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FOREWORD 
Professor H.H. Ballard, Head of Department, Public Management, Cape Peninsula University 
of Technology and Editor in Chief

I have been granted the honour of writing the foreword for this volume of the Journal of Business 
and Management Dynamics (JBMD). 

Application for accreditation will be submitted to the Department of Education early in the 2013 
academic year. We are convinced that our application will be approved as we have complied with 
all the criteria, most notably that 60 to 70 per cent of the articles published be written by authors 
who are not employed either on a full-time or part-time basis with the Cape Peninsula University 
of Technology. In this volume, all the primary authors comply with this criterion. The practice had 
to continue for three volumes, this being the third volume. Three of the four publications may be 
regarded as international. The fourth article was submitted by a representative of a large employer 
in the Western Cape, who attained his doctorate in Tourism and Hospitality Management at the 
spring graduation ceremony, at our very own university. The other criteria were that all the articles 
had to be externally reviewed and that the Editorial Review Board consist of international members 
as well. The former has been achieved with hard work by the members within the newly named 
Department of Research Advancement and Innovation.

Two of the articles published in this volume have a strong human resource bias with the unit of 
analysis being an integrated human resource practice and job motivation. The author reported that 
over a three-year period, in a selected medium-sized company which adopted an integral human 
resource practice, the intervention was positively received by employees and was also congruent with 
positive financial results. In the second article, the author tested the correlation of job motivation with 
job performance in the Nigerian newspaper industry. The author found, contrary to the significant 
findings from research in other industries, that workers maintained high job performance despite 
their low job motivation and recommended that employers in the Nigerian newspaper industry 
address ways of increasing job motivation so as to avoid unethical practices.

The interesting topic of black economic empowerment (BEE) in the tour operating subsector of 
South Africa was investigated and reported on in the third article. Black economic empowerment 
programmes represent a government strategy aimed at reducing the economic and social disparities 
characterising the different racial groups in South Africa. BEE successes have been notable; 
however, they do not meet government expectations. The article submits the following far-reaching 
recommendations based on the research findings: introducing a compulsory registration system for 
tourism entities; establishing industry-focused training with flexible short course options; creating 
a special scorecard for SMMEs; and implementing an inclusive model to stimulate business growth 
and entrepreneurship.

The final article reports on the cooperation between the Cape Peninsula University of Technology 
and Fontys University of Applied Sciences. The article attempts to evaluate the quality of the 
exchange rather than look for additional exchanges, so as to ensure sustainable collaboration in the 
future.

The articles are interesting and contemporary, and should stimulate further debate, something which 
should also appeal to all readers, irrespective of their area of interest or paradigm.



JOURNAL POLICIES
The primary purpose of the Journal of Business and Management Dynamics is to publish research 
articles in the fields of entrepreneurship, innovation, business management, finance and the humanities. 
Practical papers, empirical papers, new approaches and techniques, viewpoints, case studies and 
conceptual papers will be considered for publication. The journal serves as a communication forum 
for advancing entrepreneurship and business management theory and practice in southern Africa and 
elsewhere. Its aim is the improvement and further development of these fields and it is intended for 
both business practitioners and academics.

REVIEW PROCESS

All articles submitted for publication must be submitted as a full article together with a short summary 
(250 words) of the article. The Editorial Board, consisting of senior academics in the Faculty of 
Business at the Cape Peninsula University of Technology (CPUT) will conduct the initial review of 
articles in order to select articles which are suitable for peer review. Authors will be notified through 
official communication from the Editor if their articles have been accepted for peer review and 
publication. Articles which are selected for peer review will be sent to the Editorial Review Board 
which consists of a large number of respected local and international academics representing a wide 
variety of fields in business and management. Authors will be required to comprehensively address 
the comments made by the Editorial Review Board before an article is published. Neither authors 
nor reviewers are identified in the double-blind review process.

Editor sends 
comments and 
corrections to 
author for action

Author submits 
articles to 
editor in 
response to 
call for papers

Editor collates 
all submissions 
and submits 
to the Editorial 
Board (EB)

EB reviews selections and 
selects papers for peer 
review by members of 
the International Editorial 
Review Board (ERB)

ERB members 
send comments 
and corrections 
to Editor 

Editor sends papers 
to the ERB for “double 
blind” review by members 
selected by the EB

Review process for the JBMD

WHAT TO SUBMIT

The journal will consider articles in the form of research, conceptual, practice and empirical papers. 
Book reviews and viewpoints will also be considered. Submissions which are not presented in the 
standard academic article format will not be considered, for example summaries of research theses 
which have not been converted into an article format. 
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SUBMISSION REQUIREMENTS

When submitting authors must agree to the following:

 • They have not submitted and will not submit their manuscript to another entity while the 
manuscript is under review at the JBMD. Authors will be required to sign a disclaimer to this 
effect.

 • They will only submit manuscripts and empirical reports that have not been published previously. 
Authors will be required to sign a disclaimer to this effect.

 • Their manuscripts are prepared according to the prescribed style of the JBMD. Manuscripts that 
are not appropriately prepared will not be considered.

 • Authors whose articles are selected for peer review will be required to provide documentary 
evidence that the study has been through an ethics process and has received ethical clearance.

AUTHOR GUIDE

Authors are required to submit their manuscripts according to the following guidelines. The editor 
will not consider articles which do not follow these guidelines.

General format guide

Item Detail
Body text
Font style Arial
Font size 11
Paragraph spacing 1.5
Paragraph alignment Justified
Article structure
Title
Abstract
•	 Abstract structure Include: the objectives, research design and methods, main 

results and findings, conclusion and contribution to body of 
knowledge

•	 Abstract length Maximum: 250 words
Key words Maximum of five words that characterise the principal themes 

covered by the paper
Introduction Include: identification of the problem, aim of the study, 

contribution to body of knowledge 
Literature review Concise annotation or critique of the literature in the specific 

subject area
Research design and methodology Where applicable, include sample, measuring instruments, etc.
Findings (results analysis and discussion) Link findings with literature, include the limitations of the study
Recommendations Include directions for future research
Conclusion
Reference list
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Detailed format guide

Item Detail
Title page This must contain the full title of the paper, and the full 

names, affiliation, full address and contact information 
of every author. The name of the corresponding author 
should be marked with an asterisk (*).

Body Appropriate headings and subheadings should be used 
to segment the manuscript to enhance readability.

Length The whole document should not exceed 17 pages 
including the abstract and list of references. Documents 
exceeding 17 pages will not be considered for review.

Headings: style General: Arial 12, Bold, 1.5 spacing.
Only three levels of headings are used in this journal. 
In addition to the general heading formatting indicated 
above, the three different levels of  headings must be 
formatted as described:
Main headings – must be in capital letters, left aligned
Second-level headings – must be in title case (note that 
“and”, “of”, “to”, etc. must be in lower case), left aligned
Third-level headings – must be in sentence case – i.e. 
only the first word has a capital – italicised and indented. 
This is illustrated as follows:
DATA COLLECTION [1st level]
Population and Sample [2nd level]
 Study population [3rd level]
Note: do not skip steps – for example do not 
use 3rd level headings unless you have used a 
2nd level heading first.

Headings: numbering Headings and subheadings should not be numbered.
Footnotes and endnotes Footnotes and endnotes should NOT be used for 

reference or any other purposes (clarification, etc.).
Tables and figures: placement Tables and figures should be applied in the text, as close 

as possible to the appropriate discussion.
Tables and figures: numbering Tables and figures should be numbered consecutively in 

Arabic numerals (i.e. 1, 2, 3, 4, 5 ... etc.).
Tables and figures: title headings placement and 
formatting

Placement: The titles of tables and figures should be: 
OUTSIDE and ABOVE of the actual table and  
OUTSIDE and BELOW the actual figure. 
Formatting: The heading must include the figure/table 
number and the title of the figure/table. The figure/table 
number must be in BOLD Arial 12. The title of the figure/
table must also be Arial 12 but NOT BOLD. The figure/
table number and title should separated by a colon, with 
a space after the colon.
As illustrated:
Figure 1: Repo rate (2000–2009)
Table 7: Direct costs of care
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Item Detail
Referencing style •	 The Harvard referencing style should be used. 

•	 For three or more authors: use the name of the first 
author followed by “et al.” (not in italics).

•	 Always put full stops between initials.
•	 In the text, when the whole reference is in brackets, 

use a comma after the author’s name, and a colon 
after the year, for example: (Mahalati, 2006:12); if 
only the date and the page numbers are in brackets 
then no comma after the name is required, for 
example: Mahalati (2006:12).

•	 In the reference list there must be NO BRACKETS 
around the year.

•	 Online sources need to be consistent; show the 
URL in small caps with no punctuation after the 
URL. Conclude with the date in square brackets 
[20 July 2008] followed by full stop outside of the 
brackets. An example: http://www.cput.ac.za [20 
January 2010].

•	 Style for dates – all dates in UK/SA style, e.g. 
28 February 2010, not 28.02.2010, or any other 
variation. Use this in every instance where a full 
date is needed, in the text and in the references; no 
other method should be used.

Reference list general issues A reference list must be included at the end of the 
document. All publications cited in the text should be 
included in the reference list. Authors must check that 
the spelling of names and dates etc. of the citations used 
in the text agree with those in the reference list.

Referencing style References must be listed alphabetically by author’s 
surname. The initials of the author must be included. 
There must be no brackets around the year of the 
publication. 

Quotation marks Use double quotation marks (use single if using within 
double quotation marks).

Quotations These must be indented with no quotation marks if there 
are 30 words or more; use a smaller font (Arial 10 point).

En dashes Use for pages ranges, etc. (typed by pressing the CTRL 
and minus sign key simultaneously on the keyboard) e.g.  
2000–2001.

Numbers •	 In the text, use words for numbers one to ten; for 
11 onwards, use numerals.

•	 Use spaces not commas between hundreds, 
thousands and millions, e.g. 1 000 and 1 000 000, 
NOT 1,000 and 1,000,000.

•	 Use a decimal point rather than a comma when 
showing numbers with decimals e.g. 12.9 NOT 12,9.

Captions Table and figure captions (titles) should be placed 
above the table/figure, and sources below the figure/
table.
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Language guide

Item Detail

Prescribed language English (UK); ensure this is the default language selection in the spell check.

Common errors Language and spelling

Among (not amongst)

Closed-ended question (not close)

Data – must be treated as a collective noun, therefore with a singular verb

Human resource management (not resources)

HIV/Aids

southern Africa (small “s” as it is a region not a country)

While (not whilst)

UK (for the United Kingdom)

USA (for the United States of America)

19th century, 20th century

Use per cent not %

Common hyphenation errors

Use cooperate (not co-operate, i.e. no hyphen)

Use coordination (not co-ordination, i.e. no hyphen)

Use ecotourism (not eco-tourism, i.e. no hyphen)

Use multidisciplinary (not multi-disciplinary, i.e. no hyphen)

Use email (not e-mail, i.e. no hyphen)

Use online (not on-line, i.e. no hyphen)

Use psychosocial (not psycho-social, i.e. no hyphen)

ETHICS AND ASSIGNMENT OF COPYRIGHT

The JBMD promotes ethical conduct in research, and as such all authors must be able to show, 
upon request, that their research has gone through an ethics process and must provide documentary 
proof of ethical clearance. All articles that are selected for the peer review process will be required 
to provide documentary proof of ethical clearance for the specific research that is submitted for 
publication. All authors whose articles are accepted for publication will also be required to sign an 
“assignment of copyright” form prior to publication of the article.

COMMUNICATION

All correspondence should be addressed to the editor on the email address: editorjbmd@cput.ac.za
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EMPLOYEE RESPONSE TO AN INTEGRAL HUMAN 
RESOURCE PRACTICE – A CASE STUDY IN A MEDIUM-

SIZED COMPANY.
L. Kingma, Juta & Co. 

Business School of the Netherlands

Lee Kingma is the Group Human Resources Manager at Juta & Co. She holds a doctorate 
in Business Administration, an MBA and completed an executive coaching programme. Her 
doctoral thesis topic was “Utilising the Enneagram in resolving subliminal conflict in the 
workplace”. She has written articles and published papers on the Enneagram and strategic 
human resources. She has authored a book on the Enneagram, What’s your Tribe?, and 
delivered papers at local and international conferences on the topic of her thesis. Lee lectures 
on human resources at TSiBA University and at the Business School of the Netherlands.

ABSTRACT

The organisation adopted an integrated model to human resource management (HRM) five years 
ago. An integral model of HRM was created to ensure a balanced approach consisting of the 
individual, team, shareholder interests and the community. Employee engagement is considered 
to be a key strategic advantage for any organisation. The adoption of an integrated approach of 
HRM was agreed to by the executive, provided that the levels of employee engagement remained 
high. The employee response to this model thus needed to be measured. A climate survey was 
designed to capture employee responses in the four quadrants of the integral model. The results 
of the survey were compared over a three-year period and showed an overall positive trend. 
These findings suggest that adopting an integral approach to HRM was positively received by 
employees and was congruent with the positive financial results over this period of time.

Key words: human resources, integral, employee value proposition, employee engagement,  
climate survey

INTRODUCTION

All managers manage the human resource (HR) function. HRM is the part of the management of 
organisations that is concerned with all aspects that relate to, and interplay with, the work and the 
people who do the work of and in organisations (Erasmus & Schenk, 2008:4). “All aspects” led 
to the organisation adopting an integral model of HRM in 2007 which would ensure a balanced 
approach to the strategy of people management.

HR is often criticised by both line managers and employees for not measuring up to their 
expectations. Some of this criticism is valid, especially if the HR strategy is not clear or if role 
confusion and lack of direction are evident in what HR contributes to the organisation. HR 
practitioners also need to emulate the behaviours that reflect the stated values of the organisation. 
In 2007 the author adopted an integral model which clearly defines the HR practices which in turn 
are aligned to the business strategy, support the values of the organisation and deliver an employee 
value proposition (EVP).
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The organisation operates in the publishing industry, has existed for nearly 160 years and employs 
300 people. Since 1853, there have been dramatic political and economic changes in South Africa 
which the company has survived (De Kock, 2007:8).
The organisation adopted an EVP in 2002 at an employee summit where employees were divided 
into focus groups. Each group was encouraged by a facilitator to contribute their ideas as to what the 
EVP should be and this gave rise to an agreed to and accepted EVP. The ethos of the summit can 
best be described in the vision of Turning to one another (Wheatley, 2002:57): “There is no power 
greater than a community discovering what it cares about. Ask ‘What’s possible?’ not ‘What’s 
wrong?’ Keep asking”.

The summit was held after turbulent changes in the organisation during 1999 which resulted in 
the closure of a division, a restructure of management and the appointment of a new CEO in 2001. 
Although more turbulent changes have occurred since this time, and a new CEO was appointed in 
2006, the EVP has remained constant.

