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Purpose: This study answer calls for research on host country nationals (HCNs) by
examining factors that may influence HCN task performance and contextual performance
during work with their self-initiated expatriate (SIE) colleagues.

Participants and Methods: Data on personality traits (extraversion, openness), socializa-
tion self-efficacy, and frequency of interaction, task, and contextual performance were
collected by surveying 373 Chinese HCNs. The first author recruited the HCNs through
SIEs working and living in China. SIEs who participated in this project provided the email
addresses of HCNs with whom they worked.

Results: The frequency of interactions fully mediated the relationship between (a) extraver-
sion with task and contextual performance and (b) openness with task and contextual
performance. Only socialization self-efficacy moderated the mediating effects of extraversion
on task performance via the frequency of interaction; it also moderated the mediating effects
of openness on contextual performance via the frequency of interactions, but not in the
hypothesized direction.

Conclusion: This study investigated the neglected stakeholder in the expatriation process,
namely, HCNs, and what factors may impact HCNs’ performance during work and colla-
boration with their SIE colleagues.
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Introduction
Approximately 40% of global employers report experiencing problems in filling
positions due to talent shortages,' with many organizations increasingly using

expatriates to meet their talent requirements.” "3

The average size of
a multinational company’s expatriate workforce has grown by almost 33% over
the last 12 years." With the increased use of both corporate expatriates (CEs),
defined as employees sent by a parent company to work away from their home
base,” and self-initiated expatriates (SIEs), defined as individuals who have chosen
to relocate themselves in a host country,” increasing research efforts have been
made to more fully understand the relationship between international assignments
and expatriate performance.”*

Early research on international assignments has tended to be “expatriate-centric”
(page. 1041),” with host country nationals (HCNs) being a “neglected stakeholder”
in this study (page. 2928).'° Although more recent conceptualizations and studies

have explored the effect of HCNs’ attitudes on their willingness to provide support
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to expatriates and how HCNs’ reactions to payment

policies influence their interactions with expatriates and

1316 relatively little is known about

expatriate performance,
HCNs as actors in the expatriate-host country national
(E-HCN) relationship.'” Moreover, despite the growing
interest in the E-HCN relationship, the current focus is
still on how this relationship may influence expatriate
mobility'® and performance.'® No research has specifically
examined how the E-HCN relationship may influence the
performance of HCNs. The function of job performance
can be represented by the amount of time, energy, and
effort that their job

colleagues.”® According to Caliguri, job performance is

individuals allocate to and
conceptualized as a multidimensional construct consisting
12! reported that

in cross-cultural studies, two sub-dimensions of job per-

of more than one kind of behavior. Lee et a

formance, namely, task and contextual performance, are
the most significant factors predicting the job performance
of individuals during their global work experience.
However, cross-cultural researchers have identified the
factors that contribute to an individual’s job performance.
These factors are mainly related to personality differences,
organizational differences, and situational differences.?? In
this area of study, individual differences in personality
traits are the main factor that determines job performance
in cross-cultural situations. In additional, in cross-cultural
situations, when foreign and local employees are working
together they often encounter uncertainty about what beha-
viors are appropriate or acceptable for their local/foreign
This effects their
performance.?* In this study, the “individual’s personality

peers.” uncertainty negatively
traits serve as a substratum of one’s cognitive and learning
ability in a foreign culture, and will constrain one’s com-
petency to gain subsequent skills” (page. 3814).%

The purpose of this study was to build upon and extend
previous research on international assignments by putting
HCNs center stage and focusing on how the E-HCN fre-
quency of interactions, which we defined as the degree to
which SIEs communicate regularly and feel the obligation
to build and sustain relationships, as a measure of relation-
ship quality, may influence HCN performance. This study
contributes to the research on international assignments in
three major ways. First, although several studies have

326 these

examined the performance of CEs and SIEs,
studies have neglected the performance of HCNs when
they are working with CE or SIE colleagues. Even when
HCNs are considered, they are done so as a secondary

factor in relation to the outcomes of CEs or SIEs.”” Any

relationship requires two actors, yet research on interna-
tional assignments has failed to consider how HCN inter-
actions with CEs or SIEs may affect his/her performance.
This study therefore answers calls for more research on
HCNs in this context.'%'¢

Second, this study extends previous research by exam-
ining the nature of the E-HCN frequency of interactions,
and whether this factor mediates the association between
the HCNs’ personality and performance. Previous research
has examined how expatriates experience stress due to
their status as newcomers to the work environment, and
how that stress influences their performance.” However,
previous work has not considered that the HCNs who
work closely with an expatriate may also experience
uncertainty and stress. Given that HCNs and expatriates
are often from different cultural backgrounds, HCNs must
learn to navigate these differences while maintaining their
productivity.?® Drawing from social capital theory,>*= this
study examines how the relationship between an expatriate
and an HCN may facilitate the HCN’s performance. Social
capital is defined as “the sum of actual and potential
resources embedded within, available through, and derived
from the network of relationships possessed by an indivi-
dual or social unit” (page. 243).>' According to social
capital theory, organizations are social communities in
which relationships between actors are enacted.’'~”
Through interactions, actors share information and provide
emotional support to one another.®> The relationships
between actors form the basis for trust, shared meaning,
and cooperation so that goals can be achieved.’' For
example, a growing body of research has examined the
positive association between the attainment and use of
social capital and positive career outcomes including
higher salaries, promotions, and career satisfaction.**

2931 we delineated

Drawing from social capital theory,
the E-HCN frequency of interactions that may mediate
the association between HCNs’ personality and
performance.

