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ABSTRACT
This study was motivated by the great need to probe on the impact cross-cultural psychological
capital has on cultural intelligence (CQ), affective commitment (AC) and organisational
citizenship behaviour (OCB) among diverse employees at a retail organisation. Globalisation has
led to the increase in movement of the labour force due to economic, political and market force
expansion, thus, this mobility has led to diversity in the workplace. However, this workforce
diversity highlights the importance of cross-cultural skills in the workplace. The major purpose of
this study is to study the influence of cross-cultural psychological capital on cultural intelligence,
affective commitment and organisational citizenship behaviour.
A convenient sample of 203 participants were drawn from the retail organisation’s employees.
Each respondent completed the revised cross-cultural PsyCap scale, cultural intelligence scale
(CQS), organisational commitment questionnaire scale (OCS) and organisational citizenship
behaviour scale (OCBS). The hypotheses were empirically tested using various statistical methods.
The content and structure of the measured constructs were examined by means of confirmatory
factor analysis (CAF). Additionally, Structural Equation Modelling (SEM) was used to determine
the extent to which the conceptual model fits the data obtained from the sample and to test the
relationships between the constructs.
The projected relationships amongst variables were realised except for affective commitment and
organisational citizenship behaviour whereby the hypothesised relationship did not exist. A
significant positive relationship was established between CQ and cross-cultural PsyCap, and for
Affective commitment and PsyCap. Moreover, OCB and PsyCap established a positive
relationship as well as CQ and affective commitment. Likewise, a significant correlation was found
between CQ and OCB, conversely, a non-significant relationship existed between affective
commitment and OCB. An analysis was performed to determine the predictors of CQ. Hope, selfefficacy, resilience and affective commitment were found to be significant predictors of CQ and
in another analysis hope, self-efficacy, optimism and affective commitment were found to be
significant predictors of OCB.
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Conclusions were drawn from the results and recommendations were provided for future research
use by organisational development practitioners.

Key words: Cross-cultural psychological capital, Cultural intelligence, Affective commitment,
Organisational citizenship behaviour, Diversity, Development, Organisation, Culture,
Behaviour.
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE STUDY
1.1. INTRODUCTION AND BACKGROUND
Globalisation has created a boundary-less 21st century workplace which is characterised by the
mobility of labour across national and cultural borders. There has been an enormous migration of
labour in pursuit of the “greener pastures” especially by citizens moving from war-torn and
economically unstable countries. The movement of employees across borders has created
challenges and advantages for the countries and organisations dealing with the diverse pool of
employees (Kotze & Massyn, 2019). One of the challenges relate to how they can effectively
negotiate the nuances and intricacies essential in cross-cultural interactions (Reichard et al.,
2014).

Daft (2016) defined diversity as all the ways in which employees are different. According to the
United States of America Central Intelligence Agency (CIA) as cited in Daft (2016), the most
prosperous organisations value the magnitude of diversity and treat people as their biggest
assets. Thus, engaging diversified workforce is fundamental for every organisation that wants
to be better equipped to anticipate strategic surprises (Saxena, 2014). Further, diversity makes
the labour force heterogeneous (Saxena, 2014) and valuing diversity entails all people being
given an equal opportunity in the workplace (Daft, 2016).
Diversity can be managed by using key management skills that help to create a climate whereby
potential opportunities for organisational performance are maximised while the potential risks
are minimised (Daft, 2016). Some of the advantages of a diverse workforce are (1) enhanced
use of employee talent (2) improved quality of team problem solving (Kotze & Massyn, 2019)
(3) reduced costs related with high turnover, absenteeism, and lawsuits (4) advanced breadth of
understanding in leadership positions (Daft, 2016). Some of the challenges of a diverse
workforce are (1) pressure towards homogenisation (2) lower cohesion (3) human resources
(HR) challenges for example, nepotism, lack of respect due to gender discrimination and
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inequitable labour practices (Daft, 2016) and (4) management of diversified workforce
management (Saxena, 2014). In addition, organisations can manage their diverse employee pool
by making use of written policies in relation to diversity in their employee handbook, providing
sensitivity training as well as imposing a zero-tolerance policy.
The business growth from globalisation has meant that businesses require finding new ways to
compete. Hence, the only way for any organisation to thrive in the business world is by having
productive employees (Saxena, 2014). Thus, it is the duty of both the employee and the employer
(organisation) to make sure that the organisations achieve the best results. Nonetheless,
employees are considered the most crucial asset for organisations as they are the drivers for
success within an organisation (O’Donavan, 2015). Dipuola and Hoy (2005); Saxena (2014)
alluded that since employees are observed as a valuable resource within an organisation, they
should have the effectual role in their organisations. Therefore, globalisation implies that
businesses, and above all individuals, embrace cultural differences in order to cope with new
environments and conditions. Understanding and managing cultural differences have become
necessities due to global opportunities and threats (Saxena, 2014). Accordingly, through the
employees’ contribution and dedication, organisations can consolidate a competitive advantage
(O’Donavan, 2015). These returns can only be achieved when employees commit their best to
attain organisational objectives (Sheedy, 2009).
Related to globalisation, cultural diversity issues have had a remarkable impact on organisational
behaviour. According to Luthans (2011) diversity has become a reality and is essential for
developing strong and competitive organisations. Additionally, Luthans (2011) suggested that
diversity must be distinguished as the organisation’s greatest asset, and its capability to attract
and work with diverse talent should emerge as an inexpensive gain. While management outlines
diversity practices and policies, the reactions towards these by non-managerial employees has
more influence on their successful implementation within the workplace (Hicks-Clarke & Iles,
2000). Thus, the structure of a diverse workplace is one inclusive of different individuals
(Donaldson, Lee & Donaldson, 2019).
Ang and Inkpen (2006) highlighted why it is imperative for organisations to formulate strategies
that will focus on developing employees who are valuable in a cross-cultural work setting.
Consequently, it is not only how employees identify themselves, but also a recognition from
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own peers. Luthans (2011) further proposed the development of a justly multicultural
organisation as the basis and a point of departure for establishing and successfully managing
diversity. Cultural diversity can be defined as reality of existence of differences, for example, in
language, religion, sexual orientation, age, dress and moral codes that subsist among people
consistent with race and ethnicity (Lin, 2020). Additional differences that are becoming
universal in society's workplaces are education, social status, income, psychological and
physical conditions and thoughts.
Psychological capital (PsyCap) conceptually acknowledged by (Gilbert, Foulk & Bono, 2018;
Luthans & Youssef, 2004; Rudolph et al., 2017; Youssef & Luthans, 2007) is largely drawn as
a theory for the research of positive psychology (Peterson & Seligman, 2004; Seligman &
Csikszentmihalyi, 2000; Sheldon & King, 2001). Psychological capital (PsyCap) has been
recognised in the work domain (Donaldson et al., 2019; Lin, 2020; Reichard, Dollwet & LouwPotgieter, 2014). Positive psychology led by psychologist Martin Seligman and other positive
psychologists stems from a negative reaction to the pathological facet of human functioning and
behaving (Luthans, 2011). Thus, positive psychology recognises that there is an organisational
significance for exploring positive human resource strengths to tackle the workplace challenges,
for instance, cross-cultural challenges and boost organisational performance (Luthans &
Youssef-Morgan 2017; Seligman, 1999; Seligman & Csikszentmihalyi, 2000).
Moreover, research on positive psychology shifts the focus of psychology from a fixation of
what is wrong with people, such as, people’s drawbacks, helplessness and the remediation of
pathology, to what is right with people, for instance, their strengths, optimism and developing
welfare and the job satisfaction (Donaldson et al., 2019; Luthans, Luthans, & Luthans, 2004;
Luthans, 2011; Meyers, Van Woerkom & Bakker, 2013). Luthans (2011) highlighted that
positive psychology aims to use scientific methodology to discover and promote the factors that
allow individuals, groups, organisations and communities to thrive. Simply put, positive
psychology is concerned with optimal human functioning instead of pathological human
functioning (Luthans, 2011).
The current study focuses on examining the influence of PsyCap particularly in the context of
cross-cultural interactions. Dollwet and Reichard (2014) highlighted that such relations are
mostly imperative due to globalisation and rising diversity within home countries. Ang and
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Inkpen (2006) argue that the increase in workforce diversity within organisations due to the
mounting globalisation caused by economic, political and market force growth is a sign that
organisations need to come up with strategies that focus on developing employees who are
productive in cross-cultural environments.
The challenges and advantages due to diversity demand require organisations to promote
cultural intelligence among their employees (Dollwet & Reichard, 2014; Kotze & Massyn, 2019;
Solomon & Steyn, 2017). The construct of cultural intelligence (CQ), lately introduced to the
management literature has a potential in helping to enlighten the dynamics in cross-cultural
interactions in the workplace. Alexandra (2018); Earley and Mosakowsk (2004) defined cultural
intelligence as the natural ability of an outsider to understand someone’s vague gestures and the
way that individual and his or her co-workers would try to emulate them and the ability to
function efficiently in culturally diverse settings (Earley & Ang, 2003). When an organisation’s
employees are able to display a high level of cultural intelligence, employees are likely to be
emotionally attached or committed to the organisation (Aboukhadra, 2021; Huang, Shen, &
Yuan, 2021).
Similarly, affective commitment (AC) has been shown to have the utmost degree of desirable
outcomes in the cultural settings such as reduced stress, absenteeism and turnover and increased
organisational citizenship behaviour (OCB) (Wasti, 2005). Moreover, CQ has been linked to
positive outcomes for instance, improved adjustment in diverse cultural circumstances and
sequentially increases in the individual’s efficiency within their workplace (Van Dyne & Ang,
2005). Cultural intelligence has been identified as an important individual characteristic that
facilitates cultural adaptation and performance (Aboukhadra, 2021; Earley & Ang 2003). In
addition, meta-analysis (Meyer et al., 2002) found that affective commitment is a powerful
forecaster of job outcomes in the United States.
As cited in Mahembe and Engelbrecht (2014), Ang et al. (2007) added that cultural intelligence
promotes communication within the work settings, encourages good cultural judgement, cultural
adjustment, the approval of sound decision-making and job performance. The ability to interact
effectively in multiple cultures is not a skill possessed by all, yet it has become more imperative
in today’s global business world. Successful communications across cultures also requires
cultural intelligence. Additionally, CQ is also associated with successful leadership as leaders
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are expected to recognise individual differences and view these differences with a positive
attitude (Solomon & Steyn, 2017). CQ comprises of four components namely, motivational CQ,
behavioural CQ, cognitive CQ, and metacognitive CQ. Nonetheless, the development of cultural
intelligence is also dependent on individual traits such as self-efficacy, resilience, hope and
optimism displayed within cross- cultural settings (Dollwet & Reichard, 2014). These are
attributes for an individual’s cultural psychological capital.
Cross-cultural perceptive employees are crucial in harmonising and interacting with foreign
associates both within and outside the organisation (Suutari, 2003). Cox (1991); Kotze and
Massyn, (2019); Saxena (2014), were of the view that besides globalisation, the labour force has
also become progressively more diverse in terms of race, ethnicity and nationality even within
an organisation located in its residence country. Moreover, this workforce diversity highlights
the magnitude of nurturing employees’ cross- cultural skills even those that will not work with
other international employees (Dollwet & Reichard, 2014; Reichard et al, 2014). Since
psychological capital is a person’s positive psychological state linked to work, then,
organisational factors and job demands could also have consequences on psychological capital.
Affective commitment as one of the variables used in the study is most likely to be brought about
when an organisation’s cultural diversity management make employees feel appreciated and
involved (Huang, Shen, & Yuan, 2021; Meyer & Allen, 1991). However, affective commitment
is also associated with organisational citizenship behaviours OCBs (Carmeli, & Colakoglu,
2015; Grego-Planer, 2020; Meyer & Allen, 1997; Mowday, Porter & Steers, 1982).
Literature on the four variables also revealed the following findings: Specifically, experiential
results suggested that workplace PsyCap plays a significant role in increasing job satisfaction,
job performance, organisational commitment, commitment at work, and OCB (Avey, Wernsing,
& Luthans, 2008; Carmeli & Colakoglu, 2015; Grego-Planer, 2019; Hossain, 2020; Kim, 2009;
Kim, 2012; Luthans, et al., 2007; Luthans et al., 2008). Moreover, workplace PsyCap has
assisted in reducing negative work-related behaviours and attitudes for instance turnover
intentions, absenteeism, stress, and workplace abnormalities (Avey et al., 2008; Avey, Luthans,
& Jensen, 2009). A meta-analysis by Avey et al. (2011) of 51 studies on workplace PsyCap
exhibits the growing support for the positive relationship of PsyCap with a selection of diverse
work-related behaviours, attitudes, and performance as well as cross-culture interactions.
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One of the most extensively examined areas in Industrial and Organisational Psychology and
Human Resource Management literature is organisational citizenship behaviour (OCB)
(Podsakoff et al., 2009). Over the past two decades, OCB has gained significant research
attention that is apparent from the increasing number of studies on the subject matter
(Kanengoni, Ngarambe & Buitendach, 2017; Organ, 1994; Rosafizah, Norhaini, & Khairuddin,
(2020). Bateman and Organ (1983) first introduced the concept of OCB, which was subsequently
refined and supported by several researchers namely, (Chahal & Mehta, 2010; Hatjepour, 2015;
Hossain, 2020; Jain & Cooper, 2012; Luthans, 2011; Podsakoff et al., 2000).
OCBs are those individuals’ “extra role behaviours that are favourable to the organisation and
are discretionary but are not explicitly recognised by the formal reward system” (Organ, 1988).
Subsequently, omitting this kind of behaviours is by no means punishable by organisations since
they are mostly a matter of personal preference, however, the absence of OCB is likely to affect
the organisational performance and its status (Chamisa, Mjoli, & Mhlanga, 2020). Antecedents
of OCBs also change across cultures. Meyer et al. (2002) found that normative commitment was
more strongly associated with OCBs in non-Western contexts, whereas affective commitment
was mostly significant for OCBs in the United States. Organisational-based self-esteem has been
found to intercede the outcome of collectivism on OCBs (Van Dyne et al., 2000).
Employees’ emotional connection to their organisation that is, their affective commitment (AC)
is a vital determinant of devotion and trustworthiness. According to Meyer and Allen (1991);
Hossain, 2020; Kanengoni et al., 2017; Mowday et al., 1982), affectively committed employees
have a sense of belonging and recognition that enhances their association with the organisation’s
activities, their eagerness to chase the organisation’s goals, and their longing to stay with the
organisation. In accord with this view, studies have found relations between affective
commitment and absenteeism, performance and turnover (Allen & Meyer, 1996; Mathieu &
Zajac, 1990), with turnover being primarily strongly related to affective commitment (Allen &
Meyer, 1996). In a study conducted by Vandenberghe, Bentein and Stinglhamber (2004)
affective organisational commitment was found to have a considerable indirect effect on
turnover through intent to quit and commitments to the supervisor and to the work group.
OCB literature unveils that most researchers have, in their studies, mostly focused on two issues:
(a) understanding the antecedents of OCB (Levine, 2010; Paine & Organ, 2000; Shih & Chuang,
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2013; Tziner & Sharoni, 2014); and (b) highlighting the positive inferences of OCB for
organisations (Motowidlo & Borman, 2000; Podsakoff & MacKenzie, 1997; Tziner & Sharoni,
2014). It is understood that eventually, the collective OCB displayed by employees’ influence
organisational effectiveness (Agarwal & Bhargava, 2013; Bolino et al., 2013). Therefore,
researchers and organisations continuously seek new ways to improve employee OCB.
Literature suggests that OCBs influences organisational performance (Chamisa et al., 2020;
Hossain, 2020; O’Donovan, 2015; Podsakoff & MacKenzie, 1997; Rosafizah et al., 2020). Then
again, the attitudes and performance of employees in the workplace depends on what they
perceive about their organisation (Sayğan, 2011). However, if they identify themselves with an
organisation or rather if they feel emotionally attached to the organisation, they make efforts to
perform better for the betterment of the whole organisation (Huang et al., 2021).
As cited in Mahembe and Engelbrecht (2014) affective commitment has been the most broadly
studied, Sheng and Tian (2010); Mercurio (2015); Carmeli and Colakoglu (2015) because of its
constant relationships with performance, attendance and intent to quit (Afolabi et al., 2009). A
study by Allen and Meyer (1996); Meyer et al., (2002) hypothesised the correlation between
affective commitment and OCB, however, it is also supported in theoretical and empirical
evidence. Thus, it is likely that employees with higher affective commitment will adopt more
OCB (Leal, Rego & Coelho, 2012). According to Dollwet and Reichard (2014) there is an
interdependent relationship between behavioural CQ and cross-cultural PsyCap such that
employees who are high in cross-cultural hope, optimism, resilience, and self-efficacy ought to
have much needed psychological resources to intermingle well with people of diverse cultures
and, thus, they demonstrate high behavioural CQ, which in turn elevates cross-cultural PsyCap.
There is also a correlation between cross-cultural PsyCap and CQ. Reichard et al. (2014),
however, argued that cross-cultural PsyCap shares similarities with CQ, particularly its
motivational and cognitive aspects, though it also includes distinctive aspects that are not
captured by CQ, which add to its analytical aptitude.
With the intention of investigating the link between positive characteristics and attitudes of
organisational importance, Vohra and Goel (2009) measured the influence of resilience on
organisational commitment and established that resilience was positively related to affective
commitment and normative commitment but with no correlation with continuance commitment.
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Resilience was also found to be positively related to OCB with organisational commitment as
the mediator (Paul, Bamel & Garg, 2016). In addition, in a review of exploring cultural
intelligence truths by Solomon and Steyn (2017), cultural intelligence and each of its dimensions
were found to improve cross-cultural job performance, satisfaction, involvement and adaptation.
Nevertheless, the employees who are least likely to leave the organisation are those who are
strongly committed to the organisation (Allen & Meyer, 1996).
PsyCap is a practicable positive resource in this context since it covers strength and ability to
respond promptly to upcoming problems with a positive mental set consisting of self-efficacy,
hope, optimism, and resilience (Youssef & Luthans, 2007). Youssef and Luthans (2007) further
added that the four positive psychological capacities are measurable, open to development, and
can be managed for more effectual work performance. Alternatively, organisational citizenship
behaviour serves to develop effective organisational performance and creates a sustainable
environment for the employees, consequently improving their performances (Chamisa et al.,
2020; Lee & Allen, 2002). Moreover, perceived organisational support and PsyCap are linked
to various advantages for the employees and organisations that comprise extra role behaviours
(OCB). These behaviours help develop organisational efficiency but are not essential for the job
(Lee & Allen, 2002).

Concisely, to effectively endorse cross-cultural skills within a workforce, strategies aimed at
building psychological resources for instance the capacity to cope with stress, building
relationships and adjusting to novel situations are vital in guaranteeing successful multicultural
interactions. These psychological competencies will give any organisation a competitive
advantage in a gradually more global and diverse economy (Cox & Blake 1991; Richard 2000;
Saxena, 2014). Furthermore, CQ within a cross-cultural setting does not occur on its own; it is
dependent on the personal traits in the PsyCap (hope, resiliency, self-efficacy and optimism).
Once these are in place, employee commitment is further boosted resulting in employees also
engaging in OCBs.

Although previous studies have investigated the relationships between some of these variables
(for example, Avey et al., 2010; Ang et al., 2015; Earley & Ang, 2003; Dollwet & Reichard,
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2014; Meyer & Allen, 1991; Organ, Podsakoff, & MacKenzie 2006; Reichard et al., 2014; Yunlu
& Clapp-Smith, 2014; Hatjepour, 2015; Kim, 2012, Mehdipour, Rashki & Rashki, 2019) to the
best of the researcher’s knowledge, no previous studies have empirically examined the influence
of multi-cultural experiences on cultural intelligence, OCB and affective commitment.
Nonetheless, there is still little research on higher-order constructs reviewing generalisable
cross- cultural skills that forecast effective cross-cultural interactions. The main research
question steering the current study reads; “what is the influence of cross-cultural psychological
capital on cultural intelligence, affective commitment and organisational commitment behaviour
amongst garden centre employees in the government sector?”

1.1.2. DESCRIPTION OF THE STUDY CONTEXT
South Africa is a country where great diversity is recognised, henceforth, it is known as a “rainbow
nation” with eleven official languages suggesting that there are eleven different cultures and
many different subcultures; therefore, there is need for knowledge of different cultures
(cognitive cultural intelligence). In addition to knowledge of diverse cultures, such rising
diversity entails employees having generalisable psychological skills that permits them to
interact kindly with several cultural groups and mixed workers (Reichard et al., 2014). This
current research is centred on the employees at a garden and plants retailer based in Cape Town.
This garden and plant retailer is well known for providing their clients with excellent service,
the best affordable access to great gardening ideas and top-quality products.
The organisation’s workforce consists of employees from different countries and cultures who
work together to provide the best service to their clients. According to Luthans (2011), creating
a company culture compliant of unique individuals is not an easy task. Aligned with Luthans
(2011), the researcher believes that there are numerous challenges that accompany a diverse
work environment. In fact, it takes more than just creating a "diversity program" as it involves
pre- preparation and continuing oversight. In addition, the award-winning garden nursery has
five stores in the Western Cape.
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1.2. MAIN RESEARCH QUESTION
The major purpose of this study is to study the influence of cross-cultural psychological capital1
on cultural intelligence, affective commitment and organisational citizenship behaviour. The
secondary purpose is to develop and test the goodness of fit of a theoretical model depicting how
cross-cultural psychological capital, cultural intelligence, affective commitment and
organisational citizenship behaviour relate.

1.2.1. Research Questions
i.

Are there significant relationships between cross-cultural psychological capital dimensions
and cultural intelligence amongst garden centre employees?

ii.

What is the influence of psychological capital dimensions on the affective commitment of
garden centre employees?

iii.

What is the influence of cross-cultural psychological capital dimensions on the
organisational citizenship behaviour of garden centre employees?

iv.

Does cultural intelligence positively influence affective commitment?

v.

Does cultural intelligence positively influence the organisational citizenship behaviour of
garden centre employees?

vi.

Does affective commitment positively influence the organisational citizenship behaviour
of garden centre employees?

vii.

Which one of the three variables, that is, cross-cultural psychological capital affective
commitment and OCB, predict cultural intelligence?

1.3. RESEARCH OBJECTIVES
The overall aim of the study is to answer the question, “What is the influence of cross-cultural
psychological capital on cultural intelligence, affective commitment and organisational

1

Although the study purpose is to focus on psychological capital as a construct most of the
hypotheses were constructed using the dimensions as the Researcher felt that it is more informative
and important for intervention purposes when focus is on the psychological capital dimensions. In
other words, the operationalisation of the proposed model was done in terms of the dimensions of
psychological capital which were treated as the latent independent variables.
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citizenship behaviour amongst retail employees?” The following objectives have been
formulated based on the study purpose:
i.

To establish if there are significant positive relationships between cross-cultural
psychological capital dimensions and cultural intelligence

ii.

To determine the influence of cross-cultural psychological capital on affective commitment

iii.

To determine if cross-cultural psychological capital has an influence on organisational
citizenship behaviour

iv.

To establish if there is a relationship between cultural intelligence and affective
commitment

v.

To find out if cultural intelligence positively influences organisational citizenship
behaviour

vi.

To determine if affective commitment positively influences organisational citizenship
behaviour

vii.

To identify which one of the three variables, that is, cross-cultural psychological capital,
affective commitment and OCB explain the most variance in cultural intelligence.

