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MANAGEMENT | RESEARCH ARTICLE

When too much adjustment is bad: A curvilinear 
relationship between expatriates’ adjustment 
and social changes in HCNs
Sana Mumtaz1* and Sadia Nadeem1

Abstract:  The antecedents of expatriates’ adjustment have received considerable 
attention in the international business research in the recent years. However, there 
has been a limited understanding regarding the outcomes of expatriates’ adjust-
ment on host country nationals (HCNs). Thus, examining the existing literature and 
analyzing it using social identity theory, we hypothesized an inverse curvilinear 
relationship between expatriates’ interaction adjustment and development of trust, 
shared vision and intercultural communication in HCNs. We tested our hypotheses 
by conducting a multilevel regression analysis on dyadic data collected from 
Chinese expatriates and Pakistani HCNs. The findings confirm an inverse U-shape 
relationship between expatriates’ interaction adjustment and trust, and between 
expatriates’ interaction adjustment and intercultural communication. In contrast to 
the focus of existing literature on static changes, our findings highlight a dynamic 
nature of social change experiences by suggesting that too much adjustment of 
expatriates negatively impacts work relationships between expatriates and HCNs in 
the long-run. Based on the empirical findings, we offer insights to HR professionals 
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and suggest managing expatriates’ adjustment to an optimal level in a host unit 
where expatriates and HCNs can develop an adequate level of trust and intercul-
tural communication with each other.

Subjects: Asian Studies; Self & Social Identity; Social Influence; Group Processes; 
Intergroup Behavior  

Keywords: expatriates’ adjustment; social identity theory; trust; shared vision; 
intercultural communication

1. Introduction
Transformation in social identities of individuals as a result of working in diverse social settings has 
been explored in a large body of literature (Hogg et al., 2017; Nadeem & Mumtaz, 2018; Peltokorpi 
& Zhang, 2020). The above literature has integrated social identity theory for suggesting a critical 
role of membership of new social groups for individuals (Jetten et al., 2002). In general, the 
dynamic nature of social identity theory has been studied under two major dimensions, including 
social identity changes (Tajfel, 1981) and self-categorizations (Davis et al., 2019; Turner et al., 
1987). Social identity changes, also referred to as positive social identity changes, reflect indivi-
duals’ willingness to identify themselves with other groups and help individuals in embracing social 
changes (Brown, 2020; Tajfel, 1981). In contrast, self-categorizations, commonly referred to as 
negative social identity changes, reflect internal values that trigger individuals to maintain their 
internal position and hinders them from accepting social changes (Mummendey et al., 1999; 
Turner et al., 1987).

To date, most of the social identity literature has focused more on developing an understanding 
of the positive social identity changes (e.g., Di Bernardo et al., 2019; Hogg et al., 2017; Nadeem & 
Mumtaz, 2018), while conditions under which individuals use identity management strategies and 
refuse social identity changes have been inadequately examined (e.g., Martiny & Nikitin, 2019; 
Peltokorpi & Pudelko, 2020). In line with the literature on social identity theory, which suggests 
that social identity changes are not static and change with time (Jetten et al., 2002), we argue that 
a holistic understanding of the dynamic nature of social identity theory may be developed by 
including positive as well as negative social identity changes in a single model.

The complex nature of positive and negative social identity changes may be adequately revealed 
by focusing on multicultural social groups with distinct self-identities and significant differences 
(Davis et al., 2019; Peltokorpi & Pudelko, 2020; Sharma, 2016). Hence, we have focused on social 
groups in international assignments to develop a deeper understanding of the relationship 
between expatriates’ adjustment and social change experiences of HCNs. Using the social identity 
theory, it is argued that when individuals from diverse social groups are in the phase of transition, 
they adapt to social identity changes and proactively make efforts to understand each other. This 
adaptation is necessary for individuals’ survival and facilitates them in getting social support from 
each other. However, when individuals become stable in their communication and develop an 
adequate understanding of the characteristics of other groups, they think about protecting their 
individualized self-categorizations. Therefore, individuals may discard new social memberships 
after frequent socialization and realization of the key differences in protecting their psychological 
sense after some time (Ethier & Deaux, 1994; Peltokorpi & Pudelko, 2020). Multicultural organiza-
tions must focus on the social identity change experiences of the employees, as these individua-
lized changes are also linked with the internal mindset of employees and eventually impact their 
work and non-work performance (Peltokorpi & Pudelko, 2020).

Based on the above, it is suggested that expatriates’ interaction adjustment is likely to facilitate 
the development of trust, shared vision and intercultural communication among expatriates and 
HCNs (Ang & Tan, 2016; Wang & Varma, 2018). However, some literature highlights an essential 
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role of contextual differences in this regard and suggests that differences between two countries 
may also lead to interpersonal conflicts between expatriates and HCNs (Kang & Shen, 2018; Ljubica 
et al., 2019). In parallel, other literature argues that global leadership skills, along with cultural 
intelligence facilitate expatriates in socializing with HCNs despite the differences between the two 
countries (e.g., Ali et al., 2019; Tuffour & Matey, 2019; Vlajcic et al., 2019). Thus, it can be argued 
that while adjustment is good, too much adjustment of expatriates and frequent interactions 
between the two groups may trigger HCNs to protect their self-categorization (Fee, 2020). Such 
intentions may weaken their new social relationships and reduce trust, shared vision and inter-
cultural communication among HCNs and expatriates over time. Hence, we propose an inverted 
U-shape relationship between expatriates’ interaction adjustment and HCNs development of trust, 
shared vision and intercultural communication.

The contributions of the current study are twofold. First, we focused on the multiple aspects of 
social identity theory and simultaneously incorporated positive and negative dimensions in 
a single model for holistically theorizing how expatriates’ interaction adjustment leads to the 
development of trust, shared vision and intercultural communication in HCNs. Second, this is one 
of the few studies that provide empirical evidence regarding the nonlinear relationship between 
expatriates’ interaction adjustment and trust, and between expatriates’ interaction adjustment 
and intercultural communication. Based on the findings, we suggest managing the optimal level of 
expatriates’ adjustment in a host unit for effectively managing the expatriates-HCNs relationship. 
Further, as this research was conducted in 2018, and since then COVID-19 has led to significant 
changes in multinationals’ way of work and the nature of interactions between expatriates and 
HCNs, we also offer guidance to researchers on how the current pandemic may affect this area of 
study in the future.

The forthcoming section summarizes the literature on social identity theory and the key vari-
ables, and hypothesizes the curvilinear relationships between variables. This is followed by the 
methodology and the findings sections. Finally, theoretical discussion, future research directions 
and managerial implications have been presented.

2. Theoretical framework
Based on the social identity theory, we hypothesize curvilinear relationships between expatriates’ 
interaction adjustment and changes in trust, shared vision and intercultural communication of 
HCNs in this section.