Since 2002 the organisation has been posting double-digit profits every year. This has enabled 
the passing on of market-related increases to employees, the payment of incentive bonuses and no 
retrenchments due to poor group results. However, small-scale retrenchments were effected in areas 
of the business where change was necessary due to operational requirements. In a fast-changing 
and turbulent industry and a previous history of mass retrenchments, the organisation has benefited 
from six years of stability where HR practices could be implemented with relative ease. The EVP 
states: “The name of the organisation, a place where people want to work, grow and succeed”. A 
place where people want to work suggests an element of choice rather than accepting a job because 
there is no alternative.

PROBLEM STATEMENT

An integral model of HR practice was implemented in 2007. Employee engagement is highly valued 
in the organisation and there was a concern that the introduction of this model might trigger negative 
responses from employees. A negative response to the integral model would be incongruent with 
the EVP.

BACKGROUND

Wilber (2000a:309) defines an integral business practice as requiring a holistic and integrated view. 
The challenge for HR practitioners is to join the dots of the different practices in their organisations, 
align them to the business strategy and find a credible way to measure the effectiveness of people 
management in the organisation. 

This study will focus on a wide range of HR practices which are necessary for a well-functioning, 
medium-sized organisation and will position each HR activity in one of Wilber’s (2000b:34) four 
quadrants. Adopting this integral approach to HRM is congruent with the theory of systems thinking 
but then will need to be tested with employees via the climate survey to assess whether this approach 
has delivered positively in terms of how they view the organisation and the HR practices.

Evidence of employee response to an integral approach of HRM is important to both HR 
practitioners in South Africa and internationally. The elements which make up the integral model 
will differ depending on the context and industry of an organisation, but the approach should be 
aligned to integral theory.

Organisational culture is defined as the values, beliefs and traditions that employees co-create 
over time (Nel, Gerber, Van Dyk, Haasbroek, Schultz, Sono & Werner, 2001:396). This organisation 
has a culture which has evolved over many years but has been moulded by its leadership. The 
most current stated organisational values were decided on by the senior management team and 
are widely communicated as a code of common engagement. Different beliefs are respected and 
encouraged due to the different cultures, generations, races, education levels and societies that make 
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up the employee profile in the organisation. While individual beliefs and values are respected, the 
organisational values are universal and there is a clear expectation that employees demonstrate these 
values in their behaviour at work.

These values are as follows:
 • We are accountable to one another, our customers, authors and shareholders, and are mindful of 

our role in our community and South Africa.
 • We aspire to participative and respectful communication.
 • We respond with energy and purpose.
 • We embrace challenges and reward innovation.
 • We conduct ourselves with integrity and commitment.
 • We apply ourselves with thoroughness, consistency and heart.
 • We foster personal development and self-awareness.

The author was mindful that HR practices should be congruent with a well-established organisational 
culture, current values and rituals. Employees are unlikely to respond positively to practices which 
are not aligned to these constructs.

Rituals are a highly recognisable part of a company culture and therefore give expression to the 
style of an organisation. The main goal of an official ritual is to control the emotion with which 
the activity is involved (Bools, 2012). Many traditions and rituals have been formed over the long 
period of existence of the organisation. One such tradition is the ringing of a bell whenever a new 
book is published. It was important that both the values and rituals be honoured in how the integrated 
HR practices were identified, structured and experienced by the employees. The HR practices also 
had to deliver on the employee value proposition (EVP) which had been established during the 
organisation’s 160 years of existence.

Historic Timeline of Events 

The following timeline illustrates the events which are relevant to this case study:

1853 – Organisation founded

1999 – Large scale retrenchments took place

2001 – Previous CEO appointed

2002 – Summit held where the EVP statement was developed

2006 – Current CEO appointed

2006 – Values adopted

2007 – Integral HR practices implemented

2010, 2011 & 2012 – Climate surveys conducted

LITERATURE REVIEW

The literature review will explore employee engagement, employee value proposition, an integral 
approach and the identification of integral HR practices.

Employee Engagement

BlessingWhite (2011) suggests that every individual is accountable for his or her engagement. 
The author however warns that the organisation’s HR practices create the context for employee 
engagement. In BlessingWhite’s Employee engagement report of 2011, the key findings indicate 
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that engaged employees plan to stay for what they give; disengaged employees stay for what they 
get. In his results, 31 per cent of employees were engaged, 17 per cent were disengaged and the 
remainder were neutral. Employees worldwide view opportunities to apply their talents, career 
development and training as top drivers of job satisfaction.

Engaged employees speak highly of the company, are proud to tell others that they are part of 
the company, feel inspired, keep abreast of new developments in their area, make suggestions for 
improvement and volunteer to do things outside of their jobs (Robinson, 2006).

The Employee Value Proposition

The EVP forms the guiding principles on how processes and procedures are established to attract, 
develop and retain people (Nel, 2009:28). Michaels (2001:67) notes an EVP is not static and 
companies must keep evolving their EVPs to stay one step ahead of the competition. Hiles and 
Bunnell (2004:39) warn that the talent and skills gaps will widen in the coming years and that 
those employers with the most effective EVP will have an even greater advantage under these 
circumstances. The success factors of a business are no longer driven by just the “bottom line”.

During the last two decades companies have been forced to adopt a more humanistic approach 
due to societal pressures. The focus is not only on economic success, but also on the integration of 
three bottom-line elements (environment, social and economic). As a result business decisions have 
required a consideration of all three elements and an appreciation that what happens in one area has 
effects on the others (Savitz & Weber, 2006). The question is whether these “triple bottom line” 
successes also equate to the individual success of the employee. This answer can partly be found in 
the understanding of different people’s motivations, their personalities and their life stages (Maslow, 
1970). However, it can be argued that all people are attracted to success and employees want to be 
associated with an organisation that is successful. The organisation’s EVP should reflect both the 
needs of the individual and the societal values.

An Integral Approach

The massive and rapid scale of social and business change in the world demand a wholly new 
approach to leadership. Leaders can no longer be experts and autocrats. Leaders must understand 
systems, lead systems and think systemically (Scholtes, 1998). Systems thinking and an integral 
approach are congruent in that both ask questions of how the sum of the parts forms the whole. 
Systems thinking led the author to review the HR practices in 2007 to ensure that this holistic 
approach would support the strategic vision of the executive team.

Wilber (2000b:60) espouses his integral dimensions as I (Interior-Individual), IT (Exterior-
Individual), WE (Interior-Collective) and ITS (Exterior-Collective). In this integral quadrant Wilber 
(2000b:236) suggests that at least four perspectives should be addressed: social, cultural, personal 
subjective and personal objective. He stresses that this perspective allows for the integration of 
four important management styles and plugs business into a much larger “big picture” which gives 
meaning and substance to the endeavour (Wilber, 2000a). These four management styles challenge 
the organisation in adopting strategies which are multidimensional.

Upper Left Interior Individual (I) Upper Right Exterior Individual (WE)

Lower Left Interior Collective (IT) Lower Right Exterior Collective (ITS)

Figure 1: The four quadrants (Wilber: 2000a)
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The concept of an integral vision for HRM has been explored by Merlevede (2005). He suggests 
that even after the hype of business process engineering and the learning organisation, there is still 
something left for human resources to learn. Symptoms of a lack of systemic view are what different 
HR programmes do not take into account, leading to wastage and confusion.

Integrated HR Practices

In 2007 the organisation based its HR strategy on the four quadrants as espoused by Wilber  
(2000b:236) as illustrated below.

Figure 2: The organisation’s integrated HR strategy

Once the four quadrants were established as illustrated above, the most fundamental HR practices 
were identified in each quadrant. Although these are divided into four categories, all are inter-
related. 

INDIVIDUAL (I)

 • Talent management
 • Training & development
 • Innovation
 • Performance management
 • Wellness
 • Coaching & EQ

TEAM (WE)

 • Values
 • Change management
 • Group Incentive Scheme
 • Funcom
 • Internal communication
 • Work environment

SHAREHOLDER

 • Business strategy
 • Policies
 • Technology
 • Content & knowledge management
 • Restructuring

COMMUNITY

 • Transformation & BEE
 • Growing knowledge economy
 • Corporate social investment
 • Green practices
 • Employer of choice brand

Figure 3: Integrated HR practices

Transformation and BEE were included in the community quadrant as the organisation is committed 
to adopting measures to bring about racial equity in South African commerce. 

In recent times the traditional title of the HR officer has changed in many organisations to that 
of HR business partner. The HR business partner builds the relationship with the internal clients 
and earns the trust of the internal client to proposed solutions to people challenges. Trust is one of 
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the key elements of the working relationship in any organisation (Covey, 2004:47). Most internal 
clients will not automatically accept every solution provided by the HR business partner and the 
trust building is not about meeting every expectation of the internal client. The internal client will be 
most satisfied with advocacy that is credible and future oriented (Ulrich, 2011:5). 

To make HR practitioners more available for participation in strategic decision-making processes, 
it is argued that the responsibility of routine execution and administration of HR practices should be 
delegated to line managers as they have direct and frequent contact with employees and a capacity 
to understand, motivate, control and respond quickly to employees (Budwar, 2001). The focus of 
HR has changed from administration to strategy. It has been suggested that administration is a 
factor which detracts from the value that HR adds to the overall business value proposition (Beston, 
2009:8) However, poorly executed HR administration can lead to serious risks for the organisation, 
even culminating in labour law suits (Grogan, 2005:36).

RESEARCH DESIGN AND METHODOLOGY

Bothma (2012:38) suggests that if organisations managed their financial assets as loosely as they 
did their human assets, then their auditors would raise an issue with them on their inefficient use of 
funds. It is therefore important that HR develop measuring models which are relevant to the business 
in order to build credibility with the board of directors and senior executives. More importantly, the 
results of these measures can be used as a way to initiate HR strategies and corrective action to build 
on current HR practices.

The introduction of a climate survey was found to be essential as a means to measure the employee 
response to HR practices in each of the four quadrants, i.e. individual, team, shareholder interests and 
the community. Employee engagement can be measured effectively using online surveys. Despite 
some anonymity concerns, most personnel are amenable to online surveys, and the Web-based 
medium does not discourage participation from any subgroup (Thompson, 2003). A climate survey 
is classified as quantitative research. Surveys are concerned with measuring certain characteristics 
of the population with statistical precision and often use random sampling to ensure that the results 
can be generalised (Maree, 2012).

The author designed and implemented an online climate survey in 2010. All employees in the 
organisation have access to computers. Employees are invited to complete the survey, except for 
the five members of the senior executive team. During the last three years, over 70 per cent of the 
300 employees completed the survey voluntarily each year. This is considered to be an acceptable 
statistical sampling size. The responses are disseminated internally by the Web Master, captured on 
an Excel spreadsheet and translated into graphs. The results are communicated to staff after being 
studied by the HR manager and executive management. The climate survey consists of 60 statements 
of perception measurements which relate to how the individual employee rates management, the 
organisation, the team and their own development. Each statement is rated on a four-point Likert 
scale of strongly agree, agree, disagree or strongly disagree. For the purpose of this study, four 
statements which relate to each of the four quadrants in figures 2 and 3 were extracted. 
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FINDINGS

The graph below illustrates the response rates for the statements used in this study.

I am aware of and respect the 
organisation’s values

I trust the CEO and senior management to 
steer the company successfully

I have the necessary skills to do my 
work effectively

I am happy with work environment, e.g. 
lighting, noise levels and office layout

I am positive about our planned future 
as part of the new shareholder

I am learning and am encouraged to 
grow my skills

The performance management 
discussion is meaningful to me

I feel respected and valued as an 
employee of the organisation

I don’t experience discrimination in 
religion, sex, race or age

The organisation plays a positive role 
in the community

I tell my friends and family that the  
organisation is a good place to work

I understand the organisation’s 
business plan and my role therein

Timeliness, workload and hours are fair 
in the organisation

People are encouraged to be healthy 
and have fun

When change happens, people are 
consulted for their input

The race and gender profile in the 
organisation reflects our community

Graph 1: Responses to statements from the climate survey

Specific Statements Relating to the Four Quadrants

 Individual

 • I feel respected and valued as an employee of the organisation.
 • The performance management discussion is meaningful to me.
 • I have the necessary skills to do my work effectively.
 • I am learning and am encouraged to grow my skills.

The 85 per cent positive rate to feeling valued and having the skills and learning opportunities 
is important in an organisation based in the knowledge industry. Although the performance 
management result is over 80 per cent, further enhancements to the process are planned for the near 
future. Competencies are not only viewed as cognitive skills, but also as emotional intelligence 
(EQ). The value of fostering personal development and self-awareness has been supported with 
initiatives such as coaching, Enneagram personality profiling and effective communication training. 
High EQ is a leadership competency and employees are expected to be mindful that their behaviour 
reflects the organisational values in their relationships with staff, customers and suppliers. 

The positive response of this quadrant is strongly aligned to the EVP of the organisation as a place 
where people can grow and succeed and how employees perceive their personal development. 
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 We

 • I am positive about our future in being part of the new shareholder.
 • I am happy with the work environment, e.g. lighting, noise levels and office layout.
 • When change happens, people are consulted for their input.
 • People are encouraged to be healthy and have fun.

The term “we” was not used in the context of “us – the team”, but rather the collective responses to 
how people responded to their experience of HR practices.

The organisation has recently been acquired by a new shareholder and the response rate of  
68 per cent shows that they may possibly have wanted more input before the changes occurred. 
However, it was reassuring to note an 83 per cent positive employee response rate to the organisation 
being owned by the new shareholder. The organisation moved to new premises two years ago. 
Although the new offices are aesthetically and ergonomically more pleasing and situated in a better 
location, employees found it difficult to adjust to an open-plan environment, whereas previously 
they had enjoyed the privacy of their own offices. The organisation has invested in many Wellness 
practices and has an active fun committee (Funcom) which organises activities that are fun and 
contribute to community causes. An 84 per cent positive response rate shows an appreciation for 
these initiatives.

 It

 • I am aware of and respect the organisation’s values.
 • I understand the organisation’s business plan and my role therein.
 • I trust the CEO and senior management to steer the company successfully.
 • Timelines, workload and hours are fair in the organisation.

The It refers to practices that relate to shareholder interests. Trust in the CEO and the management 
to steer the company, shown in the 94 per cent positive response rate, is reassuring in the face of the 
current shareholder changes facing the organisation. The 84 per cent positive rate in understanding 
the business plan shows that managers are effective in ensuring that employees understand their 
roles in relation to the business strategy. 

This quadrant has a direct link to the business performance and the financial results of the 
organisation. Understanding of the values as discussed in the Background demonstrates a “walking 
of the talk” in how employees create the culture of the organisation. 