1.4. SIGNIFICANCE OF THE STUDY
The importance of undertaking this study is to have a broader view of the influence that crosscultural PsyCap has on cultural intelligence, affective commitment and organisational
citizenship behaviour of garden centre employees.

Earlier studies suggest that cross-cultural experiences gained through living abroad allow access
to a larger number of fresh ideas and concepts, support people to approach problems from diverse
viewpoints, and can add to the appreciation and enlistment of ideas from unknown sources
(Maddux & Galinsky, 2009). However, the study intends to investigate these variables
anticipated to be directly associated with the achievement of organisational success in crosscultural settings.
Research has shown that cross-cultural PsyCap shares similarities with CQ, mostly its
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motivational and cognitive aspects; (Dollwet & Reichard, 2014; Reichard et al., 2013, 2014,
2015). However, by including AC and OCB, the research will help to understand the perceptions
of employees on how well they emotionally commit to their organisations as well as how far they
are willing to perform those extra role behaviours that are favourable to the organisation in crosscultural settings. Moreover, literature has shown that AC and PsyCap predict both in-role and
extra-role performance (Allen & Meyer, 1996; Avey et al., 2010; Meyer et al., 2002). Therefore,
culturally intelligent employees should be able to perform well in multi-cultural environments
as cross-cultural PsyCap is viewed as a dynamic competency and a valuable personal resource
to employees who work in cross-cultural settings.

Over the past decade, hundreds of articles and book chapters have been published whichever
directly or indirectly on PsyCap. Conversely, the body of knowledge on PsyCap has extended
swiftly because of the influential articles on positive organisational behaviour (Luthans, 2002a,
2002b) and psychological capital (Luthans et al., 2004; Luthans & Youssef, 2004). Luthans and
Avolio (2014) were of the view that the PsyCap journey still has a long way to go to accomplish
even better understanding, prediction, progress, and preferred results for individuals, teams,
organisations, communities, and societies.
In general, due to scarcity in the literature on how the aforementioned variables influence one
another in a government setting, it is hoped that the current study will contribute to the existing
literature. Firstly, by bringing a positive perspective to the study of garden centre employees
cross- cultural work experiences and to identify cross-cultural PsyCap as an essential link to
cultural intelligence, OCB and affective commitment. Secondly, the study is expected to explore
the relationship between the four variables.

To summarise the above discussion, the study will benefit those individuals interested in
knowing how well employees at the garden centre interact in cross-cultural settings as well as how
committed they are to their jobs. With regards to garden centre employees’ the present research
will suggest ways they ought to employ to attach more importance to cross-cultural PsyCap
during training as this could have a significant influence on their adjustment and performance.
For human resource (HR) managers, the results can be applied to discover strategies for talent
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selection, training, development and management.

1.5. THESIS CHAPTERS OUTLINE
Chapter one includes the introduction and background of the constructs being studied, the
significance of the study, research questions and objectives being discussed and the structure of
the thesis sections.
Chapter two provides a review of the literature that outlines the notional basis of the study and
the theoretical meanings of the concepts used in the study. It also presents the hypotheses derived
from literature on how cross-cultural psychological capital influences cultural intelligence,
affective commitment and organisational citizenship behaviour.
Chapter three presents a detailed discussion of the research method used to investigate the
research problem. The research methodology includes the research design, data collection
techniques, measuring instruments, research hypothesis, statistical analysis, and ways to deal with
missing values.
Chapter four provides a presentation of the outcome of the study.
Chapter five discusses the outcome of the study. It also highlights the hypothetical and practical
inferences and restrictions of the study. Moreover, reference for future studies will be made.

1.6. SUMMARY
This chapter introduced the background of the concepts being studied. The research questions,
objectives and the motivation of the study were also discussed. In addition, the fundamental
formation of the five chapters has been described and provided. The following chapter focuses on
the review of literature relevant to this study.
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CHAPTER TWO
LITERATURE REVIEW
2.1. INTRODUCTION

Chapter one provided the research argument leading to the postulation of the research initiating
question from which the research objectives were derived. Chapter two provides a review of the
literature pertaining to the four variables that are being studied. The constructs will be discussed
and conceptualised with support from the research conducted in the past. The main theoretical
underpinnings and models used to operationalise the variables identified for use in this study will
be outlined. The chapter concludes with a proposed conceptual model hypothesising the causal
relationships amongst the variables of cross-cultural psychological capital, cultural intelligence,
affective commitment and organisational citizenship behaviour.

2.2. CONCEPTUALISING CROSS-CULTURAL PSYCHOLOGICAL CAPITAL
The term psychological capital is derived from the positive psychology movement and has been
cited briskly in numerous and diverse studies on economics, investment, and sociology (Luthans
& Yousef-Morgan, 2017). After seeing that positive psychology was not getting enough attention
or rather had been given to the negative, psychologist Martin Seligman became concerned and
decided to start with the positive psychology movement (Luthans, 2011). Martin Seligman defined
the field of positive psychology as a sub-discipline of psychology mainly concerned with what is
right and good with people. By so doing, it moved the focus from the previous one that only
focused on what is wrong and dysfunctional about them (Luthans et al., 2004). Exclusively,
positive psychology focuses on strengths rather than weaknesses, that is, it purports to foster
optimum human functioning over illogical human functioning (Luthans, 2011; Meyers et al.,
2013).

Psychological capital entails the developing state of a person represented by high self-efficacy,
optimism, hope and resiliency (Luthans, Youssef & Avolio, 2007). However, to be incorporated
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in this notion of PsyCap the following criterion must be met: “(1) grounded in theory and research
(2) valid measurement (3) comparatively exceptional to the field of organisational behaviour (4)
state-like (developable as opposed to trait-like and thus moderately stable); and (5) have a positive
effect on supportable performance (Luthans, 2002a, 2002b; Luthans & Youssef, 2004; Luthans,
2011).” These state-like aptitudes can be developed as they affect the workplace (Luthans et al.,
2007).

Research studies conducted by Luthans et al. (2005); Luthans (2006) showed that when combined,
the four facets of PsyCap have a synergistic outcome. Specifically, PsyCap was found to be the
essential construct and one of the known predictors of job performance. Positive psychological
capital may also be developed using interventions (Luthans et al., 2006) and has been recently
extended to the study of cultures leading to the coining of the term cross-cultural psychological
capital (Dollwet & Reichard, 2014). Consequently, improving the cultural psychological capital
of employees will lead to an increase in employee motivation as it has been found to have a bearing
on performance (Luthans et al., 2007; Yunlu & Clapp-Smith, 2014). An individual higher in crosscultural PsyCap could be described as having high self-efficacy, hope, optimism and resilience
when it comes to cooperating with individuals from diverse cultures (Dollwet & Reichard, 2014).
Cultural PsyCap has therefore risen as a recognised fundamental construct that stems from positive
organisational behaviour as well as positive psychology (Luthans & Youssef-Morgan, 2017).

2.2.1. Developing cross-cultural psychological capital
PsyCap can be developed due to its state-like nature (Kotze & Massyn, 2019; Reichard et al.,
2014). Dollwet and Reichard (2014) proposed that cross-cultural training should focus mainly on
the cognitive facet of cultural intelligence, that way; positive-minded employees may get
assistance from a variety of psychological capital behaviours that permit them to take a positive
stance about their novel settings and shield them against drawbacks. Cross-cultural PsyCap
training may offer a productive area for such psychological resource training in the capacity of
cross-cultural interactions (Reichard et al., 2013, 2015).
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Interventions aimed at increasing PsyCap are efficient (Luthans, Avey, & Patera, 2008; Luthans
et al., 2010; Reichard et al., 2013). Caligiuri et al. (2001); Reichard et al. (2013; 2014) found that
cross-cultural PsyCap training improves the performance of employees who work across cultures.
Luthans, et al. (2006) provided detailed recommendations of how PsyCap can be developed
through in-person classroom training. Luthans (2012) agreed that such training interventions are
usually intended to enhance all four PsyCap components. Further intervention research by Luthans
et al. (2008) also suggested a web-based PsyCap training program to support in-person training.
Training centred on the theoretical basis of structuring cross-cultural PsyCap is likely to lead to
enhanced CQ (Reichard et al., 2013).
2.2.1.1. Cross-cultural hope

Hope stems from positive psychologist Snyder’s (2000) broad theory and investigations. Snyder,
Irving and Anderson (1991), as cited in Luthans (2004), defined hope as “a positive motivational
state that is based on an interactively derived sense of successful (1) agency (goal-directed energy)
and (2) pathways (planning to meet goals).” Luthans (2011) simplified the definition by adding
that hope comprises of the “willpower” (agency) and the “waypower” (pathways), nevertheless,
the author was of the view that hope makes no good fit with the positive organisational behaviour
standards. Somehow, it explains why it has not received more attention in the positive psychology
movement. Nonetheless, in a cross-cultural context, hope entails persistence concerning goals and
relaying paths to goals when needed in line with succeeding in a cross-cultural environment
(Luthans et al., 2007; Reichard et al., 2013, 2014).

Spencer and Spencer (1999) as cited in Luthans (2011), posited that there is evidence that human
service professionals handle work stresses better and are likely to stay in their positions as they are
less emotionally exhausted. In multicultural settings, the employees can work with and handle the
pressures that come with working with people from different cross-cultural settings (for example,
by identifying strategies (pathways) to learn from diverse cultures) (Dollwet & Reichard, 2014;
Reichard et al., 2013). Youssef and Luthans (2007) found consistency in employees’ level of hope
with job satisfaction, organisational commitment as well as their performance.

http://etd.uwc.ac.za/

16 | P a g e

Additionally, hope increases individuality, liberated thinking, and inventiveness (Luthans, et al.,
2007). These attributes are crucial for consciousness in a multicultural work setting. Besides,
extensive research has revealed hope as having a positive force on educational achievement,
emotional health, and the capability to handle illness and other adversities (Luthans, 2011).
Moreover, it has been conceptualised and considered as both a dispositional trait and a state
(changes) (Snyder et al., 1996) that can be developed through goal setting, contingency planning
and other accepted ‘preparedness’ mechanisms (Luthans et al., 2015). Hope is somewhat related
to optimism.
Hope is projected to be a vital emotional source that improves performance when working across
cultures. Reichard et al. (2013) are of the view that cross-cultural experiences can surface and
restrain an employee’s way of thinking, cultural bias, and lack of decision-making capacity in
cultural settings. Previous research indicates a positive relationship between hope and many
workplace outcomes (Dollwet & Reichard, 2014; Reichard et al., 2013), that are vital for crosscultural interactions. Moreover, it has been conceptualised and considered as both a dispositional
trait and a state (changes) (Snyder et al., 1996) that can be developed through (a) goal setting, thus
focusing on goal orientation, accomplishment as well as setting stretch goals, (b) contingency
planning comprising anticipation of hindrances, positive mental imagery, innovative thinking and
action planning) and other accepted ‘preparedness’ mechanisms (Luthans et al., 2015). Hope is
somewhat related to optimism.
2.2.1.2. Cross-cultural self-efficacy

Self-efficacy also termed confidence in positive organisational behaviour is based on Bandura’s
(1997) broad investigation and social cognitive theory. Bandura (1997) defined self-efficacy as
‘how well one can complete courses of action that are mandatory when dealing with probable
situations.’ Stajkovic and Luthans (1998b) came up with an extensive definition that is more
applicable to positive organisational behaviour whereby they referred to self-efficacy as “one’s
belief about his or her capability to activate the inspiration, cognitive resources, and courses of
action required to implement particular action within given circumstances." In this case, cultural
efficacy entails possessing the confidence to engage and put the required strength to flourish in
demanding jobs in cross-cultural settings (Dollwet & Reichard, 2014).
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Bandura intensely stressed that self-efficacy is the most encompassing and significant of the
psychosomatic mechanisms of self-inspiration (Luthans, 2011). Accordingly, a person with low
self-efficacy may not try to become cultural intelligent whereas a confident person possibly will
try to persistently learn a new language or culture even when challenging. Studies strongly
supports a positive relationship between self-efficacy and performance (Bandura, 2012; Haddad
& Taleb, 2016; Luthans & Yousef-Morgan, 2017; Stajkovic & Luthans, 1998). Cross-cultural
efficacy, more exclusively, is an essential resource when working across cultures and in diverse
situations (Kotze & Massyn, 2019; Luthans, 2006; Reichard et al., 2013). For example, high levels
of efficacy influence the willingness of an emigrant to learn new ways of thinking and behaving
in a host country (Black & Mendenhall, 1991). A study by Earley and Ang (2003) as cited in
Reichard et al. (2013), found that self-efficacy adds to an employee’s passion to comprehend and
adjust to novel situations.

Luthans (2011) differentiated between specific self-efficacy from general self-efficacy and that
general efficacy entails people’s viewpoints of how well one can execute a task across a wide
range of achievement solution. Nonetheless, specific self-efficacy varies depending on the specific
task. Luthans, Zhu and Avolio (2006) found self-efficacy to be more related to work attitudes
across cultures. Furthermore, well-established efficacy development approaches include
incremental task mastery experiences, vicarious learning (for example, learning by observing
relevant others), social/verbal persuasion (for instance back-up from an esteemed peer), and
physiological and psychological arousal (for example, cumulative affirmative sentiments)
(Bandura, 1997).
2.2.1.3. Cross-cultural resilience

Resilience, as defined by Luthans (2000a), focuses on "the developable ability to recover from
negative outcomes such as misfortunes, conflict and disappointment, or even positive events, such
as development and increased responsibility” (Luthans, 2002a). Its concept, research and capacity
are drawn from clinical and developmental psychology. Exceptional to resilience is that it serves
as a responsive function after challenges and setbacks are faced, thus, overcoming adversity and

http://etd.uwc.ac.za/

18 | P a g e

use it as an opportunity for growth in multicultural interactions. Luthans (2011) equally agreed
that it is not proactive but rather reactive in nature.

In a cross-cultural context, resilience encompasses sustaining and bouncing back to reach success
when faced by tribulations and roadblocks in a global setting (Luthans et al., 2007). This “bouncing
back” capacity involves flexibility, adaptability, and constant awareness to change and vagueness
that can otherwise represent a source of psychological tension and challenge one’s welfare over
time (Luthans, 2011). Additionally, ‘bouncing back” should include aspects such as accepting the
reality that reflect on life as positive as well as adjusting to environmental changes counting crosscultural interactions (Luthans, 2011).

In the workplace, resilience has been demonstrated to influence various performance results as it
stimulates proactive learning even when faced with cross-cultural related hardships (Dollwet &
Reichard, 2014; Kotze & Massyn, 2019; Youssef & Luthans, 2007). Therefore, high cross-cultural
resilience employees may be able to execute their duties well when working with people of other
cultures even when facing difficulties or culture shock due to language barriers, cultural
uniqueness, or cross-cultural clashes (Bird & Stevens, 2013). Resilience helps people to adapt
well, making it the most valuable resource in cross-cultural settings (Dollwet & Reichard, 2014;
Reichard et al., 2013).
According to Masten (2001) and Masten et al. (2009), “resilience can be developed through the
enhancement of physiological, cognitive, affective and social assets (such as education and
nurturing social relationships), the managing of risk factors (through physical and psychological
health care), and the facilitation of diverse adaptational processes (through self-efficacy, hope and
optimism).” Therefore, resiliency is a lifelong journey due to its state-like nature (trainable and
developable) (Luthans, 2011). The adaptive competence gives individuals the psychological
resources required to triumph over traumatic events in a range of diverse settings, comprising that
resultant from cross-cultural connections (Reichard et al., 2013).
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Finally, the development of resilience can be aided by increasing assets such as positive emotions
and dropping risk factors, for instance, by preparing to work through obstacles (Luthans et al.,
2010).
2.2.1.4. Cross-cultural optimism

According to Carver and Scheier (2003), optimists are depicted as those individuals who expect
good things to happen to them whereas pessimists anticipate bad things to occur to them.
Pessimists do not even try to interrelate with other people from different cultural background as
they have concluded that they would not fit in or may not be accepted. Optimists are known for
categorising unfriendly events as short-term while pessimists view those unfavourable events as
everlasting. Peterson (2000) stated that optimistic individuals are determined to accomplish their
goals, even when opposed with complexities, which regularly characterise cross-cultural
interactions (Dollwet & Reichard, 2014). Scheier and Carver (1992) defined optimism as the
anticipation of positive effects an individual normally has when interacting across cultures. It is
about making a positive acknowledgement about succeeding now and soon in a global context
(Luthans et. al., 2007).

Optimism is a generalised positive stance or expectancy (Carver et al., 2009). Seligman (1998)
who is associated with the attribution approach, used the attributional style to explain positive
actions in terms of individuality, enduring and prevalent causes, and depressing events as external,
momentary and situation specific. Parallel to hope, optimism has been intellectualised and
considered as both a dispositional attribute, Scheier and Carver (1987) and state-like meaning that
it can be cultured and developed (Seligman, 1998). Moreover, optimism reinforces self-efficacy
and hope (Luthans, 2011). Seligman (1998) as well as Youssef and Luthans (2007) empirically
demonstrated the associations between optimism and wanted outcomes, plus those in the
workplace.

In a study by Avolio and Luthans (2006), optimism related to self-awareness. Similarly, optimism
relates to employees’ capacity to handle their insecurities, take risks, and learn from mistakes
Rhinesmith (1996), thus, it is an important dimension in cross-cultural interactions (Jokinen,
2005). Moreover, optimistic employees are always eager to seek out new approaches to be
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efficacious in cross-cultural interactions (Dollwet & Reichard, 2014). Accordingly, optimism is a
helpful psychological resource that assists employees to stay motivated during cross-cultural
dealings, which are often characterised by uncertainty and barriers (Reichard et al., 2014; Risberg,
1997). Furthermore, optimism is particularly significant for the mental state of employees who
work in cross-cultural environments (Jokinen, 2005). Thus, it can be enhanced by supporting
individuals cognitively re-enclose previous events so that positive results are ascribed to inner
factors (that is, things a person did or does good), while undesirable outcomes are accredited to
outer factors (thus, things that are beyond one’s control) (Reichard et al., 2013).

Figure 2.1: The dimensions of cross-cultural PsyCap
Source: Luthans, F., & Youssef-Morgan, C. M. (2017). Psychological capital: An evidence-based
positive approach. Annual Review of Organisational Psychology and Organisational
Behaviour, 4, 339–366. https://doi.org/10.1146/annurev-orgpsch-032516-113324.
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I-PCQ = Implicit Psychological Capital Questionnaire.
The above diagram conceptualises the flexibility of diverse psychological features and resources
on a trait-state range (see Figure 2.1). At one end of the continuum, moderately “pure” states are
temporary, variable, and patchy. Examples include moods and emotions. Next, state-like
properties for instance PsyCap are still flexible and developable but fairly more stable than, for
instance, emotions (Luthans et al., 2007). Moving down the continuum, trait-like characteristics
are reasonably rigid but not very flexible, at least in adults. Examples incorporate personality traits
(Big Five personality traits), core self-evaluations (Judge & Bono, 2001), and character strengths
(Peterson & Seligman, 2004). On the opposite end of the continuum, slightly pure traits are
hereditarily based and very complex to adjust. Examples include intelligence and inborn physical
characteristics.

2.3. CONCEPTUALISING CULTURAL INTELLIGENCE (CQ)
Earley and Ang (2003) introduced an optimistic multidimensional individual trait, CQ to help
understand why some people can function efficiently in intercultural settings than others. Earley
and Ang (2003) defined CQ as the competence to function well in intercultural situations based on
various facets comprising cognitive, motivational, metacognition and behavioural features. Earley
and Ang (2003) regarded motivational CQ as the most critical CQ aspect and a key component in
the transformation to new cultural settings. Thus, it captures this ability for adaptation across
cultures and it mirrors a person's ability to assemble, understand, and implement these drastically
diverse cues to function productively across cultural surroundings or in multicultural environments
(Aboukhadra, 2021; Earley & Ang, 2003). This ability to generate fitting behaviours in new
cultural situations makes CQ unique (Earley, 2002). It is, nevertheless, only one element of the
scheme of interacting abilities. CQ incorporates the capacity to adjust to, but eventually to form,
the cross-cultural relations context (Sternberg, 1997b).

According to Reichard et al. (2013), CQ is one of the most investigated variables in cross-cultural
research. Moreover, an individual must have the capacity to acclimatise, thus, shaping the context
of cross-cultural relations before they can decide on the suitable behaviour. Similar to PsyCap, CQ
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is measured state-like meaning that it can be developed in psychologically healthy and
professionally competent personnel (Ang et al., 2006). A study carried out by Crowne (2008)
specified that CQ can be improved through introduction to diverse cultures, which includes crosscultural training. Reichard et al. (2013) stated that training based in the notional framework of
building cross-cultural PsyCap would most likely lead to increased CQ. Further, introductory
research by Dollwet and Reichard (2014) found a substantial positive correlation between crosscultural PsyCap and CQ.

According to Ang and Van Dyne (2015), cultural intelligence shares resemblance with social and
emotional intelligence in that CQ embrace the abilities to identify with and manage others, as well
as to deal with their feelings. However, cultural intelligence is more linked to emotional
intelligence, apart from the fact that it picks up where emotional intelligence leaves off (Erez &
Isen, 2002 as cited in Earley & Mosakowski, 2004). Social intelligence as a broader form of realworld intelligence entails the ability to comprehend and deal with others whereas; emotional
intelligence refers more explicitly to the aptitude to deal with emotions of self and others (Ang &
Earley, 2003). Conversely, contrasting to social and emotional intelligence, CQ openly reckons
the intercultural environment. Nonetheless, accommodating culturally diverse others involves a
different set of skills of cultural disparity in how people from unrelated parts of the world express
themselves verbally and nonverbally. Hence, a person with high emotional intelligence or social
intelligence is not automatically high in CQ. Further, experiential studies have revealed how CQ
is different from emotional and social intelligence (Ang et al., 2015).
Furthermore, CQ is based on an individual’s self-concept applied to cross-cultural settings. CQ
theorists suggests that CQ is partially driven by an individual’s self-concept (Earley & Ang, 2003).
Instead of focusing on how well an individual functions in a particular culture, CQ also mirrors a
broad set of aptitudes that assist one’s efficiency across diverse cultural environments (Ang & Van
Dyne, 2015). Moreover, CQ has been linked to positive outcomes, for instance, enhanced change
in diverse cultural circumstances which sequentially increases the individual’s efficiency within
their workplace (Solomon & Steyn, 2017; Van Dyne, Ang & Tan, 2017). Cultural intelligence also
has been recognised as an essential individual characteristic that assists cultural adjustment and
performance (Earley & Ang 2003). Therefore, CQ is culture-free.
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Culturally intelligent people are more flexible compared to the ordinary person and thus, they can
relate to diverse organisational settings. Similarly, individuals who are high in CQ are competent
enough to change to a new culture without the occurrence of stress, reach their cross-cultural goals,
and are effectual in regulating their behaviour while interrelating cross-culturally (Dollwet &
Reichard, 2014; Thomas et al., 2008). Thomas et al. (2008) emphasised that the facets of CQ
cannot be alienated, but instead have a collaborative relationship with each other even though
cultural metacognition seem to play a pivotal role within the conceptualisation of CQ.