Third, while previous studies have examined the sociali-
zation self-efficacy of expatriates, no research has yet con-
sidered how interactions with expatriates may change the
HCNSs’ perceptions and behaviors to suit the new rules, roles,
and norms of foreigner groups and style of work within
multinational organizational environments. Socialization
self-efficacy was defined as a tactic that can help individuals
cope with new experiences, such as engaging with collea-
gues from different cultural backgrounds.?' Considering that

personality traits are considered to be relatively stable,” it is
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important to determine whether changes in perceptions and
behaviors due to socialization self-efficacy can enhance the
HCN-expatriate frequency of interactions and performance,
even in HCNs with extraversion and openness personality
traits. By studying whether socialization self-efficacy mod-
erates the mediation effect between HCN personality and
performance via the E-HCN relationship, this study sheds
light on the E-HCN frequency of interactions and broadens
the scope of research on workplace relationships.*>%3”

In the next section, we will explain how the association
between personality and performance might be better
understood by considering the mediating effect of
E-HCN frequency of interactions. Figure 1 summarizes
the proposed hypotheses for this study.

Personality and the Frequency of

Interactions

The association between the personality traits of extraversion
(ie, being outgoing, energetic, and talkative) and openness
(ie, being accepting of change and having a willingness to
seek out variety), as well as the impact of these personality
traits on career outcomes, have been studied in-depth in

domestic settings.*®~ It has been suggested that extraversion
and openness may also be highly relevant in the study of

E-HCN
4

expatriate assignments and may influence
relationships.*® Furthermore, Osman-Gani and Rockstuh
stated that differences in personality traits can act as an
antecedent that shapes an individual’s relationship qualities
or how he/she networks with others. In other words, person-
ality differences can influence an individual’s choice to
accept or reject relationships with their peers, friends, and
other people. For instance, Bahatti et al*” demonstrated that
in international assignments, circumstances in which expatri-
ates are willing to adapt to the viewpoint of their local peers
are assumed to improve the relationship between these two
groups of people. This is considered in the openness dimen-
sion of personality traits. Extraversion refers to individuals
who have an outgoing and energetic personality, which is in
contrast with individuals who are solitary and reserved. This
trait assists individuals to develop higher levels of interaction
with others.*> In expatriate studies, people who displayed
extraversion were significantly better connected to both other
expatriates and to people within the host country. This net-

working capability lies at the core of extraversion.* Prior

E-HCN frequency of

interactions
5.90%%*
6.57*%*
* 4,95%%% 641
Extraversion
6.90%**
6.49% %% Task
2.66%* performance
Openness
-4,02%** A\
A
I Contextual
performance

-1SD,| -1SD, -1SD,| -1SD,

-0.06 0.01 0.05 | 0.12

+1SD,| +ISD, +1SD,| +ISD,

0.15 -0.03 0.00 | -0.32

Socialization self-efficacy
Figure | Proposed theoretical model.
Notes: *p < 0.01; **p < 0.001, —1 SD as low; +1 SD as high values of the moderator.
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research on CEs has found that those high on extraversion are
able to better connect with both HCNs and other expatriates**
and those high on openness tend to build better relationships
with HCNs.?’ Previous studies, however, have not examined
the association between HCN personality traits and E-HCN
relationship quality.

Cultural differences (ie, language barriers and unfami-
liar practices) could mean that HCNs who are engaged in
a working relationship with an expatriate may feel vulner-
able and experience anxiety.'>*> This cultural difference
demands the possession of specific cultural competence or
cultural intelligence.***” This study presumed that HCNs’
personality trait (extraversion and openness) can act as like
a cultural competence that facilitates the adaptation to
different cultural environments and assist HCN to have
high relationship qualities with their SIE colleagues. Those
HCNs who have higher levels of extraversion and open-
ness may be more willing to shift their perspective and
view the relationship as a positive means of growth and
career development rather than a source of stress.*®

For instance, Wolff and Kim*® found that expatriates
who have high levels of extraversion are more willing to
be sociable, more comfortable around local people, less
averse to being the center of attention, and therefore adjust
more quickly and perform better and faster in the host
country than other expatriates. Therefore, those high in
extraversion may find people of another culture interesting
and could enjoy interacting and learning from them.*?
Thus, this study presumed that those HCNs who are high
in extraversion enjoy interacting with others, which is
reflected in their positive behavior and emotions, and
may result in a better relationship quality with their SIE
colleagues. When SIEs recognize these positive behaviors
in their HCN colleagues, they may feel more comfortable
to work with them.

Hla: HCNs with a high level of extraversion will more
frequently interact with their expatriate colleagues.