 Its

 • I tell my friends and family that the organisation is a good place to work.
 • The organisation plays a positive role in the community.
 • I don’t experience discrimination in religion, sex, race or age.
 • The race and gender profile in the organisation reflects our community.

The Its quadrant refers to HR practices that relate to the community. An 86 per cent positive response 
rate shows a high employee awareness of the different social investment projects the organisation 
has implemented. The online internal newsletter often features stories about these initiatives. A 
similar high response rate is also evident for the statement that discrimination is not experienced 
in the organisation. It is, however, interesting to note that this reduces to 81 per cent regarding the 
race and gender profile. The organisation is still faced with challenges in reflecting South African 
race demographics at senior levels. It is also pleasing to note the 86 per cent positive response rate 
to employees being brand ambassadors in promoting the organisation to their friends and families in 
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their communities. The high response rates to these statements are congruent with the behaviours of 
engaged employees as defined in the literature review.

The graph below shows a year on year improvement in most of the four quadrants. It is positive 
to note the upward percentage movement in the I, It and Its quadrants. Although the We quadrant 
is flat, it is still a highly positive response at 75 per cent. The graph reflects a high level of response 
rate from employees towards the above-mentioned statements posed in the climate survey. These 
statements reflect the integral practices which have been adopted by HR since 2007. The response 
rate to the We quadrant statements was on average seven per cent lower than the other quadrants. 
The statements in this quadrant should enjoy scrutiny and specific areas for improvement should be 
identified for action.

Graph 2: Climate survey of the integral model

Limitations of the Study

The climate survey was conducted over a period of time when positive financial results were 
achieved by the organisation. Although the climate survey demonstrated a positive response to the 
integral model of HR practices, this might well change if employees find themselves in a situation 
where financial results are negative. This situation might lead to lower salary increases and bonuses 
and diminished resources for activities such as Wellness and the Funcom. The HR practices may be 
consistent, but employees may well respond more negatively in the face of potential retrenchments 
and a more sober financial outlook. This is not a predicted scenario for this organisation, but other 
organisations facing challenging economic situations might well find themselves faced with the 
dilemma of providing excellent HR practices yet getting poor climate survey results due to economic 
circumstances beyond their control.

A clear link needs to be made between high levels of employee engagement and business results 
if HR is to be regarded as a value creator in the organisation.

This study did not purport to draw a scientific link between an integral HR model and best practice 
HR. This would involve exhaustive research and is not in the scope of the research undertaken in 
this article. The HR practices which were adopted by the organisation were, however, based on best 
practice HRM.
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RECOMMENDATIONS

The primary value exchange between most employers and employees today is time for money. It is a 
thin, one dimensional transaction. Each side tries to get as much of the other’s resources as possible, 
but neither gets what it really wants. It is only when employers encourage and support employees 
in meeting these needs that they can cultivate the energy, engagement, focus, creativity and passion 
that fuel great performance (Schwartz & Gomes, 2010).

The positive results of the climate survey suggest that the current approach to HRM is serving the 
organisation well in that employees feel positively disposed towards its HR practices. 

The results of the climate surveys were analysed and formed a useful benchmark to develop 
strategies to further improve HR practices. An example of this is that employees felt that more 
consultation was required before the acquisition was announced. Discussions with employees 
regarding the results of the survey also leads to more willingness to complete future surveys as 
employees have evidence of the value of their opinions.

The EVP and stated values should be demonstrated by leadership and often be restated if employees 
are likely to continue responding positively to climate surveys. A measurement process such as a 
climate survey is necessary to ensure that HR practices are effective. Both the line management and 
HR practitioners own the responsibility of the engagement levels in the organisation although their 
roles should be clearly defined in the execution of the HR practices.

CONCLUSION

The positive response rates from employees to the statements in each quadrant has illustrated that 
high employee engagement has been maintained in adopting an integral approach to HR practices. 
The ongoing active support for people-centric initiatives from the CEO and the senior executives is 
essential for these practices to have credibility and to become part of the daily way of conducting 
business. 

HR can play an active role in creating inclusivity and people-centred employment practices to 
achieve a reputation of employer of choice in competing for Knowledge Workers (Redpath, 2007). 
Becoming an employer of choice was a stated objective agreed to by the participants at the summit 
held in 2002. It is believed that this objective has been achieved in the financial results, the retention 
of talented employees, the number of applications from opposition companies and the excellent 
results from recent employee climate surveys. 

It behoves HR practitioners always to be mindful that somewhere outside of the organisation, 
groups of people are already doing things differently and better. To create lasting change, HR needs 
to find these areas of positive deviance and fan the flames (Pascale, 2005). 
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ABSTRACT

This paper is centred around the partnership between the Cape Peninsula University of 
Technology (CPUT) and Fontys University of Applied Sciences. Research indicates that a crucial 
dimension of international orientation is the internationalisation of education. Internationalisation 
is an instrument to improve the quality of education or research, it helps to prepare students for 
a professional career, which is increasingly international as a result of the global knowledge 
economy and teaches competencies with a wide application range (Beck, 1998). 

An increasingly internationalised economy, will require larger and larger pools of well- 
trained, multilingual, internally knowledgeable employees.  

(Excerpt, Policy on Internationalisation at a Canadian university)

International higher education has also been affected because of the globalisation of our societies 
and economies. Increasing competition for international students and international programmes 
is one of the consequences. The changing economic position of countries like India and China in 
the world is also a factor. 

For the cooperation between CPUT and Fontys we are working for a sustainable collaboration 
with certain basic principles in mind. The questions “why” and “what” are used as a guide in the 
partnership instead of just looking for additional exchanges, more mobility programmes. The 
focus is rather on quality and not quantity. 

We are offering a best practice in collaboration on different academic levels between higher 
education in Europe and Africa, especially the Netherlands and South Africa. 
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INTRODUCTION 

“Internationalisation” has become a key theme within higher education. In 2009, almost 3.7 
million tertiary students were enrolled outside their country of citizenship. In descending order, 
Australia, the United Kingdom, Austria, Switzerland and New Zealand have the highest percentages 
of international students among their tertiary enrolments (OECD, 2011). Jiang (2010:881) 
maintains that “[u]niversities around the world are increasingly aware that they are functioning in a 
progressively internationalising and globalising milieu”. Similarly, Kehm and Teichler (2007:262) 
also argue that “extant research on internationalization in higher education demonstrates the growing 
importance of internationalization as a priority issue”. What originally started out as only north-to-
north collaboration has shifted to include north-to-south and south-to-north collaborative efforts.

Prior to discussing some of the multitude of reasons for internationalisation as well as the 
benefits derived from such, it is important to have a clear understanding of what is meant by 
the term “internationalisation”. There are many varied explanations of this term, for example 
internationalisation refers to “any systematic, sustained effort aimed at making higher education 
(more) responsive to the requirements and challenges related to the globalization of societies, economy 
and labour markets” (Van der Wende, 2001:23). Furthermore, according to Vught and colleagues, 
internationalisation in higher education is seen to include several activities and processes such as: the 
transnational mobility of students and staff, internationalisation of curricula and quality assurance, 
inter-institutional cooperation in education and research, and the establishment of international 
university consortia. Additionally, they argue that there has been strong growth in the cross-border 
delivery of education, leading to a substantial market in export and import of higher education 
products and services (Van Vught, Van Der Wende & Westerhejden, 2002:103). While there is 
no commonly shared definition of internationalisation, one of the most widely used versions sees 
internationalisation of higher education as “the process of integrating an international, intercultural, 
and global dimension into the purpose, functions (teaching, research and service) and the delivery 
of higher education” (Knight, 2004:11). This widely accepted definition intimates that the process is 
dynamic rather than static, that it contributes to the international dimension within universities and 
is one of many responses to globalisation. What is most important about this definition, argues Jiang 
(2010:882), is that internationalisation is not only confined to relationships between and among 
countries, but also involves the diverse cultural/ethnic groups within a country – an extremely 
complex process which continues to evolve and adapt to new challenges. Internationalisation also 
involves the development of a meaningful sense of global citizenship.

To summarise, internationalisation, as interpreted in this paper, means university-wide involvement 
in a number of networks, research, joint projects, exchanges, professional development, curricular 
development, study abroad programmes and institutional partnerships. It can also be understood as 
a “university’s endeavours to reach out further afield to increase an institution’s influence, visibility, 
and/or market share on the international scene” (Denman, 2000:5).

DRIVERS OF INTERNATIONALISATION

There is a plethora of literature suggesting reasons for the growth in internationalisation worldwide 
and evidence suggesting that the rationales that drive the process vary from region to region, country 
to country or even between institutions (Knight, 2008). Although Knight (2008) argues that no 
single rationale stands out as the most important for internationalisation, literature does suggest that 
two of the main reasons are ascribed to globalisation and the knowledge economy. Globalisation, 
according to Jiang (2010), has “quickened the pace of internationalisation for higher education” by 
“opening up borders”. Similarly, the knowledge economy is a driving force of internationalisation 
in higher education. The knowledge economy presents as a “phenomenal increase in the amount of 
knowledge; the acceleration of the flow of knowledge on a global level and the considerable growth 
in knowledge-mediated industries and services” (Jiang, 2010:883).
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Other drivers of internationalisation from the literature include (i) advances in information and 
communication technologies which are closely linked with knowledge production and an international 
integration of products and markets; with high-level knowledge and skills providing significant 
competitive advantage; an increase in the number of people seeking to study outside of their home 
countries in order to secure future employment and a successful career, and the need for universities 
to establish links with the “outside world” (Jiang, 2010); (ii) international linkages sometimes emerge 
due to the transformation and restructuring of higher education in both home countries, a reduction 
in funding from the state, and a way to build capacity by exposing administrators, academic staff, 
students and curricula to international competition and best practice (Gillan, Damachis & McGuire, 
2003); (iii) a greater market need for higher education, particularly in countries with less developed 
higher education systems, the enrichment of teaching and research programs, political rationale 
related to issues of national security, academic rationale – improving quality and enrichment of 
higher education (Frolich, 2006), and the cultural/social rationale – related to the understanding 
of foreign cultures with the local culture and language of nations being preserved (Kreber, 2009); 
(iv) need for new sources of funding in higher education (economic rationale (Jowi, 2009; De Vita 
& Case, 2003; Shinn, Welch & Bagnall, 1999)) and because of the availability of technologies, 
the possibility of new modalities of learning and research (Enders, 2004); (v) increased national 
competitiveness within higher education (Oyewole, 2009; Frolich, 2006; Chan, 2004; Shinn et al., 
1999); (vi) increased mobility for students, faculty, programmes and providers and an integrated 
world economy (Dewey & Duff, 2009); (vi) the “marketisation discourse” within which education 
is treated as a commodity to be package and sold on open national and international markets by 
universities acting as enterprises (De Vita & Case, 2003); and (vii) the rationale that academic 
alliances enable students to gain international exposure and credentials, giving them a competitive 
edge in the employment market (Chan, 2004).

Irrespective of which factors promote the internationalisation of education, what is more important 
is that it takes place, to the benefit of all stakeholders in higher education. 

FACTORS PROMOTING SUCCESSFUL COLLABORATIONS

International partnerships and networks generally cover a range of activities, such as student 
exchanges, academic and administrative staff exchanges, research cooperation, researcher 
exchange, benchmarking, delivery of transnational education, joint bids for international projects, 
joint curriculum development, joint or double academic programmes, shadowing programmes, short 
course programmes, developmental projects in a third country and relationships with the private 
sector (De Wit, 2011). For these collaborations to be successful, researchers argue that there are 
specific critical factors that need to be present. 

Research conducted by Rudzki (1995) identified various factors critical to successful 
internationalisation efforts. In order of priority they are: favourable staff attitudes, having the active 
support of senior management, having staff with a specific international brief, having staff that 
are fluent in foreign languages, the availability of additional funds internally, having good partner 
institutions, having staff development focused on internationalisation, access to information on good 
practice, having staff experienced in teaching overseas and the ability of an institution to provide 
remission from teaching. Additional factors critical for success are provided by Chan (2004:38–39), 
including the need for partners to have a shared identity and a strong commitment to the same 
goals with their skills being “complementary” – in addition to similarities there should also be 
differences in expertise, the number of partners should be kept at a manageable level, there should 
be “project champions” with sufficient interest at the decentralised level, availability of critical 
resources such as time and money to realise the objectives and goals of the partnership, open and 
regular communication, commitment by senior project leaders, a need to have a strategic approach 
to plan, evaluate and ensure quality, the appointment of a deputy vice chancellor with specific 



Sustainable collaboration in higher education 15

responsibility for international activities, sufficient staff resources such as academic advisors, a clear 
financial policy in place for the allocation of international student fee income, an international office 
to integrate international activities and provide infrastructure, as well as a close working relationship 
between international partners. Furthermore, Qiang (2003) noted that internationalisation attempts 
will not be truly successful or sustainable unless they become fully integrated into all the activities 
and policies of the institution. A long list of “success factors for partnerships” is also provided by 
Kinser and Green (2009:16).

Because of the context of the research from which these aforementioned factors were derived, 
they can be viewed as applying to Western economies. But what about critical success factors in 
developing countries? The African Studies Centre at Michigan State University in 2009 published 
a checklist called “Best practices for international partnerships with higher education institutions 
in Africa”. This list included: clarity of goals, consortium linkages, understanding each other, 
providing internal funding (not relying solely on external funding), building for the long term (5–10 
years), broad support and ownership within the partner institutions, joint decision making, written 
agreements and transparency of funding (in De Wit, 2011:51). 

SOUTH AFRICA AND INTERNATIONALISATION 

Just as internationalisation has grown exponentially in the international arena, so too has this trend 
affected South Africa. This has taken place, despite the absence of any national policy measures 
(DHET, 2012). There are, however, various government policies promoting the need and rationale 
for internationalisation, such as the Education White Paper 3 (1997) and the National Plan for 
Higher Education (2001). When the higher education policy was formulated in 1997, it mentioned 
a few times that the new education system needed to be “internationally competitive” and that there 
should be a free flow of staff and students across international borders (Malaza, 2011). Despite 
the Department of Higher Education and Training (DHET) having a fully functioning department 
dealing with international matters, they have not yet drafted any specific guidelines or policies for 
higher education institutions. Some reasons for this are proposed: the main issue on the agenda 
of universities is still transformation, universities are largely seen as autonomous or perhaps 
the DHET specific branch has not yet prioritised this matter (Malaza, 2011). However, there is 
an urgent need for such documents and during 2011, the International Education Association of 
South Africa (IEASA), as an organisation representing the interests of those parties involved in the 
internationalisation of higher education in South Africa, called on government to deliver a National 
Policy on the Internationalisation of Higher Education in South Africa (IEASA, 2011b). This policy 
should provide specific objectives and strategies, and make provision for national programmes, 
administrative structures and the resources needed to implement such. In the absence of this 
framework, most universities in the country have simply taken it upon themselves to ensure the 
progression of internationalisation.