Accordingly, unlike other facets of behaviour, cultural intelligence can be developed in
psychologically healthy and professionally competent personnel (Earley, 2002). This aspect of CQ
is well attended to through culture assimilators and other knowledge-based training systems
(Crowne, 2008). People tend to comprehend more about a certain culture when the interventions
spotlight the acquisitions of culture specific knowledge through documentaries and experiential
methods (Earley, 2002). In addition, the ability of evolving other facets increases due to the
existence of some facets within an individual (Zhao, Deng & Kemp, 2013).

2.3.1. THE FOUR FACETS OF CULTURAL INTELLIGENCE (CQ)
According to Michailova and Ott (2018), cultural intelligence is a construct. Constructs are defined
as theoretical thoughts that define occurrences that cannot be openly observed (MacCorquodale &
Meehl 1948; Suddaby, 2010 as cited in Michailova & Ott, 2018). As illustrated in Figure 2.2, the
CQ construct has been intellectualised in two different ways, one presented by Earley and Ang
(2003) and the former by Thomas et al., (2008). Both conceptualisations stem from theories of
intelligence and understand CQ as a complex construct (Gardner, 1983; Sternberg, 1997). While
there are resemblances among the two conceptualisations depicted in Figure 2.2, Thomas et al.,
(2008) have criticised some of the facets (especially the motivational CQ facet) of Earley and
Ang’s (2003) concept, mostly it being a collective construct. However, in defence Ang and Van
Dyne (2008) emphasised that the facets are ‘varied types of capabilities that when combined form
the overall CQ construct’ (Michailova & Ott, 2018).
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Fig 2.2: Facets of cultural intelligence

Figure 2.2: Facets of cultural intelligence

Source: Michailova, S., & Ott, D. L. (2018). Cultural intelligence: A review and new research

avenues. International Journal of Management Reviews, British Academy of Management,
20, 99–119 (2018), doi: 10.1111/ijmr.12118.
The facets of CQ according to Earley and Ang’s (2003) and Thomas et al.’s (2008)
conceptualisations.
Note: Ang et al. (2007) omitted the cognitive and metacognitive facets and regarded CQ as comprising of
four distinct facets.

2.3.1.1. Cognitive CQ

This construct entails an individual’s recognition of particular norms, practices, and principles in
diverse cultural situations (Earley & Ang, 2003). Rockstuhl et al. (2010) maintains that cognitive
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cultural intelligence mirrors an individual’s understanding about cultures and cultural discrepancy.
This facet is critical, as culturally intelligent individuals are able to use conditional knowledge in
adjusting their cognition to different culture (Dollwet & Reichard, 2014; Earley, 2002). Earley
(2002) further emphasised that the cognitive aspects of CQ mirror the precise knowledge of
content and process regarding a target culture that is gained through metacognitive mechanism.
Thus, cognitive CQ captures what, who, why, and how of intercultural relations.
2.3.1.2. Motivational CQ

This construct refers to an individual’s determination and interest in adjusting to cultural
differences (Earley & Ang, 2003). Motivational cultural intelligence signifies greatness and
direction of energy applied towards learning about and being operational in cross-cultural
situations (Ang et al., 2006, 2007; Dollwet & Reichard, 2014). Thus, learning is an imperative
result of motivational cultural intelligence, and an asset for today’s organisations (Yunlu & Clapp
Smith, 2014). Organisations should find avenues to strengthen and support motivational cultural
intelligence since it is an intrinsic motivation in aiming energy to adapting to new environments
(Rockstuhl et al., 2010; Yunlu & Clapp-Smith, 2014). In addition, motivational cultural
intelligence is vital in stimulating the progress of cognitive and metacognitive cultural intelligence
(Ng, Van Dyne & Ang, 2012).

Numerous studies (Ang et al., 2006; Shannon & Begley, 2008; Tarique & Takeuchi, 2008) have
scrutinised the antecedents of motivational cultural intelligence, and have identified extraversion
(Ang et al., 2006), global non-work experiences (Tarique & Takeuchi, 2008), and global work
experiences (Shannon & Begley, 2008) as essential forecasters of motivational cultural
intelligence.

2.3.1.3. Behavioural CQ

This construct represents an individual’s flexibility in carrying out proper verbal and nonverbal
actions when socialising with persons who differ in their cultural backgrounds (Earley & Ang,
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2003). The behavioural facet permits the individual to endorse suitable verbal and behavioural
actions when interconnecting with other individuals in cross-cultural situations (Michailova & Ott,
2018). In fact, behavioural CQ depicts relational skills and the ability to connect in high quality
social relations in cross-cultural interactions (Rockstuhl et al., 2010). According to Mahembe and
Engelbrecht (2014), behavioural cultural intelligence neutralises the intellectual competencies
established in the metacognitive and cognitive cultural intelligences, plus the dedication evident
in motivational cultural intelligence.
2.3.1.4. Metacognitive CQ

This construct signifies an individual’s cultural understanding and awareness when interacting
with other individuals who have diverse cultural backgrounds (Earley & Ang, 2003; Rockstuhl et
al., 2010). Culturally intelligent individuals have the capability to control their thoughts
instinctively on their own performance in cultural relations (Anvari et al., 2014). Metacognition
experience is a critical facet of CQ as a new culture requires putting together patterns into a
comprehensible picture, even if one has no idea of what this comprehensible picture might look
like (Earley & Calic, 2016). A part of the metacognitive facet, however, is how an individual
process and uses this information (Michailova & Ott, 2018).

2.4. CONCEPTUALISING AFFECTIVE COMMITMENT (AC)
One of the most essential work attitudes is referred to as organisational commitment. It entails
employees showing high commitment and loyalty due to their eagerness to be within the
organisation. Existing literature evidence indicates that it influences efficiency and job
performance amongst employees. According to Mohammed and Eleswd (2013), organisational
commitment facilitates the way for individuals to adopt organisational values that allows them to
detect problems to fulfill their job responsibilities. Employees with a strong belief in organisational
values and goals, willingness to go the extra mile for the organisation and strong desire to remain
members of the organisation are motivated to work better (Al Zeifeti & Mohamad, 2017; GregoPlano, 2020). Based on the above-mentioned description, it can be presumed that organisational
commitment positively influences job performance.
Sarminah (2011) defined organisational commitment as the bond that links an individual with the
organisation. Marmaya et al. (2011) also defined organisational commitment as the employee’s
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psychological association to the organisation. Commitment also has the potential to affect
employees’ usefulness and devotion to the organisations (Meyer & Herscovitch, 2001).
Organisational commitment is divided into three components, namely affective commitment,
continuance commitment and normative commitment. Continuance commitment involves
commitment based on the costs that the employee is bound to lose should they exit the organisation
(Luthans, 2011; Oh, 2019). Employees with continuance commitment stay in the organisation
because they have to do so (Meyer & Allen, 2004). Old age strengthens the commitment amongst
workers’ continuance. Salami (2008) defined normative commitment as the employees' perception
of organisational duties. Employees who have a normative commitment stay in the organisation
because they feel obligated to do so; they feel it is the right thing to do (Luthans, 2001).

The current research focused on affective commitment, first named by Meyer and Allen (1984).
According to Meyer and Herscovitch (2001), affective commitment has three subcomponents:
firstly, the emotional attachment to the organisation secondly, the identification with the
organisation and thirdly, the contribution in the organisation. Thus, it entails the emotional bond
and advanced identification between employees and their organisation (Ateş & İhtiyaroğlu, 2019).
Meyer and Allen (1991) termed affective commitment as the employee’s emotional connection to,
acknowledgment with, and participation in the organisation. However, it is considered an essential
determinant of dedication and devotion to the organisation (Ateş & İhtiyaroğlu, 2019) that is
viewed as a positive attitude toward the organisation (Singh & Gupta, 2015).

Meyer and Allen (1991) further argued that affectively devoted employees have a sense of
belonging and recognition that boosts their association with the organisation’s activities, their
enthusiasm to chase the organisation’s goals, and their longing to stay with the organisation.
Further, employees with high affective commitment remain with the organisation simply because
they want to, though the opposite can be said for those with low affective commitment (Ateş &
İhtiyaroğlu, 2019). This is because employees’ affective commitment is coupled with constructive
beliefs and affect, thus, the inner drive concerning their organisation (Grego-Plano, 2020; Meyer
et al., 2012b; Meyer & Morin, 2016; Stanley et al., 2013).
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Meyer and Herscovitch (2001), based on an extensive appraisal of the literature; hypothesise that
primarily an individual’s bond and recognition with the organisation develop affective
commitment. More precisely, they emphasised on individuals becoming inherently encouraged or
drawn in a strategy that develop from an identification, relationship, and attachment with the larger
organisation’s ethics and objectives (Aboukhadra, 2021; Mercurio, 2015). Vinod (2015) found
affective commitment to be a considerable predictor of both personal and organisational success.
Moreover, managers also play a big role in making employees feel happy at work, they ought to
frequently interrelate with employees to maintain the connection between them and share
organisational values to ensure that employees experience comfort in the workplace, this comfort
is more likely to cultivate affective commitment (Meyer et al., 2018; Rhoades, Eisenberger &
2001).
Meyer and Allen (1991) also posited attitudinal commitment and behavioural commitment as not
reciprocally exclusive assumptions. For instance, they affirm that affective commitment may result
from precise, liberally chosen behaviours that, over time, may lead to individuals feeling
affectively emotionally involved with the organisation. However, theories that originates on an
attitudinal significance of commitment center on the longing of the individual to remain in the
organisation (Meyer & Herscovitch, 2001). Kanter (1968) as the pioneer of the theory of attitudinal
commitment, hypothesise that feelings of cohesion or association with an organisation are likely
to contribute to an individual’s commitment to that organisation. Affective commitment is higher
in more personal settings, that is, the individual level, individuals supporting more collectivistic
values are more probable to focus on personal relationships rather than contextual organisational
factors, which may then lead to a constructive relationship involving collectivism and affective
commitment (Chen & Francesco, 2003).

According to Oh (2019), a meta-analysis, which was repeated by another meta-analysis conducted
by Meyer et al. (2012b) a decade later, showed discrepancies in the effectiveness of the association
between turnover intention and each of the components of organisation commitment, with
affective commitment having the strongest relationship. Hence, affective commitment as the hub
of essence (see Figure. 2.3) strongly influences’ individual behaviours and feelings, it also shapes
individual views, and may perhaps intercede the individual’s responses to organisational dealings
(Meyer & Allen, 2004). To conclude, several researchers have found that increasing and managing
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affective commitment begins at recruitment stages and within preliminary entry experiences in an
organisation. Allen and Meyer (1990) as cited in Sayğan (2011) further added that the antecedents
most essential to affective commitment are divided into four categories namely: personal
characteristics, job characteristics, work experiences and structural characteristics.

Figure 2.3: Concept map of affective commitment as the core-essence of organisational
commitment
Source: Mercurio, Z. A. (2015). Affective Commitment as a Core Essence of Organisational
Commitment: An Integrative Literature Review. Human Resource Development Review, 14(4),
389– 414, doi: 10.1177/1534484315603612 hrd.sagepub.com
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2.5. CONCEPTUALISING ORGANISATIONAL CITIZENSHIP BEHAVIOUR
(OCB)
OCB is a very popular concept in organisational behaviour that was introduced over 25 years ago
by a cognitively based notional basis (Luthans, 2011). The concept of OCB incorporates individual
actions defined as behaviours that assist the organisation by adding to its environment and
operating beyond recognised job requirements (Chamisa et al., 2020; Kanengoni et al., 2017;
Organ, 1997; Organ et al., 2006). Organ (1988) defined OCB as a person’s behaviour that is
discretionary, not openly accepted by the proper reward classification and that taken together
supports the successful running of the organisation. Discretionary means that the behaviour is not
a forced obligation of the job description as part of an individual’s employment contract, but the
behaviour is somewhat an issue of an individual choice, such that its exclusion is not typically
liable to punishment (Organ, 1988).
Luthans (2001) highlighted that OCB is a term that includes everything constructive and
productive that employees do, of their own will, which ropes co-workers and supports the
company. On average, employees who regularly exhibit OCB are those known to ‘go the extra
mile’ by doing a purely pleasing job and may not be top performers although task performance is
linked to OCB (Organ et al., 2006). Any organisation that encourages its employees to engage in
OCB tends to benefit from it, because it has been shown to boost productivity, competence and
customer contentment, reduced costs and turnover rates and absenteeism (Chamisa et al., 2020;
Podsakoff et al., 2009). Moreover, OCB entails going beyond the call of duty, is voluntary in
nature and is not automatically acknowledged by the proper reward scheme of the organisation,
however, it facilitates future reward gain indirectly. Individuals who show OCB do execute their
jobs better and attain higher performance appraisals (Grego-Planer, 2020; Luthans, 2011).
According to Luthans (2011), motivational level, job satisfaction and organisational loyalty
undoubtedly relate to OCBs. The association between job satisfaction and OCB stems from a
variation of contributory mechanisms, which play a crucial role in displaying OCBs (Ingrams,
(2018). For instance, job satisfaction somewhat intercedes the outcome of work meaning and work
challenges on OCB, meaning that it can moderately reward for monotonous or unrewarding work
(Shim & Rohrbaugh, 2014). Undeniably, Detert et al. (2007) as cited in Zhang et al. (2019)
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concurred with existing research that suggested that reduced OCB deliberately serves the role of
reinstating equity after undergoing biased events. Temporarily, reducing OCB is a slightly safe
and ethically defensible way to respond to injustice, as OCB is not mandatory to the organisation
but rather extra-role behaviour (Zhang et al., 2019).
Moreover, OCB is an unplanned initiative taken by human resources; organisations can promote
OCB through inspiring employees, and giving them the chance to demonstrate OCB, thus, making
the workplace atmosphere favourable and accommodating of OCB (Organ et al., 2006).
Management should also be well informed of OCB and consider including OCB in performance
evaluations so it can be strongly promoted amongst employees. Individuals who display OCB tend
to achieve better and receive higher performance evaluations at work (Grego-Planer, 2020; Organ,
1988). More importantly, for employees to engage in OCBs, they must perceive their treatment,
procedures and results as fair. Eventually, employees must have clear goals so that they do not
disrespect vital information meant for them to perform well, and, additionally, transparency is
required so they know when it is rational to engage in OCBs (Ingrams, 2018). Further, OCB must
promote the effective running of the organisation (Organ, 1988).

2.5.1. DIMENSIONS OF OCB
The present study will make use of five dimensions, the first typology proposed by Organ’s (1988)
conceptualisation of the extra-role behaviour construct as the most broadly acknowledged
(Mahembe et al., 2015). Nevertheless, Podsakoff, et al. (2000) developed theirs that includes seven

types of OCB (see Table. 2.1). They believed that helping employees face-to-face is more
important in improving the workplace behaviour unlike in generalised compliance whereby
behaviours still benefit the individuals within an organisation even though it is not intended for
any specific person (Kowal, Keplinger & Mäkiö, 2019).
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Table 2.1
Dimensions of organisational citizenship behaviours
Authors

Organ
(1998);
Konovsky
and Organ
(1996)

Podsakoff
et al.,
(2000);
Organ et
al., (2006)

Dimensions of
Organisational
Citizenship Behaviour
(OCB) in the three
main typologies
1.
2.
3.
4.

Altruism
Courtesy
Sportsmanship
Generalised
compliance
5. Civic virtue
1. Helping
behaviour
2. Sportsmanship
3. Organisational
loyalty
4. Organisational
compliance
5. Individual
initiative
6. Civic virtue
7. Selfdevelopment

OCBI
(individuallyoriented
OCB)
–
Williams
behaviours
that
and
immediately benefit
Anderson specific individuals and
(1991);
indirectly through this
Podsakoff, means contribute to
Whiting,
the organisation (e.g.,
Podsakoff, helping others who
and
were absent, taking a
Blume
personal interest in
(2009)
other employees)
OCBO
(Organisationallyoriented
OCB)behaviours
that
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benefit
the
organisation in general
(e.g., giving advance
notice when unable to
come
to
work,
adhering to informal
rules
devised
to
maintain order).

Source: Kowal, J., Keplinger, A., & Mäkiö, J. (2019). Organisational citizenship behaviour of IT
professionals: Lessons from Poland and Germany. Information technology for development,
259(2), 227–249, doi: 10.1080/02681102.2018.1508402.
2.5.1.1. Altruism

Podsakoff et al. (2000); Grego-Planer (2020) stated that altruism involves helping behaviours for
sustaining personnel who have work-related issues. Organ (1988) defined altruism as those
voluntary measures that one takes to help a colleague with a work problem. Examples include
assisting a colleague, who is not feeling well, or teaching a new worker how to use work
equipment.
2.5.1.2. Courtesy

According to Organ (1988), courtesy refers to all those forethought signals that may help
somebody to avoid a problem, for instance informing others of decisions and events that may
influence them in future. Law, Wong and Chen (2005) defined courtesy as optional behaviours
that aim at averting occupational conflict with others. An example is being considerate and
sympathetic even when irritated (Luthans, 2011).

2.5.1.3. Conscientiousness

Entails behaviour that causes a person to do extra tasks than what is anticipated, for example,
staying late to finish a work project (Dipuolla & Hoy, 2005). Conscientiousness consists of
behaviours that transpire beyond the least expected role requirements of the organisation (Law et
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al., 2005). Organ (1988) added that it also involves a behavioural pattern of going well beyond
minimally compulsory level of attendance, reliability and tidiness, and preserving resources and
similar issues of in-house maintenance.
2.5.1.4. Civic virtue

It refers to being more concerned with participating in the activities associated with the
organisation, thus, being responsibly engaged in organisational political existence of an
organisation (Grego-Planer, 2020). Civic virtue involves participation and concern with
admiration to the organisational life (Mahooti, Vasli & Asadi, 2018). Examples by Luthans (2011)
includes volunteering for a community agenda to represent the organisation and Organ (1988),
recommended doing more than just expressing one’s view but more of communication, attending
meetings and being aware of bigger issues concerning the organisation.
2.5.1.5. Sportsmanship

It is defined as behaviour that entail uncomplainingly tolerating the unavoidable inconveniences
and nuisances of work (Grego- Planer, 2020; Organ, 1988). For example, sharing failure of a team
project caused by a members’ advice, bearing in mind that the project would have been a success
had the team rejected to follow that member’s advice.

2.5.2. Individual and Organisational OCB
Williams and Anderson (1991) recommended two dimensions of OCB (Table 2.1), namely: OCBIndividual (OCBI) and OCB-Organisation (OCBO). OCBI being behaviour that openly benefit
particular individuals and indirectly support organisations. OCBO, alternatively, entail behaviours
that only promote organisations (Kowal, et al., 2019; Lee & Allen, 2002; Williams & Anderson,
1991). Theoretically, altruism and courtesy are invariable with OCBI, whereas sportsmanship,
civic virtue, and conscientiousness are grouped under OCBO (Kowal, et al., 2019).
OCBI means behaviour that is linked to speciﬁc individuals in an organisation, such as courtesy
and altruism. Conscientiousness, civic virtue and sportsmanship fall under OCBO and are
behaviours that benefit an organisation.
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2.6. RELATIONSHIP BETWEEN CROSS-CULTURAL PSYCAP, CULTURAL
INTELLIGENCE, AFFECTIVE COMMITMENT AND ORGANISATIONAL
CITIZENSHIP BEHAVIOUR
Several researchers have attempted to explore the global and cross-cultural relevance of PsyCap,
both theoretically (Youssef-Morgan & Luthans, 2013), and analytically (Vogelgesang et al., 2014).
Correspondingly, in Iran, Mehrabi et al. (2013) found a substantial positive correlation linking
PsyCap and meaning at work. In Hungary, Lehoczky (2013) found success in job hunting, netting
a good wage and career gratification across demographic groups connected to new business
graduates’ PsyCap.

In South Africa, cross-cultural PsyCap training has been found to decrease ethnocentrism by
boosting cultural intelligence (Reichard et al., 2014). Yet again, in South Africa, Kotze and Massyn
(2019) results indicated a significant negative influence between cross-cultural psyCap and
burnout engagement with a stronger negative impact on emotional exhaustion compared to
cynicism and a numerically significant positive influence on work engagement as well as a
stronger positive influence on vigour unlike dedication.

Additionally, based on experiential results and notional arguments, it was hypothesised that crosscultural psychological capital has a positive significant effect on cultural intelligence, affective
commitment and organisational citizenship behaviour. Nevertheless, the relationship between the
variables is concisely described below:

2.6.1. Cross-cultural PsyCap and cultural intelligence
The first study to test the relationship between cross-cultural PsyCap and cultural intelligence was
carried out by Reichard et al. (2013), who examined the impact PsyCap has in cross-cultural
relations through cross-cultural PsyCap training intercession using U.S. and South African
samples (Luthans & Avolio, 2014). A significant improvement for samples in measured crosscultural PsyCap (the PCQ-24 scale modified to replicate cultural interactions), cultural
intelligence, and a decline in ethnocentrism were the results of the preliminary research on change
analysis of the developmental intermediation (Luthans & Avolio, 2014).
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PsyCap affixed in cross-cultural communications is a significant, state-like trait for efficiency
when working in multi-cultural settings. PsyCap and CQ are considered state-like and can both be
developed (Ang et al., 2006). For instance, a study conducted by Crowne (2008) indicated crosscultural training as one of the many ways CQ could be enhanced through exposure to diverse
cultures. An investigation by Dollwet and Reichard (2014) on validating a new cross-cultural
psychological capital measure highlighted a significant positive relationship between CQ and
cross-cultural PsyCap. However, they found the significant correlation between cognitive CQ and
cross-cultural PsyCap somewhat more startling because cognitive CQ is determined by noticeable
culture-specific understanding (Ang et al., 2004), while cross-cultural PsyCap highlights
generalisable cultural alteration skills (Dollwet & Reichard, 2014). Yunlu and Clapp-Smith (2014)
emphasised a positive relationship connecting motivational cultural intelligence and cultural
psychological capital.

While the two constructs have unique individual value, the new measure of cross-cultural PsyCap
showed a strong correlation to motivational CQ and cognitive CQ (Reichard et al., 2013). Such
findings indicate the significance of PsyCap in the field of cross-cultural progress and
management. Furthermore, training centered in the notional basis of structuring cross-cultural
PsyCap is likely to lead to improved CQ.

Cotter and Reichard (2019) studied the relationships among cross-cultural PsyCap, engagement in
cross-cultural interactions, stress during cross-cultural interactions, and cultural competence. 135
undergraduate students (76% female) participated in the study abroad programs to test the
relationship between the variables. Furthermore, the results indicate that cross-cultural PsyCap
indirectly influences engagement through stress during cross-cultural interactions.

