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Abstract 

The aim of this paper is to empirically investigate the relationship between organizational trust 

and intention to remain. Data was collected using a questionnaire survey. The questionnaire 

was shared to a sample of 434 self-initiated academic expatriates teaching in 20 public 

universities located in Malaysia. 246 usable questionnaires was returned. A PLS-SEM 

technique was applied in analysing the data. The findings showed that organizational trust was 

significant and positively related to intention to remain. In general, these findings supported the 

view that organizational trust helps to boost self-initiated academic expatriate’s intention to 

remain which has significant impact on human behaviour in teaching institutions because of its 

relevance towards developing a healthy competitive advantage. Apart from that, organizational 

trust as a variable is related to intention to remain. Therefore, the management of public 

universities in Malaysia could minimize the chances of self-initiated academic expatriates from 

becoming deviants or committing to intention to leave their jobs in foreign countries like 

Malaysia. 
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INTRODUCTION 

The education sector in Malaysia is enjoying the benefits of becoming an internationally 

recognized and credible partner (Altbach, 2014). The reason being that, it can also contribute to 

a major economic sector by recruiting international students and help in the delivery of 

transnational education to other countries. Malaysia is no exception in this scenario given the 

fact that it has liberalized its higher education system to be more open and internationalized. 

The country is moving on the right track to achieving the mission to become the region‟s 

education hub of choice by year 2020. In Malaysia, there are over existing 20 public higher 

education institutions, 53 private universities, 33 polytechnics with three categories (premier, 

conventional and metro) and 94 public university colleges. These HEIs had been established to 

accommodate the increased intake of students each year. They serve as higher learning 

institutions, a place for knowledge dissemination and a place to produce knowledge as the 

output of quality research which can become profit-oriented primarily for the sake of country‟s 

economic development. 

Apart from that, Malaysia is also home to six foreign universities branch campuses 

namely, Monash University (Australia), The University of Nottingham (UK), Curtin University 

(Australia), Swinburne University of Technology (Australia), Newcastle University School of 

Medicine (UK) and University of Southampton (UK) by which the home campus of these 

universities has control over the quality of the education because they are providing the 

curriculum and the delivery (“Slow but study growth in foreign branch campuses”, 2012). 

The internationalization of education as well as the presence of internationals among 

Higher Education Institutions (HEIs) has further fuelled the demand for self-initiated academic 

expatriates (Altbach, 2014). To serve this competitive yet promising market, the HEIs are 

aggressively recruiting academic expertise from all over the world to help in the teaching and 

nurturing of these international students and as a result, a greater numbers of academic 

expatriates are recruited outside their home country origin (Tietze & Dick, 2009). Malaysian 

HEIs aims to achieve 15 percent target for international staff recruitment, under the National 

Higher Education Strategic Plan (2007-2020) (MOHE 2011). With this requirement, the country 

should expect the influx of self-initiated academic expatriates to fill the positions in Malaysian 

universities where it helps to create greater diversity internally among university staffs.  

At present, there are more than 120,000 foreign students in institutions of higher learning 

in Malaysia (Yeoh, 2016). By 2020, Malaysia‟s ambitious goal is to reach an international 

enrolment of 200,000 students by targeting new markets such as China, India and the Gulf 

Region; and leverage on existing strong demand within Southeast Asia. To realize the 

aspiration to become region‟s education hub, Malaysian universities need to establish its 
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reputation at international forefront in order to attract would-be self-initiated academic 

expatriates just as it is witnessing the influx of foreign students. Hence, efforts have been put 

forward among the others to get ranked by world university ranking institutions such as QS 

Ranking, Times Higher Education Supplements (THES). Webometrics and Financial Times. 

Apart from university rankings, the international accreditations of HEIs and their academic 

programmes such as ABEST21, AACSB, EQUIS, AMBA, AUN-QA, CEEMAN and etc. has also 

become the priority of Malaysian HEIs to further position themselves as attractive destination for 

tertiary education.     