The most common internationalisation activities in South African universities include: foreign 
student support; international institutional agreements and contracts; partnership and external 
delivery of education; cross-border movements of students and staff, including international 
exchange programmes; international research collaboration; the offering of joint degrees by 
universities in different countries; the establishment of campuses by universities outside of their 
home countries; the growth of cross-border education through satellite learning; the establishment 
of online distance education, including online educational institutions; arrangements between 
countries for the mutual recognition of qualifications; the harmonisation of qualification systems; 
and the increasing inclusion of an international, intercultural and global dimension in the curriculum 
(DHET, 2012; Oyewole, 2009).
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In 1994, at the birth of democracy, there were already 12 557 international students studying in 
South Africa. In 1999, there was over a 100 per cent increase in international students, taking  
the total from 17 129 in 1998 to 34 770 or 6.27 per cent in 1999. By 2009, international numbers 
had grown to 60 586 or 7.26 per cent of the total student population of 838 000 (IEASA, 2011a). 
More recent figures show that in 2010, 66 113 foreign students were studying in South African 
universities. The vast majority (46 191 or 70 per cent) were from countries belonging to the 
Southern African Development Community (SADC); most of the remainder (11 130) were from 
other African countries. In addition, 3 653 came from Europe, 1 813 from Asia and 1 737 from North 
America. The remainder were from Australasia/Oceania, South America or were of unknown origin. 
In addition there were 6 000 foreign students in South African private higher education institutions 
(Malaza, 2011). According to the Department of Higher Education and Training (DHET) figures, 
about a quarter of international students are postgraduates. It seems that South Africa is becoming 
a study destination of choice, confirming the quality of the education provided by the universities 
within the country (IEASA, 2011a). In the latest OECD Education at a glance (OECD, 2011), South 
Africa ranks 11th in the world as a preferred destination for international students and is the only 
African country that features. Furthermore, South Africa has become the most popular place to study 
in Africa and is ranked 13th (up 12.4 per cent since 2008) as a preferred study destination for US 
students (IEASA, 2011a).

Jansen, McLellan and Greene (2008:390–391) lists five major rationales driving internationalisa-
tion in South Africa, and these include: (a) the continued need to distance the country from the 
isolation created by the apartheid legacy; (b) the pursuit of international competition, norms, 
standards and best practices; (c) human resource development and capacity building; (d) research, 
development and knowledge production; and (e) regional integration and development. Other drivers 
include: a need for South African citizens to be exposed to the new ideas of other countries and to 
become partners of global transformation (IEASA, 2011b); higher education having been identified 
as a critical element for investment in a world that values knowledge and is highly competitive 
(Oyewole, 2009); the need to build human resource capacity, promote the improvement of academic 
quality, and strengthen research capacity (Jowi, 2009) and knowledge production (Teferra & Knight, 
2008), and the need for institutional strengthening (Jowi, 2009). Knight (2003) adds that there is a 
need to build strategic alliances, boost commercial trade and for social and cultural development 
within South Africa. Currently though, a more direct ‘‘economic’’ rationale for internationalisation 
of higher education (Knight & De Wit, 1997:9–14) seems to be favoured by the South African 
government – a means to alleviate a cash-strapped economy. South Africa as a study destination is 
popular for a variety of reasons, such as English being the predominant language of instruction and 
it being a relatively inexpensive study destination (OECD, 2011).

In countries of the West, one of the most important benefits from internationalisation is the 
additional income for universities (Jiang, 2010), which is especially needed during the current 
economic crisis. This income is also of particular importance to universities due to reduced 
government spending on higher education (Kreber, 2009). This applies, to a lesser degree, to South 
Africa too. A further significant benefit is the development of human resource skills needed to 
function in the global environment (Marginson, 1999) and to solve global problems (Wihlborg, 
2009). Evidence shows that higher education has a positive impact on reducing poverty and building 
economies in sub-Saharan Africa (Oyewole, 2009). According to the recent Green Paper on Post-
school Education and Training (DHET, 2012), the internationalisation of higher education could 
be used strategically to foster and strengthen both economic and political relations between South 
Africa and other countries and the collaboration opens up opportunities for postgraduate students, 
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assisting to produce high-level academic and technical personnel. Furthermore, this paper argues 
that the internationalisation of higher education can be used as an opportunity to earn income by 
attracting foreign students to study in South Africa, in a similar way to universities in the USA, 
UK and Australia. Dunn and Nilan (2007) state that it is generally agreed that monies earned 
from activities related to internationalisation should be reinvested in the under-funded aspects of 
internationalisation. IEASA’s paper (IEASA, 2011b) arguing for the development of a new national 
policy on internationalisation also mentions the benefits of the strengthening of foreign policy 
initiatives, economic competitiveness, mutual and intercultural understanding and cooperation 
between nations, and the overall intellectual capital gained.

Because of the unique context of developing countries, such as South Africa, European models 
of internationalisation cannot simply be “imported”, as this would generate additional challenges 
for the higher education sector. Enders (2004:365) suggests that developing countries, during a 
time of national transformation and re-structuring (Moja & Cloete, 2001), face additional burdens, 
namely: “to support the further expansion and ‘nationalisation’ of their higher education system, 
to redefine its role and situation in the regional context, and to struggle with the impact of global 
forces confronting it, like the World Trade Organization (WTO) treatment of higher education in the 
framework of the General Agreement on Trade in Services (GATS) agreements”. GATS is among 
the World Trade Organization’s most important agreements. The accord, which came into force in 
January 1995, is the first and only set of multilateral rules covering international trade in services. 

Another challenge specific to the South African environment relates to universities being 
faced not only with the challenges of internationalisation, but also with those of “Africanizing” 
their purposes, functions and curricula (Oyewole, 2009:322). South Africa, on top of all the other 
challenges related to internationalisation, also has to ensure that implementation is done whilst 
honouring its development role and responsibilities within Africa (Dunn & Nilan, 2007:28). A 
further challenge, as argued by Canto and Hannah (2001) relates to “neocolonialism” – when the 
policies of industrialised countries deliberately try to maintain their domination by perpetuating 
colonial power.

Some recommendations and trends regarding South Africa and internationalisation will 
now be presented. The recent Green Paper on Post-Secondary Education and Training (DHET, 
2012) calls for the development of a national framework which would address broader national 
imperatives, but would also strengthen the existing international collaborative initiatives within the 
higher education system. Malaza (2011) suggests that international cooperation should increase in 
the areas of research and postgraduate studies to support the development and growth plans of 
South Africa. One of the trends is the increased request for joint and double degree programmes 
by international partners (Dell, 2012). According to a 2011 report, “Joint and double degree 
programmes in the global context”, produced by the Institute of International Education and Freie 
Universität Berlin, 95 per cent of nearly 250 respondents in 28 countries said they wanted to develop 
more joint and double degree programmes. According to Dorothy Stevens, assistant director of 
the postgraduate and international office at Stellenbosch University, joint degree offerings are a 
relatively new form of international education for South Africa that have highlighted the absence 
of adequate internationalisation policy instruments at both the institutional and national levels  
(Dell, 2012). 
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THE NETHERLANDS AND INTERNATIONALISATION 

The tradition of the Netherlands is looking over the border – centuries long and well known for their 
worldwide trading skills and their linguistic knowledge. Internationalisation of higher education 
in the Netherlands developed differently. After the Second World War, higher education was not 
yet international. Europe was busy with the reconstruction of its countries. Only a small number 
of students went abroad for the purposes of education. Most of them went to developing countries 
linked to the colonial powers like the UK, France and Germany (Adams & De Wit, 2010). In the 
1960s and 1970s there was a flow of students from developing countries to study in Europe, usually 
to countries with which they had cultural and linguistic ties. Over the last 20 years in the Netherlands 
and other European countries, internationalisation has become a core business. Higher education has 
moved from a selective number of student and staff exchanges to a more “moneymaking” business 
of student recruitment. Internationalisation has become a mass phenomenon (Brandenburg &  
De Wit, 2011).

The positive outcome of this development is the fact that internationalisation became more explicit 
and coordinated, increasing international curriculum developments, giving more attention to quality 
insurance and a growing international worldwide view. Beside all this and the positive impact, it 
also meant a denationalisation on several levels. The criticism of the European integration process, 
especially of sectors like society, economy and culture, also effected internationalisation in European 
higher education. Despite the Bologna Declaration (1999), there is a tendency back towards national 
interests. The rise of tuition fees in several European countries and the more stringent regulation in 
education are an example of that strong anti-Bologna accent. The more stringent approach towards 
immigration, also for students, will have a negative influence on the growing demand for the highly 
educated working force in Europe. Forecasts for the EU indicate that where the number of low 
skilled workers will decline in 2020 from 28 per cent (current figure) to 19 per cent, medium skilled 
workers will increase from 48 per cent to 50 per cent, and high skilled workers will increase from  
26 per cent to 31 per cent (De Wit, 2011:61). The competition for highly skilled manpower has 
become a strong pull factor for student circulation. The aging societies of Europe compete globally 
for top talent to fill the gaps in their knowledge economies. The increasing emphasis on economic 
rationales and competition does not mean that there are no different developments in Europe. 

As mentioned above, the Netherlands moved from a focus on aid via cooperation and exchange 
to a more competitive approach. A mixed policy with shifting emphasis is the result of competition, 
but with respect to international students and immigration (De Wit, 2011:64). The main purpose 
of internationalisation is the quality improvement of education and research, and in particular the 
preparation for the intercultural and international society in which students, teachers and graduates 
are expected to function (De Wit, 2011:20). The percentage of international students enrolled in the 
academic year 2006–2007 was 6.4 per cent. In comparison with Belgium’s 10.5 per cent, Germany’s 
11.3 per cent, Denmark’s nine per cent, Finland’s 3.3 per cent and Sweden’s 10.3 per cent it was 
still not high (Nuffic, 2009). The main country of origin in 2009–2010 was Germany with 42.5 per 
cent of all international students, followed by China with 10 per cent, Belgium (five per cent), Spain  
(3.9 per cent) and France (3.7 per cent) (Nuffic, 2009).

As in most countries, higher education can be divided into research universities and universities 
of applied sciences. Universities of applied sciences are a young sector. There is no tradition of 
research and they are more practical and professionally orientated. The professional orientation 
is more local and it could explain the backlog in internationalisation (De Wit, 2011). The small 
and medium-sized enterprises (SME) sector, where a lot of graduates of universities of applied 
sciences find employment, is not equipped for the worldwide knowledge economy. SMEs are not 
ready for international orientation and investments. There is an insufficient knowledge of countries 
and markets, and inadequate linguistic skills (Hanzeconnect, 2008). Besides knowledge of foreign 
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languages and some soft skills like teamwork and communication, sector specific traineeships are 
very important for competing in the globalising world. 

Some recommendations and trends regarding Dutch universities of applied sciences are 
very active on international cooperation; however, regarding research, master programmes and 
professionalisation of teachers, universities of applied sciences lag behind. Such universities should 
concentrate on teacher’s quality, internationalisation of the curriculum, international traineeships, 
virtual mobility, international minors and international applied research (De Wit, 2011). One of the 
trends in Dutch higher education is the increase of English-taught programmes on bachelor and 
master’s level. The attractiveness of Dutch education is growing because of that development, and 
the fact that every Dutch person speaks and understands English is a pull factor. The Dutch education 
system and its degrees are little known internationally, which affects the immediate appeal of the 
Dutch system to potential enrolments and which sometimes causes an incorrect assessment of the 
value of Dutch degrees on the international labour market (Piket, 1991:430).

COLLABORATION & SUSTAINABILITY: CPUT AND FONTYS

This section of the paper will discuss the history of the collaboration between CPUT and Fontys 
and will provide a critical analysis of the enablers and detractors regarding the establishment of a 
successful sustainable partnership. 

Academic Mobility

In 2010, the partnership between CPUT and Fontys was suboptimal, with student mobility not being 
reciprocal. This one-way situation was mainly because of the financial differences between the two 
countries. Dutch students went abroad, but no students from CPUT were able to go to Fontys. 

In January 2011, the partnership was revitalised during a face-to-face meeting in October 2011 
at Fontys University in Eindhoven. The outcome of this meeting was a common perception about 
and vision for the collaboration, namely that it should be reciprocal with similar goals and that there 
should be consensus concerning the way to proceed. Some creative brainstorming was required 
in order to find a solution to the non-reciprocity of the exchange. The solution was for the Dutch 
students, who normally paid for their accommodation abroad, to be willing to pay a monthly fee equal 
to the accommodation fee in order to support the South African students’ stay in the Netherlands. 

Individuals Collaborating 

Until now the various types of collaborative activities have been started through the initiatives of 
two people. This could be construed as a major weak spot within our collaboration as sustainability 
is threatened – if one of the initiators “disappears”, the whole partnership could be in jeopardy. 
The formalisation and installation of a project team on faculty level is the main goal to change 
this situation. It is envisaged that this project team will initiate and coordinate the innovative 
developments in future. It is suggested that each university should participate with a minimum of 
two members to guarantee continued cooperation. Every year or two the project team(s) should meet 
face-to-face to evaluate and innovate. Involving a new partner into this collaboration is one of the 
goals. The creation of an alliance of universities with common perceptions, intentions and the same 
drive for implementation, not just talk.

Table 1 on the next page is an attempt to critically analyse the partnership of CPUT and Fontys 
in terms of factors that are necessary to ensure successful sustainable collaboration. Refer to 
the key for an explanation of the symbols. There are a number of critical success factors which 
both CPUT and Fontys show strength in, but there are also factors which are only indicated as 
“satisfactory” or “+”. The factors or characteristics of successful sustainable collaboration which are 
indicated in grey shading with a “–” symbol are areas which still remain as challenges and are areas  
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for development. Two key areas for development by both institutions are taking a more strategic 
approach to internationalisation and fully integrating internationalisation into all the activities and 
policies of the institution.

