























UNIVERSITY 0OF S0RY Wide
HOWARD Pl LIBRAR®
P?WATE BAG (1322
ALICE 5700
CHAPTER 1- INTRODUCTION AND BACKGROUND

1.1. INTRODUCTION

Higher education institutions have a role in promoting high levels of social and
economic development. However, these institutions are characterised by instability and are
constantly confronted and challenged by changes resulting from new technologies, fiscal
policies, globalisation, circumstances and various macro-economic changes (Barkhuizen,
Rothman & Tytherleigh, 2004; Fourie & Fourie, 2001; Zaharia, 2002). Nonetheless, for a
higher education institution to be successful, functional and sustainable, the academic careers
should be managed effectively in the =it ~F ~11 tha ~hanoes and demands mentioned above.
Higher education institutions are highl mitment of their staff and intellectual

capital (Dutschke, 2009).

However, in recent years acac yetween institutions, and are using it
as a strategy to gain promotion (Collins, ]"e & Vanderheide, 2014). Academics are
not only moving between 1@%}&1@1@1 bzlrepg%flcls_ﬁl'%laéross countries in search of
better opportunities. Movement %@P)‘F FY-EBIAT:and countries has increased, and
with no doubt, the rate will continue to rise (Cetron & Davies, 2008; Selmer & Lauring, 2011;
Mostert, 2014). Due to the high rates of human movement, internationalisation in educational

institutions is now common (Bolton & Nie, 2010; Jackson, 2008).

Many organisations and higher education institutions are relying on international
employees to fill professional and non-professional posts. Even though organisations make use
of various types of assignments, expatriation remains the generally familiar method to meet the
need of transnational tasks (Chen, 2012). Previous research focusing on international
professions pointed out that international tasks are a very demanding practice for individuals
involved and possibly because of that, expatriation is no longer perceived as an attractive career
pick as it once was (Niemisto, Gribenberg, & Ala-Peteri, 2010). In order for expatriates to be
successful in their assignments they have to learn how to live better in new environments
because a failure to adjust to the new environment would lead to one’s psychological
discomfort with various aspects such as job responsibilities and life outside of work (Selmer &

Lauring, 2011).






of personal development (Thomas, Lazarova & Inkson, 2005). The increasing mobility of
academics generates a number of important issues (for example, career, and work-life balance).
However, academics’ increasing international mobility causes a number of key concerns that

need to be addressed such as work-life balance.

In recent decades, important changes have taken place in both the work and family lives
of individuals all over the world (Vance & McNulty, 2014). Many employees desire to spend
more time at home with their families, or to dedicate extra time to seeing their children grow
up or just to attend their sports days (Hayman, 2009). Over and over parents miss out on
nurturing their children, despite living in the very same house because they are excessively
focused on their work (Hein, 2005). This work-life imbalance is experienced by local

employees, but what about expatriates

Policy-makers in the Europea: oped a great concern for the concept
of work-life balance (Lyness & Judies ess; thus far, studies about measuring
the influence that work-life balance ionally mobile community has been

minimal (Fischlmayr, & Kollinger, 2010 Sl balance policies and programs for the
internationally mobile pop@@p\peqlcglp}m@@r oestnHppegant mechanisms to enable
expatriates to cope with the demddg o beinkstatb el lives. Men formulate 85 to 95
per-cent of expatriates (Altman & Shortland 2008), however, according to Tharenou (2008),
the state of affairs are shifting as the percentage of women expatriates is onthe rise. The
development will be continuous as many women are now highly involved in expatriation

(Selmer & Leung, 2008) and hence the need for better work-life balance policies.

As international academics play a major role in transferring knowledge to several
people, not only from their home country, but to other various countries, they should be
regarded as an important group. Higher education, according to Altbach (2004), it “has
assumed unprecedented importance within countries and internationally, because of its role in
educating people for the new economy and in creating new knowledge” (p. 5). Despite the
importance of international academics, most of the studies that have been conducted have
focused on expatriate managers and corporate executives (e.g. Takeuchi, 2010; Zheng &
Lamond, 2010). However, expatriates are not only made up of traditional expatriates, but self- -
initiated expatriates as well, and there has been a growing interest in the professionals who
independently pursue an international career (Myers & Pringle, 2005; Carr, Inkson & Thorn,

2005; Peltokorpi & Froese, 2009).

































feelings that grow in one sphere and are transferred into the other sphere. The concept of spill-
over postulates that having a balance between work and family is complex as the two are
attached, and this causes continuous conflicts as far as the fulfilment of different roles by

expatriates is concerned (Fisher, Bulger & Smith 2009).