2.1. Interaction adjustment and trust development
When expatriates move to a host country, they are expected to adjust to the general, work and 
interaction environment; this is referred to as socio-cultural adjustment (Black & Stephens, 1989). 
Despite a crucial role of all the three dimensions of adjustment, expatriates’ interaction adjust-
ment is mainly considered as complex and dynamic, as it is linked with their internal psychological 
processes and leads to the development of unique social categorizations of HCNs in a host unit 
(Fee & Michailova, 2020). In general, interaction adjustment refers to adjustment with the socia-
lization patterns of HCNs, which facilitate expatriates in adapting to day-to-day basis conversa-
tions with the local people (Fee & Michailova, 2020; Waxin, 2004).

The expatriation literature suggests that successful interaction adjustment enables expatriates 
in easily interacting with HCNs and facilitates social exchange between the two groups (Ang & Tan, 
2016; Fee & Michailova, 2020; Ismail, 2015). In line with the above, the social identity theory also 
emphasizes an essential role of thoughtful communication in embracing new social changes 
(Davis et al., 2019). It suggests that the initial level of mindful communication between the two 
distinct groups improves the psychosocial adjustment of both groups and leads to trust develop-
ment between individuals (Ashforth & Mael, 1989; Jones, 2017). Trust development refers to the 
positive expectations of individuals towards each other and indicates the initiation of emotional 
and cognitive bonding between them (Rousseau et al., 1998). Furthermore, trust is considered as 
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a reciprocal quality where individuals from two groups understand and match each other’s 
expectations (Rotenberg, 2019).

We use social identity theory to hypothesize that when expatriates are at an initial level of 
interaction adjustment in a host unit, their adjustment leads to stability in their communication 
with HCNs, brings the two groups closer and develops HCNs’ trust in expatriates. Some recent 
literature guides that initiation of social relations among individuals leads to trust and raises 
expectations towards each other (Peterson & Stewart, 2020). However, the presence of too 
much trust and reliance is likely to change the nature of trust-based relationships over time 
(Rotenberg, 2019). The presence of high cognitive trust makes people believe that all information 
will be shared unasked (Jeffries & Reed, 2000). Social identity theory also guides that violation of 
expectations leads to trust betrayal and weakens social bonds between the two groups (Elangovan 
& Shapiro, 1998). Hence, we propose that higher levels of interaction adjustment of expatriates 
may raise expectations of HCNs towards expatriates, as HCNs might rely on expatriates for getting 
additional support and guidance. However, HCNs may experience violations of their expectations 
because of different mindsets and work styles of expatriates (Arman & Aycan, 2013; Kang & Shen, 
2018; Toh & Srinivas, 2012). Based on the above, we hypothesize that initial levels of expatriates’ 
interaction adjustment leads to the development of HCNs’ trust in expatriates; however, higher 
levels of expatriates’ adjustment leads to a reduction in this trust. 

Hypothesis 1: There is a curvilinear (inverted U-shaped) relationship between expatriates’ interac-
tion adjustment and HCNs trust in the expatriates.

2.2. Interaction adjustment and shared vision
Being a liaison between headquarters and a subsidiary, one of the primary goals of expatriates is to 
direct HCNs behaviour and performance in a unified direction after they adjust in a host unit (Ismail, 
2015) and to create a collaborative culture for employees (Ang & Tan, 2016; Ali et al., 2019; Fee & 
Michailova, 2020; Toh & Srinivas, 2012). We argue that there is a dynamic relationship between 
interaction adjustment of expatriates and the development of a shared vision in HCNs. Shared vision 
refers to a mutual agreement of individuals on acceptable beliefs and ways of work and indicates 
a culture of togetherness (Tsai et al., 2014). Social identity theory guides that interaction among 
diverse groups improves an understanding of each other’s behaviour, and improves social cohesion 
among individuals (Brown, 2020). Hence, we expect that the initial level of expatriates’ interaction 
adjustment is likely to enhance similarity in thoughts among expatriates and HCNs, and consequently 
may lead to the development of shared vision between them.

The dynamic social identity theory further guides that frequent interactions among diverse 
groups allow members to make predictions about beliefs and comfort zone of others (Honeycutt 
et al., 1983). Moreover, it leads to the development of a comprehensive understanding of each 
other’s weaknesses and strengths (Peterson & Stewart, 2020; Wise, 2014). Using the social identity 
theory, it is argued that too much understanding about each other help individuals in clearly 
recognizing the differences between two social groups and in developing a deeper knowledge of 
vision of the other groups (Lincoln, 2000). Therefore, a thorough understanding of the long-term 
goals may make people believe that it is not as beneficial as initially perceived and may reduce 
individuals’ propensity to follow the vision (Mummendey et al., 1999). Based on the above argu-
ment, we hypothesize that a higher level of interaction adjustment of expatriates is likely to 
change the level of comfort of the HCNs with the vision of the expatriates because of new social 
relationships; hence HCNs may experience a reduction in shared vision over time. 

Hypothesis 2: There is a curvilinear (inverted U-shaped) relationship between expatriates’ interac-
tion adjustment and development of a shared vision between HCNs and expatriates.
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2.3. Interaction adjustment and intercultural communication
Expatriates’ interaction adjustment facilitates the initiation of mindful communication between 
expatriates and HCNs and encourages the development of intercultural communication between 
the two groups (Vlajcic et al., 2019; Zhang & Peltokorpi, 2016). Intercultural communication refers 
to the development of a thoughtful understanding of each other’s culture where individuals 
proactively engage in information-seeking behaviour and effectively interpret verbal and non- 
verbal communication of diverse groups (Baldwin & Hunt, 2002). There is an overall consensus in 
the expatriation literature that frequent interaction between expatriates and the local workforce 
leads to a positive impact on the behaviour of HCNs (Ang & Tan, 2016; Ali et al., 2019; Nadeem & 
Mumtaz, 2018; Vlajcic et al., 2019). In line with the above, social identity theory also elaborates 
that interactions play an essential role in developing social bonds and intercultural communication 
(Brown, 2020; Hogg, 2016). It further suggests that the development of a healthy relationship 
facilitates individuals in embracing social identity changes (Ashforth & Mael, 1989). Hence, we 
expect that expatriates’ interaction adjustment is likely to lead towards the development of 
intercultural communication among HCNs.