Table 1: Analysis of CPUT and Fontys – critical success factors for sustainable collaboration

SUCCESS FACTORS FOR SUSTAINABLE COLLABORATION CPUT FONTYS
Clarity of goals ++ ++
Consortium linkages + +
Mutual understanding ++ ++
Providing internal funding + –
Building for the long term (5–10 years) + +
Broad support and ownership within the partner institutions ++ ++
Joint decision making, written agreements + +
Transparency of funding (unfavourable staff attitudes) + +
Having the active support of senior management ++ ++
Having staff with a specific international brief ++ ++
Having staff that are fluent in foreign languages – +
Availability of additional funds internally + +
Having good partner institutions ++ ++
Having staff development focused on internationalisation – +
Access to information on good practice + +
Having staff experienced in teaching overseas + +
The ability of an institution to provide remission from teaching + +
Partners having a shared identity and a strong commitment to the same goals 
“complementarily” 

++ ++

Keeping the number of partners at a manageable level ++ +
Having “project champions” with sufficient interest at the decentralised level + +
Open and regular communication and commitment by senior project leaders + ++
A strategic approach to plan, evaluate and ensure quality – –
The appointment of a deputy vice chancellor with specific responsibility for 
international activities

++ +

Sufficient staff resources, such as academic advisors – +
Clear financial policy in place for the allocation of international student fee income – +
International office to integrate international activities and provide infrastructure + -
Internationalisation attempts that are fully integrated into all the activities and policies 
of the institution 

– –

Key: “++” = areas of strength, “+” = satisfactory, “–” = areas of development

Enabling Factors

The collaboration between CPUT and Fontys is based primarily on mutual trust, respect, vision 
and a commitment to work together and find creative solutions. We have started to develop a joint 
double degree programme, but also other types of cooperation such as connecting different faculties 
with each other and the possibility of a tripartite project between Africa, Europe and Asia. The more 
links, the tighter and stronger the partnership. At this moment, besides the double degree programme, 
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we have well-functioning student and staff exchanges. Developing joint research projects as well as 
other projects, such as online collaboration between staff and students, will be the next steps. 

One of the critical components of any successful collaborative partnership is flexibility. Two 
universities from two different countries on two different continents and with different educational 
expertise, experience unique and context-specific challenges. The cooperation is in the early stages 
of development with all the uncertainties inherent in such a new situation, and the individuals 
involved need to be flexible in terms of problem solving, accommodating the unique needs of each 
partner institution and changing strategic direction when necessary. Any collaboration will only be 
successful when there is a given mandate for collaboration. Collaboration should start small and 
develop organically out of the first successful collaborative efforts to make it truly sustainable. 
Figure 1 below depicts a form of collaboration for sustainability.

Figure 1: Collaboration model for sustainability

Source: Sustainability model proposed by Bell and Cuypers (2012)

This model primarily depicts collaboration between two universities, but also allows for a tripartite 
alliance with a third, or more, partners. There are a number of external factors which impact and 
play a role in terms of the sustainability of such a collaboration, namely national quality assurance 
bodies, institutional policies as well as government policies. Any collaboration is usually driven 
by certain individuals, but this model proposes a team-based approach, with coordination at the 
faculty, rather than institutional level. In order to facilitate dialogue, engagement and strategy it is 
important for the project team to meet regularly, to be motivated and to have a shared vision. Some 
examples of collaboration may include staff and student exchanges, curriculum development, the 
joint designing and even delivery of short programmes, etc. Of the utmost importance for successful 
and sustainable collaboration is the need for a “common perception”, “common intention” as well 
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as “common action”. Common perception refers to both institutions gaining from the collaboration, 
having shared goals and reaching consensus on critical issues. Common intention refers to the 
partners having mutual trust and also a strong commitment to the sustainability of the partnership, 
and thirdly, common action refers to actions by the partners being innovative, adapative, formalised 
and having sufficient resources allocated to promote and sustain such collaboration.

CONCLUSION

Traditionally institutions of higher education establish their international linkage with a partner 
institution abroad via bilateral agreements, letters of intent and, as in our case, a memorandum 
of understanding (MOU). This agreement is an arrangement for educational cooperation between 
CPUT and Fontys. Collaboration must enhance global understanding. Partnerships and networks 
generally cover a range of activities like student exchanges, academic and administrative exchanges, 
research cooperation, researcher exchange, benchmarking, delivery of transnational education, joint 
bids for international projects, joint curriculum development, joint or double academic programmes, 
short course programmes and relationships with the private sector. 

In the case of the collaboration between CPUT and Fontys, there are two important limiting 
factors for a successful collaboration. The first one is a strategic approach to plan, evaluate and 
ensure quality. A strategic approach with a plan of action would be the guideline to develop a 
successful sustainable collaboration. The second one is the fact that internationalisation attempts 
are not fully integrated into all the activities and policies of the institution. Those two are the main 
limiting factors for the collaboration between CPUT and Fontys.

Creating a project group on faculty level would be a solution for a structured development for a 
sustainable collaboration. This way you can solve the main limiting obstacles. The project group 
should be represented by a minimum of two members from every institute. In this way one can 
avoid the weaknesses of a bilateral collaboration. A broader basis also makes the collaboration much 
stronger. Fontys has to structure the independent institutes into different domains such as business 
studies, engineering and ICT studies, education, language and social studies, and art and creative 
studies. This division is already the case in Fontys University of Applied Sciences. The installation 
of a project group will be between the Faculty of Business Administration and Fontys International 
Business School (IBMS, IBE, IM, FFM and IBC). The project group should meet with each other 
on a regular basis. The project leaders are responsible for the total project. 
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ADDENDUM A

 
THE CAPE PENINSULA UNIVERSITY OF TECHNOLOGY (CPUT)

The history of the university goes back to 1920 when the foundation stone of the Longmarket Street 
building of the then Cape Technical College was laid in Cape Town. In 1962 the Peninsula Technical 
College was established to cater for the steady growth in the number of coloured apprentices in a 
variety of trades. After the promulgation of the Technikons Act in 1976, these colleges could offer 
tertiary education in selected fields of study. During 1979, both colleges were legally established as 
technikons: Peninsula Technikon in Bellville and Cape Technikon in Cape Town. The infrastructure 
of the two institutions grew dramatically over the following years, incorporating, among others, 
the development of new campuses in Bellville and Cape Town and the acquisition of the Granger 
Bay campus. In 1993, the Technikons Act was promulgated, empowering technikons to offer 
degrees: bachelors, master’s and doctoral degrees in Technology. In 1997, the Peninsula Technikon 
restructured its academic programmes into the faculties of engineering, business and science. 
Likewise, the Cape Technikon launched its new organisational structure with six faculties, a new 
corporate identity and vision and mission in 1999 and 2000. In 2001, the Boland and Mowbray 
Education Colleges were incorporated into the Cape Technikon, forming the Faculty of Education at 
Wellington and Mowbray. In line with the envisaged new higher education landscape in South Africa, 
a merger between the Peninsula Technikon and the Cape Technikon was promulgated. In October 
2003 the minister approved the address and new name, Cape Peninsula University of Technology, 
and announced that the status of technikons would be changed to universities of technology. 
The executive interim management for the CPUT was appointed towards the end of 2004 and  
Prof. L. Vuyisa Mazwi-Tanga was appointed as the first vice-chancellor of the Cape Peninsula 
University of Technology in February 2006. 

The vision of CPUT is to be at the heart of technology education and innovation in Africa, and 
the following four aims comprise the mission: (1) we will build a university that is highly efficient, 
sustainable and environmentally conscious; (2) we will be known for the high quality of our teaching 
and learning and the relevance of our curriculum; (3) we will create a vibrant and well-resourced 
living and learning environment for our students, and (4) we will enhance and develop the quality 
and effectiveness of our research and knowledge production. 

The institution currently has six faculties: applied sciences, business, education and social sciences, 
engineering, health and wellness sciences, and informatics and design. The total student population 
as at July 2012, was 32 716, with an academic staff complement of 715. Since the formation of the 
newly merged institution (eight years ago), CPUT has made tremendous strides, such as:

 • an increase in the number of NRF-rated researchers, as well as improved research ratings. 
CPUT experienced more than a 50 per cent upsurge in research output in 2010 compared with 
its 2009 benchmark. The university now leads all other universities of technology in South 
Africa in terms of research output

 • the growth of research centres and units
 • the establishment of the directorate of technology transfer and industrial linkages
 • a steadily increasing number of Department of Higher Education and Training (DHET) 

accredited publications, which places CPUT at the top of the university of technology league 
tables

 • an increased number of postgraduate enrolments and degrees granted across all six faculties.

Other development areas are in the field of community engagement and work integrated learning. 
The Centre for Community Engagement and Work Integrated Learning was established as an 
institutional response to the 1991 Education White Paper on the transformation of higher education 
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which calls for all South African higher education institutions to demonstrate greater responsibility 
and commitment to the socioeconomic development of communities.  In line with this mandate, 
the centre seeks to strengthen CPUT’s partnerships with industry, private organisations and the 
community in order to create an environment for the application of knowledge and production 
of well-grounded and socially responsive graduates. CPUT defines community engagement as 
those activities and programmes offered by the institution which involve collaborative interaction 
with individuals, groups and organisations external to CPUT at the local, regional, national and 
international levels to achieve economic and social objectives using engaged teaching and learning 
initiatives, volunteerism, research and various forms of work-integrated learning, such as service 
learning and cooperative education. In an attempt to implement the above definition, the centre 
integrates the following three units:

 • Cooperative Education, which is responsible for nurturing industry partnerships that result in 
student work place learning

 • Service Learning, that drives the integration of community engagement with teaching, learning 
and research 

 • Civic Engagement, that coordinates volunteer and outreach programs

In terms of internationalisation, CPUT seeks to encourage cultural and research collaboration which 
is facilitated through joint international partnerships and programmes with like-minded international 
universities. To drive the internationalisation agenda forward, CPUT has a deputy vice-chancellor 
for research, technology innovation and partnerships, as well as a director of international affairs. 
In addition, at least one person in each faculty has the responsibility for internationalisation and 
recently a forum consisting of all the relevant stakeholders at the university was established. The 
aim of this forum is to drive internationalisation abroad and at home, as well as the sharing of best 
practice. 

FONTYS UNIVERSITY OF APPLIED SCIENCES (Fontys)

Fontys University is the result of a big merger in1992 of several education institutions in the southern 
part of the Netherlands. In 1996 the university got the name Fontys Hogescholen (Fontys University 
of Applied Sciences). Fontys has campuses in Tilburg, Eindhoven, Venlo and Sittard. The main 
campus is in Eindhoven. 

With its 40 000 students, 4 000 members of staff and a range of courses covering almost every 
sector, Fontys University of Applied Sciences is one of the largest institutions for higher education 
in the Netherlands. The 31 schools teach approximately 91 bachelor courses in the variants full-
time, part-time, sandwich and in-service. In addition, 31 master variants are available, as well as 
10 associate degrees. Of these, 17 courses are offered in English. Of the total of 57 minors, 16 are 
taught in English and one in German. 

Several institutes also have English bachelor programmes. Fontys International Business School 
(Venlo) has four English-taught Bachelor programmes, namely: Food and Flower Management, 
International Business and Management Studies, International Marketing and International Business 
Economics. In Eindhoven there are three English-taught bachelor programmes: Engineering, ICT, 
and International Business and Management Studies. Besides full bachelor programmes, there are 
also English-taught semester programmes. In terms of research, Fontys has 36 professorships in 
several disciplines, including special education, trend watching, cradle to cradle and Brainport. 
These professorships are the connection between industry, higher education and students in the field 
of knowledge and research. 

Fontys aims to be an institute where students and staff can grow through attention and academic 
encouragement. By challenging students to discover and develop their talents and also creating a 
supportive learning environment for students and staff, Fontys hopes to achieve its goals. Quality of 
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education is one of the key issues in the vision of the board of directors. The fact that Fontys is an 
applied science university means that connections and interaction with the industry are essential for 
quality and effectiveness in knowledge and research. 

Furthermore, internationalisation is one of the main pillars of the central policy but there is no 
specific strategy. The three goals are:

 • enrichment of the curriculum
 • international and intercultural competences for students
 • inspiring staff for internationalisation.

Even though internationalisation is a very important pillar in the central policy, there is no 
central strategy. In line with the above-mentioned three goals, the various Fontys institutes try to 
internationalise their curriculum (internationalisation at home). They are also working together 
on several committees to develop a strategy and plan to reach the three final goals. Sustainable 
partnerships and networks are the way to this success. Student exchanges, academic exchanges, 
research cooperation, researcher exchange, benchmarking, delivery of transnational education, joint 
bids for international projects, joint curriculum development, joint or double academic programme, 
short course programmes and relationships with the private sector are all instruments for gaining 
international and intercultural competencies.
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ABSTRACT

Studies show significant correlation between job motivation and job performance in many 
industries. Such studies are, however, scanty to the Nigerian newspaper industry. Motivation 
embodies the factors which propel employees to attain high job performance. Since job 
motivation is instrumental to job performance, literature suggests that its inadequacy could 
cause low job performance. This is cause for concern, given the importance of job performance 
in the newspaper industry. Therefore, this study examined job motivation as a correlate of job 
performance among newspaper workers in Nigeria. The survey method was adopted while 
questionnaires were used to collect data. The respondents were selected through a combination of 
stratified and quota sampling techniques. The data were analysed with descriptive and inferential 
statistics. Hypotheses were tested at 0.5 per cent level of significance. The study found that there 
was low job motivation among the workers; there was high job performance among them; and 
job motivation was not a significant correlate of job performance. This suggests that the workers 
maintain high job performance despite their low job motivation. The study recommends that 
employers in the newspaper industry should address ways of increasing job motivation in order to 
avoid industrial rancor and unethical practice. Future studies should attempt a comparative study 
of job motivation and job performance among Nigerian newspaper workers and those of some 
other African countries.
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INTRODUCTION

Motivation is the embodiment of various factors such as good wages, fringe benefits, job security, 
opportunity for growth, good promotion policy, functional retirement benefits, profit sharing 
schemes, training and development, effective industrial relations, recruitment and selection policy, 
etc. which drive or propel workers to work happily and satisfactorily. The presence of motivational 
factors tends to make employees work harder, thus Baba Gana and Bababe (2011) note that high job 
motivation among employees leads to high job performance. 

Though motivation is a key factor in the work place, there is no clear evidence of its presence 
among newspaper workers in Nigeria (Mbam, 2006). Contrarily, Wilson and Gapsiso (2009) 
and Mojaye (2006) observe separately that Nigerian journalists are motivated. The actual state 
of  Nigerian newspaper workers’ job motivation and its influence on job performance is unclear.  
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This study thus seeks to find out how job motivation correlates with job performance among 
newspaper workers in Nigeria.

The study hopes to provide empirical evidence on job motivation and the relationship between 
this and job performance among newspaper workers in Nigeria. This work covers all the general 
interest national newspapers in Nigeria. It could therefore serve as reliable source of data on the 
issues covered in this study. The management of newspaper houses will be able to gain access to 
empirical evidence on job motivation and job performance among newspaper workers in Nigeria. 
This may be useful to them in policy formulation and implementation. Newspaper proprietors and 
newspaper managers, communication scholars and students will also benefit from the study. 

