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ABSTRACT 

 

ORGANISATIONAL PRACTICES ENHANCING POSITIVE JOB 
ATTITUDES OF EXPATRIATES ON INTERNATIONAL 

ASSIGNMENTS 
 

by 

ILZE SWARTS 

 

STUDY LEADER: DR YVONNE DU PLESSIS 

FACULTY:  ECONOMIC AND MANAGEMENT SCIENCES 

DEPARTMENT: DEPARTMENT OF HUMAN RESOURCES MANAGEMENT 

DEGREE:  PHILOSOPHIAE DOCTOR (Organizational Behaviour) 

 

With increasing foreign revenues, multinational corporations’ need for expatriate 

assignments shows little sign of slowing down. Maintaining an expatriate is a costly 

and complicated process, and if the expatriate fails in his/her assignment, the 

expatriate exercise becomes even more costly for all involved. A prominent issue in 

international staffing literature is the premature return of an expatriate to his/her 

home country or resignation during or shortly after the foreign assignment. An 

expatriate may be defined as an employee who works for a firm but is not a citizen of 

the country in which the firm is located (host-country). However, he is a citizen of the 

country in which the organisation is headquartered (parent country). Losses and 

damages resulting from expatriates returning prematurely or resigning during or 

shortly after a foreign assignment add up to considerable costs. Considering these 

costs, it is imperative that expatriate assignments are managed effectively.  

 

The above raises the following research questions:

� What is the relationship between job attitudes and expatriate managers’ intention 

to return prematurely from foreign assignments or to resign during or shortly after 

foreign assignments?  
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� What specific aspects of job attitudes are perceived by expatriate managers’ as 

critical to their adjustment while on a foreign assignment? 
 

The main aim of this research is an empirical investigation into the variables 

influencing expatriates’ job attitudes and a statistical examination of the relationship 

between job attitudes and expatriates’ intention to quit or return prematurely. The 

envisioned result is to identify organisational practices that will facilitate expatriate 

adjustment during a foreign assignment. Successful adjustment will ultimately reduce 

the number of expatriates returning prematurely and resigning from a foreign 

assignment, thereby saving multinational corporations considerable expenses. 

 

The research was conducted through self-administered questionnaires. A 

convenience sample with purposive characteristics, comprising of South African 

managers on foreign assignments, was used. Response was received from 71 

managers. The study relied on descriptive and inferential statistical procedures to 

analyse the quantitative data and analytical induction to analyse the qualitative data. 

 

The results of the study showed a negative relationship between certain favourable 

job attitudes and intention to quit a foreign assignment. Using the Spearman’s rho 

test the following correlations proved to be significant: role conflict (-.369), job 

characteristics (-.391) and co-workers (-.349). Job characteristics (-.107), 

promotional opportunities (.282) and role conflict (-.312) were identified, using 

logistic regression, as the variables playing a critical role in the expatriates’ decision 

to quit. The qualitative data analysis added the following critical adjustment aspects: 

commitment to the vision of the organisation, supportive supervision, organisational 

support practices, reasonable compensation packages, and realistic expectations. 

 

Based on the variables identified as critical, an organisational best practice 

framework is proposed. This framework can serve as a managerial guideline for 

South African multinational corporations to facilitate expatriate adjustment. 

 

 
 
 



v

DEDICATION 

 

To my husband Niel, and my children Daniel and Leana, for your love and support 

which fuelled my commitment to this task and whose involvement in this chapter of 

my life did not allow me to quit. 

 

To my parents Pieter and Leana Lodder, who inspired and motivated me to grow. 

 

 
 
 



vi

ACKNOWLEDGEMENTS 

 

� My study leader, Dr Yvonne du Plessis for your creativity and constant support 

that motivated me to stay the course. 

 

� My employer, the Tshwane University of Technology for creating the opportunity 

for further study. 

 

� My colleagues, Dr Sonia Swanepoel, Dr PA Botha and Dr Rose Laka-Mathebula 

for paving the way and providing guidelines I could follow. 

 

� The statisticians, Rita Olwagen and Solly Millard. 

 

� The language editor, Peggy Ahrens. 