Going beyond the above, we expect a dynamic change in this relationship with time and 
suggest that higher levels of interaction adjustment of expatriates might reduce intercultural 
communication among HCNs after some time. Social identity theory suggests that newcomers 
initially engage in thoughtful conversation and carefully learn their roles and processes. These 
interactions are mindful, as individuals prefer engaging in bounded discussions and consciously 
choose their topics during initial adjustment (Davis et al., 2019; Firth et al., 2014). However, 
frequent socialization and development of a comfort level leads to in-depth discussions about 
values and beliefs among them (Nadeem & Mumtaz, 2018). The literature suggests that several 
costs may be associated with deep social relationships, as social interactions may turn out to be 
negative over time and compromise the internal well-being of individuals (Lincoln, 2000). The 
development of a more in-depth understanding of diverse groups sometimes leads to a negative 
impact on the self-categorization of individuals, as suggested by social identity theory (Ashforth & 
Mael, 1998). Limited expatriation literature also hints that adjustment and continuous learning of 
others’ cultures may collide with internal values and thought processes of individuals (Peltokorpi & 
Pudelko, 2020). Hence, the presence of a discrepancy between inner thoughts and expected 
behaviour might lead to discomfort and weaken the relationship between expatriates and HCNs 
(Kang & Shen, 2018). Based on the above discussion, we hypothesize that higher levels of 
expatriates’ interaction adjustment may reduce intercultural communication between expatriates 
and HCNs. 

Hypothesis 3: There is a curvilinear (inverted U-shaped) relationship between expatriates’ interac-
tion adjustment and intercultural communication between expatriates and HCNs.

3. Materials and methods
The current study tests for quadratic relationships between expatriates’ interaction adjustment 
and development of trust, shared vision and intercultural communication among HCNs in 
a multicultural context by focusing on Chinese expatriates and Pakistani HCNs. We found it 
relevant to test the curvilinear relationship in this social context, as the initiation of the Belt and 
Road Initiative and China-Pakistan Economic Corridor projects have led to the movement of a large 
number of Chinese expatriates to Pakistan in recent years (Irshad, 2015). Alongside this, the 
presence of the Pak-China friendship and the collectivistic culture of both societies facilitates 
positive relationship development between the two countries (Nadeem & Mumtaz, 2018). 
However, differences in the fundamental cultural values, religious beliefs, along with unique 
work style of Chinese employers, create some barriers in the adjustment of employees with 
Chinese employers across the globe (Zheng & Smith, 2019). Thus, we expected that expatriates’ 
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interaction adjustment may have a unique impact on the development of trust, shared vision and 
intercultural communication between Chinese expatriates and Pakistani HCNs.

3.1. Participants and procedures
We relied on a multisource time-lagged research design and collected dyadic data from Chinese 
expatriates at Time 1 [T1] and Pakistani managers at Time 2 [T2]. The process of data collection 
was initiated in March 2018, and it was completed in October 2018. Since data regarding the exact 
number of Chinese companies in Pakistan was not available, we initially compiled a list of Chinese 
companies in Pakistan. Following this, we approached the HR departments of Chinese companies 
in Islamabad and Lahore and collected data from Chinese expatriates regarding their interaction 
adjustment in Pakistan. To get an objective representation of the population, data were collected 
from no more than three Chinese managers in a single company. The criteria for inclusion of 
Chinese expatriates in this research was a minimum of one-year work experience in Pakistan. The 
use of purposive (Palinkas et al., 2015) and snowball sampling techniques (Ghaljaie et al., 2017) 
helped us in getting data from a large number of Chinese expatriates and several sectors in 
Pakistan. Overall, survey data were collected from 109 Chinese expatriates working in 66 
Chinese companies in 17 sectors in Pakistan at the end of T1. Most of the companies belonged 
to construction (N = 10; 15%), manufacturing (N = 9; 13%) and power sectors (N = 9; 13%), while 
other sectors included food, banking, education, electronic, procurement, research and retail.

After three months, all the 66 Chinese companies were approached again for data collection at T2 
from Pakistani managers who were working under the direct supervision of the 109 Chinese expatri-
ates to collect data on trust, shared vision and intercultural communication. Survey questionnaires 
were distributed to around 550 Pakistani managers, which resulted in final data collection from 301 
Pakistani managers working under 97 Chinese managers. The response rate was 54.7%. After data 
cleaning, the final sample size comprised data of 93 supervisors and 239 employees.

3.2. Measures
In T1 and T2 questionnaires, all the questions were developed on a five-point Likert scale ranging 
from “1 = strongly disagree to 5 = strongly agree”. We also included demographic questions in 
both questionnaires for understanding the characteristics of the sample, along with identifying 
their potential impact on dependent variables. Following are the details of the instruments:

Interaction adjustment [T1]: Black and Stephens (1989) four items scale was adopted for 
measuring interaction adjustment of Chinese expatriates in Pakistan. A sample question is, “I 
can comfortably socialize with the host nationals/local people in Pakistan.” [Cronbach 
alpha = 0.77].

Trust [T2]: Chow and Chan (2008) three items scale were adopted for measuring employees’ 
perception of trust development. A sample question is, “I can always rely on top management 
Chinese expatriates to make my job easier.” [Cronbach alpha = 0.79].

Shared vision [T2]: Chow and Chan (2008) three items scale were adopted for measuring 
employees’ perceptions of the shared vision. A sample question is, “Top management Chinese 
expatriates and I always share the same ambitions and vision.” [Cronbach alpha = 0.76].

Intercultural communication [T2]: Neuliep and McCroskey (1997) 14 items scale was adopted for 
measuring employees’ perceptions of intercultural communication. A sample question is, “While 
conversing with Chinese top management expatriates in this organization, I feel very relaxed.” 
[Cronbach alpha = 0.83].

4. Results
The supervisors’ dataset comprised of a considerable proportion of males (N = 80) and a few 
females (N = 13). The average total experience of Chinese expatriates was 14 years (SD = 6.40) and 
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their average length of stay in Pakistan was three years (SD = 2.54). The sample characteristics of 
data from Pakistani managers indicated data collection from a majority of male managers 
(N = 217) and a few female managers (N = 22). The average total experience of Pakistani managers 
was around seven years (SD = 5.47).

Before testing our hypotheses, we established discriminant validity of T2 measurement model by 
conducting confirmatory factor analysis in the Mplus software and analyzed the following indices: 
Tucker Lewis Fit Index (TLI), Comparative Fit Index (CFI), Root Mean Square Error of Approximation 
(RMSEA) (Kenny, 2015). One-factor model [trust + shared vision + intercultural communication] 
and three-factor model [trust; shared vision; intercultural communication] were tested. As 
expected, the three-factor model [TLI = 0.961; CFI = 0.951; RMSEA = 0.048] was a superior fit as 
compared to the one-factor model [TLI = 0.771; CFI = 0.725; RMSEA = 0.115], hence indicating 
distinctiveness of all the dependent variables.

Table 1 provides the results of descriptive and zero-order correlations between all the variables. 
The results suggested no relationship between interaction adjustment and all the three dependent 
variables (i.e. trust, shared vision and intercultural communication).