Based on the scorecard for the THES 2010 new method of ranking nomination, it 

indicates that the international diversity portion claims to have 10 percent proportion of foreign 

to local students and proportion of foreign to local employees. These rankings and 

accreditations have become the new yardstick to determine the quality of education provider to 

attract students and faculties. At present, there are close to 5000 academic SIEs working in 

higher education sector in Malaysia (Ministry of Home Affairs, 2016). This number is expected 

to increase in near future as a result of intensified internationalization efforts by MOHE and 

HEIs. Over the years, both public and private HEIs in Malaysia have steadily increase the hiring 

of SIEs with ultimate goal to become HEIs‟ choice for prospective students. Furthermore, the 

establishment of APEX University and Research University (RU) has also put these universities 

in race to recruit foreign talents to contribute to HEIs‟ excellence. 

Generally, prior and upon arrival of their expatriation, academic expatriates do not 

undergo any organized training preparation as well as associated benefits and compensation 

packages (Howe-Walsh & Schyns, 2010) and therefore, they are facing more structural barriers 

and career constraints when compared to corporate expatriates. Despite these challenges, the 

academic SIEs are expected to perform effectively in their international assignments such as 

research and publications in top journals, quality teaching and consultancy projects; and to bring 

in the international grants as well.  

Over the years, research has found various indicators of expatriate effectiveness such 

as organizational citizenship behaviour (OCB) (e.g. Adams, Srivastava, Herriot & Patterson, 

2013), employee engagement (e.g. Anitha, 2014), organizational commitment (e.g. Messner, 

2013; Lam, O‟Donnell & Robertson, 2015), turnover intention (e.g. Yuan, Yu, Li & Ning, 2014; 

Haar, De Fluiter, & Brougham, 2016) and job performance (Bhatti, Battour, Ismail, & Sundram, 

2014). The relationship between SIE‟s trust and intent to remain has been well documented. 

However, in Malaysia, these records are not often readily accessible for research purposes.  
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Organizational trust could assist to lessen employee turnover in an organization (Wong, Wong, 

& Wong, 2015). Causes of distrust and, in turn, turnover among academic expatriates are 

varied. Expatriates tend to stay longer at their job and positively influence teaching standards 

and educational development through high-quality service delivery. Conversely, expatriates who 

possess less trust towards the organization will leave. As pointed by Gillespie, Dietz and Lockey 

(2014), trust violations may negatively affect the employees‟ performance and their intention to 

stay in the organization. One of the vital antecedent for the decision to remain employed in the 

current institution or to shift to other institution/country for the next employment is trust. Number 

of studies related to trust are done in the context of organizational expatriates (e.g. Shimoda, 

2013). However, little is known about the role of trust in cross-cultural management studies 

especially among self-initiated academic expatriates. 

Association between trust and intention to remain in research studies are still in scarcity. 

Therefore, this current study will shed light into the issues relevant to organizational trust among 

self-initiated academic expatriate. Perhaps, this study will be among the first few to look into 

trust aspect that become determinant for SIE‟s final decision to stay or to leave the organization. 

This raise the question, what level of trust required by academic SIEs from their organizations 

could lead to decision to stay in the existing academic institution. For that reason, the purpose 

of this study is to assess the effect of organizational trust on intention to remain among self-

initiated academic expatriates in public universities in Malaysia.  

 

LITERATURE REVIEW  

Intention to Remain  

Intention to remain can be defined as the intention of an organizational member to voluntarily 

remain on the job (Dougherty, Bluedorn, & Keon, 1985). It is an employee‟s thoughts that they 

are willing to stay in their current organization (Schwepker, 2001). It also carries the same 

meaning as retention as well as intention not to turnover from the current workplace. In addition 

to that, Mowday, Porter and Steers (1983) defined intention to remain as the likelihood of an 

action to take place regarding desire to stay in the organization. On the other hand, the term 

retention is the initiative taken by the employer in keeping preferable employees, to achieve 

organizational goals (Frank, Finnegan, & Taylor, 2004). Employees who have higher level of 

intention to remain will be more successful in developing their careers within their current 

organization and, subsequently, in contributing their overall efforts to their organizations. It is 

therefore essential to explore how to increase employee‟s intention to remain. Previous 

research has focused on many independent variables that affected intention to remain.  
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Researchers proposed various models of intention to remain by which prior research has 

recognized a number of factors connecting to employee‟s intention to remain at individual as 

well as organizational level. Gambino (2010) found that the strongest indicators for intention to 

remain among nurses towards the employer until their retirement period were normative 

commitment and age. According to his research, respondents with high levels of normative 

commitment and those who were older were more likely to continue working for their present 

employer. Lack of organization commitment created conditions for employees to leave (Kang, 

Gatling & Kim, 2015).  