Previous work has also reported that SIEs and HCNss
avoid getting close to each other because they are from
different cultural backgrounds and consider each other
strangers.** However, HCNs who are high in openness
are more likely to embrace cultural differences, which
helps them to build better relationships more quickly and
learn about the culture of SIEs (see Pinto and Araujo,* for
review). Therefore, those high on openness may be more
likely to embrace cultural differences, thus enabling them

to more quickly find or build shared understandings.*’
Indeed, previous research has found that openness is asso-
ciated with a lower tendency to avoid those of other races
and positive attitudes toward diversity,'® which makes it
more likely individuals with openness will cooperate with
expatriates. By being willing to engage with others and
experience new ideas, an HCN may build stronger rela-
tionships by seeking out opportunities to connect with the
expatriate he/she works most closely with, behaving in
a manner that promotes trusts, and engaging in dialogue
that enables a shared vision.

H1b: HCNs with a high level of openness will report
a higher frequency of interactions in their E-HCN
relationship.

The Mediating Role of the Frequency of

Interactions

Prior research in domestic settings has found that extra-
version is a valid predictor of performance for occupations
that require social interaction (eg, managers, salespeople),
while openness is a valid predictor of performance, regard-
less of occupation (for a meta-analysis).”® Research on the
association between CEs’ personality and performance has
produced similar results.’

Personality traits are the distinguishing qualities or
characteristics of an individual, including an individual’s
habitual patterns of behavior, thought, and emotion in
various circumstances.”> Athota et al’* argued that extra-
version and openness play a critical role in increasing
organizational performance effectiveness and efficiency.
These cross-cultural studies have found that expatriates
who have high levels of extraversion and openness should
be better able to overcome cultural barriers and more
easily adapt to working with those of different cultural
backgrounds.”’ In addition, we expect that HCNs® extra-
version and openness to experiences are valid predictors of
performance. Through these interactions with expatriates,
HCNs may gain knowledge through interactions with
expatriates,”’ and network contacts, which help them to
be more productive.>*

H2a: HCNs with high levels of extraversion and openness
will report better task performance.

Likewise, extroverted HCNs are more likely to be
comfortable with the amount of social interaction needed
to successfully perform the job.”® People with this
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characteristic have been described as energetic, active in
their participation, confident in communicating their opi-
nions, and avoidant of conflict with the others, which are
all qualities that could improve job performance.”’
Furthermore, HCNs who are high on openness and may
be more willing to engage in unfamiliar activities and to
consider the values, beliefs, and modes of decision-making
that are different from their own.”” They may view work-
ing with an expatriate as an opportunity to learning and
develop their existing knowledge. The greater willingness
to learn from expatriates and adopt new ways to approach
tasks and problems may mean that HCNs high on open-
ness are, in turn, more productive.

H2b: HCNs with high levels of extraversion and openness
will report higher levels of contextual performance.

Although past research has examined the positive asso-
ciation between personality traits and performance,” no
studies have yet considered how the E-HCN frequency of
interactions may influence this association. Given that the
frequency of interactions is an important dimension of
relationship quality, it could mediate the association
between personality traits and HCN performance.

While members of dyadic workplace relationships
often experience difficulties, individuals from different
cultural backgrounds may encounter even more obstacles
in developing high-quality dyadic relationships than those
of the similar backgrounds.’” Individuals tend to engage in
relationships because of perceived similarity in surface
characteristics, such as nationality, as described by the
similarity-attraction and homophile principles.”® Foreign
and local employees working together may experience
stress because of perceived dissimilarities. For example,
HCNs may feel anxious and be uncertain about how to
interact with expatriates, especially with expatriates who
have social norms and methods of completing tasks that
are different to their own.”® Furthermore, even if the
expatriate and HCN speak the same language, there may
be difficulties due to each party’s use of slang or rapidness
of speaking. The HCN could be nervous that they will not
be able to guide the expatriate effectively or that they will
be blamed for the expatriate’s failures.

Strengthening the E-HCN relationship, however, may
help reduce the uncertainty and stress associated with
different
background.>* E-HCN relationships are characterized by

working with someone of a cultural

a high frequency of interactions that can bolster the bond

between the HCN and expatriate, thus permitting the HCN
to exhibit a higher performance. The frequency of interac-
tions is the number of interactions in personal relationships

inside a company,”’

such as face-to-face communication,
video conferencing, phone calls, and email interactions
between SIEs and HCNs. Also, practical research has
highlighted that a greater number of interactions drives
the attachment between two actors.'> The parties may
share their innermost thoughts and opinions, which per-
mits them to discuss and recognize common core values
and beliefs. These interactions may unite the HCN and
expatriate and could provide a crucial bonding mechanism,
and, in turn, enhance each party’s performance.

To summarize, a high frequency of interactions
between HCNs and expatriates may mediate the relation-
ship between personality traits and performance. While the
existing literature has placed an emphasis on the role
HCNs play in providing informational and emotional sup-
port to expatriates, so as to enhance expatriate
performance,’® interactions between HCNs and expatriates
may also benefit HCNs. Thus, the E-HCN frequency of
interactions is likely to be mutually beneficial. Each party
will contribute to the other, reinforcing the reciprocal
nature of their interactions.>® During an international
assignment, expatriates may contribute to the global shar-
ing and transferring of knowledge.’” Expatriates may also
serve as “reserves” of organizational and national culture
(ie, embedded and tacit knowledge), but they decide what
knowledge to share and with whom.’® Overall, when the
two parties interact, expatriates may help HCNs gain
a different perspective on the multinational company’s
strategy and objectives, to develop intercultural compe-
tences, and connect with a useful network of international

contacts.