 

� Technical editing and typing, Anneliese Blom. 

 

� All the other people who helped and guided me along the way. 

 

� Most importantly my Heavenly Father who blessed me with the ability and 

granted me this privilege. 

 

 
 
 



vii

TABLE OF CONTENT 

 

PAGE 

 
TITLE           i 

DECLARATION         ii 
ABSTRACT          iii 

DEDICATION         v 
ACKNOWLEDGEMENTS        vi 

TABLE OF CONTENTS        vii 
LIST OF FIGURES         xi 

LIST OF TABLES         xiii 
 

CHAPTER 1: THE PROBLEM AND ITS SETTING 
1.1 INTRODUCTION        1 

1.2 BACKGROUND TO THE RESEARCH STUDY    1 

1.3 RATIONALE AND IMPORTANCE OF THE RESEARCH  

STUDY         6 

1.4 PROBLEM STATEMENT AND HYPOTHESIS    9 

1.5 DEMARCATION OF THE RESEARCH STUDY    11 

1.6 OBJECTIVES OF THE RESEARCH STUDY    15 

1.7 THEORETICAL MILIEU OF THE RESEARCH STUDY  15 

1.7.1 Globalization and internationalization     16 

1.7.2 International human resource management (IHRM)   18 

1.7.3 Staffing policies in international human resource management 20 

1.7.4 Expatriation         22 

1.7.5 U-curve theory of adjustment      24 

1.7.6 Factors influencing expatriate adjustment    26 

1.7.7 Job attitudes         30 

1.7.8 Work-related attitudes as predictors of expatriate adjustment  32 

1.8 CHAPTER LAYOUT       33 

1.9 SUMMARY         34 

 

 
 
 



viii

CHAPTER 2: LITERATURE REVIEW 
2.1 INTRODUCTION        36 

2.2 ATTITUDES         36 

2.3 JOB ATTITUDES        43 

2.3.1 Job satisfaction        44 

2.3.2 Organisational commitment      56 

2.3.3 Job involvement        71 

2.3.4 Perceived organisational support (POS)     72 

2.4 BEHAVIOURAL MANIFESTATIONS OF JOB ATTITUDES  73 

2.4.1 Labour turnover        76 

2.4.2 Absenteeism and tardiness      80 

2.4.3 Performance         81 

2.4.4 Organisational citizenship behaviour (OBC)    84 

2.4.5 Motivation         86 

2.4.6 Perceived stress        87 

2.4.7 Violence and theft        88 

2.5 MEASURING ATTITUDES       90 

2.6 RESEARCHED RELATIONSHIP BETWEEN JOB ATTITUDES  

AND LABOUR TURNOVER IN AN INTERNATIONAL SETTING 97 

2.7 SUMMARY         103 

 

CHAPTER 3: RATIONALE FOR THE RESEARCH DESIGN AND  

METHODS 
3.1 INTRODUCTION        105 

3.2 RESEARCH APPROACH       105 

3.3 TYPE OF RESEARCH DESIGN      106 

3.4 MEASURING INSTRUMENT      109 

3.5 SAMPLE DESIGN AND SAMPLING METHOD    117 

3.6 DATA MANAGEMENT       121 

3.7 DATA ANALYSIS        122 

3.7.1 Numerical data analysis       122 

3.7.2 Textual data analysis       124 

3.8 VALIDITY OF THE RESEARCH DESIGN    124 

3.8.1 Internal validity        125 

 
 
 



ix

3.8.2 External validity        125 

3.9 SUMMARY         126 

 