To test the multilevel regression, Mplus software was used. Multilevel models were tested using 
TYPE = COMPLEX function for examining the cluster effects (Muthen & Muthen, 2012). Interaction 
adjustment was specified at Level-1, while trust, shared vision and intercultural communication 
were specified at Level-2. We used the Bayesian estimation technique for computing standardized 
regression results, as this technique helps provide objective results on small sample sizes as well 
(Depaoli & Clifton, 2015; Holtmann et al., 2016). Model 1 and Model 2 were separately tested for 
respectively computing regression results for linear and curvilinear models.

In Model 1, we tested the direct impact of expatriates’ interaction adjustment on employees’ 
perceptions of trust, shared vision and intercultural communication in a host unit. All the 
variables were initially mean-centered for managing potential multi-collinearity bias (Aiken 
et al., 1991). In Model 2, we calculated the square of trust, shared vision and intercultural 
communication for testing curvilinear effects of interaction adjustment. The results of Model 1 
verified that expatriates’ interaction adjustment has no impact on trust [β = 0.053, ns], shared 
vision [β = 0.020, ns] or intercultural communication [β = 0.302, ns]. Hence, we did not find 
evidence of a linear relationship of interaction adjustment with trust, shared vision and inter-
cultural communication.

In Model 2, we entered the squared trust, squared shared vision and squared intercultural 
communication and found that squared trust and squared intercultural communication were 

Table 1. Descriptive and correlation results
Mean SD 1 2 3 4

Between level variable

1.Interaction 
adjustment 
(T1)

4.01 0.61 -

Within level variables

2.Trust (T2) 3.69 0.80 −.029 -

3.Shared 
vision (T2)

3.93 0.78 −.038 .536** -

4. 
Intercultural 
communi 
cation (T2)

3.87 0.68 .035 .467** .518** -
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negatively and significantly related to expatriates’ interaction adjustment. Thus, as predicted in 
Hypothesis 1, we found a curvilinear impact of interaction adjustment on trust development, 
explaining an overall variance of around 24.2%. We did not find any impact of interaction adjust-
ment on a shared vision. Hence, Hypothesis 2 was not accepted. Finally, we found a curvilinear 
relationship between interaction adjustment and intercultural communication; squared intercul-
tural communicated predicted around 17.5% variance. Hence, Hypothesis 3 was accepted. Results 
of the linear and curvilinear regression analysis are presented in Table 2.

To understand the shape of the quadratic U-shape relation between interaction adjustment and 
trust, and between interaction adjustment and intercultural communication, we used simple-slope 
analysis (Aiken et al., 1991) as recommended in the literature (Kachanoff et al., 2016). The curvi-
linear relationships are presented in Figures 1 and 2. Figure 1 suggests an inverted U-shaped 
relationship between interaction adjustment and trust. At a lower level, interaction adjustment 
was positively related to trust, however this relationship became negative at a higher level of 
adjustment. Similarly, Figure 2 also suggests an inverted U-shaped relationship and shows that 
intercultural communication increased during initial levels of adjustment of expatriates. However, 
growing interaction adjustment of expatriates led to reduced intercultural communication among 
HCNs.

5. Discussion
The research on international business has developed and progressed in recent decades, yet there 
has been a limited understanding of the complex ways in which the adjustment process of 
expatriates leads to dynamic changes in HCNs over time. Hence, this study offers a new way to 
look at the change experiences of HCNs through the lens of social identity theory. Furthermore, it 
integrates two distinct dimensions of social identity theory (embracing social changes and self- 
categorizations) in a single model to investigate the dynamic change experiences.

In line with the propositions, the findings of our study suggest an inverted U-shaped relationship 
between expatriates’ interaction adjustment and trust; and between expatriates’ interaction 
adjustment and intercultural communication. These findings help in understanding the complexity 
of the changing nature of the expatriates-HCNs relationship, which has been rarely highlighted in 
the current literature (e.g., Peltokorpi & Pudelko, 2020; Peltokorpi & Vaara, 2014). In line with the 
existing literature (Ang & Tan, 2016; Ismail, 2015), these findings emphasize the critical role of the 
socialization process in the development of trust and intercultural communication among expatri-
ates and HCNs. Moreover, going beyond the above, our findings also demonstrate a need to 
examine how the development of a deep relationship and too many expectations towards 
expatriates lead to trust betrayal or weakened the relationship between HCNs and expatriates. 

Table 2. Linear and curvilinear regression results
Variables Standardized beta
Model 1

Trust 0.053

Shared vision 0.020

Intercultural communication 0.302

Model 2

Trust 1.90*

Trust (squared) −0.242*

Shared vision 0.798

Shared vision (squared) −0.102

Intercultural communication 1.443*

Intercultural communication (squared) −0.175*
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The findings also provide evidence of self-categorization as negative (Peltokorpi & Pudelko, 2020) 
by highlighting how individuals get protective about their well-being after developing a thorough 
understanding of internal beliefs and values of socially diverse groups. Further research might help 
identify and understand the role of conditional factors in this curvilinear process.

We did not find evidence regarding the nonlinear relationship between expatriates’ interaction 
adjustment and shared vision. This may be explained in light of the guidance from the literature, 
which suggests that most of the employers create a unique vision without understanding the 

Figure 2. Quadratic relation 
between interaction adjust-
ment and intercultural 
communication.

Note: The straight line repre-
sents the linear relation 
between variables, while the 
curved line represents the 
nonlinear relation between the 
variables. 

Figure 1. Quadratic relation 
between interaction adjust-
ment and trust development.

Note: The straight line repre-
sents the linear relation 
between variables, while the 
curved line represents the 
nonlinear relation between the 
variables. 
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needs of other employees, which makes it difficult for employees to understand their expectations 
(Jetten et al., 2002; Kouzes & Posner, 2009). This is particularly relevant in the expatriation context 
of this study as Chinese expatriates prefer implementing their standardized processes, which 
hinders other employees from following and sharing their goals (Leung & Chan, 2012).

The findings of our study also add new insights into the social identity literature and raises 
a need to further investigate the “process of change” in expatriation assignments. Some expatria-
tion literature has examined the change processes, such as the use of the U-curve model 
(Lysgaand, 1955) facilitated in understanding the various stages in expatriates’ adjustment pro-
cess (e.g., Nadeem & Mumtaz, 2018). However, most of these findings focused primarily on positive 
outcomes of frequent interactions for expatriates and HCNs (e.g., Ang & Tan, 2016; Ismail, 2015). 
In contrast to the above literature, the current findings use social identity theory to simultaneously 
focus on positive and negative outcomes of adjustment for HCNs and suggest managing the 
frequency of communication between diverse social groups to an optimal level in cross-cultural 
contexts.