A greater understanding of work-life conflict as well as the theory of spill-over, is
reached by the study of the role conflict which can also be closely linked to work-family
conflict (Kelly, et al., 2008). According to Cohen et al (2008) people experience role conflict
when workplace role expectations come across role expectations from an individual’s personal
life. As two or more roles simultaneously occur, causing engagement in one role difficult to
participate in the other roles is called role conflict and causes psychological tension. For
example, when an employee has to £~ ~ ) 1 weekend to meet a deadline reducing
time with the family can cause work- while family-to-work conflict is caused

by having to pick up a sick child du

Work-family conflict is m types: strain-based; time-based and

behaviour-based conflicts (Greenhaus SUGJJJ#885). When psychological symptoms such

as fatigue and anxiety, de@%&%e@jfrm miké)r family roles, “interfere or

spill-over into the other role, nifige ihéittisnlFieslf} te responsibilities of that role” it is

called strain-based conflict (Parasuraman & Greenhaus, 1997, p. 4). For instance, when an
employee is preparing for a key conference he/she may be less responsive to personal needs as
all the concentration will be on the preparation. According to Parasuraman and Greenhaus
(1997) when “time-demands of one role make it difficult or impossible to participate in another
role” (p. 4) it is referred to as time-based conflict, for example, having to meet a deadline and
being at a family gathering the same time. Lastly, behaviour based conflict typically refers to
the behaviours that may be viewed as appropriate in one domain (e.g. family) but viewed as

inappropriate in other sphere (e.g. work).

The rational understanding of work-family conflict postulates that the extent of conflict
one identifies increases consistently with the total of hours one devotes in either the work or
family domains (Duxbury et al., 1994, Gutek et al., 1991). The primary hypothesis of the theory
is that, as an individual spends more time on either, work or family activities, the more they
are likely to face increased conflict between work and family domains. According to Duxbury
et al (1994) rational view hypothesises that number of hours spent performing either work or

family activities is certainly linked with role overload, which is described as the view of not
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are still lacking (Doherty et al., 2011; Fitzgerald & Howe-Walsh, 2008). In order to have a

better understanding of the experiences of SIEs, this research will fill the gap in the literature.

Moreover, irrespective of the increasing interest in studies about self-initiated
expatriates, the field still remains under-researched as well as being under-theorised (Doherty,
2010). Many of the existing studies, form a moderately limited theoretical base, draw on
particular geographical places, exploring, most of the time, the SIEs’ experiences who move
from developed countries such as the UK (Richardson & Mallon, 2005), New Zealand (Inkson
& Myers, 2003; Jackson et al., 2005) and Finland (Jokinen et al., 2008). Additionally, the
studies have focused on specific occupations, for example nursing (Bozionelos, 2009),
academia by Richardson (2009) concentrating on the reasons why 30 British self-initiated
expatriate academics moved (which s e first qualitative studies in this field),

or professionally oriented groups (Th

Furthermore, in 2013 a spe initiated expatriates was published,
however, its main focus was on Wes Intries, for example, a study by Guo,
Porschitz, and Alves (2013), a qualitative SSUJJlJ#®Fe in-depth interviews were used to collect
data, in which they researcﬁg@mPW@tnFm pt}sfﬁ-l'tétiated repatriates after their
return to China. Also, in that samedspaé ey fimtl anetherencely conducted by Cao, Hirschi, and
Deller (2013), their study was a quantitative in which they used an online survey to gather the
data, the study focused on explaining how and why self-initiated expatriates’ experiences might
be positively influenced by protean career attitude. Nonetheless, there is still scant research
about the experiences of self-initiated expatriates who move to, from, and between developing
countries (Al Ariss & Ozbilgin, 2010), and most of the studies were focused on Western and

Eastern countries, hence the need for an African perspective of self-initiated expatriates.

While the universal migration is on the rise, the academic profession is also
experiencing extensive growth of the degree to which academics such as PhD candidates,
students and professors are also making those changes (Maharaj, 2011; Dumont & Lemaitre,
2004; Richardson & McKenna, 2002). Nevertheless, there is still a dearth of studies covering
academic expatriates, and many researchers have highlighted the shortage of research in the
area (Welch, 1997; Richardson & McKenna, 2002; Selmer & Lauring, 2009). Because of the
discrepancy Athat exists between studies that have been carried out in the field and the influence
of the social phenomena, Richardson’s perception of academic expatriates as an “unknown

quantity” appears objectively precise (Richardson, 2001, p 125).
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family plays an important role in the experiences of SIEs, familial and social relationships were
viewed as the main strength for affiliation to the host country and repatriation intentions
(Richardson & Mallon, 2005).