Similarly, Walker and Campbell (2013) did an investigation on graduate nurses‟ work 

readiness (which has four dimensions) and later found out that three out of four dimensions 

namely; organizational acumen, clinical competence and social intelligence predict intention to 

remain. It has also been determined that a positive working environment was an independent 

factor predicting intention to remain (Zhang et al., 2014). Building a good working environment 

which encouraged employees to accomplish their career goals and promote the formation of 

professional ethics and intention to continue to work. Job satisfaction and affective commitment, 

as intrinsic and extrinsic work motivation, lowered the high turnover intention and directly 

enhanced employee‟s intention to remain (Supeli & Creed, 2016). 

Strahan and Credé (2015) found out that academic achievement is associated with 

college students‟ retention. Studies also conducted at organizational level pinpointed that 

employees‟ turnover intention is detrimental to industrial relations, where turnover intention acts 

as a moderator between occupational commitment and industrial relations (Yuan, Yu, Li & Ning, 

2014). In addition to that, turnover intention was also studied as a mediator (Sjoberg & Sverke, 

2000). Research has also shown that lack of intention to remain negatively impacts on work 

confidence, trust and motivation of employees which might lead to absent-mindedness or 

leaving. 

 

Organizational Trust 

Trust can be defined as the desire to be vulnerable towards the other party when that party 

cannot be controlled or monitored (Mayer, Davis & Schoorman, 1995). On one hand, the 

existence of trust in oneself will make the person feel safe and positive; whereas on the other 

hand, the absence of trust will create anxiety and negative affect the person (Mayer et al., 1995; 

Dirks & Ferrin, 2001). Trust becomes a critical element to organizational effectiveness (Siebert, 

Martin, Bozic & Docherty, 2015). According to Mayer et al. (1995), the very basic idea 

addressed in their trust model is that, with the existence of trust between two parties, it will 

result in various positive organizational outcomes which influenced by the factors of ability, 
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benevolence and integrity. Interpersonal trust relationships is particularly important in supporting 

individual and organizational effectiveness which reflected by current development in the 

organizational sciences (McAllister, 1995). Harvey Reiche and Moeller (2011) have look into 

affective and cognitive-based trust.  

According to Tlaiss and Elamin (2015), employee who do not trust their management 

and organization are less likely to be committed and effective.  Organizations which do not 

practice interdependence have no need to trust (Angelle, Nixon, Norton, & Niles, 2011). 

Employees who perceive both good organizational trust and great psychological empowerment 

will show higher levels of engagement (Ugwu, Onyishi, Rodriguez-Sanchez, 2014). Trust has 

also been studied as a mediator by Colquitt, LePine, Piccolo, Zapata and Rich (2012) where it 

found to mediate the relationship between organizational justice dimension and work 

performance by which affect-based trust will drive exchange-based mediation and cognitive-

based trust drives uncertainty-based mediation. 

Eser (2012) examined the effect of inter-organizational trust on performance between 

franchisor and franchisee relationships in the fast-food industry in Turkey which revealed the 

results that trust is found to be positively associated with cooperation and satisfaction. On the 

other hand, it is negatively associated with transaction costs. 

In the context of academic SIEs, when trust exist between academic expatriates and 

academic institutions they work with, it may lead to high work performance and encourage them 

to remain in the organization. Trust can be a focal point in order to increase satisfaction and 

cooperation among members in the organization (Guinot, Chiva, & Roca-Puig, 2014). Several 

other positive work outcomes associated with trust are organizational effectiveness (e.g. Baek & 

Jung, 2015), productivity (e.g. Chalker & Loosemore, 2016) and proactive behavior (e.g. Shin & 

Kim, 2015).  