6. Limitations and future research directions
We provide a basic understanding of the inverted U-shaped relationships between expatriates’ 
interaction adjustment and social changes in HCNs in the present study. Future researchers may 
deepen understanding of the complexity of these relationships by focusing on several measure-
ment points in the expatriates-HCNs relationship. Moreover, the questions of “when” and “how” 
play a significant role in investigating nonlinear relationships in expatriation assignments (Hippler 
et al., 2015). Hence, we suggest future researchers to identify multiple measurement points in 
these relationships to capture the true nature of nonlinear changes. These questions particularly 
need to be investigated during and after the COVID-19 crisis, when global talent management has 
become one of the significant challenges for organizations (Haak-Saheem, 2020). Future research-
ers may measure how remote working and lack of social interactions during COVID-19 and 
changed norms of work after COVID-19 may lead to unique work and non-work challenges for 
expatriates’ adjustment and developing relationships between expatriates and HCNs.

Further, we have mainly relied on two aspects of social identity theory for developing 
a theoretical framework. However, future researchers may extend this model by combining social 
identity theory with other process models for developing a comprehensive conceptual framework. 
The findings of the current study also indicate potential moderators in this relationship, which 
needs to be explored further. Another possible area of research is to understand how dynamic 
social change experiences of HCNs impact their organizational identification and work perfor-
mance over time.

As discussed in the aforementioned paragraphs, we developed a primary understanding of the 
nonlinear relationships in international assignments; we used, and have so far suggested quanti-
tative methods for further research. The use of qualitative research methods such as ethnography 
and grounded theory approach might be helpful for researchers in effectively understanding the 
complex role of various personal, social and contextual factors in this dynamic change process. 
Moreover, longitudinal qualitative research designs may also be used to adequately understanding 
the changing nature of expatriates-HCNs relationships over time.

7. Managerial implications
The findings of the current research reflect that too much adjustment of expatriates and frequent 
socialization may lead to a negative impact on the social relationship between expatriates and 
HCNs. Based on our findings, we don’t suggest organizations to reduce interactions among 
expatriates and HCNs. Instead, we recommend organizations to thoughtfully manage social 
interactions between expatriates and HCNs from the beginning. Management should provide 
formal platforms for flourishing open communication among the two groups and avoid organizing 
informal and casual gatherings among the two groups. Given the existing pandemic situation, we 
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recommend organizations to encourage the use of formal online mediums for communication 
purposes. The use of official socialization tools might facilitate organizations in maintaining 
a balanced communication between expatriate and HCNs. Moreover, organizations need to remain 
conscious of expatriates’ optimal level of adjustment in a host unit to timely engage in proactive 
initiatives and effectively manage expatriates-HCNs relationships over time. Finally, separate 
meetings with expatriates and HCNs might help organizations in a timely understanding of the 
challenges faced by both groups in a cross-cultural context.

Acknowledgements
This research was funded by the Higher Education 
Commission of Pakistan (HEC) under Grant NRPU 10188. 
We would also like to acknowledge the role of the Ministry 
of Foreign Affairs, Pakistan and Pakistan China Joint 
Chamber of Commerce and Industry (PCJCCI) for their 
facilitation during the data collection process.

Funding
This work was supported by the Higher Education 
Commission, Pakistan [NRPU 10188]; Higher Education 
Commission, Pakistan [NRPU 10188].

Author details
Sana Mumtaz1 

E-mail: sana_mumtaz91@hotmail.com 
Sadia Nadeem1 

1 FAST School of Management, NUCES-FAST, A.K. Brohi 
Road, H-11/4, Islamabad, Pakistan. 

Declaration of interest
No potential conflict of interest was reported by the 
authors.

Ethics statement
The authors declare that the research has been con-
ducted in accordance with the ethical guidelines of the 
journal.

Citation information 
Cite this article as: When too much adjustment is bad: A 
curvilinear relationship between expatriates’ adjustment 
and social changes in HCNs, Sana Mumtaz & Sadia 
Nadeem, Cogent Business & Management (2020), 7: 
1857064.

References
Aiken, L. S., West, S. G., & Reno, R. R. (1991). Multiple 

regression: Testing and interpreting interactions. 
Sage.

Ali, I., Ali, M., Leal-Rodriguez, A. L., & Albort-Morant, G. 
(2019). The role of knowledge spillovers and cultural 
intelligence in enhancing expatriate employees’ 
individual and team creativity. Journal of Business 
Research, 101(1), 561–573. https://doi.org/10.1016/j. 
jbusres.2018.11.012

Ang, F., & Tan, H. H. (2016). Trust building with Chinese host 
country nationals. Journal of Global Mobility, 4(1), 
44–67. https://doi.org/10.1108/JGM-06-2015-0021

Arman, G., & Aycan, Z. (2013). Host country nationals’ 
attitudes toward expatriates: Development of 
a measure. The International Journal of Human 
Resource Management, 24(15), 2927–2947. https:// 
doi.org/10.1080/09585192.2013.763839

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the 
organization. Academy of Management Review, 14(1), 
20–39. https://doi.org/10.5465/amr.1989.4278999

Baldwin, J. R., & Hunt, S. K. (2002). Information Seeking 
Behavior in Intercultural and Intergroup 
Communication. Human Communication Research, 
28(2), 272–286. https://doi.org/10.1111/j.1468-2958. 
2002.tb00808.x

Black, J. S., & Stephens, G. K. (1989). The influence of the 
spouse on American expatriate adjustment and 
intent to stay in Pacific Rim overseas assignments. 
Journal of Management, 15(4), 529–544. https://doi. 
org/10.1177%2F014920638901500403

Brown, R. (2020). The social identity approach: Appraising 
the Tajfellian legacy. British Journal of Social 
Psychology, 59(1), 5–25. https://doi.org/10.1111/bjso. 
12349

Chow, W. S., & Chan, L. S. (2008). Social network, social 
trust and shared goals in organizational knowledge 
sharing. Information & Management, 45(7), 458–465. 
https://doi.org/10.1016/j.im.2008.06.007

Davis, J. L., Love, T. P., & Fares, P. (2019). Collective social 
identity: Synthesizing identity theory and social 
identity theory using digital data. Social Psychology 
Quarterly, 82(3), 254–273. https://doi.org/10.1177/ 
0190272519851025

Depaoli, S., & Clifton, J. P. (2015). A Bayesian approach to 
multilevel structural equation modeling with contin-
uous and dichotomous outcomes. Structural 
Equation Modeling: A Multidisciplinary Journal, 22(3), 
327–351. https://doi.org/10.1080/10705511.2014. 
937849