Fitzgerald and Howe-Walsh (2008) conducted a study in which they applied an
interpretive phenomenological analysis, among ten professional female expatriates in which
they were exploring discrimination and gender issues that female self-initiated expatriates face.
The study’s results were mostly related to career choices that females make as well as gender
and as a result, it is not related to this current study. What was applicable, nonetheless, was the

research methodology that they used, qualitative narrative research method

While there is much research covering assigned expatriates, the literature is irrelevant

to the self-initiated expatriates as they den aspect of the international labour
market” (Jokinen et al., 2008, p. 979). ch were found in the above literature
were more comparative and explored « ternational experience such as career
consequences, challenges, and choice 012); career drivers and motivations

(Doherty, et al., 2011); and variances in gl (Jokinen, et al., 2008) . Irrespective of

abundant expatriation liter{t][ﬁ, Véﬁfg:ﬁgpbpw T_lsalfrélitiated expatriates is still

scarce (Doherty et al, 2013; Ainu§dig &t hély, 20 B2 didhreerence to the surveyed literature,

research on work-life balance of self-initiated academic expatriates are non-existent in South
Africa. Although, self-initiated expatriation is common among expatriate academics (Hu, &
Xia, 2010), there is still limited literature in confirmation of the statement (Richardson, &
Zikic, 2007; Selmer, & Lauring, 2010; Maharaj, 2011). Hence the need for ;esearch on self-

initiated academic expatriates.
2.6. INTEGRATION OF LITERATURE

Work-life balance among the locals has received increased attention from researchers
and practitioners, as a result, several publications and studies are found in the field, and
however the findings do not apply to the international labour force like they do in the local
‘setting. Furthermore, several studies about business expatriates have been conducted, the
findings, however, are not obvious that they can be applied to the studies of self-initiated
academic expatriates. Also, many of the studies were conducted in Western countries (e.g.
Richardson, 2006; Selmer & Lauring, 2010) leaving African countries to base their policies on

those findings of which the environments are different. Therefore, research is required to better
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3.4. RATIONALE FOR METHOD SELECTION:
NARRATIVE INQUIRY

The research question that is guiding this study is as follows:

“How are self-initiated academic expatriates managing their work lives and personal lives

while in a host/foreign country?”

This section will outline why the researcher chose narrative inquiry as a methodology.
Though several qualitative methods exist, as mentioned in the previous chapter, narrative
inquiry was chosen as the best method for this research owing to its strengths as a methodology.

A narrative inquiry’s main aim is on understanding the meanings that individuals assign to their

experiences, in the quest of providin its) the complexity of human lives”
(Josselson, 2006, p. 4), in particular hu ound in even more complex societies
which are increasingly diverse like S n & He, 2008). Use of this approach
allowed the researcher to understand xperiences of individuals from their

own perspective, for example Henning ™ J%Hallebone and Priest (2009). One of the

popular ways of communic%ﬁw@fwm&ﬁ anﬁ%ff@ing to Czarniawska (2005)

through stories (written or oral) Hegis hew mnkedediegscepmmunicate for various reasons
~such as to give an interpretation, to learn or to teach. As storytellers, humans comprehend and

experience life as a series of unending narratives.

A narrative inquiry is an activity of humans, which is developed through the lived
experiences. As outlined by Clandinin and Connelly (2000) experience plays an important role
and is a crucial word in diverse inquiries. The main reason why narratives are being used in
scholastic research is because, according to Connelly and Clandinin (2006), humans are viewed
as storytelling animals who, either individually or socially, lead storied lives. The idea is also
supported by Denzin and Lincoln (2000) who states that all people are storytellers. Hence, a
narrative inquiry studies lives and experiences of individuals as well as how they relate their
personal stories and those of others. Narratives, as a result, focus on gathering, reporting, and
discussing an individual’s experience. By using narratives, people’s explanations of their life
stories or events are reflected (Gay, Mills, & Airasian, 2009). As a narrative is voiced from the
perspective of the storyteller, in a sense it shows that there is a beginning, a middle and an end

(Elliot, 2005; Merriam, 2002). Narrative inquiry allows the researcher to explore the
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reachable anytime, anywhere they will be, which makes it difficult for them to have a better

WLB as they will be consistently working all the hours.

3.10. ETHICAL ISSUES

3.10.1.Informed consent

Before participation, the respondents were asked to sign a written informed consent
form (refer to Appendix C). The form summarised all known potential benefits, confidentiality
issues and risks associated with the research. A signature on the informed consent form acted

as a condition for one to participate in the research.