This study will contribute to the existing body of knowledge in the following areas: the study will 
reveal for the first time the level of job motivation and job performance, and the type of correlation 
between job motivation and job performance among newspaper workers in Nigeria. 

Statement of the Problem 

Motivation is a significant factor which enhances job performance. However, media scholars such 
as Enahoro (2002), Dipo (2006) and Ikelegbe (2007) argue that job motivation and job performance 
among Nigerian newspaper workers are low. This scenario tends to deviate negatively from the 
conventional global expectation. Motivation is a cornerstone in the industrial setting. Job motivation 
could produce higher job performance among the workers and lack of it among the Nigerian 
newspaper workers could affect their job performance negatively. This may not be a healthy 
situation, considering the role of the newspaper industry in a nation’s life. There is also a lacuna 
as previous researchers have not addressed the level of job motivation among all categories of 
newspaper workers in Nigeria holistically. The following research hypotheses will therefore guide 
the study.

Objectives

The overall purpose of this study is to determine: 
i. the level of job motivation among newspaper workers in Nigeria 
ii. if job performance among newspaper workers in Nigeria is high 
iii. if job motivation is a significant correlate of job performance among newspaper  
 workers in Nigeria.

Hypotheses

The following null hypotheses will be tested for the study:
i. There is no high job motivation among newspaper workers in Nigeria.
ii. There is no high job performance among newspaper workers in Nigeria.
iii. Job motivation is not a significant correlate of job performance among newspaper  
 workers in Nigeria.

Theoretical Framework. 

The study is hinged on the Theory of Hygiene Factors and Motivators and Campbell’s Perspective 
of Job Performance. The Hygiene Factors and Motivators theory was propounded by Dr Fredrick 
Herzberg in 1959. Hertzberg’s major interest was to answer the questions of what constitutes “job 
satisfaction” and what actually motivates the worker to want to work harder. He therefore engaged 
in a tedious study of workers and finally developed this theory. He identified hygiene factors and 
motivators as responsible for employees’ job motivation and job performance. He explained that 
hygiene factors included pay, working conditions and environment, pension funds and fringe 
benefits, promotion policy, profit sharing schemes, training and development, effective industrial 
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relations, recruitment and selection policy, among others. He emphasised that the presence and 
adequacy of these factors were fundamental to employees’ optimum job motivation, job performance 
and productivity. Their absence would lead to workers’ job dissatisfaction and lack of motivation. 
Such a situation would invariably have a negative effect on effect job performance. According 
to Gawel (1997), motivators are elements that enrich a person’s job; Herzberg found five factors 
in particular that were strong determinant of job satisfaction: achievement, recognition, the work 
itself, responsibility and advancement. These motivators (satisfiers) are associated with long-term 
positive effects in job performance, while the hygiene factors (dissatisfiers) consistently produce 
only short-term changes in job attitudes and performance, which can quickly return to their previous 
level. Along similar lines, Jishi (2009), who did extensive review on the work of Herzberg, explains 
that “motivators” are factors that have to be present if there is to be job satisfaction and motivation 
among the workers.

 Campbell’s Perspective of Job Performance

Campbell (1990) propounds a perspective that has come to be known as Campbell’s Perspective of 
Job Performance. The perspective explains the determinants of job performance as well as what job 
performance entails. He describes the job performance determinants as (1) declarative knowledge, 
(2) procedural knowledge and skills, and (3) motivation. According to the perspective, declarative 
knowledge includes knowledge about facts, principles, goals and the self. It is assumed to be the 
person’s ability, personality, interest, education, training, experience and aptitude–treatment 
interaction. Procedural knowledge and skill include cognitive and psychomotor skill. Indicators 
of procedural knowledge and skill are also abilities, personality, interest, education, training, 
experience, aptitude–treatment interaction and practice. 

Motivation, according to the perspective, comprises choices to perform, level of effort, and 
perspective of effort. The Campbell’s Perspective does not make any specific assumption about 
indicators of motivation. 

The perspective proposes the following eight-factor model of performance: task specific 
behaviours which include those behaviors that an individual undertakes as part of a job; non-task 
specific behaviours, which are those behaviours which an individual is required to undertake which 
do not pertain only to a particular job; written and oral communication tasks, which refer to activities 
where the incumbent is evaluated, not on the content of a message necessarily, but on the adeptness 
with which he or she delivers the communication; an individual’s performance, which can also be 
assessed in terms of effort, either day to day, or when there are extraordinary circumstances. Effort 
indicates the level of people’s commitment to their job tasks; personal discipline; helping out groups 
and colleagues; supervisory or leadership component; and managerial tasks.

The major postulation of Campbell’s perspective is the ability of the individual to perform his task 
effectively in order to meet the goals of the organisation

The two theories are important to this study, since the study is concerned with the job motivation 
and job performance of newspaper workers in Nigeria. Drawing from the theories, the normal 
expectation would be that the presence of the hygiene factors and motivators will lead to job 
motivation and higher job performance. The theories are, therefore, adopted for this study.

LITERATURE REVIEW

Employers motivate their employees in order to get maximum job performance. Maximum job 
performance could subsequently lead to high productivity, which is the fundamental objective of 
the employer. Motivation is basically concerned with the presence of factors that can propel the 
employee to put in his maximum effort. Sinclair et al. (2005) explain that some of these factors 
include the condition of service, salaries and wages, prospect for upward mobility within the job, the 
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presence of good welfare packages such as good transfer arrangements, housing, medical care and 
effective organisation communication. But there remains the question of the relationship between 
job motivation and job performance. In essence, does a highly motivated staff member perform his 
or her task more effectively? Ololube (2004) explains that there is a strong relationship between 
job motivation and job performance. His view thus suggests that more motivated staff are likely 
to put in higher job performance which could lead to higher productivity. In essence, motivated 
and empowered employees who have a clear vision of importance of product quality will support 
a distinctive quality competence. This goes to show that the ability of many firms to achieve and 
maintain distinctive quality competencies is based on the motivation and competence of the workers. 
The motivation and vision of the employees can thus enable the firm to achieve its goal. 

Kadence (2006) explains that an individual’s performance is usually determined by the following 
factors: motivation (the desire to do the job), ability (the capability to do the job), and the work 
environment (the tools, materials and information needed to do the job). He explains further that 
if an employee lacks ability, the manager can provide training or replace the worker. If there is an 
environmental problem, the manager can also make adjustments to provide higher performance. 
But if motivation is the problem, the manager’s task is more challenging, thus he has to strive hard 
always to ensure that the employees are adequately motivated in order to perform effectively. 

Ubom and Joshua (2004) point out that when individuals perform their jobs effectively, a better 
result is yielded for the organisation. They note that mere job performance is quite distinct from 
effective job performance. What is actually required of the employee is effective job performance. 
Effective job performance leads to higher productivity. Campbell (1990) identifies three major 
determinants of job performance: declarative knowledge; procedural knowledge and skill; and 
motivation. Declarative knowledge refers to knowledge about fact, principles, objects, etc. 
Procedural knowledge and skill includes cognitive and perceptual abilities. Motivation refers to 
the combination of three behavioural choices – choice to expend effort, choice of level of effort to 
expend, and choice to persist in the expenditure of that level of effort. Motivation, therefore, is the 
reflection of the direction, intensity and persistence of volitional behaviours.

Job performance is the engine that drives productivity, but other factors such as motivation and 
skill lubricate the engine. Adeyemo (2000) explains that job performance is so important that it 
cannot be ignored in the industrial setting. The combination of behaviour and action brings about the 
desired results of the organisation. The organisation’s desired results are usually higher productivity 
and profitability. Job performance thus embeds skill, willingness to perform assigned tasks, putting 
in extra effort to achieve results, creativity and ingenuity. Once there is effective job performance, 
productivity is bound to rise and the organisation will benefit. Job performance therefore affects 
productivity. Low job performance is likely to lead to low productivity, which is bad for the health 
of any organisation.

Ifinedo (2003) maintains a similar view and explains that an organisation’s liveliness, whether 
public or private, comes from the motivation of its employees, although their abilities play just as 
crucial a role in determining their work performance through their motivation. Motivation and job 
performance thus play an important role in the realisation of the organisation’s goals. Ifinedo (2003) 
emphasises that a motivated worker is easy to spot by his ability, dedication, enthusiasm, focus, 
zeal, and general performance and contribution to organisational objectives and goals. Peretomode 
(1991) argues strongly along similar lines that high productivity is the dream of every organisation, 
and high productivity is a product of high performance. High performance, on the other hand, flows 
from high motivation. The process of the organisation’s success flows from good motivation of the 
workers. A highly motivated employee might also be dissatisfied with every aspect of his or her job. 
But this situation is not very common. Nevertheless, the bedrock of job performance is motivation. 
Peretomode (1991) therefore recommends that organisations should strive to provide sufficient and 
relevant motivators for their worker in order to bring out the best of employees’ performance. 
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Mojaye (2006) also argues that newspaper workers in Nigeria use the Internet significantly, thus 
their job performance has increased. He points out that the use of Internet, which is one of the latest 
information and communications technology (ICT) developments, has made newspaper publishing 
very easy and cheap in the country. Mojaye’s finding suggests that there is high job performance 
by newspaper workers in Nigeria. Atala and Umar (2006) explain that many newspaper workers in 
Nigeria have adopted ICT significantly in their task performance. They cite mobile phones, which 
make the work of the reporter very easy. Mobile phones ensure speedy appointment making, quick 
clarification, confirmation, reminders and interviews. They assert that Nigerian newspaper workers 
perform very highly in their jobs. 

Agba (2001) is of the opinion that many Nigerian newspaper workers lack the use of ICT, job 
motivation and job performance. Enahoro (2002) argues that job performance among newspaper 
workers is low despite the availability of the required tools. He adduced low job performance to the 
low job motivation among workers. 

Whawo (1993) suggests that the higher the prestige of the job, the greater the job satisfaction 
and job performance. Many workers, however, are satisfied in even the least prestigious jobs. Job 
satisfaction, which is a function of motivation, varies from individual to individual. A worker who 
has a higher level of job satisfaction is likely to put in higher performance in his task. Whawo 
thus shares the same view with Peretomode, Ifinedo and Ololube. Their main emphasis is on good 
motivation, which creates high performance and ultimately leads to higher productivity and the 
attainment of organisational objectives.

In a study of the relationship between job satisfaction and employees’ job performance, Ololube 
(2004) found a strong and significant relationship between job satisfaction and employees’ job 
performance. He explains that the relationship between motivation and job performance was more 
significant among more motivated staff. The above arguments suggest that motivation is a significant 
factor in employees’ job performance and no employer who wishes to succeed can ignore it. Adeyemo 
(2000) states that there is a strong correlation between job satisfaction and job performance, and that  
higher job performance could be caused by the nature of the job and the incentives attached. When 
there is high job satisfaction, workers tend to put in their best efffort. Closely related to the work of 
Adeyemo is that of Chowdhury (2007). He found a significant relationship between motivation and 
job performance and explains that good supervisors have a way of motivating employees to work 
harder. Once the workers are sufficiently motivated, performance will be enhanced. He recommends 
that emphasis be placed on motivating workers, because an adequately motivated workforce has the 
potential to perform efficiently.

However, the Marxist theory of alienation deviates from the above views. According to Cox 
(1998), this theory is concerned mainly with the effect of the use of technology on motivation and 
job performance and suggests that it could result in the alienation of workers from their work. The 
alienation comes in these dimensions: powerlessness, loss of meaning and a sense of isolation. 
The Marxist theory of alienation explains that in the past workers were masters of their trade and 
this provided adequate motivational factors. But with modern technology, intelligence and skill are 
built into machines, leaving workers performing routine and monotonous jobs with less motivation. 
Marx argues that since the factory belongs to the capitalist, the workers are not likely to identify 
with its products or its fortunes. Since workers do not benefit personally from their work because of 
poor pay and lack of other incentives, they become demotivated. As a result of limited or total lack 
of opportunity and the fear of losing their jobs, employees may still, however, maintain high job 
performance despite low job motivation. In this case, job motivation and job performance cannot be 
said to have a positive correlation.

Findings from Rode’s (2004) study on job satisfaction, motivation and productivity indicate 
that high job performance is a significant factor in higher productivity, while motivation is 
a prime prompter of high job performance. Rode (2004) explains that job satisfaction, which is 
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part of motivation, has a rather strong correlation to productivity. He adds that motivation and 
job performance are directly related to one another. He explains that there is no argument about 
the relationship between job motivation and job performance. The reason one takes up a job is 
simply because one has certain expectations to meet. The attainment of these expectations leads to 
motivation and subsequently gives rise to high job performance. 

The literature review indicates that job motivation is a significant factor which enhances job 
performance. The review therefore suggests significant correlation between job motivation and  
job performance among employees. 

METHODOLOGY

The survey method was used to gather data for the study. The study population consisted of the  
4 698 staff in the editorial, production, circulation, IT, marketing, and circulation and administration 
departments in 12 general interest national newspapers houses in Nigeria. These newspapers were 
The Guardian, Vanguard, ThisDay, The Punch, Nigerian Tribune, Daily Champion, The Sun, Daily 
Trust, Daily Independent, The Nation, Compass and Leadership. 

A sample size of 2 797 was selected through the multi-stage sampling procedure – relative 
proportional representation to stratified sampling technique and random sampling. 2 797 copies of 
the questionnaire were administered and 2 669 were returned, giving a return rate of 95.42 per cent. 
Sixteen copies were invalidated, making the final number 2 653 (94.85%).

The questionnaire consisted of two sections: section A, which contained 21 items, measured 
the level of job motivation among the workers. Section B contained 21 items and measured the 
level of job performance. The Likert scale was used for scoring –  strongly agree (SA), agree (A),  
disagree (D), and strongly disagree (SD). For positively worded items, the weightings were 4, 3, 2 
and 1, while negatively worded items were scored 1, 2, 3 and 4. 

In measuring the reliability of the research instrument, SPSS version 13.0 software was used and 
a cronbach alpha reliability of 0.89 was obtained, which indicated that the research instrument had 
a strong reliability. The face and content validity of the instrument were determined by five experts 
in the field of test and measurement. 

Hypothesis 1: “There is no high job motivation among newspaper workers in Nigeria”. Chi square 
was used to test this hypothesis and the result is presented in Table 1 below.

Table 1: Chi-square analysis of the level of motivation among newspaper workers in Nigeria

N Df Chi  
square 
calculated

Critical 
value

Remark

2 653 2 651 2.67 3.84 Ho is 
accepted

The results show x2 to be 2.67, while the table value is 3.84. The x2 of 2.67 is therefore less than 
x2 critical (3.84). Additionally, the N of the population is 2 653, while the degree of freedom (Df) 
is 2 651. Since x2 calculated (2.67) < x2 critical (3.84), the Ho which states that there is no high job 
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motivation among Nigerian newspaper workers is accepted, while the H1 is therefore rejected. The 
implication is that job motivation among newspaper workers in Nigeria is not high. 