Although it has been recognized that there has been a substantial investigation on self-

initiated expatriate; there are certain gaps which still exists and limitations in the current 

literature.  

 

Theoretical Foundation and Hypothesis 

From the theoretical perspective, the proposed linkages between organizational trust and 

intention to remain among academic SIEs lie on the reciprocity as a result of exchange 

relationship between the recruiting HEIs and academic SIEs. The concept of reciprocation is 

explained in Social Exchange Theory (SET), introduced by Peter Michael Blau (1964). Based on 

the idea represented in SET, social exchange itself denotes a sequence of interactions that 

generate commitments and responsibilities (Emerson, 1976). The abovementioned interactions 
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can be viewed as, people are dependent on each other and how individuals anticipate the 

activities done by other individuals (Blau, 1964) which involves exchange. Cropanzano & 

Mitchell (2005) argued that exchange entails something so-called “bidirectional transaction”, a 

practice of mutually giving and taking.  

When applied to expatriate phenomena, expatriate will have more motivation to perform 

his/her tasks when they are appreciated by peers and administrators, and in some other cases 

they are given trust to handle certain position in faculties. A good pay and benefit package as 

well as opportunity to gain experience through teaching and are given research grants also 

matters for the expatriates to reciprocate with their trust towards the entire university systems. 

These interdependent between parties will ultimately lead to high quality relationships, though it 

only happens under certain conditions. By having trust, therefore these expatriates will 

eventually having the intention to remain in the universities and eventually perform in their 

scholarly works.  

Therefore, this study aims to examine the effects of trust on self-initiated academic 

expatriate‟s intention to remain. 

 

Relationship between Organizational Trust and Intention to Remain 

Organizational trust becomes a critical element to organizational effectiveness (Siebert, Martin, 

Bozic & Docherty, 2015). These have been subjected to considerable studies of the effect of 

employee outcomes. Many researchers have shown that trust among the employees has 

positive impacts on affective commitment (Xiong, Lin, Li, & Wang, 2016), employee 

engagement (Ugwu et al., 2014) and organizational citizenship behaviour (Chhetri, 2014). 

Previous research studies suggest that organizational trust has served as a mediator to turnover 

intention (Kashyap & Rangnekar, 2016).  

However, in the current research, trust is used as a predictor of intention to remain. As 

pointed out by Gillespie, Dietz and Lockey (2014), trust violation may negatively affect the 

employees‟ intention to stay in the organization. Abundant of studies been done which showed 

the evidence that high levels of trust could assist to lessen employee turnover in an organization 

(Wong, Wong, & Wong, 2015) Trust becomes the factor in reducing turnover intentions (Ertürk, 

2014). 

In many studies, the relations between trust and turnover intention have been 

elaborated. Like for instance, trust also becomes mediator in the effort to lower tendency to 

turnover (Kashyap et al., 2016). However, to the best of the author‟s knowledge, there are only 

few studies done on the relationship between trust and turnover intention in the context of self-

initiated expatriate. In preceding research on trust and turnover intention, Abubakar, Chauhan & 
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Kura (2014) found a negative and significant relationship between interpersonal trust and 

turnover intentions. According to Ozturk, Hancer & Wang (2014), both affective trust and 

cognitive trust were negatively related to employees‟ turnover intention. However, one study 

done on 200 employees from a public institution in Turkey pointed out that trust has positive and 

significant effect on turnover intentions (Balkan & Soran, 2014). In another study done by Tirelli 

& Goh (2015) indicated that the relationship between organizational trust and turnover intentions 

was mediated by organizational learning capability. 

 

Theoretical Framework 

Based on the theoretical foundations and empirical evidences gathered through literature 

review, a research framework is proposed as illustrated in Figure 1 which comprises of 

organizational trust as the predictor of intention to remain, which acts as the independent 

variable.  

 

              Organizational Trust                               Intention to Remain 
 

Figure 1: Proposed Study Model 

 

Research Hypothesis 

To achieve the objective of this study, this research paper formulated the following hypotheses 

based on the evidences drawn from comprehensive literature reviews: 

H1: Organizational trust has a significant positive relationship to intention to remain. 

 

Research Methodology 

This study adopted descriptive research design.  