Di Bernardo, G. A., Vezzali, L., Stathi, S., McKeown 
Jones, S., Cocco, V. M., Saguy, T., & Dixon, J. (2019). 
Fostering social change among advantaged and 
disadvantaged group members: Integrating inter-
group contact and social identity perspectives on 
collective action. Group Processes & Intergroup 
Relations, 1–12. https://doi.org/10.1177/ 
1368430219889134

Elangovan, A. R., & Shapiro, D. L. (1998). Betrayal of trust 
in organizations. Academy of Management Review, 
23(3), 547–566. https://doi.org/10.5465/amr.1998. 
926626

Ethier, K. A., & Deaux, K. (1994). Negotiating social iden-
tity when contexts change: Maintaining identification 
and responding to threat. Journal of Personality and 
Social Psychology, 67(2), 243–251. https://doi.org/ 
0O22-3514/94/S3.0O

Fee, A. (2020). How host-country nationals manage the 
demands of hosting expatriates. Journal of Global 
Mobility: The Home of Expatriate Management 
Research, 8(1), 25–54. https://doi.org/10.1108/JGM- 
09-2019-0045

Fee, A., & Michailova, S. (2020). How host organizations 
prepare for and learn from expatriate assignments. 
Thunderbird International Business Review, 62(4), 
329–342. https://doi.org/10.1002/tie.22099

Firth, B. M., Chen, G., Kirkman, B. L., & Kim, K. (2014). 
Newcomers abroad: Expatriate adaptation during 
early phases of international assignments. Academy 
of Management Journal, 57(1), 280–300. https://doi. 
org/10.5465/amj.2011.0574

Ghaljaie, F., Naderifar, M., & Goli, H. (2017). Snowball sampling: 
A purposeful method of sampling in qualitative research. 
Strides in Development of Medical Education, 14(3), 1-6. 
https://doi.org/10.5812/sdme.67670

Haak-Saheem, W. (2020). Talent management in 
Covid-19 crisis: How Dubai manages and sustains 

Mumtaz & Nadeem, Cogent Business & Management (2020), 7: 1857064                                                                                                                          
https://doi.org/10.1080/23311975.2020.1857064                                                                                                                                                       

Page 11 of 13

https://doi.org/10.1016/j.jbusres.2018.11.012
https://doi.org/10.1016/j.jbusres.2018.11.012
https://doi.org/10.1108/JGM-06-2015-0021
https://doi.org/10.1080/09585192.2013.763839
https://doi.org/10.1080/09585192.2013.763839
https://doi.org/10.5465/amr.1989.4278999
https://doi.org/10.1111/j.1468-2958.2002.tb00808.x
https://doi.org/10.1111/j.1468-2958.2002.tb00808.x
https://doi.org/10.1177%2F014920638901500403
https://doi.org/10.1177%2F014920638901500403
https://doi.org/10.1111/bjso.12349
https://doi.org/10.1111/bjso.12349
https://doi.org/10.1016/j.im.2008.06.007
https://doi.org/10.1177/0190272519851025
https://doi.org/10.1177/0190272519851025
https://doi.org/10.1080/10705511.2014.937849
https://doi.org/10.1080/10705511.2014.937849
https://doi.org/10.1177/1368430219889134
https://doi.org/10.1177/1368430219889134
https://doi.org/10.5465/amr.1998.926626
https://doi.org/10.5465/amr.1998.926626
https://doi.org/0O22-3514/94/S3.0O
https://doi.org/0O22-3514/94/S3.0O
https://doi.org/10.1108/JGM-09-2019-0045
https://doi.org/10.1108/JGM-09-2019-0045
https://doi.org/10.1002/tie.22099
https://doi.org/10.5465/amj.2011.0574
https://doi.org/10.5465/amj.2011.0574
https://doi.org/10.5812/sdme.67670


its global talent pool. Asian Business & 
Management, 1–4. https://doi.org/10.1057/s41291- 
020-00120-4

Hippler, T., Brewster, C., & Haslberger, A. (2015). The ele-
phant in the room: The role of time in expatriate 
adjustment. The International Journal of Human 
Resource Management, 26(15), 1920–1935. https:// 
doi.org/10.1080/09585192.2015.1041762

Hogg, M. A. (2016). Social identity theory. In McKeown S., 
Haji R., Ferguson N. (Eds), Understanding peace and 
conflict through social identity theory (pp. 3–17). 
Peace Psychology Book Series. Cham: Springer. 
https://doi.org/10.1007/978-3-319-29869-6_1

Hogg, M. A., Abrams, D., & Brewer, M. B. (2017). Social 
identity: The role of self in group processes and 
intergroup relations. Group Processes & Intergroup 
Relations, 20(5), 570–581. https://doi.org/10.1177% 
2F1368430217690909

Holtmann, J., Koch, T., Lochner, K., & Eid, M. (2016). 
A comparison of ML, WLSMV, and Bayesian methods 
for multilevel structural equation models in small 
samples: A simulation study. Multivariate Behavioral 
Research, 51(5), 661–680. https://doi.org/10.1080/ 
00273171.2016.1208074

Honeycutt, J. M., Knapp, M. L., & Powers, W. G. (1983). 
On knowing others and predicting what they say. 
Western Journal of Communication, 47(2), 157–174. 
https://doi.org/10.1080/10570318309374113

Irshad, M. S. (2015). One belt and one road: Dose China- 
Pakistan economic corridor benefit for Pakistan’s 
economy? Journal of Economics and Sustainable 
Development, 6(24), 1–8. https://ssrn.com/abstract= 
2710352

Ismail, M. (2015). Conceptualizing knowledge transfer 
between expatriates and host country nationals: The 
mediating effect of social capital. Cogent Business & 
Management, 2(1), 1101803. https://doi.org/10.1080/ 
23311975.2015.1101803

Jeffries, F. L., & Reed, R. (2000). Trust and adaptation in 
relational contracting. Academy of Management 
Review, 25(4), 873–882. https://doi.org/10.5465/amr. 
2000.3707747

Jetten, J., O’Brien, A., & Trindall, N. (2002). Changing 
identity: Predicting adjustment to organizational 
restructure as a function of subgroup and superor-
dinate identification. British Journal of Social 
Psychology, 41(2), 281–297. https://doi.org/10.1348/ 
014466602760060147

Jones, G. E. (2017). Knowledge sharing and technological 
innovation: The effectiveness of trust, training, and 
good communication. Cogent Business & 
Management, 4(1), 1387958. https://doi.org/10.1080/ 
23311975.2017.1387958

Kachanoff, F. J., Ysseldyk, R., Taylor, D. M., de la 
Sablonniere, R., & Crush, J. (2016). The good, the bad 
and the central of group identification: Evidence of 
a U-shaped quadratic relation between in-group 
affect and identity centrality. European Journal of 
Social Psychology, 46(5), 563–580. https://doi.org/10. 
1002/ejsp.2199