H3: The association between personality traits and perfor-
mance will be mediated by the frequency of interactions.

The Moderated Mediation Effect of

Socialization Self-Efficacy

Socialization self-efficacy helps individuals to adapt to
new rules, roles, and norms.’>® Prior studies have
focused on how HCNs play a critical role in helping
expatriates overcome cultural barriers so that they can
learn to fit into their work environment.’® However, inter-
actions with expatriates may also help HCNs to alter their
perspectives and values, such that they can better adjust to
changes in their jobs and succeed within their evolving
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work environment. While working with expatriates, HCNs
may experience ambiguity and anxiety as they encounter
new cultural norms and unfamiliar cultural practices.
Expatriates may help to reduce these uncertainties, causing
the HCN to change their opinions and behaviors.®!

In the expatriate literature, two dimensions of sociali-
zation self-efficacy, social aspects and social context, are
typically used to capture individuals’ changes due to their
interactions with different cultures.?' First, social aspects
refer to how HCNs’ interactions with foreigners have
altered perceptions of their own work roles, as well as
the work roles of their subordinates and their expatriate
colleagues. For example, through interactions with expatri-
ate colleagues, HCNs may learn new or innovative ways
of accomplishing tasks. Second, social context refers to the
adjustment made by HCNs in their manner of dress and
behaviors due to their relationship with expatriate collea-
gues. The HCN may view the expatriate as a role model,
and so may try to act or dress more like them to fit in
better with them. Therefore, we can suggest that the influ-
ence of socialization self-efficacy may conditionally influ-
ence the strength of the indirect relationship between
personality and performance. We propose that socializa-
tion self-efficacy influences HCNs’ performance by rein-
forcing the positive relationship between personality
(extraversion and openness) and the E-HCN frequency of
interactions. Thus, we proposed the following hypotheses:

H4: Socialization self-efficacy will moderate the indirect
effect of extraversion on (a) task performance and (b)
contextual performance through the frequency of interac-
tions, with a stronger effect seen with a higher (vs lower)
level of socialization self-efficacy.

H5: Socialization self-efficacy will moderate the indirect
effect of openness on (a) task performance and (b) con-
textual performance through the frequency of interactions,
with a stronger effect seen with a higher (vs lower) level of
socialization self-efficacy.

Methods

Sample and Procedure

As part of another research project, the first author con-
tacted 1200 SIEs whose email addresses had been obtained
from the Chinese Foreign Expert Offices in Hangzhou and
Shanghai. Of the 1000 SIEs who participated in that pro-
ject, 588 provided the email address of an HCN colleague
with whom they worked. In this study, we emailed those
588 HCNSs, providing them with a link to an online survey

and offering 20 Yuan (~$3.16 US) for their participation.
A total of 373 usable surveys were returned from the
HCNs, with a response rate of 63%.

The average age of HCNs was 26 years old (SD =
3.65), and women made up most of the sample (86%). The
majority (64%) of E-HCN relationships were between
peers of equal rank. All the HCNs were Chinese.

Ethics Statement

Following the 2013 revision of Helsinki Declaration, we
designed our research to emulate a medical research study.
The study was reviewed and approved by the Zhejiang City
College University’s ethics committees. The data were
volunteered by our study participants and all research parti-
cipants provided written and informed consent.

Measures

The following variables were measured using the HCN
survey: personality traits, frequency of interactions, socia-
lization self-efficacy, HCN task and contextual perfor-
mance, and the control variables (gender, age, and type
of E-HCN relationship). Unless otherwise indicated, sur-
vey item responses ranged from “strongly disagree” (1) to
“strongly agree” (7) and were scored on a seven-point
Likert scale.

Personality Traits

The Big-Five Inventory was used to measure extraversion (8
items) and openness (10 items).> The stem, “Do you agree
that you are someone who ... ”, was used with items such as
“is talkative” for extraversion and “is original, comes up
with new ideas” for openness. The Cronbach’s alpha for
extraversion was 0.84, and for openness, it was 0.79.

The frequency of interactions was measured by
McAllister’s®® 4-item scale. Using a 5-point Likert scale
ranging from 1 = never to 5 = all the time, HCNs rated
items, including “How frequently do you interact with
your foreigner colleague at work?” and “How frequently
do you interact with your foreigner colleague informally or
socially at work?”. The Cronbach’s alpha for frequency of
interactions was 0.92.

Socialization Self-Efficacy
To measure individual socialization from working with

21 gcale. Six

foreign colleagues, we adapted Lee et al’s
items were used to measure socialization experiences;

a sample item is, “I altered my working procedures when
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The
Cronbach’s alpha for socialization experiences was 0.86.

I began working with foreigner colleagues”.