2.6.2. Cross-cultural PsyCap and affective commitment
Affective commitment in the cultural context entails employees feeling valued and involved in the
organisation’s cultural diversity management (Meyer & Allen, 1991). Organisations should be
sensitive to diversity issues, thus, the aftermaths of employee perceptions of their treatment based
on research revealing a relationship between cultural diversity management and basic employment
outcomes such as organisation environment and commitment (Daft, 2016; Lin, 2020; Saxena,
2014). However, cultural diversity management practices may have to be professed by employees
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as an indication of compassion and support from the organisation afore individual commitment
will be affected favourably (Levenson & Bakalis, 2009).
According to Avey et al. (2011); Luthans and Youssef-Morgan (2017) psychological capital
manipulates employees’ affective commitment. Research by Diedrich, (2015); Han and Chung
(2015) indicate a strong and positive association between psychological capital, affective
commitment and psychological welfare. More research has shown a significant contribution
towards individuals’ well-being and affective commitment by PsyCap and its sub-dimensions
(Adil & Kamal, 2016; Khan, 2013; Li et al., 2014; Rani, 2015).
In addition, Kluemper, Little, and DeGroot (2009) hypothesised several desirable organisational
related results which owe to optimism. To examine the effects of optimism on the job-related
outcome and to strengthen the external validity of optimism, Kluemper et al., (2009) conducted a
study using a sample of 772 undergraduate students. The results indicated a positive relation
between trait optimism and affective commitment.
Adil and Kamal (2016) found that individuals who possess higher levels of PsyCap are well
positioned to display higher levels of well-being and affective commitment as compared to those
individuals who show poorer levels of PsyCap. Psychological capital has clearly shown its strong
relations with outcomes variables including commitment, and its ability to influence commitment
(Luthans et al., 2008).
Furthermore, a study aimed primarily at determining the relationship between PsyCap, work
behaviour related outcomes, and well-being among church ministers resulted in overall PsyCap
and its constructs having a direct relationship with job satisfaction (large effect), organisational
commitment (medium effect), and well-being (medium effect) (Kanengoni et al., 2017).
Affective and normative commitment and psychological capital are positive constructs so there
are high chances of them influencing each other but there may be some moderating variables as
emphasised by (Luthans et al., (2008).
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2.6.3. Cross-cultural PsyCap and organisational citizenship behaviour
Research by Ren et al. (2013) as cited in Shahnawaz and Jafri (2009) in the Chinese cultural
context, indicated that leaders’ psychological capital has a positive influence on followers’
organisational citizenship behaviour, with followers’ PsyCap as the moderator. They adopted a
multilevel analysis in a bid to examine the relations linking leaders’ psychological capital and
followers’ work behaviour. Shahnawaz and Jafri (2009) investigated how psychological capital
influences organisational loyalty and organisational citizenship behaviour amongst employees in
both public and private organisations. Their results revealed different dimensions of psychological
capital in two organisations. The results also showed the importance of the organisation context in
influencing the psychological capital. In addition, the results also displayed how psychological
capital inversely influences organisational loyalty and organisational citizenship behaviour in both
public and private organisations.
With the hope of providing a more general framework for individuals to use in exploring the
impacts of cultural variables on OCB, Earley and Calic (2016) focused more on justice
(organisational, procedural, and interactional), as a way of understanding what general trigger will
increase the display of OCB, instead of focusing on precise and common presumptions of the type
“in culture X, we will see OCB more than in culture Y” or “in culture X, OCB will look like A, B,
and C.” Moreover, they also introduced the concept of CQ as a means of aiding understanding and
predicting why the link of justice to OCB display across cultural boundaries might or might not be
manifested. They also argue that it is critical for people to study another person’s capability to
comprehend cultural situations and to engage them proactively and commendably.
Earley and Calic (2016) were of the view that a cross-cultural perspective may offer a new
perspective on understanding the association between OCB and its antecedents. Culture may affect
which antecedents are real at work, the frequency with which they happen, the strength of their
connection with OCB, and the mechanisms through which they affect citizenship behaviour. For
instance, culture can affect how justice affects OCB. Subsequently, a person’s capacity to
familiarise effectually to a novel cultural background can end in a virtuous cycle between
antecedents, behaviours, and consequences (Earley & Calic, 2016). It is important to take into
consideration the social and psychological environment in which OCB takes place and how it is
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influenced by culture. Therefore, an understanding of OCB would be partial without considering
the environment that surrounds the organisational members.

Beal III, Stavros and Cole (2013) conducted a cross-sectional survey on 97 government life cycle
career management provider employees to examine the role of resistance to change as a moderator
of the predictive relationship between PsyCap and organisational citizenship behaviour (OCB),
with OCB as a directive for evaluating positive organisational change. The results from the mixed
method approach indicated elevated levels of resistance to change that moderated the positive
effect of PsyCap on organisational citizenship behaviour for the quantitative analysis. Similarly,
the thematic analysis showed the dominance between affective, cognitive and behavioural forms
of resistance to change.

2.6.4. Cultural intelligence and affective commitment
A study conducted by Okati (2013), consisting of a sample of 170 participants out of the population
consisting of 300 office workers of Zahedan department of education using a class-random method
indicated a significant positive relationship between cultural intelligence and its different
dimensions and organisational commitment of the workers.
In addition, Livermore’s (2011) conducted a survey on leadership styles in organisations in an
attempt to examine the effect leaders have on their staff’s organisational commitment. The results
established a significant relationship among leaders’ CQ who functions with meta-cognitive,
cognitive, motivational, and behavioural CQ with organisational commitment.
Goh and Cheak (2017) studied a total sample of 210 secondary data previously collected from
multinational company employees in Melaka and Kuala Lumpur to analyse the effects of cultural
intelligence on employees’ job performance and the mediating role of affective commitment. The
results presented that affective commitment partly mediates the influence of behavioural,
motivation, and cognitive cultural intelligence on employees’ job performance. Affective
commitment fully mediated over metacognitive cultural intelligence and employees’ job
performance.
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Aboukhadra (2021) assessed the learning organisation’s role and moderating influence of cultural
intelligence towards 100 expatriates’ affective organisational commitment within organisations in
the engineering and construction industry in the Gulf Co-operation Council countries. To increase
the validity of the results, a mixed method approach was employed. A positive significant
relationship between learning organisation dimensions, affective organisational commitment, and
cultural intelligence was revealed. In addition, cultural intelligence moderated the relationship
between the learning organisation dimensions and affective organisational commitment.
In contrast, Azarvand, Feizi and Alipour (2013) piloted a survey on the association between
cultural intelligence and organisational commitment at Islamic Azad University. The findings
showed no significant relationship between the intellect dimension of cultural intelligence and
organisational commitment, whereas a positive significant correlation was revealed between
organisational commitment and motivational and behavioural dimensions of cultural intelligence.
The literature on leadership proposes a raise in both employee loyalty and organisational
consequences because of CQ.

2.6.5. Cultural intelligence and organisational citizenship behaviour
There seems to be a credible supposition that there is a positive and significant correlation between
OCB and CQ at personal level, as both variables are controlled by personality factors (Ang et al.,
2006; Chiaburu et al., 2011). This is also because OCB is a discretionary behaviour by nature,
essentially determined by character will whereas CQ relies more on multicultural sincerity.
However, with the aim of highlighting the correlations between OCB and cultural intelligence in
the Romanian academic environment, Popescu et al. (2017) partially achieved their goal as they
found the existence of weak associations between OCB and CQ. They then concluded that OCB
cannot be a CQ predictor.
Moreover, OCB and CQ levels are determinant elements in attaining individual and organisational
performance, thanks to their effect on the relationships that exist between people who work in an
organisation. (Ang & Van Dyne, 2015; DiPaola, & Tschannen-Moran, 2014; Lee et al., 2013). A
culturally intelligent employee’s skill at exercising accurate citizenship behaviours is more
expected to result in positive job performance (Earley & Calic, 2016).

http://etd.uwc.ac.za/

41 | P a g e

A study steered by Narayanan and Nirmala (working paper) aimed at finding the relationship of
employees’ cultural intelligence working in a multinational company in Singapore and their OCB,
suggested that a significant association exist between cultural intelligence and OCB. The study
further revealed that there are meaningful relationships of behavioural and cognitive CQ with the
OCB. The two variables are essential aspects of the people management in an organisation as they
help organisations in stirring the business strategy more successfully (Narayanan & Nirmala,
working paper). Many organisations in the recent past have suggested the importance of
understanding the relationship of cultural intelligence and OCB of employees.
Regarding the connection between dimensions of cultural intelligence and organisational
citizenship behaviour, Mehdipour et al. (2019) piloted a study among selected women teachers
and the results indicated a positive and considerable correlation among dimensions of cultural
intelligence and citizenship behaviour in the level of 99%. Thus, with 99% confidence, it can be
settled that cultural intelligence has a positive and significant correlation with citizenship
behaviour dimensions. The findings of this hypothesis align with a study carried out by Hajetpour
(2015) on the correlation between organisational citizenship behaviour and managers' cultural
intelligence in the social security organisation. This study signifies a positive and significant
relation involving all components of cultural intelligence and organisational citizenship behaviour.

2.6.6. Affective commitment and organisational citizenship behaviour
Affective commitment allies with other crucial outcomes for instance, organisational citizenship
behaviours Carmeli & Colakoglu (2015); Meyer and Allen, 1997); Shore and Wayne (1993) and
Singh and Gupta (2015) finer personal performances (Joiner & Bakalis, 2006; Meyer & Allen,
1997; Rhoades, Eisenberger & Armeli, 2001). Organisational citizenship behaviours studies have
also revealed how affective commitment is positively related and predictive with demonstrated
organisational citizenship behaviours (Grego-Planer, 2019; Meyer et al., 2002; Williams &
Anderson, 1991). In Poland, Grego-Planer (2019) conducted a study in both the private and public
sector organisations. The results revealed a statistically significant positive relationship between
organisational citizenship behaviour and affective commitment.
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Furthermore, affective commitment was positively related to OCB in a study conducted by Kim
(2009; 2012), to test the relationship between transformational leadership, affective commitment
and OCB. Although a correlation was found between transformational leadership and affective
commitment, there was no significance between transformational leadership and OCB, however,
affective commitment was the mediator between the two constructs. In addition, Hossain (2020)
conducted a study using a random sample of 164 nurses from Dhaka Medical College Hospital to
explore the relationship between organisational citizenship behaviour and organisational
commitment. The results showed a statistically positive significant relationship between
organisational citizenship behaviour with organisational commitment.
The inferences of these discoveries in organisations are particularly essential in the present time.
This continual age of globalisation and modernism, entails organisations to try and capitalise on
employee productivity, further analysis on the influence of forming an emotional attachment
between the organisation, the individual and behaviours is necessary (Mercurio, 2015).
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2.7. CONCEPTUAL MODEL
The comprehensive literature review led to the formation of a conceptual model. Figure 2.3
demonstrates the conceptual model that represents the proposed fundamental relations between
cross-cultural PsyCap, CQ, affective commitment and OCB.
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Figure 2.5: Conceptual model

2.8. CONCLUSION
This chapter gave a summary of the investigated literature on cross-cultural psychological capital,
cultural intelligence, affective commitment and organisational citizenship behaviour to help
answer the research problem. All the constructs were well defined and conceptualised.
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Additionally, brief analyses of the correlation between the concepts were delivered leading to the
deduction of the hypotheses that will steer the study. Finally, the chapter ended by means of the
projected conceptual model. The following chapter shall touch on the research method used to
measure the model and to find a solution to the main research question.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1. INTRODUCTION
The previous section dealt with the presentation of the research question leading to the formulation
of the research question. This was followed by a review of the literature pertinent to the study as
well as the operationalisation of the variables used in the study. The literature review culminated
in the postulation of research hypotheses to guide the study. The purpose of the present chapter is
to outline the research methodology employed in the attempts to answer the research question.
This chapter provides the objective methods that were used in the collection and analysis of the
data. In addition, the research design, the meta-theoretical orientation of the study, the research
procedure and the ethical considerations observed in the study are discussed. The section also
explores the research blueprint of the study, the population and sampling methods as well as the
compilation of data of the study. A discussion of the psychometric properties of the measuring
instruments used to collect data and the statistical techniques employed regarding the research are
explained.

3.2. RESEARCH DESIGN
Research, according to Bhawna and Gobind (2015), is a rational and organised search for novel
and constructive information on a particular topic to add to or modify existing knowledge by
discovering latest facts. The research design is defined as an outline of how a researcher intends
to conduct the research consecutively to answer the research problem (Mouton & Barbie, 2001).

There are three comprehensive research approaches in the social sciences, namely quantitative,
qualitative and mixed research. Quantitative research is more concerned with the logical testing
and of hypotheses and concepts. Moreover, quantitative research focuses on statistical reporting
obtained from numerical values. These include correlations, comparisons of means as well as the
statistical implications of results (Saunders, Lewis & Thornhill, 2019; Sekaran & Bougie, 2016).
Its advantage is that it is cost effective but has a weakness of not providing in-depth information.
Quantitative research stems from the paradigm of positivism. The positivistic meta-theoretical
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approach relates to the philosophical stance taken by natural scientists, which applies natural
sciences techniques to investigate social phenomena. This is achieved through the postulation of
research hypotheses that are tested empirically. In this approach, the researcher adopts a detached
and distant approach (Saunders et al., 2019; Sekaran & Bougie, 2016).

The qualitative research design is a flexible and subjective approach that seeks to understand the
lived experiences of participants in relation to the phenomenon under investigation (Bless, HigsonSmith & Sithole, 2013). According to Salkind (2018), qualitative research can be described as a
collective or behavioural discipline research that investigate the procedures that bring about human
behaviour using such illustrative techniques for instance, interview, survey, case study,
ethnography, grounded theory, and phenomenology. Denzin and Lincoln (2003) defined
qualitative research as positioned action that traces the viewer of the world. It comprises of a set
of transformed interpretive material practices that make the world observable (Salkind, 2018).
According to Creswell and Creswell (2018), one of the advantages of the qualitative research
approach is that it is suitable for gaining an in-depth understanding of underlying reasons and
motivations. The use of a small sample is one of its drawbacks hence the findings cannot be
generalisable.
The qualitative research approach is closely linked with the interpretive/phenomenology metatheory. This approach advances that reality is subjective and socially constructed. In other words,
human beings cannot be studied in the same manner as the phenomenon studied in the natural
sciences research, they create meaning every day. This meaning is influenced by individual
differences in cultural upbringing, beliefs and circumstances among other several factors
(Saunders et al., 2019). These lived experiences will never be understood if the positivistic
approach is employed as the interpretivistic research seeks to create new, richer understanding and
interpretation of the social worlds.
In some cases, the problem under investigation is of such a nature that one approach is not enough
to fully understand the phenomenon. The mixed method approach is applied. It employs both the
qualitative and quantitative approaches in the same study (Saunders et al., 2019).
The mixed method approach is linked to the realist paradigm that relies on a blend of both
quantitative and qualitative methods (Creswell, 2014). Subsequently, it is known for providing the
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propensity for a more affluent approach to data collection, examination and interpretation
(Creswell & Creswell, 2018). An advantage to using this method is that it provides strengths that
balance the weaknesses of both qualitative and quantitative research. One of the shortcomings to
this type of research is its complexity.
This research study employed the quantitative approach using a descriptive statistics research
design. Descriptive research aims to define a phenomenon and its characteristics (Nassaji, 2015).
It is more interested in the “what” rather than “how” or “why” something has transpired.

3.3. STATISTICAL HYPOTHESES
Subsequent to a comprehensive literature review, a conceptual model was developed. (Figure 3.1.)
demonstrates the conceptual model that represents the detailed hypothesised underlying relations
connecting cross-cultural PsyCap, CQ, affective commitment and OCB.

The subsequent detailed research hypotheses were tested so that the validity of the postulated
relationships in the structural model could be tested as well.

Hypothesis 1: Resilience has a positive significant relationship with cultural intelligence.
H01: 31 = 0
Ha1: 31 > 0

Hypothesis 2: Hope influences affective commitment.
H02: γ11 = 0
Ha2: γ11 > 0

Hypothesis 3: Self-efficacy influences affective commitment.
H03: 13 = 0
Ha3: 13 > 0

Hypothesis 4: Optimism influences affective commitment.
H04: 14 = 0
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Ha4: 14 > 0

Hypothesis 5: Resilience influences affective commitment.
H05: 11 = 0
Ha5: 11 > 0

Hypothesis 6: Hope influences organisational citizenship behaviour
H06: 22 = 0
Ha6: 22 > 0

Hypothesis 7: There is a relationship between cultural intelligence and affective
commitment.
H07: β31 = 0
Ha7: β31 > 0

Hypothesis 8: Cultural intelligence positively influence organisational citizenship behaviour.
H08: β32 = 0
Ha8: β32 > 0

Hypothesis 9: Affective commitment positively influence organisational citizenship
behaviour.
H02: β21 = 0
Ha2: β21 > 0
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Fig 3.1: Conceptual model

3.4. SAMPLING AND RESEARCH PARTICIPANTS
3.4.1. Population
The population is the larger group of participants in research (Salkind, 2018). For the current study,
the population comprised of employees from a retail organisation. The organisation has about 5
400 employees in all its five branches in the Western Cape (Organisation website).

3.4.2. Sample size
Sampling refers to the practice of selecting a subset or sector of the population to represent the
population at large (Bryman & Bell, 2015). According to Salkind (2018), samples should be
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chosen from the population in such a way that the researcher could capitalise on the probability
that the sample correspond to the population as much as possible. The objective, therefore, is to
choose a sample from a population that most closely matches the characteristics of that population
(Hahn, 2008).
The sample consisted of 202 employees from a retail organisation and the biographical statistics
are shown.

Table 3.1 illustrates the biographical statistics of the sample. 250 questionnaires were distributed,
only 202 were completed. The sample consisted of 103 females (51%) and 99 males (49%). The
participants’ age ranged from below 20 to above 50 years. The ethnic group with the highest
respondents was Black (African) 118 (58.4%), with the least being Asian 1 (0.5%). The number
of participants with first degrees was 38 (18.9%) and only 6 (3%) had PhDs. 67 (34.4%) subjects
had the highest tenure of 6-10 years with only 8 (4.1%) having been in their current position for
less than 1 year. Further, most participants were South Africans by origin 153 (76.1%) and 1
(0.5%) participant was from Pakistan.
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Table 3.1
Biographical statistics of the sample

Gender distribution

Frequency (202)

Percentage (%)

Male
Female

99
103
Frequency (202)
9
42
90
40
21
Frequency (202)
118
57
15
11
1
Frequency (201)
9
26
14
34
38
37
37
6
Frequency (195)
8
64
67
32
24
Frequency (201)
153
27
6
2
5
3
2
2
1

49
51
Percentage (%)
4.5
20.8
44.6
19.8
10.4
Percentage (%)
58.4
28.2
7.4
5.48
0.5
Percentage (%)
4.5
12.5
7
16.9
18.9
18.4
18.4
3
Percentage (%)
4.1
32.8
34.4
16.4
12
Percentage (%)
76.1
13.4
3.0
1.0
2.5
1.5
1.0
1.0
0.5

Age (years)
Below 20
21-30
31-40
41-50
Above 50
Ethnic group
Black (African)
Coloured
White
Indian
Asian
Qualification
High school
Matric / A’ level
Certificate
Diploma
Degree
Honours
Masters
PhD
Tenure
Less than 1 year
1-5 years
6-10 years
11-15 years
Above 15 years
Country of origin
South Africa
Zimbabwe
Malawi
D.R. Congo
Nigeria
Zambia
Burundi
Uganda
Pakistan
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3.4.3. Sampling procedure
There are two varieties of sampling methods namely, non-probability and probability sampling.
The elements in the population that have an equal opportunity in the selection process as sample
subjects are referred to as probability sampling also known as random sampling (Sekaran &
Bougie, 2016). In addition, the objective of sampling is to save time and effort, besides, attaining
consistent and unbiased approximation of the population status in terms of whatever is being
investigated (Sapsford & Jupp, 1996). However, in non-probability sampling not all elements of
population have a possibility of being selected (Sekaran & Bougie, 2016). This study employed a
form of non-probability sampling known as convenience, it entails the sample being drawn from
that component of the populace, which is close to hand, that is, readily accessible and convenient
to the researcher.

3.5. DATA COLLECTION PROCEDURE
Quantitative research methodology was employed in this study as it is practical to the study, thus,
making use of scientifically consistent and valid questionnaires successively, to collect the
necessary data. The researcher collected data immediately after obtaining ethical clearance from
the University. The Human Resources Director also explained that they have less than 200
employees at their main branch, and the Directors from the other three branches were contacted to
organise for the circulation of the questionnaires. However, the questionnaires were circulated by
the Human Resource Officers to the participants and were made available in hard copy for the
participants’ convenience.
The questionnaire included a covering letter that explained the instructions and participants’
ethical rights, a biographical section and the four measuring instruments. Moreover, since the
organisation is in the retail business and they work with clients face to face, employees were given
permission to take the questionnaires home. The employees were then asked to drop off their
completed questionnaires in two safely locked container boxes stationed at the reception area of
each branch that were provided by the researcher. South Africa was in a relaxed lockdown level
during data collection time, so all covid-19 protocols were observed. The researcher visited the
organisation’s three branches every Friday for about a month to collect the completed
questionnaires.
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3.6. DATA COLLECTION INSTRUMENTS
To measure the constructs in the current study the following data collection instruments were used:

3.6.1. CROSS-CULTURAL PSYCAP
The 34-item PsyCap questionnaire developed by Luthans et al. (2007a) is the most widely used
PsyCap measurement. Nonetheless, a new measurement of cross-cultural PsyCap developed by
Dollwet and Reichard (2014) was employed in this study. It consists of four subscales, namely,
cross-cultural self-efficacy, cross-cultural hope, cross-cultural optimism and cross-cultural
resilience. This construct comprises of 20 items reduced from 29 items, additionally, the 20-item
measure was found to have solid support for the postulated higher-order factor structure. The
calculated Cronbach’s alpha for the four subscales were strong with (α > 0.80) for cross-cultural
hope, (α = 0.91) for cross-cultural self-efficacy, (α = 0.82) for cross-cultural optimism, (α = 0.92)
for cross-cultural resilience and (α = 0.95) for overall cross-cultural PsyCap. Some of the changes
that were made includes the novel items by Luthans et al. (2007a) measuring work-related
optimism ‘I always look on the positive side of things as regards to my job’ was changed to ‘I
always look on the positive side of things as regards to my cross-cultural interactions’ (Dollwet &
Reichard, 2014).
Participants were rated on all 20 items on a 7-point Likert-type scale ranging from 1 (strongly
disagree) to 7 (strongly agree). An example item from the 9-item self-efficacy subscale is ‘I feel
certain in analysing cross-cultural difficulties to find a solution’. The 4-item hope subscale
includes items such as ‘Currently, I am energetically chasing my goals related to working with
individuals from diverse cultures than me. An example item from the 4-item optimism subscale is
‘I am optimistic about my future cross-cultural relations. An example from the 3-item resilience
subscale is ‘I can perform quite well when working with individuals from different cultures, even
when things are tough’.

3.6.2. CULTURAL INTELLIGENCE
Cultural intelligence was measured using Ang et al.’s (2007) 20-item scale. Sahin et al. (2013)
found this Turkish edition of the CQ scale to be a reliable and valid instrument when measuring
an individual’s intercultural competence. Mahembe and Engelbrecht (2014) assessed the construct
validity of a cultural intelligence measure on a South African sample and their results showed CQS
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as a reliable and valid measure of cultural intelligence as supported by the high internal consistency
coefficients in all the subscales (α > 0.80), except for one subscale (metacognitive cultural
intelligence), which was at (0.79) slightly below the 0.80 level.

Responses were recorded on a 5-point Likert-type scale going from 1 (strongly disagree) to 5
(strongly agree). This scale includes four metacognitive facet items (for example, “I check the
accuracy of my cultural knowledge as I interact with people from different cultures.”); six
cognitive facet items (for example, “I know the legal and economic systems of other”); five
motivational facet items (for instance, “I enjoy living in cultures that are unfamiliar to me”); and
five behavioural facet items (such as, “I vary the rate of my speaking when a cross-cultural
situation requires it.”).