3.10. rticipant roles
Issues surrounding the partici r roles were paid attention to. As was
outlined by Spradley (1979) it is img : roles from the commencement of an

interview. I introduced, in this regard, n"jJ%Masters student at the University of Fort

Hare and working on a Gﬁf%mm %PWHQY the self-initiated academic

‘expatriates are managing their Ry Awd- prrendeliten dhe researcher explained to the
interviewees my desire to understand their lived experiences as self-initiated academic

expatriates in South Africa.
3.11. CONCLUSION

In this chapter the research methodology that was used in the study was outlined. The
chapter also outlined the epistemological and ontological reasons for using the interpretivist
paradigm as well as the detailed characteristics of a qualitative research, why it was the best
paradigm to use for this study. This chapter also provided for the ethical consideration as it is
important when conducting a research. Using narrative inquiry allowed the researcher to

capture the experiences of the participants through their lived stories

The next chapter will provide the findings of the research.
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Mark | Male Married |3 Kenya 40-49 | Associate Social Work NGO
Professor
Paul | Male Married | 1 Cameroun | 30-39 | Lecturer Political Student
Science
Merc | Female | Married |5 Zimbabw | 40-49 | Senior Information Student
y e Lecturer Systems
Peter | Male Married | 2 Zimbabw | 40-49 | Professor Agriculture Extension
e advisor
John | Male Single 0 Zimbabw | 20-29 | Junior Human Student
) e Lecturer Movement
Science
David | Male Married | 4 Tanzania | 60-69 | Lecturer Human Lecturer
Movement Sc.
Conra | Male Married | 2 Etl enior Soil and Student
d ecturer Pasture
Science
Azo | Male Married | 2 Ni 'isiting Botany Student
rofessor :
Bill Male Married | 2 DRC g-!9 Lecturer Statistics Student
| R SRR DI :
Lily Female | Married P2HHVEhmibty [(8-d0 Ultlechtt L © | Education Teacher
loveeer beselicrae
Robin | Female | Single 3 Botswana | 30-39 | Lecturer Pasture Student
Parent Science
Ted Male Married | 4 Zimbabw | 40-49 | Associate Agriculture | Teacher
e Professor
Eve Female | Married | 4 Zimbabw | 30-39 | Lecturer Teaching and | Student
e Learning
Angie | Female | Single 0 Zimbabw | 30-39 | Lecturer Business Student
e Management
Sam | Female | Married | 3 Nigeria 30-39 | Senior Chemistry Student
Lecturer
Wayn | Male Married |3 Kenya 60-69 | Professor Agronomy Student
e
Emily | Female | Single 1 Nigeria 30-39 | Lecturer Chemistry Student
Parent

The first theme was the attractiveness of South Africa as a destination of employment.
This theme explores the motivations behind one’s expatriation. The second theme was pathway

into academia to include whether the experience was by chance or choice. In essence, this
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44. PATHWAY INTO ACADEMIA: CHOICE OR
CHANCE

4.4.1. Chance

Expatriation to South Africa for the participants was a matter of choice for most of
them, however, joining the academic profession for most of the participants was not their first
option, but due to a lack of job opportunities, and change of career aspirations during their
studies made them to join the academics. The academic profession was the only career option
that was available for some of the participants due to a lack of job opportunities. They did not

have many options at their disposal, so they had to ioin academics. This is despite having the

necessary qualifications. Many of th not planned to be academics, but the
lack of opportunities, and a chance to de them join the academic profession.
As was expressed by Angie:

“By then it was th. vm available for me”.
Once they joined Uaﬁeir-\m}éfg\izei (chﬁlbtf[cmel éelds as most do not have

experience in other fields of wolk, deiptifiphlFlecedisiddes like what the other industries
do. When leaving academia it is most likely that one will become self-employed. For instance,
though it was not her first option to be an academic, because she is already in the academics,

Eve does not see herself leaving academia:

“But once you get into the academic field you don’t see yourself coming
out, for example, if you get your doctorate while in the academics, you
won’t be able to join the industry as you will not be having the
necessary experience. So the only way will be staying in the academics

and move up the ladder”.
4.4.2. Choice
On the other hand, some participants joined academia by choice. Being in academia
was always their dream. Joining academia offered them a sense of fulfilment and satisfaction.