Kang, H., & Shen, J. (2018). Antecedents and conse-
quences of host-country nationals’ attitudes and 
behaviors toward expatriates: What we do and do 
not know. Human Resource Management Review, 28 
(2), 164–175. https://doi.org/10.1016/j.hrmr.2017.07. 
001

Kenny, D. A. (2015). Measuring model fit.
Kouzes, J. M., & Posner, B. Z. (2009). To lead, create 

a shared vision. Harvard Business Review, 87(1), 
20–21. https://hbr.org/2009/01/to-lead-create 
-a-shared-vision

Leung, M. Y., & Chan, I. Y. S. (2012). Exploring stressors of 
Hong Kong expatriate construction professionals in 
Mainland China: Focus group study. Journal of 
Construction Engineering and Management, 138(1), 
78–88. https://doi.org/10.1061/(ASCE)CO.1943-7862. 
0000411

Lincoln, K. D. (2000). Social support, negative social 
interactions, and psychological well-being. Social 
Service Review, 74(2), 231–252. https://doi.org/10. 
1086/514478

Ljubica, J., Shaffer, M., Tin, S., & McKouen, K. (2019). 
A model of the dark side of expatriate–host country 
national relationships. Journal of Global Mobility: The 
Home of Expatriate Management Research, 7(2), 
137–156. https://doi.org/10.1108/JGM-09-2018-0046

Lysgaand, S. (1955). Adjustment in a foreign society: 
Norwegian Fulbright grantees visiting the United 
States. International Social Science Bulletin, 7(1), 
45–51. https://psycnet.apa.org/record/1956-00871- 
001

Martiny, S. E., & Nikitin, J. (2019). Social identity threat in 
interpersonal relationships: Activating negative 
stereotypes decreases social approach motivation. 
Journal of Experimental Psychology. Applied, 25(1), 
117. https://doi.org/10.1037/xap0000198

Mummendey, A., Kessler, T., Klink, A., & Mielke, R. (1999). 
Strategies to cope with negative social identity: 
Predictions by social identity theory and relative 
deprivation theory. Journal of Personality and Social 
Psychology, 76(2), 229–245. https://doi.org/10.1037/ 
0022-3514.76.2.229

Muthen, L. K., & Muthen, B. O. (2012). MPlus: Statistical 
analysis with latent variables–User’s guide. Los 
Angeles, CA. http://citeseerx.ist.psu.edu/viewdoc/ 
summary?doi=10.1.1.310.2841

Nadeem, S., & Mumtaz, S. (2018). Expatriates adjustment 
through transformation of social identity of Chinese 
expatriates working in Pakistan. Cross Cultural & 
Strategic Management, 25(4), 642–669. https://doi. 
org/10.1108/CCSM-08-2017-0095

Neuliep, J. W., & McCroskey, J. C. (1997). The development 
of intercultural and interethnic communication 
apprehension scales. Communication Research 
Reports, 14(2), 145–156. https://doi.org/10.1080/ 
08824099709388656

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., 
Duan, N., & Hoagwood, K. (2015). Purposeful sam-
pling for qualitative data collection and analysis in 
mixed method implementation research. 
Administration and Policy in Mental Health and 
Mental Health Services Research, 42(5), 533–544. 
https://doi.org/10.1007/s10488-013-0528-y

Peltokorpi, V., & Pudelko, M. (2020). When more is not 
better: A curvilinear relationship between foreign 
language proficiency and social categorization. 
Journal of International Business Studies, 1–27. 
https://doi.org/10.1057/s41267-020-00316-y

Peltokorpi, V., & Vaara, E. (2014). Knowledge transfer in 
multinational corporations: Productive and counter-
productive effects of language-sensitive recruitment. 
Journal of International Business Studies, 45(5), 
600–622. https://doi.org/10.1057/JIBS.2014.I

Peltokorpi, V., & Zhang, L. E. (2020). Exploring expatriate 
adjustment through identity perspective. 
International Business Review, 29(3), 101667. https:// 
doi.org/10.1016/j.ibusrev.2020.101667

Peterson, M. F., & Stewart, S. A. (2020). Implications of 
individualist bias in social identity theory for 
cross-cultural organizational psychology. Journal of 
Cross-cultural Psychology, 51(5), 0022022120925921. 
https://doi.org/10.1177%2F0022022120925921

Mumtaz & Nadeem, Cogent Business & Management (2020), 7: 1857064                                                                                                                          
https://doi.org/10.1080/23311975.2020.1857064

Page 12 of 13

https://doi.org/10.1057/s41291-020-00120-4
https://doi.org/10.1057/s41291-020-00120-4
https://doi.org/10.1080/09585192.2015.1041762
https://doi.org/10.1080/09585192.2015.1041762
https://doi.org/10.1007/978-3-319-29869-6_1
https://doi.org/10.1177%2F1368430217690909
https://doi.org/10.1177%2F1368430217690909
https://doi.org/10.1080/00273171.2016.1208074
https://doi.org/10.1080/00273171.2016.1208074
https://doi.org/10.1080/10570318309374113
https://ssrn.com/abstract=2710352
https://ssrn.com/abstract=2710352
https://doi.org/10.1080/23311975.2015.1101803
https://doi.org/10.1080/23311975.2015.1101803
https://doi.org/10.5465/amr.2000.3707747
https://doi.org/10.5465/amr.2000.3707747
https://doi.org/10.1348/014466602760060147
https://doi.org/10.1348/014466602760060147
https://doi.org/10.1080/23311975.2017.1387958
https://doi.org/10.1080/23311975.2017.1387958
https://doi.org/10.1002/ejsp.2199
https://doi.org/10.1002/ejsp.2199
https://doi.org/10.1016/j.hrmr.2017.07.001
https://doi.org/10.1016/j.hrmr.2017.07.001
https://hbr.org/2009/01/to-lead-create-a-shared-vision
https://hbr.org/2009/01/to-lead-create-a-shared-vision
https://doi.org/10.1061/(ASCE)CO.1943-7862.0000411
https://doi.org/10.1061/(ASCE)CO.1943-7862.0000411
https://doi.org/10.1086/514478
https://doi.org/10.1086/514478
https://doi.org/10.1108/JGM-09-2018-0046
https://psycnet.apa.org/record/1956-00871-001
https://psycnet.apa.org/record/1956-00871-001
https://doi.org/10.1037/xap0000198
https://doi.org/10.1037/0022-3514.76.2.229
https://doi.org/10.1037/0022-3514.76.2.229
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.310.2841
http://citeseerx.ist.psu.edu/viewdoc/summary?doi=10.1.1.310.2841
https://doi.org/10.1108/CCSM-08-2017-0095
https://doi.org/10.1108/CCSM-08-2017-0095
https://doi.org/10.1080/08824099709388656
https://doi.org/10.1080/08824099709388656
https://doi.org/10.1007/s10488-013-0528-y
https://doi.org/10.1057/s41267-020-00316-y
https://doi.org/10.1057/JIBS.2014.I
https://doi.org/10.1016/j.ibusrev.2020.101667
https://doi.org/10.1016/j.ibusrev.2020.101667
https://doi.org/10.1177%2F0022022120925921


Rotenberg, K. J. (2019). The relation between interperso-
nal trust and adjustment: Is trust always good? In 
Mehdi P. Amineh (Ed.), Trust in Contemporary Society 
(pp. 161–173). Brill.