3.6.3. AFFECTIVE COMMITMENT
To measure what Meyer and Allen (1984) termed attitudinal type of commitment, “affective
commitment”, they based their terminology on Mowday, Steers and Porter (1979) to develop the
Organisational Commitment Questionnaire (OQM). Cook and Wall (1980) found the
measurement instrument to be psychometrically inclusive and effective through thorough testing
in diverse environments.
15 items make up the OQM that was designed to measure individuals’ emotional state of their
organisation. The answers were recorded on a 7-point Likert scale ranging from 1 (strongly
disagree) to 7 (strongly agree). The questions on the measuring instrument expressed both
positively and negatively worded items to cope with response bias and also to measure
commitment variables such as ethics corresponding with the organisation, feelings of concern for
the organisation, satisfaction within the organisation, and eagerness to go the extra-mile for the
organisation (Mowday et al., 1979). The results indicated a high coefficient, ranging from 0.82 to
0.93, with a median of .90 (Cronbach, 1951).

3.6.4. ORGANISATIONAL CITIZENSHIP BEHAVIOUR
Podsakoff et al.’s (1990) organisational citizenship behaviour scale (OCBS) was used to measure
OCB. The scale was designed to measure Organ’s (1988) 55 itemised, five dimensions of OCB
namely: (1) courtesy; (2) civic virtue; (3) conscientiousness; (4) altruism and (5) sportsmanship

http://etd.uwc.ac.za/

55 | P a g e

and it consists of 24 items. The five-factor structure has served as an essential component for a
considerable amount of OCB research. Mahembe et al. (2015) found adequate levels of reliability
for the OCBS sub-scales (a ≥ 0.70) with a higher correlation of above 0.90 for the five latent
dimensions excluding in the case of other four variables.
Answers were recorded on a 7-point Likert type scale from 1 (strongly disagree) to 7 (strongly
agree). Items included in the measure are ‘I am helpful of my colleagues with heavy workloads’
(altruism); ‘I do not take additional breaks’ (conscientiousness); ‘I rarely create problems for my
co-workers’ (courtesy); ‘I know of all developments in the organisation (civic virtue); and ‘I waste
a lot of time whining about unimportant matters’ (sportsmanship).

3.7. STATISTICAL ANALYSIS
Statistical Package for Social Sciences (SPSS) version 27 was used to analyse the data. The
reliability of the instruments was tested by item analysis. Exploratory factor analysis was carried
out to verify the uni-dimensionality of the subscales of the questionnaires as well as identifying
poor items. Confirmatory factor analysis was performed to verify the construct validity for each
subsection of the questionnaire.
Structural Equation Modelling (SEM) was used to combine complex path models with latent
variables (factors). The focus of structural equation modelling is often on latent constructs, which
are represented by the underlying factors (Pallant, 2016). According to Hox and Bechger (1998),
structural equation modelling entails a structure for the covariance linking the experiential
variables and providing a universal and appropriate framework for statistical analysis that consists
of several traditional multivariate procedures. The structural model specifies the relationships
among the latent variables whereas the measurement model defines how each latent variable is
operationalised by matching the indicators (Mahembe & Engelbrecht, 2014).

3.7.1. Missing values
Missing values explains quantified data as user missing. This happens when a respondent fails to
answer certain questions or rather when the question did not apply to the respondent. There are
many choices on how one deals with missing values and it is important to choose carefully as
several unexpected missing data can have a significant impact on the inferences drawn from the
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data (Pallant, 2016). Data values that are quantified as user-missing are flagged for special
treatment and are omitted from most calculations (Tredoux & Durrheim, 2002). The multiple
imputation procedure is normally the ideal method used to support missing values as it does not
reduce the sample size but rather replaces the missing values with complete datasets (Jöreskog &
Sörbom, 2006).

3.7.2. Item analysis
To assess internal consistency, item analysis was employed on all four measuring instruments
using SPSS version 27. The properties of a whole scale are determined by tests of validity and
reliability. Pallant (2016) referred item analysis as a process of removing items that do not correlate
or have a very good relationship with the construct. According to Tredoux and Durrheim (2002),
item analysis is used to identify ‘good’ items. The weak items are either removed or improved
based on the performance of each item. However, two key criteria that are used for these findings
are (1) the item should contribute positively to the scale’s (reliability) and (2) high and low scores
on the full scale should be separated by the item. Rust and Golombock (1989) termed the first
criterion (item facilitation) and the second (item discrimination).
One of the frequently used pointers of internal consistency is the Cronbach Alpha coefficient
(Pallant, 2016). The reliability coefficient general guidelines by Nunnally (1978) were adopted in
this study to assess the reliability of the scales and subscales. As per the guidelines, a Cronbach of
0.90 and above are considered excellent, 0,80 to 0.89 is good, 0.70 to 0.79 is adequate and below
0.70 may have limited applicability (Nunnally, 1978). For this study, the minimum criteria
provided by Nunnally (1978) was used. In other words, items with a Cronbach’s alpha of 0.70 and
above were reported as acceptable.

3.8. CONSTRUCT ANALYSIS USING EXPLORATORY FACTOR ANALYSIS
Exploratory factor analysis (EFA) is a complicated multivariate arithmetical approach that
involves various linear and sequential phases (Williams, Onsman & Brown, 2010). It is used to
evaluate the validity and consistency of the construct. However, it is experimental in nature as the
investigator has no expectations of the figure of the variables and as the label proposes (Williams,
et al., 2010). Hence, it permits the researcher to determine the core dimensions to create a theory,
or model from a comparatively big set of latent constructs frequently represented via a set of items
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(Thompson, 2004). In other words, the researcher just advances as if there are no hypotheses
around the quantity of latent factors and the correlation among those hidden factors and the
experiential variables.
Hox and Bechger (1998) postulated that numerical measures are used to estimate the number of
causal factors, and to calculate approximately the factor loadings. In EFA, the model is random:
all variables load on the entire factors. Classically, a reformation method, for instance, the
interpretation of the results is improved by using, for example, Varimax rotation (Hox & Bechger,
1998). Worthington and Whittaker (2006); Hair et al., (2010) recommended a range of between 5
and 10 items per respondents for application of EFA.

3.9. CONFIRMATORY FACTOR ANALYSIS (CFA)
Confirmatory factor analysis developed by Jöreskog and associates (1970) comes in the form of
algorithms and notably, computer software for analysing the structure of covariance matrices
(Hoyle, 2004). Hoyle (2004) further added that their LISREL (linear structural relations) model
allowed for the formal evaluation of covariance structure models of which measurement models
are a specific instance. Confirmatory factor analysis is a statistical procedure for testing hypotheses
about the commonality among variables (Pallant, 2016). In addition, CFA is used to test the model
fitness by using data whereas the structural model is tested with SEM (Mahembe, Engelbrecht &
De Kock, (2013).
It initiates a formal description of a measurement model. Thus, the researcher ventures a set of
hypotheses for the connotations among the indicators in the form of sources and paths. These
hypotheses are assessed contrary to observed data on the indicators.

3.9.1. STRUCTURAL EQUATION MODELLING (SEM)
According to Pallant (2016) SEM is a sophisticated technique that permits one to test numerous
models relating to the interrelationships among a set of variables. In other words, it does not only
include a single statistical technique but instead refers to a family of linked procedures. Hox and
Bechger (1998) indicated that SEM provide a very universal and fitting structure for statistical
analysis that comprises many old-style multivariate procedures, such as discriminant analysis,
regression analysis, factor analysis, and undisputed correlation, as exceptional cases. Moreover, a
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graphical path diagram often envisions SEM while the statistical model is typically presented in a
set of matrix equations (Hox & Bechger, 1998).

3.10. ETHICAL CONSIDERATIONS
The University of Western Cape in Cape Town, South Africa provided ethical approval. Ethical
considerations include the respect to anonymity, confidentiality and voluntary participation
(McLeod, 2007).

3.10.1. Informed consent
According to Salkind (2018), all parties involved in research have a right to full information about
the nature of the research. The participants signed an informed consent form that assured them of
anonymity and confidentiality. An informed consent form was attached to the questionnaire and
explained to the participants. However, respondents were also well-versed on the true purpose of
the research prior to answering any questions.

3.10.2. Voluntary participation
Before the beginning of the research, participants were informed before that participation was
unpaid and that they were under no obligation to participate in the research study. Moreover, they
were free to decline to partake in the study and they were also allowed to refuse to respond to any
questions that made them uncomfortable.

3.10.3. Confidentiality and anonymity
The proposed research guaranteed confidentiality to all participants who chose to be involved in
the study; this is a subject that was addressed to them at the beginning of the research project.
According to Babbie (2011), Confidentiality and anonymity are two complementary words with
different interpretations. Anonymity refers to the ethical protection that respondents remain
unidentified, the information is anonymous if the identity of the person to whom the information
relays is mysterious (Neuman, 2011).
Confidentiality refers to the ethical safeguard of research participants being studied by holding the
data in confidence, thus, not disclosing the information regardless of whether the name of the
individual to whom it pertains is known or not (Neuman, 2011). Likewise, anonymity ensures that
all participants only be asked to disclose specific biographical details about themselves for data
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capturing purposes and no names were required. To maintain confidentiality, there is a need to
lessen the number of people who handle the data (Salkind, 2018).

3.10.4. Beneficence and non-maleficence
The principle of beneficence had to be maintained to guarantee participants’ safety from any sort
of physical, emotional, or psychological harm. The researcher protected and defended the
participants’ rights. In addition, non-maleficence was itemised in this study for the intention of the
researcher looking to minimise harm when it was unavoidable. The researcher made sure that the
respondents were protected from any form of harm.
COVID-19 measures were sternly followed by both the researcher and the participants throughout
data collection. The measures encompassed social distancing, wearing of masks always, sanitising
hands before administering the questionnaires and after collecting the questionnaires back from
the respondents.
In conclusion, the research was conducted in accord with the ethical requirements to report the
findings in a comprehensive and sincere way.

3.11. CONCLUSION
This chapter discussed the research methodology used in this study. This includes research
blueprint, statistical hypotheses, methodology, sample plus the sampling method used. In addition,
the data collection process, measuring instruments, as well as the psychometric properties of the
measuring instruments were deliberated on. Moreover, an explanation on how the research
question was answered through data evaluation was also included. Chapter four present the results
and those results are discussed in chapter five.
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CHAPTER FOUR
RESULTS PRESENTATION
4.1. INTRODUCTION
This chapter presents the results from the data analyses conducted to achieve the objectives of the
study. The chapter starts by presenting the results of the item analyses conducted to determine the
quality of the items and the reliability of the scales used in the study. The reliability output is
further substantiated with the output from the dimensional analyses conducted per subscale to
determine the number of dimensions within each of the scales. Checking for the uni-dimensionality
of the scales is also an important pre-requisite in the event that item parcels are used to fit both the
measurement and structural models in the study. After conducting the dimensional analysis, the
measurement model was subsequently fitted to the items. Based on the goodness of fit indices the
structural model analysis was performed to determine the nature of the relationships hypothesised
in the model.

4.2. MISSING VALUES
The problem of missing responses is often encountered whenever structured questionnaires are
used especially in the form of paper-and-pencil format as it is difficult to put rules that only allow
participants to move to the next item only after completing all the preceding items as is often the
case in online surveys. Sometimes there is a pattern in the missing responses which could be
attributed to a possible failure to understand the item amongst other reasons. The items might also
be a bit sensitive leading to the respondent omitting them. A close inspection of the missing values
pattern, in the present study, indicates that the items were missing at random. In other words, there
was no clear pattern in the missing responses. The multiple imputation method was used to address
the missing values resulting in a final sample size of 202 complete cases.
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4.3. ITEM ANALYSIS
In order to identify and remove items with low internal consistency as well as to ensure that the
measuring instruments measured what they were intended to measure, item analysis was conducted
using SPSS version 27 on all the scales and subscales.

4.3.1. CROSS-CULTURAL PSYCHOLOGICAL CAPITAL RELIABILITY
The cross-cultural PsyCap developed by Dollwet and Reichard (2014) was used in this study. The
questionnaire was adapted from the widely used 34-item PsyCap measurement developed by
Luthans et al. (2007a). The instrument consists of four subscales, that is, cross-cultural selfefficacy, cross-cultural hope, cross-cultural optimism and cross-cultural resilience. The measure
initially started with 29 items which were then reduced to 20 items, moreover, the 20-item measure
was found to have some support for the hypothesised higher-order factor structure (Dollwet &
Reichard, 2014).
4.3.1.1. Revised hope subscale reliability analysis output
The initial reliability analysis for the 4-item Hope sub-scale indicated a very low Cronbach’s alpha
of 0.440. The item Hope 4 displayed a corrected item-total correlation of 0.110 which is below the
accepted 0.30 according to (Pallant, 2016). This item was subsequently deleted from the scale. The
revised 3-item Hope reliability analysis showed an improved Cronbach α of 0.627, which is
however, still below the 0.70 the standard based on the guidelines provided by (Nunnally, 1978).
The inter-item correlations ranged between 0.277 and 0.485, indicating a small to medium
relationship among each of the three items as per Cohen’s (1988) guidelines (see Table 4.1).
Furthermore, the corrected item-total correlations for the scale were found to range between 0.362
and 0.508 meaning that the items are adequately correlating with the total score.
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Table 4.1
Reliability and item statistics of Hope scale

Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.627

N of Items

.637

3

Inter-Item Correlation Matrix
HOPE1

HOPE2

HOPE3

HOPE1

1.000

.344

.277

HOPE2

.344

1.000

.485

HOPE3

.277

.485

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
HOPE1

11.74

3.095

.362

.134

.651

HOPE2

11.70

3.051

.508

.283

.426

HOPE3

11.49

3.459

.456

.249

.509
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4.3.1.2. Revised self-efficacy reliability output
The initial reliability analysis for the 9-item self-efficacy sub-scale showed a Cronbach’s alpha of
0.818 and a corrected item-total correlation of 0.231 which is below the suggested 0.30 as per
Pallant (2016) and Field (2013) guidelines. However, item SE8 was deleted and a new Cronbach’s
α of 0.859 was realised. The inter-item correlations for the scale ranged between 0.213 and 0.627,
indicating small to large relationships between each of the 8 items according to Cohen’s (1998)
guidelines. Furthermore, the corrected item-total correlations were shown to be satisfactory (0.434
< r > 0.709) (Table 4.2). The Cronbach’s Alpha if deleted column showed a high item SE9 (0.864),
nonetheless, it was not deleted as the item totals were all good, therefore, self-efficacy sub-scale
was thus, considered to have measured what it planned to measure.
Table 4.2
Reliability and item statistics of Self-efficacy scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items
.859

N of Items
.870

8

Inter-Item Correlation Matrix
SE1

SE2

SE3

SE4

SE5

SE6

SE7

SE9

SE1

1.000

.486

.458

.391

.526

.522

.355

.298

SE2

.486

1.000

.454

.396

.664

.580

.627

.213

SE3

.458

.454

1.000

.454

.411

.502

.486

.463
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SE4

.391

.396

.454

1.000

.437

.512

.517

.322

SE5

.526

.664

.411

.437

1.000

.609

.579

.297

SE6

.522

.580

.502

.512

.609

1.000

.568

.316

SE7

.355

.627

.486

.517

.579

.568

1.000

.323

SE9

.298

.213

.463

.322

.297

.316

.323

1.000

Item-Total Statistics
Scale Variance

Corrected

Squared

Cronbach's

Scale Mean if

if Item

Item-Total

Multiple

Alpha if Item

Item Deleted

Deleted

Correlation

Correlation

Deleted

SE1

43.50

21.796

.582

.403

.844

SE2

43.38

22.297

.656

.570

.837

SE3

43.76

20.152

.640

.438

.839

SE4

43.59

21.203

.588

.377

.844

SE5

43.43

22.504

.681

.562

.836

SE6

43.42

22.612

.709

.532

.835

SE7

43.47

21.310

.672

.538

.834

SE9

43.98

22.386

.434

.255

.864

4.3.1.3. Resilience reliability output
The Resiliency sub-scale, consisting of three items, showed high internal consistency (Cronbach
α = 0.857) (Nunnally, 1978). The reliability analysis displayed inter-item correlations ranging
between 0.612 and 0.722, revealing large relationship among the three items. Corrected item-total
correlations were found to be pleasing (0.704 < r > 0.723) as they were above the required 0.30
(Field, 2013; Pallant, 2016). Further, the sub-scale established a very good internal consistency.
Table 4.3 shows the results.
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Table 4.3
Reliability and item statistics of Resilience scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.857

N of Items

.864

3

Inter-Item Correlation Matrix
RES1

RES2

RES3

RES1

1.000

.704

.612

RES2

.704

1.000

.722

RES3

.612

.722

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
RES1

12.20

3.400

.704

.519

.828

RES2

12.18

3.110

.794

.631

.746

RES3

12.33

2.620

.723

.542

.826

4.3.1.4. Optimism reliability output
The reliability analysis for the optimism sub scale revealed a good Cronbach’s alpha of 0.806
(Table 4.4). It also revealed inter-item correlations ranging between 0.394 and 0.653, representing
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medium to large relationships between the items in the scale as noted by Cohen’s (1988)
guidelines. Additionally, corrected item-total correlations ranged from 0.593 and 0.707, thus,
according to Pallant (2016) and Field (2013), a corrected item-total correlation above 0.30
demonstrates that the items are appropriately measuring what the Optimism scale entails. The
optimism scale displayed a very good consistency as shown on Table 4.4.
Table 4.4
Reliability and item statistics of Optimism scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.806

N of Items

.815

4

Inter-Item Correlation Matrix
OPT1

OPT2

OPT3

OPT4

OPT1

1.000

.555

.565

.394

OPT2

.555

1.000

.498

.481

OPT3

.565

.498

1.000

.653

OPT4

.394

.481

.653

1.000
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Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OPT1

18.82

4.625

.603

.421

.777

OPT2

18.60

5.300

.622

.395

.756

OPT3

18.52

5.469

.707

.542

.727

OPT4

18.56

5.436

.593

.460

.770

4.3.2. RELIABILITY FOR CULTURAL INTELLIGENCE SUBSCALES
In measuring cultural intelligence, the Cultural Intelligence Scale (CQS) by Ang et al.’s (2007)
20-item scale was employed. A 5-point Likert scale ranging from 1 (strongly disagree) to 7
(strongly agree) was used to measure the CQS self-report measuring tool. The CQS items comprise
of four subscales: metacognitive, cognitive, motivational and behavioural. However, the internal
consistency for each of the cultural intelligence dimensions were established using Cronbach’s
alpha reliability analysis. Using Nunnally’s (1978) guidelines, it was decided that a Cronbach’s
alpha of 0.70 would be adequate for each sub-scale; while good internal reliability was evident if
the Cronbach’s alpha value was above 0.80.
Moreover, Cohen’s (1988) guidelines were used to describe the relationships between items
ranging from small (r = .10 to .29), medium (r = .30 to 0.49), and large (r = .50 to 1.00). In other
words, the inter-correlation matrix was interpreted using Cohen’s criteria. Corrected item-total
correlations, on the other hand, were interpreted using Field (2013) and Pallant’s (2016) criteria;
suggesting that values below 0.30 should be deleted. Thus, any items below this threshold were
excluded from further analysis. Evidence for the reliability analysis related to the respective subscales are presented below.

4.3.2.1. Cognitive cultural intelligence reliability results
A high Cronbach’s alpha of 0.872 was found for the six-item (C5-C10) cognitive cultural
intelligence sub-scale (Table 4.5). Inter-item correlations for the scale ranged between 0.357 and
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0.67 indicating medium to large relationships between each of the six items. Moreover, corrected
item-total correlations displayed pleasing result (0.611 < r > 0.709), thus above the recommended
0.30. The cognitive cultural intelligence sub-scale was therefore deemed to have very good internal
consistency.
Table 4.5
Reliability and item statistics of cognitive cultural intelligence scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.872

N of Items

.872

6

Inter-Item Correlation Matrix
CUL5

CUL6

CUL7

CUL8

CUL9

CUL10

CUL5

1.000

.608

.548

.440

.357

.494

CUL6

.608

1.000

.583

.468

.357

.508

CUL7

.548

.583

1.000

.541

.616

.495

CUL8

.440

.468

.541

1.000

.672

.661

CUL9

.357

.357

.616

.672

1.000

.630

CUL10

.494

.508

.495

.661

.630

1.000
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Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
CUL5

14.08

17.424

.611

.455

.861

CUL6

14.55

17.387

.634

.500

.857

CUL7

14.09

16.234

.710

.562

.844

CUL8

14.35

16.734

.708

.567

.844

CUL9

14.16

17.025

.666

.601

.851

CUL10

14.40

16.796

.709

.560

.844

4.3.2.2. Motivational cultural intelligence reliability results

The motivational cultural intelligence sub-scale, consisting of five items (C11-C15), showed
adequate internal consistency (Cronbach α = 0.760). Moreover, the reliability analysis showed
inter-item correlations ranging between 0.259 and 0.518 revealing small to large relationship
between the five items. Corrected item-total correlations were found to be acceptable (.443 < r >
.603) Basically, the motivational cultural intelligence sub-scale demonstrated satisfactory internal
consistency as shown on Table 4.6.
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Table 4.6
Reliability and item statistics of motivational cultural intelligence scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.760

N of Items
.764

5

Inter-Item Correlation Matrix
CUL11

CUL12

CUL13

CUL14

CUL15

CUL11

1.000

.518

.372

.356

.286

CUL12

.518

1.000

.494

.463

.292

CUL13

.372

.494

1.000

.425

.259

CUL14

.356

.463

.425

1.000

.469

CUL15

.286

.292

.259

.469

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
CUL11
CUL12
CUL13
CUL14
CUL15

15.81
15.94
16.14
16.49
16.27

5.364
5.006
5.278
4.301
5.199

.508
.603
.521
.594
.443
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4.3.2.3. Behavioural cultural intelligence reliability results

A good Cronbach’s alpha of 0.844 was recognised for the five-item (C16-C20) behavioural
cultural intelligence sub-scale. Inter-item correlations ranging between 0.428 and 0.652 were
revealed through the reliability analysis, signifying medium to large relationships between the five
items in the sub-scale. Additionally, corrected item-total correlations were found to be adequate,
ranging between 0.576 and 0.726. The behavioural cultural intelligence sub-scale was found to be
reliable (Table 4.7).
Table 4.7
Reliability and item statistics of behavioural cultural intelligence scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.844

N of Items

.848

5

Inter-Item Correlation Matrix
CUL16
CUL16
CUL17
CUL18
CUL19
CUL20

CUL17

1.000
.563
.448
.466
.428

.563
1.000
.652
.509
.498

CUL18

CUL19

.448
.652
1.000
.604
.592
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Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
CUL16

13.43

9.069

.576

.370

.832

CUL17

13.36

9.093

.694

.525

.805

CUL18

13.20

8.608

.726

.568

.794

CUL19

13.03

8.271

.654

.441

.813

CUL20

13.45

8.437

.631

.415

.820

4.3.2.4. Metacognitive cultural intelligence reliability results

The reliability analysis for the four-item metacognitive cultural intelligence subscale revealed a
Cronbach’s alpha of 0.759 (Table 4.8). The value suggests an adequate internal consistency
reliability for this scale as per the guidelines set by Nunnally (1978). Inter-item correlations for
the scale ranged between 0.313 and 0.597 showing medium to large relationships between the
items.
The corrected item-total correlation column gives an indication of the degree to which each item
correlates with the total scores. Scores of items range from 0.455 and 0.674. As per the guidelines
by Field (2013) and Pallant (2016), anything below 0.30 propose that the item is measuring what
it is not intended to measure. However, all the items were considered reasonable and the
metacognitive subscale results are acceptable.
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Table 4.8
Reliability and item statistics of metacognitive cultural intelligence scale
Reliability statistics

Cronbach's
Alpha Based
on
Standardized
Items
N of Items

Cronbach's
Alpha
.759

.767

4

Inter-Item Correlation Matrix
CUL1

CUL2

CUL3

CUL4

CUL1

1.000

.438

.597

.385

CUL2

.438

1.000

.543

.313

CUL3

.597

.543

1.000

.428

CUL4

.385

.313

.428

1.000

Item-Total Statistics
Scale
Scale Mean if Variance if
Item Deleted Item Deleted

Corrected
Item-Total
Correlation

Squared
Multiple
Correlation

Cronbach's
Alpha if Item
Deleted

CUL1

12.00

2.837

.600

.392

.686

CUL2

12.12

2.821

.532

.319

.717

CUL3

12.08

2.439

.674

.481

.636

CUL4

12.31

2.671

.455

.214

.769
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4.3.3. AFFECTIVE COMMITMENT RELIABILITY (REVISED)
Affective commitment scale with no subscales was measured using Organisational Commitment
Questionnaire (OQM) by Meyer and Allen (1984)’s developmental work which they termed
attitudinal type of commitment “affective commitment” basing their terminology on Mowday et
al.’s (1979).