 

Respondents of the Study 

The total population of self-initiated academic expatriates were from 20 public universities 

(University Teknologi Malaysia, Universiti Tun Hussein Onn Malaysia, Universiti Utara Malaysia, 

Universiti Malaysia Kelantan, Universiti Pertahanan Nasional Malaysia, Universiti Malaya, 

Universiti Teknikal Malaysia Melaka, Universiti Sains Islam Malaysia, Universiti Malaysia 

Pahang, Universiti Sains Malaysia, Universiti Pendidikan Sultan Idris, Universiti Malaysia Perlis, 

Universiti Malaysia Sabah, Universiti Malaysia Sarawak, Universiti Islam Antarabangsa 

Malaysia, Universiti Kebangsaan Malaysia, Universiti Teknologi MARA, Universiti Putra 

Malaysia, Universiti Sultan Zainal Abidin and Universiti Malaysia Terengganu). The figures were 
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taken mostly by contacting the universities‟ Human Resource Department. Some figures were 

retrieved from the universities‟ website. Overall total population of self-initiated academic 

expatriates in Malaysia are 4,310 expatriates (Source: Ministry of Home Affairs, 2016).Following 

data screening and validation, no missing value was detected and data was screened for both 

univariate and multivariate outliers. Using a quota sampling method, a total of 434 

questionnaires was distributed using hand delivery and online survey methods. Out of the 434 

questionnaires, only 246 questionnaires were found to be useable for further analysis, which 

indicates a response rate of 64.9%. Most of the respondents were male with 210 (85.4%) while 

the remaining 36 (14.6%) were female. Previous studies are in alignment with the same 

distribution regarding the gender of respondents in Malaysia. For example, this study is 

consistent with the findings of Awang, Ismail, Hamid and Yusuf (2016) where the majority of the 

expatriates academic staff in Malaysian public universities were male 71.5% compared to their 

female counterparts 28.5%. 

 

Measurements  

Five-point Likert scale was used in all measures, whereby 1 represents strongly disagree, 2 

represents disagree, 3 represents neutral, 4 represents agree and 5 represents strongly agree. 

Firstly, intention to remain measured by 4 items developed by Caliguiri (1997). Work performance 

was measured using 4 items developed by Early (1987). Organizational Citizenship Behaviour 

was also measured using 14 items developed by Williams and Anderson (1991). Lastly, 

organizational trust was measured by 23 items developed by McLeiry and Cruise (2014). 

 

ANALYSIS   

The current analysis was done by engaging SPSS 23.0 for all descriptive analysis and partial 

least squares (PLS) path modelling using Smart PLS 3.2.6 software to perform data analysis 

(Hellberg et al., 1985; Henseler, Ringle & Sinkovics, 2009; Wong, 2013; Henseler et al., 2014).A 

PLS model is preferably analysed and interpreted in two stages (Hair, Sarstedt, Hopkins & 

Kuppelwieser, 2014) the measurement model and structural model to test the hypothesis. 

 

Measurement Model Testing 

The three steps procedures for assessing the measurement model in PLS-SEM approach for 

data analysis are explicitly, individual item reliabilities, convergent validity and discriminant 

validity (Gotz, Liehr-Gobbers & Krafft, 2010; Hair, Ringle & Sarstedt, 2011).  Accordingly, the 

indicator loadings (factor loadings) should be higher than 0.70 (Hair et al., 2014). Relying on the 

above recommendations, this current study adopts the threshold for factor loadings at 0.70 as 



International Journal of Economics, Commerce and Management, United Kingdom 

 

Licensed under Creative Common   Page 257 

 

being significant. As made known in Table 1 and Figure 2, all items load a range from 0.566 to 

0.870 into their respective construct. Regarding convergent validity, it is described as the extent 

to which item truly represents the intended latent construct and indeed correlate with other 

measures of the same latent construct (Hair et al., 2011) the convergent validity for each 

construct was assessed. Convergent validity was evaluated by scrutinising the average 

variance extracted (AVE) and composite reliability (CR) of 0.70 (Hair et al., 2011). Chin (1998) 

recommends that AVE of more than 0.5 and the CR of 0.7 or above are deemed acceptable. As 

can be seen from Table 1, all loadings and AVE are above 0.5 and the composite reliability 

values are more than 0.7. Therefore, it can be concluded that in this study, the issue of 

convergent validity has been addressed and established. 