Performance

The performance was measured using Lee et al’s®!

scale,
which examines task (4 items) and contextual (3 items)
performance. A sample item for task performance is, “I am
performing well and doing my assignment in collaboration

999

with my expatriate colleague/s’”. A sample item for con-
textual performance is, “I get along well with my expatri-
The Cronbach’s task

performance was 0.85, and for contextual performance, it

ate colleagues”. alpha for
was 0.89. Self-report study provided all the information
for both independent and dependent variables from same
resource that make the common method bias or validity
problem. Therefore, this study to prevent the common
method variance® checked the error by conducting
“Harman’s single factor” techniques in order to claim
that there is not a common method variance issue which
results displayed 46% of the variance that is not more than
50% of the total variance.

Control Variables

Because the gender and age of SIEs have previously been
found to differentiate the level of performance of SIEs,*®
these two variables were controlled. Respondents were
asked to indicate their sex, which was coded as 1 = male
and 0 = female. Age was estimated by direct question to
the respondents “How old are you?”. Because prior studies
suggested that actor similarity increases the quality of
E-HCN relationship,''>! relationship type was also docu-
mented and was coded as 0 = not peers (ie, supervisor-
subordinate) and 1= peers.

Data Analysis Techniques

The hypotheses were then tested in two interlinked steps.
First, a simple mediation model was used to test H1-3
according to the multistep approach proposed by Baron
and Kenny.®> Second, the PROCESS model and 5000-
sample bootstrap approach® were used to explore the
possible mediation. The effects of independent variable
X (personalities) and mediator M (frequency of interac-
tion) on outcome Y (performance) were examined (H3).
Finally, the proposed moderated mediation (H4 and 5) was
examined using the approach designed by Preacher et al®’
to operationalized the conditional indirect effect of person-
alities on performance at high and low levels of

socialization self-efficacy. The PROCESS model and
5000-sample bootstrap approach were used.

Common Method Variance

A confirmatory factor analysis was performed to test
whether the hypothesized model captured distinct
constructs®® using AMOS 22.0. The hypothesized six-
factor model fit the data acceptably and captured distinct
constructs, with ¥ (169 df) = 369.91, CFI = 0.97, TLI =
0.95, RMSEA = 0.05, and SRMR = 0.04. All of the
observed items loaded on their respective latent factors,
and the factor loadings were all significant, indicating that
the latent variables had acceptable convergent validity. In
addition, we compared the hypothesized model to three
alternative models. The first alternative five-factor model
specified loading of extraversion and openness on one
latent factor, with the other variables loading on their
respective factors. This alternative model fits worse than
the hypothesized model (y2 (113 df) =1044.951, CFI
=0.90, TLI=0.89, RMSEA =0.06, and SRMR =0.09).
The second alternative five-factor model specified loading
of task and contextual performance on one latent factor,
with the other variables loading on their respective factors.
The second alternative model fit worse than the hypothe-
sized model (2 (111 df) =1221.251, CF1 =0.88, TL1=0.87,
RMSEA =0.07, and SRMR =0.08). The third alternative
four-factor model specified loading of extraversion, open-
ness, and E-HCN frequency of interaction on one latent
factor, with the other variables loading on their respective
factors. The third alternative model fits worse than the
hypothesized model (32 (108 df) =1573.389, CFI =0.82,
TLI=0.81, RMSEA =0.09, and SRMR =0.08). Overall, the
analyses indicated that the five constructs captured distinc-
tiveness and exhibited a theoretically meaningful structure.
These findings suggest that the covariance structure was
probably not dominated by CMV.

Results

Test of Mediation Effects

Hypothesis 1 was that HCNs with high levels of (a)
extraversion and (b) openness will report a greater of
frequency of interactions in their E-HCN relationship. As
can be seen in Table 2, Table 1 extraversion (f = 0.28, ¢ =
0.05, p < 0.001) and openness (f = 0.36, ¢t = 0.09, p <
0.001) were positively associated with the frequency of
interactions, thus supporting Hla and Hl1b.
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Table | Descriptive Statistics, Reliabilities, and Intercorrelations
Variables M SD 1 2 3 4 6 7 8
|. Extraversion 4.95 0.91 (0.84)
2. Openness 5.33 0.75 0.10%* (0.79)
3. Frequency of interactions 4.06 1.19 0.55%* 0.21%* (0.92)
4. Socialization self-efficacy 5.22 1.12 0.49%* 0.23%* 0.33%* (0.86)
5. Task performance 3.58 1.36 0.33** 0.17%* 0.2** 0.16** (0.85)
6. Contextual performance 3.36 1.64 0.32%* —.04 0.42%* 0.2** 0.45%* (0.89)
7. Gender 0.69 0.46 -.07 0.1 4** —.25%* —.20%* 0.09 —.04 -
8. Age 30.0 8.82 -.03 0.04 —.28%* —-.03 — |9k —.26%* 0.34%* -
9. Relationship type 1.65 0.66 0.11* —-.07 0.00 0.12% -0l -.09 —.06 —.04

Notes: HCNs: n = (373); Alpha reliabilities are shown in parentheses on the diagonal line. For the sex variable, men were coded as | and women were coded as 0. For
relationship type, non-peer relationships were coded as 0 and peer relationships were coded as |. *p < 0.05; **p < 0.01.