Table 4.9 presents results attained from the item analysis for the affective commitment scale. The
scale got a good Cronbach alpha of 0.836. Initially, item AFF4 had the lowest corrected item-total
correlation of 0.038 which is lower than the standard 0.30 but displayed a higher Cronbach alpha
should the item be deleted. According to Field (2013) and Pallant’s (2016) interpretation criteria,
an item-total of below 0.30 should be deleted for good discriminative ability. Consequently, the
item AFF4 was deleted to increase the Cronbach alpha from the initial 0.814 to 0.836 on the revised
reliability output.

Moreover, the item could have led to the respondents not being honest as the statement is a bit
complex, the item reads. “I would accept almost any type of job assignment in order to keep
working for this organisation”. It could also be because most respondents were unsure in their
responses. The inter-item correlation varied from -0.047 to 0.713 indicating a negative to large
relationship between the 14 items. Furthermore, each item loaded on the dimension shows a
corrected item-total relationship ranging between 0.292 – 0.649. The revised item AFFR11 could
not be deleted as the results showed good internal consistency after item AFF4 was deleted.
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Table 4.9
Reliability and item statistics of Affective Commitment scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.836

Scale Mean if
Item Deleted
AFF1
71.50
AFF2
71.56
AFF5
72.21
AFF6
71.61
AFF8
71.80
AFF10
71.79
AFF13
71.77
AFF14
71.94
AFFR3
72.69
AFFR7
72.98
AFFR9
72.69
AFFR11
72.42
AFFR12
72.64
AFFR15
71.73

N of Items
.863

14

Item-Total Statistics
Scale
Corrected
Squared
Cronbach's
Variance if
Item-Total
Multiple
Alpha if Item
Item Deleted Correlation
Correlation
Deleted
124.261
.464
.359
.828
120.535
.647
.570
.821
115.940
.513
.339
.823
118.379
.632
.586
.819
119.013
.602
.589
.821
116.452
.646
.680
.817
119.723
.392
.290
.830
113.996
.649
.605
.815
111.421
.413
.608
.834
108.846
.500
.642
.825
114.334
.432
.434
.829
121.552
.292
.495
.838
117.599
.354
.540
.835
115.862
.543
.522
.821
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4.3.4. ORGANISATIONAL CITIZENSHIP BEHAVIOUR RELIABILITY RESULTS
Podsakoff et al.’s (1990) organisational citizenship behaviour scale (OCBS) was used to measure
OCB. The 24 items measuring scale was designed to measure Organ’s (1988) using five
dimensions of OCB namely: (1) altruism; (2) courtesy; (3) conscientiousness; (4) civic virtue and
(5) sportsmanship. The item analysis for the 5 subscales was done distinctly.

4.3.4.1. Altruism reliability output (revised)
The reliability statistics indicate that the Cronbach Alpha for the 5-item Altruism subscale is 0.827
which is good (Nunnally & Bernstein, 1994). The corrected item total correlation specifies that the
items for this dimension correlated above 0.30 with each other. The inter-item correlation values
are ranging from 0.439 to 0.657. This indicates the item correlations of medium to large (Pallant,
2016). This is illustrated in Table 4.10.
Item OCB2 was problematic as it had an item-total correlation of 0.143, it was therefore deleted
(Field, 2013; Pallant, 2016). The statement read “I am always ready to lend a helping hand to those
around me” the respondents probably did not want to seem too good hence some did not answer
honestly.

Table 4.10
Reliability and item statistics of the Altruism scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.827

N of Items

.830
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Inter-Item Correlation Matrix
OCB1

OCB3

OCB4

OCB5

OCB1

1.000

.657

.503

.486

OCB3

.657

1.000

.602

.606

OCB4

.503

.602

1.000

.439

OCB5

.486

.606

.439

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OCB1

16.38

8.931

.660

.459

.779

OCB3

16.61

7.656

.770

.595

.724

OCB4

15.90

10.565

.608

.388

.808

OCB5

16.55

9.071

.606

.386

.805

4.3.4.2. Courtesy reliability results

The reliability statistics display that the Cronbach Alpha for the Courtesy subscale is 0.668 which
is good (Nunnally & Bernstein, 1994). The corrected item total correlation indicates that the items
for this dimension correlated above 0.30 with each other. None of the items were flagged to be
problematic, thus no items were deleted. The inter-item correlation values are ranging from 0.41
to 0.65 (Table 4.11). This indicates that the item correlations are reasonably strong (Pallant, 2016).
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Table 4.11
Reliability and item statistics of the Courtesy scale
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.668

N of Items

.762

5

Inter-Item Correlation Matrix
OCB16

OCB17

OCB18

OCB19

OCB20

OCB16

1.000

.278

.425

.213

.314

OCB17

.278

1.000

.428

.351

.420

OCB18

.425

.428

1.000

.419

.469

OCB19

.213

.351

.419

1.000

.590

OCB20

.314

.420

.469

.590

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OCB16

25.76

5.382

.410

.204

.737

OCB17

25.05

8.537

.459

.256

.603

OCB18

24.87

8.102

.594

.368

.551

OCB19

25.00

9.554

.454

.380

.623

OCB20

24.91

9.616

.567

.440

.609
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4.3.4.3. Conscientiousness reliability output
The Cronbach Alpha for the Conscientiousness subscale is 0.614 which is slightly below the
acceptable level of α = 0.70 (Nunnally & Bernstein, 1994). The corrected item-total correlations
for OBB6 & OCB7 are below the recommended 0.30 according to Field (2013) and Pallant (2016),
however, excluding the two items would not increase the reliability coefficient hence no items
were deleted. The inter-item correlation values are ranging from 0.064 to 0.405. This indicates a
negative to medium correlation among items (Pallant, 2016). This is depicted in Table 4.12. The
reason for this may be due to the nature of the questions which required the respondents to be
honest about their work behaviour.

Table 4.12
Reliability and item statistics of the Conscientiousness scale

Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.614

N of Items

.623

5

Inter-Item Correlation Matrix
OCB6

OCB7

OCB8

OCB9

OCB10

OCB6

1.000

.091

.208

.128

.327

OCB7

.091

1.000

.405

.064

.208

OCB8

.208

.405

1.000

.304

.352

OCB9

.128

.064

.304

1.000

.397

OCB10

.327

.208

.352

.397

1.000
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Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OCB6

23.98

5.643

.269

.118

.604

OCB7

24.72

4.983

.272

.177

.613

OCB8

24.42

4.601

.509

.281

.490

OCB9

24.81

4.509

.330

.197

.589

OCB10

24.41

4.500

.506

.282

.488

4.3.4.4. Civic virtue reliability results

The Cronbach Alpha for the Civic virtue subscale is 0.760 which is slightly above the acceptable
level of α = 0.70 (Nunnally & Bernstein, 1994). The corrected item-total correlation was above
0.30 (0.470 – 0.695) for all items meaning that if some items were to be omitted it would not
significantly increase the reliability coefficient. The inter-item correlation values are ranging from
0.234 to 0.730. This shows a low to moderately strong correlation amongst items (Pallant, 2016).
This is depicted in Table 4.13.
Table 4.13
Reliability and item statistics of the Civic Virtue scale
Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.760

N of Items

.761
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Inter-Item Correlation Matrix
OCB21

OCB22

OCB23

OCB24

OCB21

1.000

.364

.373

.532

OCB22

.364

1.000

.730

.234

OCB23

.373

.730

1.000

.430

OCB24

.532

.234

.430

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OCB21

16.93

9.263

.512

.344

.733

OCB22

17.63

7.443

.599

.565

.680

OCB23

17.88

6.029

.695

.605

.623

OCB24

16.95

8.770

.470

.377

.747

4.3.4.5. Sportsmanship reliability results (revised)
The reliability results for the item analysis done on the sportsmanship subscale are presented in
Table 4.15. The subscale obtained a low internal consistency of 0.696 which is below the
recommended 0.70 (Pallant, 2016). However, item (CB11) showed an item-total correlation of
0.136 which is lower than 0.30. According to Field (2013) and Pallant’s (2016) interpretation
criteria, an item-total of below 0.30 should be deleted. Therefore, the item was deleted to increase
the Cronbach alpha to 0.845. Moreover, the item could have led to the respondents not being honest
as it is a bit tricky, the item reads. “I always need a push from my superiors for me to do some
work”. It could also be because most respondents were undecided in their responses. The interitem correlation ranged between 0.458 (CB12 & CB15) to 0.751 (CB13 & CB14) showing medium
to large relationship between the 4 items. Further, each item loaded on the dimension shows a
corrected item-total correlation ranging between 0.56 - 0.76. The results as depicted in Table 4.14,
showed good internal consistency after item CB 11 was deleted.
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Table 4.14
Reliability and item statistics of the Sportsmanship scale
Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's

Standardized

Alpha

Items

.845

N of Items

.850

4

Inter-Item Correlation Matrix
OCB12R OCB13R OCB14R OCB15R
OCB12R

1.000

.644

.629

.458

OCB13R

.644

1.000

.751

.504

OCB14R

.629

.751

1.000

.537

OCB15R

.458

.504

.537

1.000

Item-Total Statistics

Scale Mean if

Scale

Corrected

Squared

Cronbach's

Variance if

Item-Total

Multiple

Alpha if Item

Correlation

Correlation

Deleted

Item Deleted Item Deleted
OCB12R

19.55

6.447

.669

.472

.810

OCB13R

19.50

6.717

.756

.619

.777

OCB14R

19.48

6.340

.763

.622

.769

OCB15R

19.63

6.739

.564

.324

.858
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4.4. DIMENSIONALITY ANALYSIS
This segment describes the Exploratory Factor Analysis (EFA) of the measurement tools used in
this research study. Factor analysis examines the inter-correlations that exist between large
numbers of items (questionnaire responses) thereby reducing the items into smaller groups, known
as factors (Pallant, 2016). Hence, the main drive of this section is to ascertain the unidimensionality of the subscales, an important facet when parceling for the structural model.
Moreover, a type of EFA that was employed known as Principal axis factoring, is superior to
principal components analysis as it analyses common variance only which is a key requirement
for theory development (Pallant, 2016). Furthermore, the extracted results were further subjected
to oblimin rotation.
A Kaiser-Meyer-Olkin measure of sampling adequacy (KMO index) is used to compare the
magnitudes of the observed correlation coefficients in relation to the magnitudes of the partial
correlation coefficients. According to Kaiser’s (1974) criterion, an eigenvalue of 1.00 or more
should be present for the number of factors to be extracted. Kaiser (as cited in Field, 2013) endorses
values above 0.90 as exceptional, values between 0.80 and 0.90 are great, values between 0.50 and
0.70 are average and values greater than 0.50 are just tolerable.
Furthermore, to test the theory of the correlation matrix as an identity matrix, Bartlett’s test is
employed where entirely oblique terms are one and all off-diagonal terms are zero. A coefficient
of less than 0.30 on any factor should be excluded (Tabachnick & Fidell, 2012). In any case, a
significance of (less than 0.50) Bartlett’s test of sphericity should be considered appropriate for
the factor analysis (Pallant, 2016). More so, poor items should be identified and subjected to
elimination according to the EFA decision criteria.

4.4.1. UNI-DIMENSIONALITY ANALYSIS FOR CROSS-CULTURAL PSYCHOLOGICAL
CAPITAL
The cross-cultural psychological capital scale consists of four subscales viz, hope, self-efficacy,
resilience and optimism.
4.4.1.1. Factor analysis for hope subscale
The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy for the Hope subscale was 0.617,
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which is parallel to the recommended value of 0.6 and is all good (Kaiser, 1970; 1974). The
Bartlett’s Test of Sphericity was 82.504, according to Pallant (2016), the significance should be
(less than 0.5) and in this regard, it reached statistical significance of (df = 3; p = 0.000), making
the subscale analysable. Hope4 subscale was excluded in the dimensionality analysis due to poor
item analysis. The one factor that obtained an eigenvalue greater than 1 had a percentage variance
of 39.590. The factor loadings are all above 0.30 with Hope1 slightly below 0.50 but above the
recommended 0.30, thus, all the items are good (able 4.15).

Table 4:15
Factor matrix for the Hope subscale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.617

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

82.504
3

Sig.

.000

Factor Matrixa
Factor
1
HOPE1

.444

HOPE2

.774

HOPE3

.626

http://etd.uwc.ac.za/

85 | P a g e

4.4.1.2. The dimensionality analysis for the self-efficacy subscale
An appropriate KMO value (0.882) was reported for the self-efficacy subscale and Bartlett’s test
reached statistical significance value of 680.791 (df = 28, p < .001). A one-component solution
was attained according to Kaisers’ criterion (eigenvalue = 3.742 and explained variance =
46.779%). SE8 was problematic and removed from further analysis. Further, support for a onecomponent solution was evident as all variables loaded significantly on one component with factor
loadings ranging between 0.443 and 0.781, only SE9 had a factor loading of below 0.50 but above
0.30. Table 4.16 shows the results.

Table 4.16
Factor matrix for the self-efficacy subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.882

Adequacy.
Bartlett's Test of

Approx. Chi-Square

680.791

Sphericity

Df

28

Sig.

.000

Factor Matrixa
Factor
1
SE1
.635
SE2
.748
SE3
.663
SE4
.629
SE5
.765
SE6
.781
SE7
.743
SE9
.443
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4.4.1.3. The dimensionality analysis for the optimism subscale

The Altruism attained a KMO value of 0.728 and a significant Bartlett’s test of 288.529 (df = 6, p
< 0.000). As such, the PAF analysis was run. Only one factor was considered relevant according
to Kaisers’ criterion (eigenvalue = 2.166, explained variance = 52.905%). Moreover, each variable
loaded significantly on component one, with factor loadings all above 0.50, ranging between 0.682
and 0.829. The scale is thus considered to be unidimensional as shown in table 4.17.
Table 4.17
Factor matrix for the Optimism subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.728

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

288.529
6

Sig.

.000

Factor Matrixa
Factor
1
OPT1

.682

OPT2

.686

OPT3

.829

OPT4

.702

4.4.1.4. The dimensionality analysis for the resilience subscale

The KMO value (0.719) was fitting and the Bartlett’s test was significant with 293.622 (df = 3, p
< 0.000. The principal axis factoring (PAF) showed a one-component solution (eigenvalue =
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2.055, explained variance = 68.485%, as specified by Kaisers’ criterion. All variables loaded
superbly on component one (factor loadings: 0.773 to 0.910). Therefore, the scale is
unidimensional. Table 4:18 below depicts the results.
Table 4.18
Factor matrix for the Resilience subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

.719
293.622
3

Sig.

.000

Factor Matrixa
Factor
1
RES1

.773

RES2

.910

RES3

.793

4.4.2. THE DIMENSIONALITY ANALYSIS FOR CULTURAL INTELLIGENCE SCALE
The cultural intelligence scale comprises of four subscales that is, cognitive cultural intelligence,
metacognitive cultural intelligence, behavioural cultural intelligence and the motivational cultural
intelligence.

4.4.2.1. The dimensionality analysis for the cognitive cultural intelligence subscale

The cognitive intelligence subscale attained a KMO value of 0.681 and the Bartlett’s Test of
Sphericity value was 165.447 (df = 6; p < 0.000). This indicates that a principal factor analysis can
be conducted, as the eigenvalue obtained was greater than 1 (1.635). The subscale was deemed
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uni-dimensional and the dominant factor accounts for approximately 40.868% of the variance. The
factor loadings have some good items except for item C4 which fell below 0.50 and below the
minimum cut-off value of 0.30. This is illustrated in Table 4.19.
Table 4.19
Factor matrix for the cognitive cultural intelligence subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.681

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

165.447
6

Sig.

.000

Factor Matrixa
Factor
1
CUL1

.695

CUL2

.631

CUL3

.858

CUL4

.125

4.4.2.2. The dimensionality analysis for the motivational cultural intelligence subscale

The motivational cultural intelligence subscale got a super KMO measure of sampling adequacy
value of 0.825 and the Bartlett's Test of Sphericity test statistic revealed 595.362 (df = 15; p =
0.000). This was enough evidence that the correlation matrix was factor analysable (Kaiser as cited
in Pallant, 2016). One factor with an eigenvalue greater than one (3.129) was found with a total
variance of 53.643%. All factor loadings were loaded above 0.50 and the uni-dimensionality
hypothesis was established. The results are presented in Table 4.20.
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Table 4.20
Factor matrix for the motivational cultural intelligence subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.825

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

595.362
15

Sig.

.000
Factor Matrixa
Factor
1

CUL5

.656

CUL6

.677

CUL7

.768

CUL8

.775

CUL9

.735

CUL10

.774

4.4.2.3. The dimensionality analysis for the behavioural cultural intelligence subscale

The KMO value of 0.776 was found to be adequate and Bartlett’s test was significant 237.954 (df
= 10, p < 0.000) for the sub-scale (Table 4.21). Thus, Principal factor analysis (PAF) was
conducted. PAF showed a one-factor solution (eigenvalue = 2.036, explained variance =
40.723%), according to Kaisers’ criterion (1970; 1974). All variables loaded significantly on
component one (factor loadings ranging from 0.492 to 0.733, however, CUL15 was slightly below
0.50 but above the standard 0.30. Therefore, the scale is uni-dimensional, with five items
signifying the level of participants’ behavioural cultural intelligence.
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Table 4.21
Factor matrix for the behavioural cultural intelligence subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.776

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

237.954
10

Sig.

.000

Factor Matrixa
Factor
1
CUL11

.601

CUL12

.733

CUL13

.641

CUL14

.697

CUL15

.492

4.4.2.4. The dimensionality analysis for the metacognitive cultural intelligence subscale

The KMO value is 0.831, which exceeds the recommended value of 0.60 and is great. The
Bartlett’s Test of Sphericity should be significant (less than 0.05) and in this regard, it reached
statistical significance of 402.555 (df = 10, p < 0.000), making the sub-scale factor analysable.
Nonetheless, the PAF analysis revealed the presence of one factor with eigenvalue of more than
one (eigenvalue = 2.682, further accounting for 53.636% of the total variance. The factor loadings
are all great and above 0.50. (See Table 4.22).
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Table 4.22
Factor matrix for the metacognitive cultural intelligence subscale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.831

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

402.555
10

Sig.

.000

Factor Matrixa
Factor 1
CUL16

.633

CUL17

.775

CUL18

.817

CUL19

.718

CUL20

.705

4.4.3. THE DIMENSIONALITY ANALYSIS FOR THE AFFECTIVE COMMITMENT
SCALE
Support for the factorability of the data was provided by a satisfactory KMO value of 0.814 and a
significant Bartlett’s test 455.639 (df = 10, p < 0.001). Subsequently, the PAF analysis was run.
Moreover, only one factor was considered pertinent as per Kaisers’ criterion (eigenvalue = 2.751,
explained variance = 55.028%). Due to poor item consistency, AFF4 was deleted for further
analysis. More so, only AFF 6, AFF8, AFF10, AFF13 & AFF14 were factor analysed, the rest
were removed from further analysis. Additionally, the items loaded significantly on component
one, with factor loadings ranging between 0.487 and 0.830 with AFF13 at 0.487, slightly below
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0.50 but above the recommended 0.30. The scale is thus deemed uni-dimensional, with five items
showing the level of participants’ affective commitment. The results are shown in Table 4.23.
Table 4.23
Factor matrix for the Affective Commitment scale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.814

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

455.639
10

Sig.

.000

Factor Matrixa
Factor
1
AFF6

.742

AFF8

.775

AFF10

.830

AFF13

.487

AFF14

.821

4.4.4. THE DIMENSIONALITY
CITIZENSHIP BEHAVIOUR SCALE

ANALYSIS

FOR

THE

ORGANISATIONAL

The organisational citizenship behaviour scale has five subscales namely, altruism, courtesy,
conscientiousness, civic virtue and sportsmanship.
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4.4.4.1. The dimensionality analysis of the altruism subscale
The altruism subscale attained a KMO value of 0.789 and the Bartlett’s Test of Sphericity value
was 306.666 (df = 6; p < 0.000). This signifies that a principal factor analysis can be conducted,
as the eigenvalue obtained was greater than 1 (2.654). The subscale was deemed uni-dimensional
and the dominant factor accounts for approximately 56.063% of the variance. The factor loadings
have some good items as they were all above 0.50. This is illustrated in Table 4.24.

Table 4.24
Factor matrix for the Altruism scale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.789

Adequacy.
Bartlett's Test of

Approx. Chi-Square

306.666

Sphericity

Df

6

Sig.

.000

Factor Matrixa
Factor
1
OCB1

.736

OCB3

.899

OCB4

.672

OCB5

.665

4.4.4.2. The dimensionality analysis of the courtesy subscale

Exploratory Factor Analysis displays the factor analysable courtesy subscale as indicated by the
KMO Index and the Bartlett’s test of sphericity values of 0.641 and 131.782 (df = 10; p < 0.000)
respectively. Kaiser (as cited in Field, 2005) considers these values as satisfactory and factor
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analysable. The courtesy subscale was found to be uni-dimensional with two factor with an
eigenvalue (2.032 & 1.022) correspondingly and these factors accounted for 29.624% & 8.512%
of the variance respectively. For Factor 1 loadings only OCB10 & OCB8 were above the
recommended 0.50 with OCB6, OCB7 & OCB9 below 0.50 but above 0.30. Conversely, all factor
loadings on Factor 2 are below 0.50 with OCB6, OCB9 & OCB10 in the negative as depicted in
Table 4.25.

Table 4.25
Factor matrix for the Courtesy scale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.641

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

131.782
10

Sig.

.000

Factor Matrixa
Factor
1

2

OCB6

.352

-.124

OCB7

.438

.443

OCB8

.657

.265

OCB9

.454

-.197

OCB10

.726

-.323
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4.4.4.3. The dimensionality analysis of the conscientiousness subscale

An appropriate KMO value of 0.781 was obtained for the conscientiousness scale and Bartlett’s
test achieved a statistical significance of 382.281 (df = 10, p < 0.000). Two-component solutions
were retained according to Kaisers’ criterion eigenvalue, 2.451 with a total variance of 49.054%
and 0.344 with a total variance of 6.885%. Furthermore, support for two-component solutions was
evident on factor loading 1 with most factors above the recommended 0.50 excluding OCB11R
which loaded below 0.30. Factors loaded on Factor 2, only OCB11R has a loading of 0.534 and
CBR12, CBR13, CBR14 & CBR15 had negative factors below 0.50 and 0.30. Table 4.26 reveals
the results.
Table 4.26
Factor matrix for the Conscientiousness scale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.781

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

382.281
10

Sig.