The findings show that there is no high job motivation among newspaper workers in Nigeria. The 
findings agree with the hypothesis, thus the alternative hypothesis was rejected. The findings are line 
with the findings of Whawo (1993), Adeyemo (2000), Ololube (2004) and Chowdhury (2007), which 
postulate that the necessary motivational factors have to be available for workers to be adequately 
motivated. This implies that the necessary motivational factors are inadequate and thus incapable 
of inducing the required job motivation among newspaper workers in Nigeria. The findings fall in 
line with the findings of Rode (2004), Chowdbury (2007) and Jishi (2009), whose studies indicate 
that motivated workers are expected to be happy and love working in the organisation as well as 
maintain high self-esteem and a sense of recognition. Motivated workers are also expected to derive 
a high sense of achievement from working in the organisation. They maintain that there has to be 
good pay, a good retirement policy, a health scheme, and other incentives before job motivation 
can be raised high. The findings of this study which shows low job motivation among the workers 
is an indication that the ingredients which constitute employees’ job motivation are lacking in the 
Nigerian newspaper industry. Therefore, a conclusion could be drawn that there is no high job 
motivation among newspaper workers in Nigeria.

Hypothesis 2: “There is no high job performance among newspaper workers in Nigeria”. 
Chi square was used to test this hypothesis and the results are presented in Table 2 below.

Table 2: Chi-square analysis of the level of job performance among newspaper workers in Nigeria 

N Df Chi  
square 
calculated

Critical 
value

Remark

2 653 2 651 1 097.081 6.25 Ho is rejected

The results show x2 to be 1 097.081, while x2 critical is 6.25. In addition, the N of the population 
is 2 653 while the degree of freedom (Df) is 2 651. Since x2 calculated (1 097.081) > x2 critical 
(6.25), the Ho, which states that there is no high job performance among newspaper workers in 
Nigeria, is therefore rejected while the H1 is accepted. The finding thus implies that there is high job 
performance among the newspaper workers in Nigeria. 

The results, show that there is high job performance among the newspaper workers in Nigeria, 
which is an indication of the rejection of the null hypothesis and acceptance of the alternative 
hypothesis. This finding thus agrees with the findings of Atala and Umar (2006) and Mojaye (2006), 
who suggest that there is high job performance among newspaper workers in Nigeria. However, the 
findings deviate from views of Agba (2001) and Enahoro (2002), which state that job performance 
among Nigerian newspaper workers is not high. In a nutshell, there is high job performance among 
newspaper workers in Nigeria.
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Hypothesis 3: “There is no significant correlation between job motivation and job performance 
among newspaper workers in Nigeria”. In testing this hypothesis, correlation and regression analysis 
were used and the results presented in Table 3.

Table 3: Correlation and regression analysis of job motivation and job performance among newspaper 
 workers in Nigeria

R Std. error of 
the estimate

Mean square F

.462a .06443 .012 2.612

Predictors: (constant), job motivation. Dependent variable: job performance 

The results in Table 3 reveal a correlation output of .462 which shows that there is no significant 
relationship between job motivation and job performance among newspaper workers in Nigeria. 
The computed F (1, 2651) 2.612 < F critical (3.8415) at the five per cent level of significance. The 
null hypothesis, which states that there is no significant correlation between job motivation and job 
performance among newspaper workers in Nigeria, was accepted, while the alternative hypothesis 
was rejected. This suggests that job motivation does correlate significantly with job performance 
among newspaper works in Nigeria. 

The findings show that there is no significant correlation between job motivation and job 
performance among newspaper workers in Nigeria, thus the null hypothesis was rejected while the 
alternative hypothesis was accepted. The findings thus disagree with those of Whawo (1993), Bishay 
(1996), Ololube (2004), Adeyemo (2000), Rode (2004), Chowdhury (2007) and Jishi (2009), which 
indicated significant correlation between job motivation and job performance among employees. 
The finding however agrees with the Marxist theory of alienation which postulates that the workers 
may maintain high job performance amidst low job motivation because of the fear of losing their 
jobs. In such a situation, a positive relationship could not be said to exist between job motivation 
and job performance. The study thus shows that there is no significant correlation between job 
motivation and job performance among newspaper workers in Nigeria. 

LIMITATIONS OF THE STUDY

The researcher was aware of the fact that a holistic study of all the newspapers in the country, 
including state government-owned and specialised ones, would have been more comprehensive, 
but the category covered is usually of more concern in media studies. The study was thus limited 
to the general interest national newspapers. State government-owned, community and specialised 
newspapers were excluded from this study. Therefore, this study cannot be generalised beyond the 
nationally circulated general interest newspapers in the country. The researcher also took note of 
the shortcomings of the survey and the questionnaire used in the data gathering, especially with 
respect to providing answers that may not be totally accurate. The researcher thus guarded against 
extraneous variables that could interfere with the data gathering effort.

SUGGESTION FOR FUTURE STUDIES

The study recommends a comparative study of job motivation and job performance among Nigerian 
newspaper workers and those of some other African countries.

SUMMARY

The study sought to find out the correlation between job motivation and job performance, and the 
level of job motivation and job performance among newspaper workers in Nigeria. The following 
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findings were arrived at: there is no significant correlation between job motivation and job 
performance among Nigerian newspaper workers; job motivation among the employees is low; and 
job performance among the workers is high. 

CONCLUSION

Based on the findings, the conclusion can be drawn that there is no significant correlation between 
job motivation and job performance among newspaper workers, and that there is low job motivation 
among newspaper workers. Despite the employees’ low job motivation, the study found high job 
performance. The low job motivation therefore did not affect their job performance. 

RECOMMENDATIONS 

Based on the findings, the following recommendations can be made: newspaper management should 
increase the level of motivation among workers by providing the factors that enhance motivation. 
The findings indicate that newspaper employees in Nigeria are grossly ill-motivated in virtually 
all ramifications. Motivation is not a permanent factor. It fluctuates, depending on the availability 
and use of the appropriate ingredients of motivation. If management of the newspaper houses in 
Nigeria put the necessary measures in place, the employees’ motivation could rise. Arising from 
this consideration, newspaper owners and management should provide the necessary motivators 
for their workers in order to improve the workers’ motivation and consequently to attain high 
job performance. Though job performance may be high despite employees’ low job motivation, 
as the study indicates, it is not a healthy sign for the Nigerian newspaper industry. The workers 
may be displaying high job performance amid frustration because of the fear of losing their jobs, 
especially since the opportunity of getting other jobs is remote. In this situation, the possibility 
of unethical practices, especially accepting freebies, industrial sabotage and fraud, among others, 
cannot be ruled out. Such unethical practices may paint a negative picture of the entire Nigerian 
mass media. This is not good, considering the role of newspapers in national development and 
national policing through its role of watchdog and mirror of society. Additionally, the Nigerian 
newspaper industry cannot be adjudged to have attained its optimum growth and development when 
compared with other comparative economies and developed economies. This implies that there is 
still much room for growth and development. One way to ensure such growth is through high job 
performance which would lead to higher productivity. With higher job motivation, there would be 
better prospects for higher job performance, which could propel higher productivity and subsequent 
organisational expansion. The one major way that newspaper owners and management could make 
workers improve on their level of job performance is through adequate job motivation. 
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ABSTRACT

Black economic empowerment (BEE) programmes represent a government strategy aimed at a 
reduction in the economic and social disparities characterising the different racial groups in South 
Africa. BEE successes up to date are notable, but do not meet government expectations. This 
article explores the level of BEE in the tour operating subsector and proposes possible actions to 
address deficiencies in this regard. 

Data were obtained by emailing questionnaires to registered tour operators. The results were 
then scrutinised and evaluated by a panel of experts during a focus group discussion. Subsequently, 
recommendations were made, particularly with regard to the following:

 • Introducing a compulsory registration system for tourism entities
 • Establishing industry-focused training with flexible short course options on a part time basis
 • Investigating the creation of a special scorecard for small, medium and micro enterprises 

(SMMEs)
 • Implementing an inclusive model to stimulate business growth and entrepreneurship 

Key words: black economic empowerment (BEE), tour operators, BEE support and application

INTRODUCTION: HISTORICAL PERSPECTIVE

The South African government addressed the disparities in economic and social development in South 
Africa by instituting the Reconstruction and Development Programme (RDP) as a formal attempt 
to rebuild the country. One of the main objectives of the RDP was to de-racialise the ownership 
and control of business in South Africa. This programme endeavoured to put policies in place that 
would make it easier for black people to gain access to capital for business development. The state 
and parastatals had to provide capital to attain the black economic empowerment (BEE) objectives,  
while improving training and increasing participation in ownership (BEE Commission, 2001:1).  
By implementing BEE, the government strived to pull poor people into the mainstream economy  
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of South Africa in an attempt to make them benefit from the capitalist system. Jack (2007:8) cautions 
that if this is not achieved, it will create an ideal political opportunity for the masses to move away 
from capitalism.
The Black Economic Empowerment Commission was established in May 1998 under the auspices 
of the Black Business Council (BBC) with the following objectives in mind:

 • To engage in empirical research into the BEE process and report on the results of BEE during 
the 1990s

 • To determine obstacles that prevented black people from participating in a meaningful way in 
the economy

 • To develop a powerful case for an accelerated national BEE strategy
 • To make recommendations on policies and interventions that could guide the national BEE 

strategy
 • To develop benchmarks and guidelines that could monitor the implementation of the national 

BEE strategy

The BEE Commission (2001:1) states that there has been little change in the overall inequality 
and wealth distribution in South Africa, with the result that black people have remained in poverty 
and marginalised from ownership, control and management of economic activities in the country. 
According to this commission, black economic empowerment is sometimes seen as the development 
of a black capitalist class and focuses on BEE investment companies. This is a very narrow definition 
and addresses SMMEs and skills development in a secondary way. The result has been a limited 
inclusion of black people in the economy and the growth of the middle class poor. This is echoed by 
Edigheji (1999:6) by referring to the increase in asset base of emerging black entrepreneurs on the 
JSE that increased from less than one per cent in 1994 to nearly eight per cent in 1999. Although this 
is a significant increase in percentage terms, it remains small in terms of the total asset value of the 
JSE. The BEE Commission argues the following about BEE:

 • It is an integrated socioeconomic process.
 • It is structured within the context of the RDP.
 • It aims to transfer substantial and equitable ownership, management and control of South 

Africa’s financial and economic resources to the majority of its citizens.
 • It seeks broader participation by black people in the economy of the country to ensure sustainable 

development (Van Wyk, 2010:40–41).

The BEE Commission (2001: 5) further states that unemployment and poverty threaten the stability 
of the South African economy and to this extent the performance of government and the private 
sector interventions have not yielded sufficient job opportunities and redistribution of capital. This 
appears to be especially true in the tourism sector characterised by small family-size operations. The 
specific research objectives were:

 • to trace the progress made with BEE in the tourism industry
 • to determine the support for black economic empowerment that exists in the tour operating 

subsector of South Africa, both in principle and application
 • to ascertain to what extent tour operators apply BEE guidelines in their respective operations.

BEE PROGRESS IN THE TOURISM SECTOR

Some of the key findings published in 2003 in the South African tourism industry empowerment and 
transformation annual review (Mason, 2003:45) indicate that BEE is not a government-imposed 
cost on reluctant businesses, but that it offers clear advantages to businesses that can develop and 
implement a business-driven empowerment vision. Akinboade & Braimoh (2010:1) state that  
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South Africa has strived to grow the South African economy through international tourism whilst the 
Department of Environmental Affairs and Tourism has envisaged that many of the small, medium 
and micro enterprises benefitting from this tourism growth in South Africa will be black-owned 
businesses. Unfortunately there is little or no quantitative data available on empowerment in the 
tourism industry (Mason, 2003:45).

In order for the tourism BEE scorecard to be successfully implemented, a comprehensive strategy 
had to be deployed including: job creation, rural development, urban renewal, poverty alleviation, 
land ownership, specific measures to empower women, skills and management development, 
education, meaningful ownership and access to finance for the purpose of conducting business. 
The Cluster Consortium (Mason, 2003:47) noted that there were seven key BEE drivers in South 
Africa’s tourism industry that ranged along a continuum of predominantly social, to predominantly 
commercial. These drivers included the following:

 • Social responsibility
 • Social stability (crime free, stable, tourist friendly)
 • Stakeholder support
 • Government incentives
 • Cost cutting and efficiency
 • Product and market development
 • Quality of service

On 29 May 2005 the Minister of Environmental Affairs and Tourism, Marthinus van Schalkwyk, 
announced the launch of the Tourism Black Economic Empowerment Charter Council (Department 
of Environmental Affairs and Tourism (DEAT), 2005). This council focused on delivering the seven 
broad focus areas of the charter that consists of: ownership, strategic management, employment 
equity, skills development, preferential procurement, enterprise development and social development 
(DEAT, 2006). The Tourism BEE Charter Council has been tasked to drive transformation in tourism 
and to fulfill their mandate in order to:

 • facilitate the communication of the charter and scorecard
 • facilitate the certification by DTI of whose entities comply with the charter
 • facilitate the incentives available to tourism enterprises to comply and become certified
 • compile an annual report on the tourism sector progress
 • develop a framework and capacity for the implementation of the charter
 • facilitate the implementation off innovative programmes to fast-track transformation, and
 • advise the minister on BEE-related legislative and regulatory developments. 

METHODOLOGY

In order to generate information from tour operators in South Africa, South African Tourism was 
contacted to determine the universe of this target group. Unfortunately this body could not provide 
any accurate information on the size of the tour operating industry. This sector is deregulated to 
the extent that individual tour operators do not have to register with any industry governing body 
and starting a new operation can go undetected. The umbrella body for tour operators is known 
as the South African Tourism Services Association (SATSA) and their voluntary tour operator 
members numbered approximately 335 in 2010. The researchers compiled a tour operator database 
by collecting information from South African Tourism, SATSA and provincial tourism authority 
databases. There were many tour operators listed in these databases that no longer existed and a great 
deal of overlap occurred between databases. After duplicate names were discarded, the researchers 
contacted all tour operators on the new database by calling their telephone or fax numbers as well 
as contacting them by email. In this manner a database of 370 tour operators was compiled that 
compared favourably with the SATSA national database of 335 members. 
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During 2004, the researchers conducted a pilot survey among tour operators in South Africa and the 
outcomes of this study contributed to the design and compilation of the 2010/11 questionnaire. This 
questionnaire was utilised in conducting a survey, during December 2010 and February 2011, among 
tour operators. The researchers emailed the questionnaire to tour operators on the new database and 
a repeat email was sent to remind them of the closing date for submissions. Questions raised by 
the recipients were addressed via email as well as telephonic discussions, and a total of 845 emails 
were sent to the industry to gather primary information. Once the completed questionnaires were 
received from the industry, they were captured electronically as well as on hard copies printed and 
coded for reference purposes. All tour operators that did not respond after two weeks were contacted 
telephonically and encouraged to participate in the survey. Some hostility was experienced as some 
respondents refused to disclose their position on black economic empowerment and accused the 
researchers of sourcing information for the national government. 

