1 -0.018 -0.036 0313 0.308 0.067 0.782
CATEG2 0.167 0.045 0.045 0.275 0.245 0.739
CATEG3 -0.056 0.052 0.443 0.387 0.238 0.730
CATEG4 0.071 -0.051 -0.037 -0.078 0.114 0.774
CATEG5 0.083 0.077 0.021 -0.038 -0.020 0.742
RINFO1 0.814 0.037 0.578 0.286 -0.061 0.111
RINFO2 0.747 -0.047 0.293 0.147 -0.067 0.083
RINFO3 0.774 0.006 0.110 0.148 0.006 0.048
RINFO4 0.766 -0.039 0.123 0.103 0.057 -0.022
RINFO5 0.727 -0.002 0.074 0.128 0.106 0.069
SOSUP1 0.563 0.061 0.723 -0.008 0.155 0.130
SOSuUP2 0.237 0.060 0.752 0.334 0.008 -0.160
SOSUP3 0.313 0.121 0.706 -0.049 0.031 0.029
SOSUP4 0.126 0.095 0.748 -0.048 0.211 —-0.053
Eigen Value 6.49 4.86 3.97 2.82 1.87 1.18
% of Variance 24.05 18.01 14.70 10.44 6.92 433
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