.000

Factor Matrixa
Factor
1

2

OCB11R

.162

.534

OCB12R

.762

.159

OCB13R

.861

-.171

OCB14R

.860

-.026

OCB15R

.601

-.063
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4.4.4.4. The dimensionality analysis of the civic virtue subscale

The KMO value for the 5-item civic virtue stands at 0.770 which is above the recommended value
of 0.60 and is great. The Bartlett’s Test of Sphericity should be significant (less than 0.50) and it
attained statistical significance of (df =10, p=0.000) making the subscale analysable. The total
variance is 40.407%. Moreover, the factor loadings are above 0.50 except for 0CB12 which has
0.460. The results are shown in Table 4.27.
Table 4.27
Factor matrix for the Civic virtue scale

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.770

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

246.240
10

Sig.

.000

Factor Matrixa
Factor
1
OCB16

.460

OCB17

.575

OCB18

.696

OCB19

.650

OCB20

.757

4.4.4.5. The dimensionality analysis of the sportsmanship subscale
The Sportsmanship subscale attained a KMO measure of sampling adequacy value of 0.583 which
is marginally below 0.60 and the Bartlett's Test of Sphericity test statistic obtained a value of
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280.760 (df = 6; p = 0.000). This revealed strong evidence that the correlation matrix was factor
analysable (Kaiser as cited in Field, 2013) and the dominant factor accounted for 46.404%.
Nonetheless, all items loaded satisfactorily above 0.50. See Table 4.28.

Table 4.28
Factor matrix for the Sportsmanship scale
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling

.583

Adequacy.
Bartlett's Test of

Approx. Chi-Square

Sphericity

Df

280.760
6

Sig.

.000

Factor Matrixa
Factor
1
OCB21

.562

OCB22

.713

OCB23

.865

OCB24

.533

4.5: THE OVERALL REVISED MEASUREMENT MODEL FIT
To determine the degree of the model’s consistency with the experimental data, the model’s overall
goodness of fit was examined. Consequently, the original measurement of fit model tested poor as
some of the Lambda X loadings that were low. Moreover, the revised measurement model showed
better fit. The overall measurement model represents the relationship between the latent variables
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(cross-cultural psychological counselling, cultural intelligence, organisational citizenship
behaviour and affective commitment). LISREL 8.80 a statistical programme developed by
(Jöreskog, & Sörbom, 2006) was used to perform the exploratory factor analysis with the Robust
Maximum Likelihood estimation period used to yield estimates.
As indicated in the output below for the revised model, the Root Mean Square Error of
Approximation (RMSEA) = 0.0663 projected a reasonable model fit with the data obtained, as
values < 0.05 signify good fit and values between 0.05 and 0.08 shows reasonable model fit and
those above 0.08 indicate poor fit (Diamantopoulos & Siguaw, 2000; Kelloway, 1998). Kelloway
(1998) explained that an acceptable Root Mean Squared Residual (RMR) should have a value of
less than 0.05. Nonetheless, the RMR is 0.0416 showing a good fit with the standardised RMR
missing the good fit threshold at 0.0652. Furthermore, the GFI value = 0.870 and AGFI = 0.812
are below the 0.90 level of good model fit.
In addition, the relative fit measures should display values > 0.90 representing a good fit
(Kelloway, 1998). The statistics of the Normative Fit Index (NFI)= 0.953, Non-Normative Fit
Index (NNF1) = 0.971, Comparative Fit Index (CFI0 = 0.977, Incremental Fit Index (IFI) = 0.939
and Relative Fit Index (RFI) = 0.977 all corresponded to the values of 0.90, representing a good
model fit. Table 4.29 illustrates the above explanation.
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Table 4.29
Goodness of Fit Statistics for the overall revised measurement model
____________________________________________________________________________
Fit index
Value
____________________________________________________________________________
Degrees of Freedom
131
Minimum Fit Function Chi-Square
295.058 (P = 0.00)
Normal Theory Weighted Least Squares Chi-Square
286.079 (P = 0.00)
Satorra-Bentler Scaled Chi-Square
247.179 (P = 0.00)
Chi-Square Corrected for Non-Normality
553.468 (P = 0.0)
Estimated Non-centrality Parameter (NCP)
116.179
90 Percent Confidence Interval for NCP
(75.696; 164.478)
Minimum Fit Function Value
1.461
Population Discrepancy Function Value
(F0) = 0.575
90 Percent Confidence Interval for F0
(0.375; 0.814)
Root Mean Square Error of Approximation (RMSEA)
0.0663
90 Percent Confidence Interval for RMSEA
(0.0535; 0.0788)
P-Value for Test of Close Fit (RMSEA < 0.05)
0.0195
Normed Fit Index (NFI)
0.953
Non-Normed Fit Index (NNFI)
0.970
Parsimony Normed Fit Index (PNFI)
0.730
Comparative Fit Index (CFI)
0.977
Incremental Fit Index (IFI)
0.977
Relative Fit Index (RFI)
0.939
Critical N (CN)
141.208
Root Mean Square Residual (RMR)
0.0416
Standardised RMR
0.0652
Goodness of Fit Index (GFI)
0.870
Adjusted Goodness of Fit Index (AGFI)
0.812
Parsimony Goodness of Fit Index (PGFI)
0.600
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Figure 4.1. The revised Measurement model

Table 4.30 displays the completely standardised solution factor loading matrix for the revised
measurement model which are the regression slopes of the standardised indicator variables on the
standardised dormant variables. The completely standardised factor loadings display the change
expressed in standard deviations in the displayed variable linked to one standard deviation change
in the dormant variable (Diamantopoulos & Siguaw, 2000). The results of the completely
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standardised solution revealed scores that are above 0.50 except for the cognitive cultural subscale
(0.471) and the courtesy subscale (0.333). Further, Res1 and Res2 had zero factors. The factor
loadings are shown on table 4.30.

Table 4.30
Completely standardised solution – Lambda-X

META
COG
MOT
BEH
SPORTS
CIVIC
COURT
ALTR
CONSC
AFFCR1
AFFCR2
HOPE1
HOPE2
SE1
SE2
OPT1
OPT2
RES1
RES2

CQ
-------0.764
0.471
0.731
0.700
- - - - - - - - - - - - - - - -

OCB
-------- - - - 0.567
0.706
0.333
0.628
0.631
- - - - - - - - - - -

COMMIT
-------- - - - - - - - - 0.919
0.753
- - - - - - - - -

HOPE
-------- - - - - - - - - - - 0.853
0.713
- - - - - - -

SELFEF
OPT
---------- - - - - - - - - - - - - - - - - - - - - - - - - - 0.846
- 0.911
- - 0.870
- 0.868
- - - - -

4.6 GOODNESS OF FIT INDICES FOR THE STRUCTURAL MODEL
The structural model reveals how the latent variables are correlated to each other. LISREL
programme version 8.80 (Jöreskog & Sörbom, 2006) was used to establish the overall structural
model fit.
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Figure 4.2. The revised structural model
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TABLE 4.31
Goodness of fit statistics for the revised structural model
Fit Index
Value
_____________________________________________________________________
Degrees of Freedom
137
Minimum Fit Function Chi-Square
341.840 (P = 0.0)
Normal Theory Weighted Least Squares Chi-Square
329.791 (P = 0.0)
Satorra-Bentler Scaled Chi-Square
280.702 (P = 0.00)
Chi-Square Corrected for Non-Normality
791.060 (P = 0.0)
Estimated Non-centrality Parameter (NCP)
143.702
90 Percent Confidence Interval for NCP
(99.618; 195.557)
Minimum Fit Function Value
1.692
Population Discrepancy Function Value (F0)
0.711
90 Percent Confidence Interval for F0
(0.493; 0.968)
Root Mean Square Error of Approximation (RMSEA)
0.0721
90 Percent Confidence Interval for RMSEA
(0.0600 ; 0.0841)
P-Value for Test of Close Fit (RMSEA < 0.05)
0.00181
Expected Cross-Validation Index (ECVI)
1.914
90 Percent Confidence Interval for ECVI
(1.696; 2.171)
ECVI for Saturated Model
1.881
ECVI for Independence Model
26.167
Chi-Square for Independence Model with 171 Degrees of Freedom 5247.679
Independence AIC
5285.679
Model AIC
386.702
Saturated AIC
380.000
Independence CAIC
5367.630
Model CAIC
615.302
Saturated CAIC
1199.509
Normed Fit Index (NFI)
0.947
Non-Normed Fit Index (NNFI)
0.965
Parsimony Normed Fit Index (PNFI)
0.758
Comparative Fit Index (CFI)
0.972
Incremental Fit Index (IFI)
0.972
Relative Fit Index (RFI)
0.933
Critical N (CN)
129.396
Root Mean Square Residual (RMR)
0.0472
Standardised RMR
0.0741
Goodness of Fit Index (GFI)
0.853
Adjusted Goodness of Fit Index (AGFI)
0.797
Parsimony Goodness of Fit Index (PGFI)
0.615
______________________________________________________________________
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A RMSEA value of 0.0721 was obtained for the structural model and it signifies a reasonable fit.
The RMR value of 0.0472 indicates a good fit as it is less than 0.05 according to Hooper, Coughlan
and Mullen (2008). The standardised RMR value is 0.0741, indicates a poor fit. The goodness–offit (GFI) value of 0.853 indicated a poor fit although it is slightly below the recommended 0.90 fit
(Diamantopoulos & Siguaw, 2000; Kelloway, 1998). On the other hand, AGFI resulted in a value
of 0.797, indicating a poor fit. Moreover, the values for NFI, NNFI, CFI, IFI are 0.947, 0.965,
0.972, 0.972 and 0.933 respectively showing acceptable and good fit. Table 4.31 above depicts the
results.

4.6.1. Parameter estimates
The structural model indicates the correlation between the latent variables, thus, both independent
and dependant variables and to ascertain whether the hypothesised relationships are authenticated
by the experimental data. The relationship between the independent and the dependent variable is
at the centre stage with the freed elements of gamma (γ) and beta (β) matrices being
comprehensively analysed (table 4.32 and 4.33). More so, the signs of the parameters which
indicate the pathways between the latent variables should be assessed first for consistency and then
to ensure that the parameter estimates are significant (p<0.05) as illustrated by t-values > 1.96
(Diamantopoulos & Siguaw, 2000).

Table 4.32
The beta matrix
BETA

CQ
OCB

CQ
-------- -0.039
(0.152)
-0.259

OCB
-------- - -

COMMIT
-------0.421
(0.104)
4.062
0.509
(0.185)
2.756
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Table 4.33
The gamma matrix
GAMMA

CQ
OCB
COMMIT

HOPE
-------- -

SELFEF
-------- -

0.450
(0.168)
2.672
0.382
(0.119)
3.202

-0.156
(0.178)
-0.881
0.186
(0.175)
1.061

OPTIM
-------- - 0.315
(0.138)
2.279

RESI
-------0.560
(0.086)
6.484
- -0.096
(0.149)
-0.642

Hypothesis 1: Resilience has a positive significant relationship with cultural intelligence.
A strong significant positive relationship exists between Resilience and cultural intelligence (t =
6.484, p<0.05). Thus, the t-value is greater than 1.645 denoting that the proposed relationship
between cross-cultural Resilience and cultural intelligence was supported.

Hypothesis 2: Hope influences affective commitment.
There is a statistically significant relationship between Hope and affective commitment (t=3.202,
p<0.05). The hypothesised influence between the two variables was supported

Hypothesis 3: Self-efficacy influences affective commitment.
There is no statistically significant relationship between Self-efficacy and affective commitment
(t=1.061, p<0.05). The hypothesised influence between the two variables was not supported

Hypothesis 4: Optimism influences affective commitment.
There is a statistically significant relationship between Optimism and affective commitment
(t=2.279, p<0.05). The hypothesised influence between the two variables was supported
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Hypothesis 5: Resilience influences affective commitment.
There is no statistically significant relationship between Resilience and affective commitment (t =
-0.642, p<0.05). The hypothesised influence between the two variables was not supported.

Hypothesis 6: Hope influences organisational citizenship behaviour
The t-value of (t=2.672, p<0.05) was obtained between Hope and organisational citizenship
behaviour. This shows a good positive relationship between Hope and organisational citizenship
behaviour.

Hypothesis 7: There is a relationship between cultural intelligence and affective
commitment.
The t-value for the relationship between cultural intelligence and affective commitment is (t=
4.062, p<0.05) and is greater than 1.645. This indicates a significant that the proposed relationship
between cultural intelligence and affective commitment was supported.

Hypothesis 8: Cultural intelligence positively influence organisational citizenship behaviour.
The t-value for the relationship between cultural intelligence and OCB is (t= -0.259, p<0.05) and
is less than 1.645. This indicates a significant that the proposed relationship between cultural
intelligence and OCB was not supported.

Hypothesis 9: Affective commitment positively influence organisational citizenship
behaviour.
The t-value for the relationship between OCB and affective commitment is (t= 2.756, p<0.05) and
is greater than 1.645. This indicates that the proposed relationship between cultural intelligence
and affective commitment was supported.
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SOME ADDITIONAL ANALYSES

Pearson correlations were further performed on the data to determine the extent to which the
variables used in the study are related. This analysis was also performed in preparation for the
regression analyses meant to determine whether the cross-cultural PSYCAP dimensions, affective
commitment and cultural intelligence predict OCB. Table 4.34 presents the Pearson correlational
output. The correlations are all statistically significant at the 0.01 level and range from medium to
large according to Cohen’s (1988) guidelines for interpreting the strength of the relationships
among variables.

Table 4.34
Bivariate correlations among the variables used in the study
Scale

Mean

SD

1

2

3

4

THOPE

17.47

2.464

.627

TSE

49.79

5.281

.572**

.859

TOPT

24.83

2.949

.491**

.665**

.806

TRES

18.36

2.528

.503**

.766**

.628**

.857

TAFF

29.30

4.726

.481**

.465**

.447**

.

5

6

7

.836

\**
TCQ

70.08

10.347 .497**

.589**

.434**

.540**

.448**

.900

TOCB

138.94

11.434 .505**

.516**

.475**

.396**

.486**

.439**

0.864

N = 203.
Cronbach’s alpha coefficients are presented diagonally and in bold. 1= Hope (THOPE), 2 = Selfefficacy (TSE), 3 = Optimism (TOPT), 4 = Resiliency (TRES), 5 = Affective Commitment
(TAFF), 6 = Cultural Intelligence (TCQ), 7 = Organisational Citizenship Behaviour (TOCB)
**p < .001 (Two tailed)

Cohen’s (1988) guidelines were used to interpret the Pearson correlational output. According to
Cohen (1988), r coefficients between .10 to .29 indicate a small correlation; between .30 to .49
denote a medium correlation while those between .50 and 1 indicate a large correlation. Significant
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large correlations were found among the Cross-cultural PSYCAP dimensions (Resilience, hope,
optimism, self-efficacy), Affective Commitment, Cultural intelligence and OCB (see Table 4.34)

Table 4.35
Model summary
Model

R

R2

Adjusted R2

.630

.397

.379

Standard
estimate
9.010

error

of

the

The next step after the Pearson Correlational analysis was to determine the extent to which Crosscultural PSYCAP dimensions (Resilience, hope, optimism, self-efficacy), Affective Commitment,
and Cultural intelligence predict OCB. This was achieved through the use of linear multiple
regression analysis. Table 4.35 depicts the model summary results. The R value of .630 indicates
a high degree of correlation, whilst the R2 or adjusted R2 value indicates how much of the total
variance in OCB is explained by the model. It shows that the model explains 39.7% of the variance
in OCB.

Table 4.36
Analysis of variance
Model

Sum

of df

Mean Squares

F

Significance

21.550

.000b

Squares
Regression

10496.286

6

1749.381

Residual

15911.004

196

81.179

Total

26407.291

202

Dependent variable: OCB. Predictors (constant): Cross-cultural PSYCAP dimensions (Resilience,
hope, optimism, self-efficacy); Affective Commitment; Cultural intelligence. df, degrees of
freedom; F, variance of the group means. b The regression model is statistically significant at p
=0.000 (p < 0.001).
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The analysis of variance table (ANOVA) tests the null hypothesis that multiple R in the population
equals 0, which reports how well the regression equation fits the data (i.e. predicts the dependent
variable) (Pallant, 2010, p. 161). The regression model is statistically significant at p = 0.000 (p <
0.001) indicating that the model significantly predicts OCB (see Table 4.36).

Table 4.37
Regression analysis: Hope, Self-efficacy, Optimism, Resilience, Affective commitment, Cultural
Intelligence and OCB

Model

Beta

t

Significance

THOPE
TSE

.203
.229

2.796
2.304

.006
.022

Collinearity statistics
Tolerance
Variance inflation
factor
.583
1.716
.312
3.202

TOPT

.162

2.063

.040

.498

2.007

TRES

-.130

-1.441

.151

.378

2.648

TAFF

.215

3.183

.002

.672

1.488

TCQ

.107

1.474

.142

.582

1.719

THOPE = Hope, TSE = Self-efficacy, TOPT = Optimism, TRES = Resilience, TAFF = Affective
Commitment, TCQ = Cultural Intelligence, TOCB = Organisational Citizenship Behaviour
The next step was to determine whether Cross-cultural PSYCAP dimensions (Resilience, hope,
optimism, self-efficacy), Affective Commitment, Cultural intelligence determine OCB. Tolerance
and VIF values indicate whether the variables are correlating too high (above r = .90) hinting at
multicollinearity. Tolerance values less than .10 indicate that the correlation among the variables
under study are high, suggesting the possibility of multicollinearity. The Variance inflation factor
(VIF) values above 10 would indicate multicollinearity. Table 4.37 indicates that both the
Tolerance and VIF values are within the acceptable range.
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The significance column in Table 4.37 indicates that hope, self-efficacy, optimism and affective
commitment are making a statistically significant and unique contribution to OCB. Hope accounts
for 20.3 percent of the variance (β = 0.203; t = 2.796; p < .001); Self-efficacy accounts for 22.9
percent of the variance (β = 0.229; t = 2.304; p < .001); Optimism accounts for 16.2 percent of the
variance (β = 0.162; t = 2.063; p < .001) while affective commitment explains 21.5 percent (β =
0.215; t = 3.183; p < .001).

Table 4.38
Model summary
Model

R

R2

Adjusted R2

.647

.418

.404

Standard
estimate
7.991

error

of

the

The next step after the Pearson Correlational analysis was to determine the extent to which Crosscultural PSYCAP dimensions (Resilience, hope, optimism, self-efficacy), Affective Commitment,
and OCB predict Cultural Intelligence. This was achieved through the use of linear multiple
regression analysis. Table 4.38 depicts the model summary results. The R value of .647 indicates
a high degree of correlation, whilst the R2 or adjusted R2 value indicates how much of the total
variance in CQ is explained by the model. It shows that the model explains 41.8% of the variance
in CQ.

Table 4.39
Analysis of variance
Model

Sum of Squares

df

Mean Squares

F

Significance

Regression

9046.978

5

1809.396

28.333

.000b

Residual

12580.598

197

63.861

Total

21627.576

202
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Dependent variable: CQ. Predictors (constant): Cross-cultural PSYCAP dimensions (Resilience,
hope, optimism, self-efficacy); Affective Commitment; OCB. df, degrees of freedom; F, variance
of the group means. b The regression model is statistically significant at p =0.000 (p < 0.001).

The analysis of variance table (ANOVA) indicates that the regression model is statistically
significant at p = 0.000 (p < 0.001) indicating that the model significantly predicts CQ (see Table
4.39).

Table 4:40
Regression analysis: Hope, Self-efficacy, Optimism, Resilience, Affective commitment, OCB, and
Cultural intelligence

Model

Beta

t

Significance

THOPE
TSE

.174
.303

2.478
3.194

.014
.002

Collinearity statistics
Tolerance
Variance inflation
factor
.601
1.664
.328
3.044

TOPT

-.037

-.486

.628

.499

2.005

TRES

.174

1.992

.048

.385

2.595

TAFF

.168

2.585

.010

.695

1.439

THOPE = Hope, TSE = Self-efficacy, TOPT = Optimism, TRES = Resilience, TAFF = Affective
Commitment, TCQ = Cultural Intelligence, TOCB = Organisational Citizenship Behaviour
The next step was to determine whether Cross-cultural PSYCAP dimensions (Resilience, hope,
optimism, self-efficacy), Affective Commitment and OCB determine Cultural Intelligence.
Tolerance and VIF values indicate whether the variables are correlating too high (above r = .90)
hinting at multicollinearity. Tolerance values less than .10 indicate that the correlation among the
variables under study are high, suggesting the possibility of multicollinearity. The Variance
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inflation factor (VIF) values above 10 would indicate multicollinearity. Table 4.40 indicates that
both the Tolerance and VIF values are within the acceptable range.

The significance column in Table 4.40 indicates that hope, self-efficacy, resilience and affective
commitment are making a statistically significant and unique contribution to CQ. Hope accounts
for 17.4 percent of the variance (β = 0.174; t = 2.478; p < .001); Self-efficacy accounts for 30.3
percent of the variance (β = 0.303; t = 3.194; p < .001); Resilience accounts for 17.4 percent of the
variance (β = 0.174; t = 1.992; p < .001) while affective commitment explains 16.8 percent (β =
0.168; t = 2.585; p < .001).

4.7. CONCLUSION
Chapter four presented statistical analyses results found using SPSS (version 27) and LISREL
(version 8.80). Items with poor internal consistency as well as complex factors were identified and
excluded from the analyses. Item parcels were used in order to increase the statistical power in the
study. The structural path model was developed based on the hypotheses made. Both the
measurement and structural models displayed reasonable model fit. Several hypotheses were
confirmed. Furthermore, regression analysis indicated that hope, self-efficacy, resilience and
affective commitment make a statistically significant and unique contribution to CQ. Hope, selfefficacy, optimism and affective commitment were found to be significant predictors of OCB.
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CHAPTER FIVE

DISCUSSION
OF
RESEARCH
RESULTS,
RECOMMENDATIONS FOR FUTURE RESEARCH

CONCLUSION

AND

5.1. INTRODUCTION
Prior to this chapter, the literature of the study was reviewed for all the four variables (crosscultural psychological capital, organisational citizenship behaviour and cultural intelligence,
affective commitment), the research methodology was unpacked, and the results were presented
in chapter four. The purpose of this chapter is to discuss the findings presented in chapter four in
relation to the aims and hypotheses guiding the study.
The aim of conducting this study was to investigate “the influence of cross-cultural psychological
capital on cultural intelligence, affective commitment and organisational citizenship behaviour at
a retail organisation in Western Cape.” The specific objectives of the study are:
a. To establish if there are significant positive relationships between cross-cultural
psychological capital dimensions and cultural intelligence
b. To determine the influence of cross-cultural psychological capital dimensions on affective
commitment
c. To determine if cross-cultural psychological capital dimensions have an influence on
organisational citizenship behaviour
d. To establish if there is a relationship between cultural intelligence and affective
commitment
e. To find out if cultural intelligence positively influences organisational citizenship
behaviour
f. To determine if affective commitment positively influences organisational citizenship
behaviour
g. To identify or determine which of the three variables, that is, cross cultural psychological
capital, affective commitment and OCB predict cultural intelligence.
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5.2. ASSESSMENT OF MODEL FIT
5.2.1. MEASUREMENT MODEL
According to Diamantopolous and Siguaw (2000), the measurement model indicates the
relationship between the latent variables and the observed variables designed to measure them. An
assessment of the measurement model goodness-of-fit indices indicates that the RMSEA value of
0.0663 reflects a reasonable model fit with the data obtained, as values < 0.05 signify good fit and
values between 0.05 and 0.08 shows reasonable model fit and those above 0.08 indicate poor fit
(Diamantopoulos & Siguaw, 2000; Kelloway, 1998). Kelloway (1998) further explained that an
acceptable Root Mean Squared Residual (RMR) should have a value of less than 0.05. In this case,
the RMR value is 0.0416 which shows a good model fit with the standardised RMR value of 0.0652
marginally missed the good fit threshold (see Table 4.30). Furthermore, the GFI value =of 0.870
and AGFI = 0.812 both fell below the 0.90 threshold level of good model fit.
In addition, the relative fit measures should display values > 0.90 representing a good fit
(Kelloway, 1998). The statistics of the Normative Fit Index (NFI) = 0.953, Non-Normative Fit
Index (NNF1) = 0.971, Comparative Fit Index (CFI = 0.977, Incremental Fit Index (IFI) = 0.939
and Relative Fit Index (RFI) = 0.977 all showed good model fit as shown on Table 4.30. Thus, in
general, the measurement model displays a reasonable model fit.