CHAPTER 4: RESEARCH METHODOLOGY 

4.1 INTRODUCTION        127 

4.2 PROCEDURE FOR SAMPLING      127 

4.3 PARTICIPANTS IN THE STUDY      130 

4.3.1 The sample size of the study      130 

4.3.2 The demographic profile of the participants    133 

4.4 PROCEDURE FOR DATA MANAGEMENT    140 

4.4.1 Administration of the data collection     140 

4.4.2 Administration of the returned questionnaires    141 

4.5 RELIABILITY OF THE MEASURMENT INSTRUMENT  143 

4.6 PROCEDURE FOR QUANTITATIVE DATA ANALYSIS  

(NUMERICAL DATA)       145 

4.6.1 Means and standard deviations      145 

4.6.2 T-test          146 

4.6.3 ANOVA (Analysis of variance)      147 

4.6.4 Spearman’s rank-order correlations coefficient    147 

4.6.5 Logistic regression        148 

4.6.6 Chi-square (X²) goodness-of-fit test as part of Logistic regression 149  

4.7 PROCEDURE FOR QUALITATIVE DATA ANALYSIS 

 (TEXTUAL DATA)        149 

4.8 PROCEDURE FOR DATA INTERPRETATION    152 

4.9 SUMMARY         153 

 

CHAPTER 5: RESULTS AND FINDINGS 
5.1 INTRODUCTION        155 

5.2 RESULTS AND FINDINGS      157 

5.2.1 The “intention to separate” in the sample     157 

5.2.2 Differences between groups of participants    159 

5.2.3 The correlation between work-related attitudes and the intention 

 to quit          162 

5.2.4 Predicting the intention to quit      167 

 
 
 



x

5.2.5 Aspects perceived by South African expatriates as critical to 

their adjustment        170 

5.2.6 Framework of organisational best practices    171 

5.3 SUMMARY         172 

 

CHAPTER 6: INTERPRETATION AND DISCUSSION OF THE  

RESEARCH FINDINGS 
6.1 INTRODUCTION        173 

6.2 DISCUSSION OF THE FINDINGS     173 

6.2.1 The “intention to separate” in the sample     173 

6.2.2 Differences between groups of participants    175 

6.2.3 The correlation between work-related attitudes and the intention 

to quit          177 

6.2.4 Predicting the intention to quit      178 

6.2.5 Aspects perceived by South African expatriates as critical to 

 their adjustment        179 

6.2.6 Framework of organisational best practices    182 

6.3 SUMMARY         185 

 

CHAPTER 7:  FINAL SUMMARY, RECOMMENDATIONS 

 AND CONCLUSIONS 
7.1 INTRODUCTION        186 

7.2 SUMMARY OF THE RESEARCH FINDINGS    186 

7.3 IMPLICATIONS OF THE FINDINGS FOR MULTINATIONAL 

 CORPORATIONS        189 

7.4 CONTRIBUTION OF THE CURRENT STUDY    190 

7.5 LIMITATIONS OF THE STUDY      192 

7.6 SUGGESTIONS FOR FUTURE RESEARCH    192 

7.7 FINAL CONCLUSION       194 

 

APPENDIX A          
MEASUREMENT INSTRUMENT       196 

 

REFERENCES         208 

 
 
 



xi

LIST OF FIGURES 

 

PAGE 

Figure 1.1: Demarcation of the research study    13 

Figure 1.2: Scope and process of the research study   14 

Figure 1.3: Four basic strategies      17 

Figure 1.4: The U-curve theory and adjustment (UCT)   25 

Figure 1.5: Framework of international adjustment    29 

Figure 2.1: The components of an attitude     37 

Figure 2.2: A work-related example of the three components of an  

attitude        39 

Figure 2.3: The job characteristics model     50 

Figure 2.4: A general model of workplace commitment   63 

Figure 2.5: A model of behavioural intentions     74 

Figure 2.6: Four products of employee-organisation attitudes  78 

Figure 2.7: Relationship of job satisfaction to turnover and absenteeism 79 

Figure 2.8: The performance-satisfaction-effort loop    83 

Figure 2.9: An integrated model of individual motivation to work  87 

Figure 2.10: Tett and Meyer’s theoretical models of the relationship  

between affective organisational commitment, job  

satisfaction and turnover intention     100 

Figure 2.11: Test results of the antecedents and consequences of  

affective and continuance commitment    101 

Figure 2.12: Theoretical turnover model adopted from the work of J.E. 