A total number of 73 questionnaires were received and if expressed as a percentage of the new 
database (370 entries) of tour operators, a response rate of 20 per cent was achieved. According to 
a communication by Dr Norbert Haydam (2011), tourism research specialist at CPUT, a response 
rate of between four and five per cent is normally achieved in tourism surveys conducted in South 
African. The survey was followed by a focus group meeting conducted in Durban during the Tourism 
Indaba 2011. The experts invited to participate in the focus group discussions provided input in 
terms of the research methodology, findings and recommendations emanating from the study. The 
researchers opted for the hypothetic-deductive method to test the results of the null hypothesis for:

i. support for BEE in principle
ii. support for BEE in application
iii. correlation between size of the enterprise and BEE support (principle and application).

DISCUSSION OF RESEARCH RESULTS

The questions relating to black economic empowerment were divided into the segments of BEE 
status and support for BEE.

BEE Status

The BEE status of 49.3 per cent of tour operating businesses was unknown, while 18.3 per cent 
had a verified BEE status confirmed by an external body. A significant number of tour operators  
(32.4%) indicated that they had assessed themselves in terms of the BEE scorecard, but did not 
indicate the outcomes of these assessments (Table 1).

Table 1: BEE status of business

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid Self-assessed 23 31.5 32.4 32.4

Verified level 13 17.8 18.3 50.7

Unknown 35 47.9 49.3 100.0

Total 71 97.3 100.0

Missing System 2 2.7

Total 73 100.0
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BEE Support

The industry indicated support for BEE during the consultative process in compiling the BEE 
scorecard. The researchers attempted to determine to what extent this support reflected support for 
the principle of BEE as well as the application of BEE in their businesses, and the degree of support.

Support in Principle

The researchers attempted to gain information on the support for the principle of BEE among tour 
operators by providing them with three options to choose from: fully support, partly support and do 
not support.

Table 2: Degree of support for the principle of BEE

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid Fully support 15 20.5 22.1 22.1

Partly support 34 46.6 50.0 72.1

Do not support 19 26.0 27.9 100.0

Total 68 93.2 100.0

Missing System 5 6.8

Total 73 100.0

The respondents indicated that 72.1 per cent of them supported BEE in principle consisting of  
22.1 per cent that fully supported and 50 per cent that partly support BEE in principle. A total  
of 27.9 per cent indicated that they did not support BEE in principle.

Support by Applying BEE

When the respondents were asked on the application of BEE, the percentage for applying it in full or 
partly was 61.8 per cent whilst 38.2 per cent indicated that they did not apply BEE in their businesses. 
The difference between the support for BEE in principle and the support in the application of BEE 
in their businesses is evident in tables 1 and 2. 
The percentage of tour operators that did not support BEE in principle was depicted as 27.9 per cent 
(Table 2) whilst the percentage of tour operators that did not support BEE in the application thereof 
rose to 38.2 per cent (Table 3).

Table 3: Degree of application of BEE

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid Fully apply 11 15.1 16.2 16.2

Partly apply 31 42.5 45.6 61.8

Do not apply 26 35.6 38.2 100.0

Total 68 93.2 100.0

Missing System 5 6.8

Total 73 100.0
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The challenge would be to assist tour operators in applying BEE on a broader scale and to improve the 
integration of business operations and product development in a way conducive for business growth 
and BEE advancement at the same time. The researchers further segmented the BEE questions into 
those reflecting BEE application in business characteristics as well as in business operations.

a) In terms of turnover generated from doing business with previously disadvantaged individuals 
 (PDIs), 56.9 per cent of respondents indicated that zero percent of their turnover was   
 generated in this way. At the same time 15.7 per cent of tour operators indicated that  
 they generated between one and five per cent of their turnover in this manner, with a further   
 9.8  per cent of respondents indicating that this percentage ranged between 15 and 20 per cent.  
 A further 9.8 per cent indicated that 50 per cent of their turnover was generated by doing 
 business with PDIs.

b) In terms of the percentage of clients that were black, 44.2 per cent of respondents indicated   
 that they had no black clients, whilst 25 per cent indicated that between one and two per cent   
 of their clients were black. 

c) In terms of the percentage of management staff that were PDIs, 64.7 per cent indicated that   
 they had zero PDIs as part of the management team (Table 4).

Table 4: Percentage of management that were PDIs

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid .00 33 45.2 64.7 64.7

1.00 2 2.7 3.9 68.6

20.00 2 2.7 3.9 72.5

25.00 3 4.1 5.9 78.4

30.00 2 2.7 3.9 82.4

50.00 2 2.7 3.9 86.3

60.00 2 2.7 3.9 90.2

70.00 1 1.4 2.0 92.2

100.00 4 5.5 7.8 100.0

Total 51 69.9 100.0

Missing System 22 30.1

Total 73 100.0

d) The ownership of tour operating enterprises yielded a response of 77.6 per cent of owners that  
 were not PDIs whilst 14.3 per cent indicated that they were 100 per cent owned by PDIs  
 (Table 5). 



44 Journal of Business and Management Dynamics (JBMD)

Table 5: Percentage of business ownership by PDIs

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid .00 38 52.1 77.6 77.6

1.00 1 1.4 2.0 79.6

30.00 1 1.4 2.0 81.6

50.00 1 1.4 2.0 83.7

59.00 1 1.4 2.0 85.7

100.00 7 9.6 14.3 100.0

Total 49 67.1 100.0

Missing System 24 32.9

Total 73 100.0

e) The responses on the percentage of turnover that was invested in local communities indicated 
 that 45.1 per cent of respondents made no investments in local communities. At the same 
  time 23.5 per cent of respondents indicated that between one and five per cent of turnover 
 was invested in local communities. There were enterprises that indicated higher percentages 
 and 15.7 per cent of respondents indicated that 10 per cent of turnover was invested in  
 local communities whilst 5.9 per cent indicated that 20 per cent of turnover was invested in  
 this manner. During the focus group meeting, the high percentages of turnover invested in  
 local communities were clarified by the interpretation of the term “investment”, as it was  
 interpreted as all involvement in local communities by tour operators. These included  
 contributions to community projects as well as procuring of goods and services from local 
 communities (including local employment).
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Figure 1: Percentage of products consisting of PDI products/services

f) In terms of procurement and the percentage devoted to PDIs, respondents indicated that 
 40.8 per cent of them made no procurement from PDIs, whilst 14.3 per cent allocated five per 
 cent of their procurement to PDIs and 12.2 per cent indicated a PDI procurement figure of  
 20 per cent. There was also a segment of the respondents that indicated higher procurement
 figures from PDIs and 10.2 per cent indicated that they procured between 30 and 35 per cent   
 from PDIs whilst eight per cent indicated a figure of between 50 and 80 per cent procurement  
 from PDIs.
 
g)  Tour operators were also asked to indicate what percentage of their product mix consisted of  
  products obtained from PDIs (Table 1). Respondents indicated that 29.4 per cent of them 
 had no products of this nature and 13.7 per cent indicated that five per cent of their products 
 was sourced from PDIs. The researchers noticed a declining percentage of respondents as the 
 level of PDI product inclusion increased. To this extent 17.6 per cent of respondents indicated 
 that 10 per cent of their products were PDI products, 7.8 per cent indicated that 15 per cent 
 apply to them, whilst 9.8 per cent indicated a 20 per cent PDI product component and  
 7.8 per cent a 30 per cent PDI component. 
  During the focus group discussions, it became clear that tour operators were often not aware  
 of the BEE status of their suppliers, clients and investors. Many tour operators also did not know 
 how to incorporate using SAA as their air transport supplier, in the BEE scoring process. 
 The same uncertainty applied to other international and large corporate companies in terms of  
 their BEE status being unknown to the tour operators. 

h)  In terms of training budgets being devoted to PDI training, 79.2 per cent of respondents   
 indicated that they devoted no training funding to PDIs. 
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i) Staff composition reflectd that 46.2 per cent of respondents did not employ PDIs whilst 
 5.8 per cent employed 25 PDIs in their total workforce. 9.6 per cent of respondents reflected 
 employment figures of 100 per cent PDIs employed, 7.7 per cent employed 80 per cent PDIs 
 and 7.7 per cent employed 50 per cent PDIs in their enterprises (Table 6).

Table 6: Percentage of staff that were PDIs

Frequency Per cent Valid per cent
Cumulative  

per cent

Valid .00 24 32.9 46.2 46.2

1.00 1 1.4 1.9 48.1

3.00 1 1.4 1.9 50.0

10.00 1 1.4 1.9 51.9

15.00 1 1.4 1.9 53.8

20.00 1 1.4 1.9 55.8

25.00 3 4.1 5.8 61.5

27.70 1 1.4 1.9 63.5

30.00 3 4.1 5.8 69.2

50.00 4 5.5 7.7 76.9

70.00 2 2.7 3.8 80.8

80.00 4 5.5 7.7 88.5

85.00 1 1.4 1.9 90.4

100.00 5 6.8 9.6 100.0

Total 52 71.2 100.0

Missing System 21 28.8

Total 73 100.0

RECOMMENDATIONS

The number of tour operators supporting BEE is relatively small. This is partly attributable to the 
smallness of tour operating companies, many of which are one-man operations or small family 
concerns. The responses from tour operators nevertheless suggest that there are some negative 
sentiments regarding BEE, which may affect support levels. Among the tour operators supporting 
BEE, there also appears to be a lack of knowledge regarding suppliers who are BEE compliant. 
From a research perspective, the lack of a proper database of tour operators represents a big problem, 
while the costs involved in measuring and verifying BEE status is a challenge. The following 
recommendations are therefore made:

 • That a central database of tourism enterprises be compiled
 • That the verified BEE status of all tourism enterprises be included in this national database
 • That information about BEE compliant suppliers be made available to tour operators

The researchers are pleased that the recommendation of a central database for tourism enterprises 
is now being considered by the national minister for tourism for inclusion in the new Tourism Bill.
With regard to training requirements, respondents were clear on the provision of appropriate training 
and skills development in the tourism industry. In order for staff to remain actively employed 
by tour operators, respondents indicated part-time studies as their preferred form of tuition. It 
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is recommended that diplomas and short courses be compiled consisting of the following three  
focus areas:

 • Product knowledge 
 • Business acumen
 • Communication skills 

These courses should be made available through distance tuition or residential tuition and offer 
students flexibility to remain employed and to study at the same time.

The need also exists for an inclusive model that seeks to encourage business growth and at the 
same time lends itself to expanding the implementation of the BEE objectives in South Africa. This 
model should be based on sound business growth principles that will enable growth and therefore 
opportunities to expand BEE. The inability of small, white owned/operated enterprises, consisting 
of one or two employees, to comply with BEE targets on ownership, management and employment 
equity and skills development, needs to be addressed. It is recommended that:

 • further study investigates the formulation of a special scorecard for SMMEs, and
 • that this scorecard consist of variables that SMMEs can control in terms of BEE targets.

With the emerging black middle class, opportunities are developing for increased domestic travel 
that includes traditional travel needs as well as those specific to the black middle class. These 
include culture specific events, facilities, travel patterns, etc. The best rate of success for business 
development is shown by investing in existing businesses with proven business models and track 
records. These businesses should be encouraged to participate and expand the tourism offerings that 
will expedite BEE. It is therefore recommended that:

 • special government interventions be designed to support these ventures that have the potential 
for fast growth and expansive job creation 

 • a domestic tourism programme that encourages national and regional travel with appropriate 
products and services at affordable prices be implemented 

 • government invests in world class education and training at all levels of tourism to ensure a 
future labour force that can contribute to the delivery of exceptional tourism offerings

 • a comprehensive tourism business study be conducted on all the subsectors of the tourism sector 
to comprehend the complexity and diversity of the tourism sector.

An understanding of the ways in which business is conducted in each subsector will allow for 
focused interventions and more successful job creation and BEE results. The departure point for 
these studies should be the business functioning of subsectors. Thereafter political objectives can 
be obtained by focused interventions that will grow the overall business of tourism and thus create 
opportunity for black people to excel in tourism. 

CONCLUSION 

Tourism will function in a future environment that has been shaped by BEE and transformation. 
Significant progress has been made to date if compared to the state before 1994. This is evident in a 
report compiled by Moody (in Macdonald, 2008) on BEE in South Africa, in which the government’s 
BEE initiative has been credited for influencing mergers, acquisitions and private equity. This 
financial research and credit ratings company professes that completed BEE transactions over the 
last decade amounted to more than R200 billion, with transactions for 2007 alone totaling R96 
billion (Macdonald, 2008).

There were several major BEE share issues in 2009 and 2010, with an overwhelming response 
from black South Africans. MTN’s Zakhele black economic empowerment offer exceeded all 
expectations whilst SAB Miller’s offer was 1.7 times oversubscribed and raised approximately  
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R2.8 billion with more than 124 000 applications from previously disadvantaged communities (SA 
Good News, 2010:1). Research by the Human Science Research Council (HSRC) (SA Good News, 
2010:2) indicates that there has been significant growth in the black middle class of South Africa. 
The middle class constituted 8.8 per cent of the population in 1994 (approximately 3.5 million 
people) and this grew to 11.9 per cent of the population in 2000 (approximately 5.3 million people). 
The percentage of black people comprising the middle class in 1994 was calculated at 29 per cent,  
whilst this percentage grew to 50 per cent in 2000. A study by the Bureau of Market Research (SA 
Good News, 2010:2) at the University of South Africa found that the black middle class in South 
Africa grew by three million people between 2001 and 2007, totaling 9.3 million black people in 
2007. It is not just the rise of the black middle class that is a result of transformation efforts, but 
also the rise of affluent black elite that are referred to as black diamonds. These are high net worth 
individuals that are seen as capitalists who do not ensure a trickle down of wealth to the broader 
population. The following information pertains to black diamonds:

 • Black diamonds comprise over two million people who have a combined annual spending 
power of R130 billion and whose ranks are growing at an estimated rate of 50 per cent a year. 

 • Seventy-two per cent of South Africa’s new black middle class believe that only a few privileged 
people are benefiting from the BEE process.

With the above figures as evidence of the transformation process unfolding in South Africa, the 
future outlook for BEE in tourism is positive if the trickle-down effect can be enhanced and all the 
people of South Africa can capitalise on the benefits that tourism holds.
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