Table 2 Regression Results for Simple Mediation (n = 249)

Frequency of Interactions Task Performance Contextual Performance
Variables B SE t B SE t [ SE t
Extraversion 0.28 0.05 6577k 0.43 0.08 6.90%% 0.50 0.09 649+
Openness 0.36 0.09 4.95%#x 0.24 0.09 2.66™* —0.39 0.09 —4.02%%%
Frequency of interaction 0.30 0.05 5.90%%* 0.43 0.06 6.4 %%
Sex (Male) —0.36 0.12 —2.85%* 0.39 0.15 3.93%k 0.30 0.17 1.73
Age —0.01 0.06 —2.64%* —0.03 0.07 —4. 79 —0.05 0.09 —5.73%%%
Relationship type —0.06 0.12 —0.49 0.11 0.14 0.48 0.0l 0.16 0.11

Notes: **p < 0.01; ¥**p < 0.001.

Hypothesis 2 was that HCNs with high levels of extra-
version and openness will report higher levels of (a) task
and (b) contextual performance. As shown in Table 2,
extraversion (f = 0.43, t = 0.08, p < 0.001) and openness
(B =024, t=0.09, p <0.001) were positively related to
HCN task performance, thus supporting H2a. Similarly,
extraversion (f = 0.50, 1 = 0.09, p < 0.001) was positively
associated with contextual performance; however, open-
ness was negatively associated with contextual perfor-
mance (f = -0.39, t = 0.09, p < 0.001). Therefore, H2b
was partially supported.

by frequency of interaction. As shown in Table 3, the
frequency of interactions fully mediated the relation-
ship between extraversion and task performance
(Effect size = 0.39, Boot SE = 0.05; 95%CI [0.2964,
0.5002]) and between openness and task performance
(Effect size = 0.49, Boot SE = 0.06; 95%CI [0.3028,
0.5553]). The frequency of interactions fully mediated
the relationship between openness and contextual per-
formance (Effect size = 0.20, Boot SE = 0.04; 95%CI
[0.1147, 0.3013]) and between openness and contex-
tual performance (Effect size = 0.29, Boot SE = 0.05;

Hypothesis 3 was that the relationship between 95%CIl [0.1750, 0.4082]). Therefore, H3 was
personality traits and performance would be mediated supported.
Table 3 The Indirect Effects of the Independent Variables on Outcomes
Independent Variables Outcomes Effect Boot SE 95% CI
Extraversion Task performance 0.39 0.05 [0.2964, 0.5002]
Contextual performance 0.49 0.06 [0.3028, 0.5553]
Openness Task performance 0.20 0.04 [0.1147, 0.3013]
Contextual performance 0.29 0.05 [0.1750, 0.4082]

Note: Bootstrap sample size: 5000.
Abbreviation: Cl, confidence interval.
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Test of Moderated Mediation Effects
Hypothesis 4 was that socialization self-efficacy would
moderate the mediated effects of openness on (a) task
and (b) contextual performance via the frequency of inter-
actions. As shown in Table 4, at lower levels of socializa-
tion self-efficacy, extraversion did not have an indirect
effect on task performance via the frequency of interac-
tions (b = -0.06, 95%CI [-0.2360, 0.1109]). At higher
levels of socialization self-efficacy, extraversion had an
indirect effect on task performance via the frequency of
interactions (b = -0.03, 95%CI [0.0205, 0.2923]). At lower
levels of socialization self-efficacy, extraversion did not
have an indirect effect on contextual performance via the
frequency of interactions (b = 0.01, 95%CI [-0.0717,
0.2287]); at higher levels of socialization self-efficacy,
extraversion did not have an indirect effect on contextual
performance via the frequency of interactions (b = -0.03,
95%CI [-0.1668, 0.0460]). Therefore, H4a was supported
and H4b was not supported.

Likewise, at lower levels of socialization self-efficacy,
openness did have not an indirect effect on task perfor-
mance via the frequency of interactions (b = 0.05, 95%CI
[-0.0105, 0.1340]); at higher levels of socialization self-
efficacy, openness did not have an indirect effect on task

Table 4 The Conditional Indirect Effect of Personality on
Performance at High and Low Levels of Socialization Self-Efficacy

Moderator Effect Boot SE 95% CI

The conditional indirect effect of extraversion on task performance at

high and low levels of socialization self-efficacy

0.08
0.06

Low (-1 SD) ~0.06
High (+1 SD) 0.15

[-0.2360, 0.1109]
[0.0205, 0.2923]

The conditional indirect effect of extraversion on contextual
performance at high and low levels of socialization self-efficacy

Low (-1 SD) 0.0l 0.08
High (+1 SD) ~0.03 0.11

[-0.0717, 0.2287]
[-0.1668, 0.0460]

The conditional indirect effect of openness on task performance at
high and low levels of socialization self-efficacy

Low (-1 SD) 0.05 0.03
High (+1 SD) 0.00 0.02

[-0.0105, 0.1340]
[-0.0541, 0.0586]

The conditional indirect effect of openness on contextual
performance at high and low levels of socialization self-efficacy

0.12 0.13
—0.32 0.14

[-0.1416, 0.3883]
[-0.6159, —0.0396]

Low (-1 SD)
High (+1 SD)

Note: Bootstrap sample size: 5000.
Abbreviation: Cl, confidence interval.

performance via the frequency of interactions (b = 0.00,
95%CI [-0.0541, -0.0586]). However, at lower levels of
socialization self-efficacy, openness had not an indirect
effect on contextual performance via the frequency of
interactions (b = 0.12, 95%CI [-0.1416, 0.3883]); at higher
levels of socialization self-efficacy, openness had an indir-
ect effect on contextual performance via the frequency of
interactions (b = -0.32, 95%CI [-0.6159, -0.0396]). Thus,
H5a was not supported and H5b was supported.