 Moore         102 

Figure 4.1: From population to sample through convenience/purposive  

 sampling methods       128 

Figure 4.2: Age distribution of the participants    134  

Figure 4.3: Gender distribution of the participants    134 

Figure 4.4: Marital status of the participants     135 

Figure 4.5: Organisational tenure of the participants    136 

Figure 4.6: Participants’ number of foreign assignments   137 

Figure 4.7: Host continent of the participants     138 

 
 
 



xii

Figure 4.8: Participants’ fluency in the host country’s language  139 

Figure 5.1: Participants’ intention to quit     157 

Figure 5.2: Participants’ propensity to return prematurely   158 

Figure 6.1: Framework of organisational best practices – enhancing 

 expatriate job and organisational adjustment   183 

 

 
 
 



xiii

LIST OF TABLES 

 

PAGE 

Table 1.1: South African Breweries becoming a global brewer  2 

Table 1.2: Comparison of the three major staffing policies   19 

Table 2.1: Job values and ways to implement them    53 

Table 2.2: Herzberg’s two-factor theory     54 

Table 2.3: Concerns of managers in different countries   55 

Table 2.4: Dimensions of organisational commitment within multi- 

dimensional models       57 

Table 2.5: Correlates of job satisfaction     89 

Table 2.6: Researched relationship between job attitudes (job  

satisfaction, organisational commitment & job involvement)  

and  the propensity to leave     98 

Table 2.7: Variables tested as antecedents of job attitudes  99 

Table 3.1: Summary of the measurement instrument   113 

Table 3.2: Validity of the measurement instrument    116 

Table 3.3: Statistical data analysis      123 

Table 4.1: Age distribution of the participants    133 

Table 4.2: Gender distribution of the participants    134 

Table 4.3: Marital status of the participants     135 

Table 4.4: Organisational tenure of the participants    136 

Table 4.5: Participants’ years experience on foreign assignments  137 

Table 4.6: Participants’ highest academic achievement   138 

Table 4.7: Participants’ experience of work pressure   139 

Table 4.8: Sections of the measurement instrument    140 

Table 4.9: Cronbach’s alpha for the sub-scales of the measurement 

 instrument        144 

Table 4.10: Measures of descriptive statistics     146 

Table 4.11: Measure of statistically significant differences between 

 groups        147 

Table 4.12: Measure of statistically significant differences between 

 three or more means      147 

 
 
 



xiv

Table 4.13: Measure of correlations      148 

Table 4.14: Measure of regression analysis     149 

Table 4.15: Measure of statistical significance     149 

Table 4.16: Code sheet for aspects that made adjustment easier  151 

Table 4.17: Code sheet for aspects that made adjustment difficult  151 

Table 5.1: Abbreviations of the variables included in the analysis  156 

Table 5.2: Intention to separate in the sample    158 

Table 5.3: T-test of mean scores between the work-related attitudes  

and marital status of South African expatriates   159 

Table 5.4: T-test of mean scores between the work-related attitudes  

and gender of South African expatriates    160 

Table 5.5: T-test of mean scores between the work-related attitudes  

and intention to quit of South African expatriates  160 

Table 5.6: ANOVA to compare the mean scores between the work- 

 related attitudes and the educational level of South 

 African expatriates       161 

Table 5.7: ANOVA to compare the mean scores between the work- 

 related attitudes and the different age groups of South 

 African expatriates       161 

Table 5.8: Comparing mean scores between international experience  

 and intention to quit of South African expatriates  162 

Table 5.9: Spearman’s correlation coefficient (N=71)   163 

Table 5.10: Spearman’s correlation coefficient (N=71)   165 

Table 5.11: Omnibus test of model coefficients    167 

Table 5.12: Model summary        168 

Table 5.13: Variables in the equation      168 

Table 5.14: Step summarya,b       169 

Table 5.15: Hosmer and Lemeshow test     169 

Table 5.16: Frequency count for the aspects that make adjustment  

easier as perceived by expatriates    170 

Table 5.17: Frequency count for the aspects that make adjustment more 

difficult as perceived by expatriates    171 

Table 6.1: Aspects related to expatriate adjustment    180 

 
 
 


	FRONT
	Title page
	Declaration
	Abstract
	Dedication
	Acknowledgements
	Table of contents
	List of figures
	List of tables

	Chapter 1
	Chapter 2
	Chapter 3
	Chapter 4
	Chapter 5
	Chapters 6-7
	Back