Rousseau, D. M., Sitkin, S. B., Burt, R. S., & Camerer, C. 
(1998). Not so different after all: A cross-discipline 
view of trust. Academy of Management Review, 23 
(3), 393–404

Sharma, A. (2016). Managing diversity and equality in the 
workplace. Cogent Business & Management, 3(1), 
1212682. https://doi.org/10.1080/23311975.2016. 
1212682

Tajfel, H. (1981). Human groups and social categories: 
Studies in social psychology. Cup Archive.

Toh, S. M., & Srinivas, E. S. (2012). Perceptions of task 
cohesiveness and organizational support increase 
trust and information sharing between host country 
nationals and expatriate coworkers in Oman. Journal 
of World Business, 47(4), 696–705. https://doi.org/10. 
1016/j.jwb.2011.09.003

Tsai, Y. H., Ma, H. C., Lin, C. P., Chiu, C. K., & Chen, S. C. 
(2014). Group social capital in virtual teaming con-
texts: A moderating role of positive affective tone in 
knowledge sharing. Technological Forecasting and 
Social Change, 86(1), 13–20.

Tuffour, J. K., & Matey, E. (2019). The success of the global 
business leader: The expatriate perspective in Ghana. 
Journal of Applied Business and Economics, 21(9), 1- 
11. https://doi.org/10.33423/jabe.v21i9.2685

Turner, J. C., Hogg, M. A., Oakes, P. J., Reicher, S. D., & 
Wetherell, M. S. (1987). Rediscovering the 

social group: A self-categorization theory. Basil 
Blackwell. https://psycnet.apa.org/record/1987- 
98657-000

Vlajcic, D., Caputo, A., Marzi, G., & Dabic, M. (2019). 
Expatriates managers’ cultural intelligence as pro-
moter of knowledge transfer in multinational com-
panies. Journal of Business Research, 94(1), 367–377. 
https://doi.org/10.1016/j.jbusres.2018.01.033

Wang, C. H., & Varma, A. (2018). A process model of how 
interpersonal interaction leads to effectiveness of 
the expatriate-host country national relationship. 
Cross Cultural & Strategic Management, 25(4), 670– 
689. https://doi.org/10.1108/CCSM-11-2017-0147

Waxin, M. F. (2004). Expatriates’ interaction adjustment: 
The direct and moderator effects of culture of origin. 
International Journal of Intercultural Relations, 28(1), 
61–79. https://doi.org/10.1016/j.ijintrel.2003.12.006

Wise, S. (2014). Can a team have too much cohesion? The 
dark side to network density. European Management 
Journal, 32(5), 703–711. https://doi.org/10.1016/j. 
emj.2013.12.005

Zhang, L. E., & Peltokorpi, V. (2016). Multifaceted effects 
of host country language proficiency in expatriate 
cross-cultural adjustments: A qualitative study in 
China. The International Journal of Human Resource 
Management, 27(13), 1448–1469. https://doi.org/10. 
1080/09585192.2015.1072104

Zheng, Y., & Smith, C. (2019). Tiered expatriation: A social 
relations approach to staffing multinationals. Human 
Resource Management, 58(5), 489–502. https://doi. 
org/10.1002/hrm.21937

© 2020 The Author(s). This open access article is distributed under a Creative Commons Attribution (CC-BY) 4.0 license. 
You are free to:  
Share — copy and redistribute the material in any medium or format.  
Adapt — remix, transform, and build upon the material for any purpose, even commercially.  
The licensor cannot revoke these freedoms as long as you follow the license terms.  

Under the following terms:  
Attribution — You must give appropriate credit, provide a link to the license, and indicate if changes were made.  
You may do so in any reasonable manner, but not in any way that suggests the licensor endorses you or your use.  
No additional restrictions  

You may not apply legal terms or technological measures that legally restrict others from doing anything the license permits.

Cogent Business & Management (ISSN: 2331-1975) is published by Cogent OA, part of Taylor & Francis Group.  
Publishing with Cogent OA ensures:  
• Immediate, universal access to your article on publication  
• High visibility and discoverability via the Cogent OA website as well as Taylor & Francis Online  
• Download and citation statistics for your article  
• Rapid online publication  
• Input from, and dialog with, expert editors and editorial boards  
• Retention of full copyright of your article  
• Guaranteed legacy preservation of your article  
• Discounts and waivers for authors in developing regions  
Submit your manuscript to a Cogent OA journal at www.CogentOA.com   

Mumtaz & Nadeem, Cogent Business & Management (2020), 7: 1857064                                                                                                                          
https://doi.org/10.1080/23311975.2020.1857064                                                                                                                                                       

Page 13 of 13

https://doi.org/10.1080/23311975.2016.1212682
https://doi.org/10.1080/23311975.2016.1212682
https://doi.org/10.1016/j.jwb.2011.09.003
https://doi.org/10.1016/j.jwb.2011.09.003
https://doi.org/10.33423/jabe.v21i9.2685
https://psycnet.apa.org/record/1987-98657-000
https://psycnet.apa.org/record/1987-98657-000
https://doi.org/10.1016/j.jbusres.2018.01.033
https://doi.org/10.1108/CCSM-11-2017-0147
https://doi.org/10.1016/j.ijintrel.2003.12.006
https://doi.org/10.1016/j.emj.2013.12.005
https://doi.org/10.1016/j.emj.2013.12.005
https://doi.org/10.1080/09585192.2015.1072104
https://doi.org/10.1080/09585192.2015.1072104
https://doi.org/10.1002/hrm.21937
https://doi.org/10.1002/hrm.21937

	1.  Introduction
	2.  Theoretical framework
	2.1.  Interaction adjustment and trust development
	2.2.  Interaction adjustment and shared vision
	2.3.  Interaction adjustment and intercultural communication

	3.  Materials and methods
	3.1.  Participants and procedures
	3.2.  Measures

	4.  Results
	5.  Discussion
	6.  Limitations and future research directions
	7.  Managerial implications
	Acknowledgements
	Funding
	Author details
	Declaration of interest
	Ethics statement
	References