To further examine the moderating effect of socializa-
used the
technique.®®®” Figure 2A depicts the plot of the condi-

tion experiences, we Johnson-Neyman
tional indirect effect of extraversion on task performance
via socialization self-efficacy. The indirect effect of extra-
version on task performance via the frequency of interac-
tions was significantly far from zero when the value of
socialization self-efficacy was greater than 5.8. The indir-
ect effect gradually decreased as the moderator increased.
Thus, while socialization efficacy did moderate the
mediated effects of extraversion on task performance via
the frequency of interactions, the effect of extraversion on
task performance through the frequency of interactions
was stronger when socialization self-efficacy was high.
Therefore, H4a was supported.

Figure 2B depicts the plot of the conditional indirect
effect of openness on contextual performance via socia-
lization self-efficacy. The indirect effect of openness on
contextual performance via frequency of interaction was
significantly far from zero when the value of socializa-
tion self-efficacy was greater than 5.9. The indirect
effect gradually decreased as the moderator increased.
Thus, while socialization self-efficacy did indeed mod-
erate the mediated effects of openness on contextual
performance via the frequency of interactions, this was
not in the hypothesized direction. Instead, the effect of
openness on contextual performance through frequency
of interaction was weaker when socialization self-
efficacy was high. Therefore, H5b was only partially
supported.

Discussion

This study focused on the neglected actor in the E-HCN
frequency of interactions, namely HCNs. We examined
how personality traits (extraversion and openness) and
the E-HCN frequency of interactions influence HCNs’
performance. Besides this, this paper also highlights the
role of the moderated mediation of frequency of interac-
tions and socialization self-efficacy.
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Figure 2 (A) Interaction between the indirect effect of extraversion and socialization self-efficacy on task performance; (B) interaction between the indirect effect of
openness and socialization self-efficacy on contextual performance.

Theoretical |mp|ications positively associated with the E-HCN frequency of inter-
As predicted by the extraversion—openness model,* we actions (Hla, H1b). One theoretical contribution of this

found that extraversion and openness in HCNs were study is how personality traits®® can work as
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a combination of competencies to help HCNs to increase
the frequency of interactions with their SIE colleagues.
Furthermore, our findings suggest that extroverted HCNs
are assertive and talkative, which could help them to
positively interact with expatriates and develop better
relationships with them. HCNs who are more willing to
experience new things, including foreign cultures, might
interact with others more positively.

Likewise, HCNs with higher levels of extraversion also
had a better task and contextual performance; openness
was also positively associated with task performance. The
findings of this study suggested that HCNs who are high in
extraversion enjoy interacting with others and that this is
reflected by their positive behavior and emotions and may
result in better relationships between HCNs and their SIE
colleagues. Also, the present findings found that openness
is associated with HCNs’ networking ability and tendency
to embrace new experiences, such as new cultures, values,
and beliefs. This could help them to react positively to
SIEs’ cultural differences, thus improving HCNs’ job per-
formance and productivity. Therefore, our empirical find-
ings support the theoretical viewpoint of Black and
Gregersen.”* However, openness was negatively asso-
ciated with contextual performance (H2). One possible
explanation for this finding is that HCNs are likely to
classify SIEs as outgroup members and treat them
accordingly.”* This is especially so in China due to its
collectivist culture.”> Therefore, it may be the case that
HCNs are more open to new experiences when these are
relevant to their task accomplishment rather than to inter-
personal relationships with their SIE colleagues.

Furthermore, the present findings contribute to the
concept of relationship quality.4 We also found
a significant mediation effect of the E-HCN frequency of
interactions on the relationship between personality traits
and performance. Drawing from social capital theory,*! we
hypothesized that E-HCN frequency of interactions helped
the expatriate and the HCN to form a bond. Thus, it
appears that E-HCN frequency of interactions, as
a possible way to increase relationship quality, has a high
explanatory value for explaining the association between
personality and performance. Other factors, such as the
level of organizational support to HCNs engaged in work-
ing relationships with expatriate colleagues, may also help
explain this association. Our study is the first to report that
the frequency of interactions mediates this relationship,
and identified which personality traits (extraversion and
openness) can enhance the frequency of interactions

between SIEs and HCNs, and in turn lead to a better
performance. In addition, Shaffer et al®® highlighted that
no previous studies have clearly examined the influence of
personality traits on job performance in cross-cultural con-
texts, especially among E-HCN colleagues. Therefore, this
study additionally supports cross-cultural studies of HCNs
and how personality traits can impact performance via the
E-HCN frequency of interactions.”®