 

 
Figure 2: Construct Validity for Measurement Model 

 

Table 1: Results of the Measurement Model- Convergent Validity 

Construct Items Loadings Cronbach‟s 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted 

Organizational Trust (OT) OT1 0.656 0.902 0.917 0.502 

 OT2 0.734    

 OT4 0.688    

 OT5 0.706    

 OT6 0.706    

 OT7 0.688    

 OT10 0.752    

 OT11 0.690    

 OT12 0.635    

 OT19 0.729    

 OT22 0.793    

Intention to Remain (ITR) ITR1 0.875 0.670 0.817 0.602 

 ITR2 0.790    

 ITR4 0.644    
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In deciding the criteria for discriminant validity which is the next step, it was stated by Hair et al. 

(2011) that the discriminant validity criterion stipulates that each latent construct‟s AVE should 

be higher than the construct„s highest squared correlation with other latent construct (Fornell–

Larcker„s, 1981) and the indicators loadings should be greater than all its cross loadings. In the 

present study, discriminant validity of the measures was assessed through the Fornell and 

Larcker„s (1981) criterion as well as the HTMT Ratio. Similar with correlation matrix depicted in 

Table 2 and Table 3. 

 

Table 2: Discriminant Validity (Fornell-Larcker) 

  ITR  OT 

ITR 0.776  

OT 0.323 0.708 

 

Table 3: Discriminant Validity (HTMT Ratio) 

  ITR OT 

ITR   

OT 0.374  

 

However, recent criticism by Fornell-Larcker (1981) showed the method of reporting 

discriminant validity criterion because it no longer regarded as a reliable basis for the detection 

of the lack of discriminant validity (Dijkstra & Henseler, 2015). The heterotrait-monotrait ration of 

correlations is now the preferred criteria for measuring DV. All the same, this study has tested 

the discriminant validity using this new suggested method given the result shown in Table 4.10. 

If the HTMT value is greater than 0.85 (Klein, 2015), or 0.90 (Gold, Malhotra, & Segars, 2001), 

then there is a problem of discriminant validity. As all the values passed the HTMT0.90(Gold et 

al., 2001) and also the HTMT0.85 (Klein, 2015) asshown in Table 4.10, indicating that 

discriminant validity has been ascertained.  

 

Structural Model Testing 

Hypothesis has disclosed a positive relationship between organizational trust and intention to 

remain (β= 0.323, t=6510, p=<0.000) supporting Hypothesis 1.   
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Figure 3: The Structural Model 

 

Table 4: Structural Model Assessment 

Hypothesis Relation Beta SE T-Value Findings 

H1 Organizational Trust – 

Intention to Remain 

0.323 0.04 6.510*** 

 

Supported 

Note: *** Significant at 0.01 (1 tailed) 

 

RESULTS AND DISCUSSION 

Firstly, in consonance with Hypothesis 1, result formulated showed a significance positive 

relationship between organizational trust and intention to remain. This is to suggest that when 

self-initiated academic expatriates repose a high degree of trust in their institution, it tend to lead 

to higher intention to remain on the job. This finding is consistent with Social Exchange Theory 

(Homan, 1958; Gouldner, 1960; Blau, 1964) that organizational trust initiated by expatriate 

academic staffs should theoretically be able to increase the propensity of commitment, 

dedication and service as well as intention to remain on the job. Additionally, the result shows 

that organizational trust has helped to shape the trust level as well as enhance the mental 

disposition of self-initiated academic expatriates in Malaysia. It goes further to reflect on the 

friendship bond and support that the academic expatriates staff enjoy from their employers who 

give them a sense of belonging as respected members of the academic community in Malaysia. 

This portrays that organizational trust can significantly lead to intention to remain (Li, Kim & 

Zhao, 2017). 

In addition to that, the picture which emerged from this study showed that organizational 

trust has a direct influence towards intention to remain and at the same time indirectly exert 

some of its influence towards intention to remain which consequently shows that significant 
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theories including the Social Exchange Theory (SET) have provided theoretical bases for the 

new findings. 