5.2.2. THE STRUCTURAL MODEL
The structural model displays the relationships among the latent variables used in the study. The
structural model converged after 21 iterations. An RMSEA value of 0.0721 was obtained for the
structural model and it indicates a reasonable model fit. The RMR value of 0.0472 indicated a
good fit as it is less than 0.05 (Hooper, Coughlan & Mullen, 2008). The standardised RMR value
is 0.0741 missed the good fit threshold. The goodness of fit (GFI) value of 0.853 and the AGFI
value of 0.797 were below the recommended 0.90 acceptable fit threshold (Diamantopoulos &
Siguaw, 2000; Kelloway, 1998). On the other hand, AGFI resulted in a value of 0.797, indicating
a poor fit. Moreover, the values for NFI, NNFI, CFI, IFI are 0.947, 0.965, 0.972, 0.972 and 0.933
respectively showing acceptable and good fit. Table 4.31 illustrates the results.
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5.3: MODEL HYPOTHESIS DISCUSSION
Hypothesis 1: Resilience has a positive significant relationship with cultural intelligence.
A significant positive relationship exists between cross-cultural PsyCap dimension (Resilience)
and cultural intelligence (t=6.484, p<0.05). This is supported by Reichard et al. (2013) who found
that resilience, in cross-cultural settings give individuals the psychological resources needed to
triumph over stressful events in diverse settings. Bird and Stevens (2013) were of the view that
employees high in cross-cultural resilience are likely to perform proficiently when working with
individuals from different cultures. Luthans et al. (2007) supported this view adding that resilience
promotes proactive learning, thereby increasing performance particularly in difficult cross-cultural
interactions.

A study by Reichard et al. (2014) to test the applicability of PsyCap into the domain of crosscultural relations in a training intervention in the United States using a sample of (n = 130) and
South Africa (n = 71). Psychological resource training targeted the underlying components of
hope, efficacy, resilience, and optimism, resulted in significant gains in cross-cultural PsyCap,
cultural intelligence, and positive emotions as well as decreases in ethnocentrism. The findings
indicated that cross-cultural PsyCap dimensions positively correlated with cultural intelligence and
negatively correlated with ethnocentrism (South Africa only), and prior international experience
(United States only) were related to cultural variables and were therefore controlled for in
hypothesis testing.

To test this hypothesis, Dollwet and Reichard (2014) collected data from 236 alumni students at a
graduate school of international management. The sample consisted of participants from 35
countries. However, the study revealed a positive relationship between motivational intelligence
and cultural psychological capital subscales such as hope, optimism, self-efficacy, and resilience.
More so, respondents with higher levels of cultural psychological capital were able to show more
motivational cultural intelligence, which is related to improved metacognitive awareness.
Although all sub-dimensions of cultural psychological capital positively related to motivational
cultural intelligence, it is important to note that resilience had the largest effect size.
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Hypothesis 2: Hope influences affective commitment.
There is a statistically significant relationship between hope and affective commitment (t=3.202,
p<0.05). The relationship between cross-cultural hope and affective commitment was therefore
supported. These results supports the findings reported by Reichard et al. (2014) in a study
whereby psychological capital dimensions were all extended into the cross-cultural domain
through training using a sample of 130 United States participants and 71 South African
participants. The results showed all four components of psychological capital positively influenced
cultural intelligence and positive emotions with a decrease in ethnocentrism. This could be
interpreted as a positive sign that cross-cultural psychological capital enhances employees’
affective commitment in a cross-cultural environment.

Hypothesis 3: Self-efficacy influences affective commitment.
There is no statistically significant relationship between Self-efficacy and affective commitment
(t=1.061, p<0.05). The hypothesised influence between the two variables was not supported. This
is not in line with some of the previous study findings. Zeb and Nawaaz (2016) reported that selfefficacy significantly affect commitment on a sample of academic staff members in Pakistan.
Fitriasari and Ummah (2020) also found the same results on a sample of school teachers. The
positive relationship between self-efficacy and commitment might be due to the fact when
individuals have a high belief in their potential, they feel more confident and committed to
performing a task as their self-esteem is not in any way at the risk of being undermined. This could
be the same psychological mechanism when individuals are interacting in cross-cultural contexts.
For example, the belief that one may be able to master a foreign language makes one committed
to learning the foreign language. However, this result has been found to be insignificant.

Hypothesis 4: Optimism influences affective commitment.
There is a statistically significant relationship between Optimism and affective commitment
(t=2.279, p<0.05). The hypothesised influence between the two variables was supported. This
finding is in line with the findings reported by Kleumper et al. (2009). Kleumper et al. (2009)
conducted a study to examine the effect of optimism on job-related outcomes. The result indicated
a positive relation between trait optimism and affective commitment. In addition, Kluemper et al.
(2009) postulates that there are several desirable organisational related results which are a function
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of optimism. Avey et al. (2008) had earlier on proved that optimism is related to positive emotions
which in turn interrelate to employee attitudes and behaviours, for instance, job satisfaction and
organisational commitment, particularly the affective commitment component.

Hypothesis 5: Resilience influences affective commitment.
There is no statistically significant relationship between Resilience and affective commitment (t =
-0.642, p<0.05). The hypothesised influence between the two variables was not supported. These
results are in contrast to a study conducted by Mangundjaya and Amir (2021) to test resilience and
work ethics as mediators between charismatic leadership and affective commitment to change. The
study employed a structural equation modeling, on a sample of 355 employees from banking and
insurance companies. The results revealed that resilience is a partial mediator between charismatic
leadership and affective commitment to change whereas work ethic was not a mediator between
the two variables. Additionally, work ethic had a significant and positive effect on affective
commitment to change through resilience. Thus, resilience was found to be a full mediator for the
effect of work ethic on affective commitment to change.

In alignment with the above findings, Paul, Budhwar and Bamel (2020), proposed and analytically
tested a model that explored subjective well-being components as the prevailing variables between
resilience and organisational commitment, drawing on appraisal theory and job demands resources
model. The study showed a strong relationship between resilience and affective commitment and
a fairly strong correlation with continuance commitment. Furthermore, it uncovered a positive
correlation between resilience and affective commitment.

Hypothesis 6: Hope influences organisational citizenship behaviour
The t-value of (t=2.672, p<0.05) was obtained between Hope and organisational citizenship
behaviour. This shows a positive relationship between Hope and organisational citizenship
behaviour. The finding is consistent with the findings by Aderibigbe and Mjoli (2018) who
reported a significant relationship between hope and organisational citizenship behaviour on a
sample of 1532 employees drawn from various sectors in Nigeria. Reichard et al. (2013) suggested
that cross-cultural hope positively relates to several workplace outcomes for both leaders and
employees. However, in the same study where they tested the development of cross-cultural
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psychological capital and its relationship with cultural intelligence and ethnocentrism, the results
indicated that training in cross-cultural PsyCap subscales increase employees’ job satisfaction in
cross-cultural settings and that may also increase employees OCB.

Hypothesis 7: There is a relationship between cultural intelligence and affective
commitment.
The t-value for the influence of cultural intelligence on affective commitment is (t= 4.062, p<0.05),
the significance is greater than 1.645, thus, a relationship exists between cultural intelligence and
affective commitment. This is in alignment with a study conducted by Livermore (2011) on
leadership style at selected organisations in an effort to explore the effect leaders have on their
employees’ organisational commitment. The results revealed a significant relationship amongst
leaders’ CQ who functions with cognitive, motivational, meta-cognitive and behavioural CQ with
organisational commitment.
A total sample of 210 secondary data collected from multinational company employees in Kuala
Lumpur and Melaka to explore the effects of cultural intelligence on employees’ job performance
and role of affective commitment as a mediating factor (Goh & Cheak, 2017). The results revealed
that affective commitment partly mediates the influence of behavioural, motivation, and cognitive
cultural intelligence on employees’ job performance while it fully mediated over metacognitive
cultural intelligence and employees’ job performance.
Furthermore, Aboukhadra (2021) explored the learning organisation’s role and moderating
influence of cultural intelligence towards 100 expatriates’ affective organisational commitment
within organisations in the engineering and construction industry in the Gulf Co-operation Council
countries. The mixed method was employed as a balancing process to overcome limitations. The
findings have demonstrated relationships between learning organisation dimensions, affective
organisational commitment, and cultural intelligence. More so, the relations between affective
organisational commitment and learning organisation dimensions was moderated by cultural
intelligence.
In contrast, a survey piloted by Azarvand, Feizi and Alipour (2013) on the association between
cultural intelligence and organisational commitment at Islamic Azad University showed no
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significant relationship between the cognitive dimension of cultural intelligence and organisational
commitment. However, a positive significant correlation was revealed between organisational
commitment and motivational and behavioural dimensions of cultural intelligence.
To investigate the relationship between cultural intelligence and organisational commitment
(Okati, 2013), selected a study sample of 170 participants out of the population consisting of 300
office workers of Zahedan department of education using a class-random method. The results
presented a significant positive relationship between cultural intelligence and its different
dimensions and organisational commitment of the workers.

Hypothesis 8: Cultural intelligence positively influence organisational citizenship behaviour.
The t-value for the relationship between cultural intelligence and OCB is (t= -0.259, p<0.05) and
is less than 1.645. This indicates that the proposed relationship between cultural intelligence and
OCB was not supported. This is not consistent with the findings by Nirmala and Narayanan
(working paper) on a sample of employees for a multinational company in Singapore. The findings
revealed a positive significant relationship between cultural intelligence and OCB. It also further
discloses that there are meaningful relationships of behavioural and cognitive CQ with the OCB
(Nirmala & Narayanan). In general, CQ and two of its dimensions cognitive CQ, behavioural CQ
were found to be positively correlated with the OCB of the employees.

Mehdipour et al. (2019) piloted a study among selected women teachers to hypothesise the
relationship between the dimensions of cultural intelligence and organisational citizenship
behaviour. The results indicated a strong statistically significant positive relationship among
dimensions of cultural intelligence and citizenship behaviour. The findings of the above hypothesis
align with a study carried out by Hajetpour (2015) on the correlation between organisational
citizenship behaviour and managers' cultural intelligence in the social security organisation. This
study showed a positive and significant relationship involving all components of cultural
intelligence and organisational citizenship behaviour.
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Hypothesis 9: Affective commitment positively influence organisational citizenship
behaviour.
The t-value for the relationship between OCB and affective commitment is (t= 2.756, p<0.05) and
is greater than 1.645. This indicates that the proposed relationship between cultural intelligence
and affective commitment was supported. This finding is not consistent with the results obtained
in other studies in the literature. For example, a study by Kim (2009) on the relationship between
leadership and organisational effectiveness resulted in affective commitment positively related to
the OCB dimensions of altruism, civic virtue, and conscientiousness. In another study, Kim (2006)
found affective commitment positively related to altruism but not to conscientiousness.
A further study by Kim (2012) explored whether transformational leadership has a significant
positive effect on affective commitment and organisational citizenship behaviour and whether
affective commitment is positively related to OCB. The results indicated a positive relationship
between transformational leadership and affective commitment; no significant relationship
between transformational leadership and OCB; and a significant positive relationship between
affective commitment and OCB. Thus, the results clearly reveal that affective commitment wholly
mediates the relationship between transformational leadership and OCB.
A statistically significant positive relationship between organisational citizenship behaviour and
affective commitment in both the private and public sector was demonstrated in a study sample of
323 employees that was conducted by Grego-Planer (2019) in Poland. Similarly, to explore the
correlation between organisational citizenship behaviour and organisational commitment among
nurses, Hossain (2020) conducted a study using a random sample of 164 nurses from Dhaka
Medical College Hospital. The result showed statistically positive significant relationships
between organisational citizenship behaviour with organisational commitment.
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5.4. TO IDENTIFY OR DETERMINE WHICH OF THE THREE VARIABLES,
THAT IS, CROSS CULTURAL PSYCHOLOGICAL CAPITAL, AFFECTIVE
COMMITMENT AND OCB PREDICT CULTURAL INTELLIGENCE
The significance column in Table 4.40 indicates that hope, self-efficacy, resilience and affective
commitment are making a statistically significant and unique contribution to CQ. Hope accounts
for 17.4 percent of the variance (β = 0.174; t = 2.478; p < .001); Self-efficacy accounts for 30.3
percent of the variance (β = 0.303; t = 3.194; p < .001); Resilience accounts for 17.4 percent of the
variance (β = 0.174; t = 1.992; p < .001) while affective commitment explains 16.8 percent (β =
0.168; t = 2.585; p < .001).

An additional regression analysis was performed to determine the variables that predict OCB. The
significance column in Table 4.37 indicates that hope, self-efficacy, optimism and affective
commitment are making a statistically significant and unique contribution to OCB. Hope accounts
for 20.3 percent of the variance (β = 0.203; t = 2.796; p < .001); Self-efficacy accounts for 22.9
percent of the variance (β = 0.229; t = 2.304; p < .001); Optimism accounts for 16.2 percent of the
variance (β = 0.162; t = 2.063; p < .001) while affective commitment explains 21.5 percent (β =
0.215; t = 3.183; p < .001).

5.5. LIMITATIONS TO THE STUDY
Although this study has contributed to the Industrial Psychology fraternity especially on the crosscultural domain, it is imperative to interpret its contributions considering the study’s limitations.
This study being cross-sectional in nature, could be adequate for now but a longitudinal study can
be considered in future as it offers advantages in terms of reducing bias. According to Rindfleisch
et al., (2008), to increase the validity of either the cross-sectional or longitudinal approach, there
is a need to employ a combination of strong theory, careful survey design, and proper statistical
tools.
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It is also important to note that the measuring instrument (questionnaire) was based on selfreporting and led to missing values with more neutral answers which in turn resulted in getting
poor responses. Employing the self-reports method for all the variables might have resulted in
common method bias (Podsakoff et al., 2003). The problem of social desirability was realised due
to the sensitivity of some of the questions hence most participants’ responses did not reveal their
true feelings but rather what is socially accepted. Additionally, the questionnaire was a bit long
hence most participants complained about the number of questions they had to complete.

The current study was based on one small retail company that is situated in the Western Cape;
hence the results cannot be generalised. Initially, all the branches including the one in
Johannesburg were supposed to take part in data collection but due to covid-19 restrictions, they
did not allow the Johannesburg staff to take part. That said, the sample size was too small so the
results shall not be generalised. A large sample that incorporates all staff from different provinces
can be used for future research.

According to Rahman (2016), quantitative research methods have their advantages that include the
likelihood of generalisation of results from a randomly selected large sample. However,
disadvantages include overlooking the respondents’ experiences and perceptions in highly
controlled settings due to the lack of direct connection between researchers and the respondents
when collecting data, as a result the data obtaining method becomes objective (Rahman, 2016).
Moreover, the study only employed a quantitative research methodology and data was collected
using questionnaires only potentially creating common method bias. A mixed approach could be
considered or a qualitative approach using different types of data collection for example,
interviews and online surveys.
Furthermore, there were more responses from one ethnic group than others and that led to getting
similar responses on some items which in turn influenced the models that were developed.
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5.6. RECOMMENDATIONS FOR THE ORGANISATION AND FOR FUTURE
STUDIES
The study investigated the influence of cross-cultural psychological capital dimensions on cultural
intelligence, affective commitment and organisational citizenship behaviour at a retail organisation
in the Western Cape.

Conducting future studies on a larger scale is one of the recommendations, for example, research
with the same variables can be steered across South Africa because of its “rainbow” nation. It is
suggested that the research include participants from diverse cultures of South Africa as well as
non-South African participants. A sample of more than five hundred may be generalised.
Moreover, instead of restricting the research to a retail organisation based in Cape Town, an online
survey that caters for participants across south Africa could be generated.
Seemingly, PsyCap journey still needs better understanding, prediction, development, and desired
outcomes for individuals especially in this new era whereby the way of work has shifted from
working in the offices to working from home. More so, the relationship between affective
commitment and OCB should be retested in cross-cultural environments.
The study did not test the distinctive effects of the cross-cultural PsyCap dimensions hence it is
difficult to pinpoint which of the dimensions is more effective for training purposes. Similarly, the
same could be done for the cultural intelligence constructs, although they are all important when
combined, it would be interesting to know which construct is more valuable in cross-cultural
settings.

5.7. PRACTICAL IMPLICATIONS FOR ORGANISATIONS
This study revealed a significant positive relationship between cross-cultural PsyCap resilience
dimension and cultural intelligence. This implies that in order to improve on employees’ cultural
intelligence, organisations need to encourage and develop the attribute of cross-cultural resilience
among the employees through training on risk management and development of human and social
capital. The good thing is that resilience, like the other facets of PsyCap such as hope, self-efficacy,
optimism, is a skill that can be learned with practice like any other skill and will lead to improved
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cultural intelligence. Moreover, resilience as an invaluable psychological resource in cross-cultural
interactions is important now more than ever especially when more employees are battling with
mental health issues and anxiety from the COVID19 pandemic, having this skill will assist them
to adapt to new situations. Reichard et al. (2013), found that resilience helps people to adapt well,
making it the most valuable resource in cross-cultural settings. More so, resilient employees are
mostly valuable in cross-cultural settings as they are likely to build strong connections and
relationships with their co-workers to help each other achieve success.
The influence of cross-cultural psychological capital dimensions on affective commitment was
supported in this study. Cross-cultural hope is expected to improve employees’ performance when
working across cultures; Reichard et al. (2013) indicated that hope has many workplace outcomes
that are essential for cross-cultural including liberated thinking and inventiveness. Cross-cultural
optimism is an important facet of cross-cultural PsyCap that help employees to remain motivated
when working within cross-cultural environment. It is believed that optimism plays a big role in
the mental state of employees working in cross-cultural environment when cross-cultural optimism
training is focused on attribution and acceptance. Likewise, hope is related to performance,
organisational commitment and job satisfaction (Youssef & Luthans, 2007). Based on the above
discussion, the retail organisation’s management ought to come up with measures to support and
improve their employees’ cross-cultural hope, optimism, self-efficacy and resilience which is
likely to increase their emotional attachment to the organisation. The organisation should
understand employees who are emotionally connected to the organisation, can bring many
benefits.
A significant relationship existed between cross-cultural PsyCap dimensions and organisational
citizenship behaviour. Luthans and Youssef (2004) hypothesised the growing evidence that
employees are crucial to organisations seeking the best return on investment for feasible
competitive advantage. The development of cross-cultural PsyCap, which is an add-on to
economic, human and social capital benefits human resources and in this case, the development of
cross-cultural hope is likely to benefit the retail organisation’s employees within multicultural
interactions. Luthans et al. (2004, 2007) proposed the development and management of PsyCap
amongst organisations that are seeking for ways to increase their competitive advantage.
Organisations should ensure that they train employees on goal-setting and contingency planning
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to develop cross-cultural hope, so that they are able to pursue and attain their goals at the same
time thinking of ways of solving challenges resulting from multicultural interactions.

The relationship between cultural intelligence and affective commitment was supported. These
two variables are equally important in cross cultural work surroundings. Cultural intelligence
training can be used to enhance employees’ affective commitment to their organisation through
leader cultural intelligence. Organisation leaders’ need to embrace and demonstrate those
leadership styles that best match the cultural expectations of their staff members for them to
operate successfully. Cultural intelligence may assist in this regard (Solomon & Steyn, 2017).
Thus, cultural intelligence can be crucial for success of people in charge of organisations.

Furthermore, cultural intelligence and OCB revealed a positive significant relationship that is
imperative in the management of people is an important aspect of people management in the
overall business context. Several studies have proved that OCB and CQ could positively contribute
to the productivity and effectiveness of the employees. However, future studies may be pursued to
examine further the effect of CQ dimensions on OCB. Cultural intelligence (CQ) helps individuals
effectively manage and control intercultural differences. In fact, cultural intelligence as a concept
in the contemporary world, is a cognitive ability.

Affective commitment has a significant and positive influence on organisational citizenship
behaviour. This could mean that an increase of affective commitment will increase OCB behaviour
among employees. Thus, employees who are emotionally connected to the organisation could be
willing to go the extra mile to help fellow employees or the organisation to function effectively.
Organisations have a duty to intervene to assist emotionally committed employees to be more
involved in the organisation ‘s diversity issues so that their perceptions of the organisation do not
change. Consequently, management needs to promote positive affectivity amongst their employees
and perhaps they may think of reviewing their mission and values.

In order to improve the competitive advantages of both employees and the retail organisation with
employees from different cultural backgrounds, one of the viable and sustainable ways can be to
invest, manage, develop and train the employees’ cross-cultural psychological capital. Human
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resources practitioners and managers in the organisation should extend cross-cultural
psychological capital training to supervisors who can then serve as role models to their direct
reports. Moreover, training should focus on how to develop all the facets of cross-cultural
psychological capital so they can positively aid employees’ cultural intelligence, affective
commitment and organisational citizenship behaviour. Emphasis should be on how to make
employees feel emotionally committed to the organisation so that they could continue to identify
with the organisation. Henceforth, developing cross-cultural PsyCap through training is expected
to build generally applicable skills that are advantageous when working in culturally diverse
settings.

5.8. CONCLUSION
This chapter focused on the presentation of the conclusions obtained through statistical analysis.
The limitations of the results were also discussed as well as recommendations provided to counter
those limitations. Implications for managers were postulated.
A significant positive relationship was established between CQ and cross-cultural PsyCap, and for
Affective commitment and PsyCap. Moreover, OCB and PsyCap established a positive
relationship as well as CQ and affective commitment. Likewise, a significant correlation was found
between CQ and OCB, conversely, a non-significant relationship existed between affective
commitment and OCB.
An analysis was performed to determine the predictors of CQ. Hope, self-efficacy, resilience and
affective commitment were found to be significant predictors of CQ and in another analysis hope,
self-efficacy, optimism and affective commitment were found to be significant predictors of OCB.

Overall, this study also revealed how cross-cultural psychological capital influences employees’
cultural intelligence which in turn affects their affective commitment and OCB in the workplace.
It is expected that with the right cross-cultural training to enhance employees’ cultural intelligence,
their affective commitment and OCB will improve.
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