This study also built upon past research that has exam-
ined the effect of socialization self-efficacy on expatriate
outcomes.”' Specifically, we examined how socialization
self-efficacy could help HCNs more readily interact fre-
quently with their expatriate colleagues, who are likely to
have different cultural backgrounds and beliefs.'”> We
found that socialization self-efficacy moderated the
mediated effect of extraversion on the task performance
through the frequency of interactions. The effect of socia-
lization self-efficacy on the relationship between extraver-
sion and task performance was strengthened when
socialization self-efficacy was high vs when it was low.
As predicted by hypothesis 5b, socialization self-efficacy
moderated the mediated effect of openness on the contex-
tual performance through the frequency of interactions.
However, the moderated mediation effect of socialization
self-efficacy was not in the expected direction. The effect
of socialization self-efficacy on the relationship between
openness and contextual performance was weaker when
socialization self-efficacy was high versus when it was
low. One possible explanation for this finding is that an
increased frequency of interactions and more socializing
could help HCNSs to change their perspective and thus to
learn about SIEs’ cultural norms and values, which in turn
improves the HCN-SIE relationship quality. This interpre-
tation could explain the negative relationship found
between openness and contextual performance with
fewer interactions when socialization self-efficacy was
high vs when it was low. Another theoretical contribution
of this study is that it adds weight to the role of socializa-
tion self-efficacy, as reported in the HCN literature, which
has focused on how E-HCNs learn about each other’s
culture and behavior.”'

Although SIE studies’' emphasized the role of the atti-
tudes and behaviors among HCNs and how they have
a positive effect on the SIEs’ work success and boost to
learn about local cultural norms, just a few studies have
observed the role of HCNs on SIEs.'? Traditional SIEs
research is SIEs-centric in that it neglects the roles of
HCNG . This study fills this research gap by incorporating
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HCNSs’ perspectives in the process of performance. Thus, the
implication of this study, to help SIEs and HCNs in terms of
perceiving different situations/environments and provides
guidance on how to cope and cooperate with each other.

Practical Implications

The present findings have two major implications for the
management of E-HCN relationships and HCNs’ perfor-
mance. First, this study underscores the importance of the
influence of E-HCN frequency of interactions on HCNs’
performance. Organizations tend to focus on preparing and
training expatriate managers for an international assign-
ment, without considering how to best train HCNs to
interact effectively with expatriates. Organizations should
help HCNs recognize the benefits of working with expatri-
ates, such as gaining new knowledge, making network
contacts, and career growth. Organizations should provide
training to HCNs to help them understand cultural differ-
ences and how to overcome obstacles that might impede
the development of high-quality E-HCN relationships.
Such training may also help HCNs learn to manage the
stress that is often associated with working closely with
those of different cultural backgrounds. Additionally, man-
agers should create a supportive organizational climate
that encourages the development of trust and shared
visions between HCNs and expatriates. For example, as
HCNSs begin to adapt to new norms and learn new ways to
perform tasks through their interactions with expatriates,
managers and fellow employees should support such
changes. Training, coupled with supportive human
resource practices, may enhance the frequency of interac-
tions in E-HCN relationships.

Second, this study found that both extraversion and
openness were significantly and positively related to the
frequency of interactions. These findings suggest that
organizations should select HCNs with high extroversion
and openness to work closely with expatriates. HCNs with
high extraversion and openness are more likely to effec-
tively develop high-quality interactions with expatriates.
Also, we found sex differences in the frequency of inter-
actions, whereby female HCNs had more interactions than
did male HCNs. While additional research is needed,
female HCNs in China may be better able to create effec-
tive working relationships with expatriates, which suggests
that male HCNs in China may require additional coaching
on how to build effective E-HCN relationships.

Limitations and Implications for

Future Research

This study has some limitations that should be noted.
First, this study used a cross-sectional design, which
did not allow us to observe changes in the frequency of
interactions and performance over time. Moreover, we
captured the experiences of only one member of the
E-HCN should
a longitudinal approach and should collect data from
both HCNs and expatriates.
matched samples would permit, for example, the exam-

relationship. Future studies use

Collecting data from

ination of the effect of similarity in surface character-
istics, such as sex and age, upon relationship quality,
and whether the influence of surface characteristics
may diminish over time. Second, this study examined
task and contextual performance, but failed to consider
other important work outcomes. Future studies should
consider how the frequency of interactions might med-
iate the association between personality traits and out-
comes such as job satisfaction, organizational
commitment, and knowledge sharing. Third, this study
was conducted in China, and all HCNs surveyed were
from China. Future research should therefore test this
study’s hypotheses in different cultural contexts. The
potential influence of contextual factors, including
organizational factors and the cultural distance between
the HCNs and expatriates, should also be examined.

this HCN-centralized

E-HCN relationships. As the boundaries between coun-

In sum, study examined
tries become more easily crossed, and as an increasing
number of individuals become CEs or SIEs, a better
understanding of how HCNs are affected by their inter-
actions with expatriates and how these interactions may
influence their performance and other work outcomes is
an area worthy of future research. We hope that this
study encourages more research on HCNs, who con-
tinue to be a neglected stakeholder in the expatriation
process.
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