This study has provided a theoretical implication by giving additional empirical evidence 

in the domain of Social Exchange Theory. The theory posits that self-initiated academic 

expatriates intention triggered by foreign academics who work in Malaysia should theoretically 

be able to initiate an exchange procedure which maximizes the benefits and minimize cost in 

social behaviour (Cherry, 2012). This micro level process of exchange which takes place 

between the self-initiated academic expatriates in public universities in Malaysia, and their 

colleagues, or host communities reveals their voluntary and discretionary actions which are 

motivated by the returns which they expect to get back in return (Cook, Chesire, Rice & 

Nakagawa, 2003). Therefore, the process involves a series of interactions which generally 

seems to be interdependent and contingent on the actions of the other counterpart (Cropanzano 

& Mitchell, 2005). Instead of focusing on the relationship between the self-initiated academic 

expatriates and on issues like material goods like money, goods and services rather, socio- 

economic resources such as information, love, respect and status among others, this study has 

extended the SET in examining how a broad range of foreigners/expatriates behaviour 

relationships are established and developed between individuals in a social context that is 

international. This is very important because focusing on narrow form of foreigner/expatriates 

relationships provide an incomplete view of the main premises of those who received valued 

resources and also tend to provide for another party in exchange relationships. Therefore, the 

self-initiated academic expatriates in public universities in Malaysia are constituted by 

employees from foreign countries and alongside their local partners which offers the platform for 

the acquisition of and sharing knowledge. The knowledge sharing is the expertise that takes 

place between both the self-initiated academic expatriates in Malaysia, and the local academics 

in the team. For learning to occur, both must demonstrate the capabilities to acquire the 

knowledge. Surprisingly, the drought of empirical clarification on the individual antecedents for 

the learning capability subsists in extant literature (Silva & Davis, 2011; Raman, Ojo & Chong, 

2014).The findings of this study further suggests  the importance of trust, recognition and job 

growth opportunities in increasing the number of foreign  academic staff and reducing the 

intention to leave among the self-initiated academic expatriates within the public higher 

education institutions in Malaysia. It is to confirm that organizations do need expatriate 

employees for internationalization and reputational strategies. Recruiting more self-initiated 

academic expatriates is seen as a catalyst for higher learning institution to expand nationally, 

regionally and globally.  
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Secondly, the findings also suggest that organizational trust as a variable was related to 

effectiveness variables like intention to remain. Therefore, the management of public 

universities in Malaysia could minimize the chances of self-initiated academic expatriates from 

becoming deviants or committing to intention to leave their jobs in foreign countries like 

Malaysia. Possibly, the university establishment might try to minimize the tendency of foreign 

self-initiated academic expatriates from becoming discouraged in working in Malaysia by 

ensuring that favourable conditions that could lead to boosting of interest and greater  intention 

to remain  significantly increased. For example, Malaysian public universities authorities can 

establish a form of peer mentoring committee among the foreign expatriates‟ academics with 

the view of increasing discussions through platforms like symposiums, departmental and faculty 

meetings on the needs, wants and aspirations of self-initiated academic expatriates.  

Finally, as stated during the onset of this research, the issue of self-initiated academic 

expatriates is fast becoming an indispensable phenomenon among public universities in 

Malaysia because of its relevance and significance in the consideration of accreditation, ranking 

and reputation basis.  

 

CONCLUSION 

In conclusion, the current research in the present study has thus provided additional evidence to 

the growing body of knowledge concerning the theoretical framework of this study was added to 

the domain of social exchange by examining the influence of SET on the intention to remain of 

self-initiated academic expatriates‟ staff, teaching in public universities located in Malaysia.  

The study recommends that the management of public universities in Malaysia should 

emphasize potent cross-cultural training for every self-initiated academic expatriates. The scope 

of the training should cover some aspects of intellectual discourse, Malaysian culture, 

civilization and ways of life. For future studies, more research should be done on the challenges 

of adjustment faced by self-initiated academic expatriates especially as it affects family life and 

expatriates performance.  
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