Moreover, as some of the participants were studying their post-graduate studies and developed

a gradual liking towards academia. For instance, Paul did not want to be an academic, but as
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the work that is being done by the expatriates in developing the country through educating
community members’ children. Some of the community members are coming through for the
expatriates through provision of accommodation as discussed earlier. In Kelly’s story, though
she suffered discrimination when she first came to South Africa, she believes things are now

changing as she feels appreciated by the community. In her own words:

“They have this notion of saying as foreigners we are so well versed
with what we do, they have got this belief that we are more educated
than their locals. I believe they are appreciating the job that we are
doing and also the improvement we are trying to bring across

regardless of that we are not from here”.

Regardless of having commur re discriminatory in nature, there are
still. some members who are welcon ng the contributions being given by
expatriates to the development of the and the country as a whole. Though
the above challenges are labelled nor enges, there is a possibility that they

may affect the way in which people (SUJJJJ®5s, for example, if one does not have
accommodation that will ta@HWei@ifW M%@%Eafsfais@s which will in turn affect
the way one does his/her job. Thgedwsre m indieéte eftect on the performance of the
individuals. In the next section the challenges that are related to work and affect the work

directly will be discussed.

4.5.2. Work-related challenges

45.2.1. Long working hours

Despite the flexibility that is offered by the academic profession (Selmer & Lauring,
2011b), academics are working long hours and they reckon that the normal working hours are
not enough for them to do their work. All of the participants shared the same view that they are
always working, be it a weekend or a holiday. Weekends and holidays are seen as time to catch
up with their work. Outside the normal working week (8am-5pm, Monday to Friday) continue
to be a routine place for many academics, with 88% agreeing to taking work home, even during
the weekends. The long working hours have an effect on the work-life balance of the
participants as they are always working and do not have time for themselves and their families.
As academics they do not have a defined working time as any time for them is working time

because of the flexibility of the profession. The following quote by Mark summarises several
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“Also we need funding and more incentives. If an employee doesn’t feel
that they are getting adequately compensated for the time that they
invest in their job, I wouldn’t mind spending that time doing my leisure,
but because of my job requirements I have to sit here very extended

hours and I'm not particularly happy with the compensation”.

An interesting point was raised by one of the participants when she talked about the
remuneration standards that were being used by the institution. The remuneration standards
were discriminatory in nature as they paid the staff members according to an individual’s
nationality, regardless of doing the same job or experience that an individual had. It was not
only about enough or adequate remuneration, but fair treatment with the nationals as well.

Angie voiced her anger:

“Sometimes, right now th 'y are giving us right now
are not the same as Si s just that salaries are
confidential, but you will the salaries that they are

giving us, the same person W g in my position with same

experience or squatRd, EW@InQI(ﬂcﬁeﬂ;&T@an that person,
but they are getting a.logjetrveiuin thacere.

Despite most of the participants enjoying working as academics, the level of
remuneration received demotivated them from doing their jobs whole-heartedly as they felt
unappreciated regardless of their tireless efforts to make the institution one of the best in the
country. The participants did not only suffer discrimination from the outside community, but
the national university staff was also discriminating the expatriates. As can be seen with the
issue of remuneration which was being paid out according to one’s nationality rather than
qualifications and experience of an individual. In the next section the other forms of

discrimination being exposed to the participants will be discussed.
4.5.2.3. Discrimination from South African staff members
Not only do the participants suffer discrimination from the local community, but at the
workplace as well. From when they are looking for employment to when they are actually

working for the institution, they are exposed to various acts of discrimination from the local

staff members. The following comment is from one of the respondents, Teshi, is employed as
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“When I'was a single lady so it didn’t affect me that much, but when I
became a wife and a parent that’s where hell broke loose. I was now
having many responsibilities”. My work-life balance was much better
when I was single, but being married and being a mother brought a lot
of challenges to my work-life balance. It became difficult to balance

because of many responsibilities I had”.

From the above, it can be seen that, most men when they get married that is when their
work-life balance becomes more of work as they will be having someone who will look after
the home. In contrast to women who will be struggling to balance their work and personal life

as they will be having many responsibilities of work, home, and personal life.

Most of the women preferred tc to achieve something in the academic
profession as marriage brought other it is, when one is single they are not
answerable to anyone, they have the iir own decisions in regards to their
careers. However, this would cause th centrate more on their work, and not
to have a social life as they would be consTSNiJ#king. One of the participants, Kelly, who

has worked as a single persgrf, m@fmr@@m{e Proppautlines that being single is
the best for women if they are to progeshes asadenmied:

“It works best with single people, I know I'm single and as long as my
kids are well taken care of I can be here in the institution, researching,
catching up on my marking, going out to network with other people so
that I can develop my career. Or I can simply send my kids to boarding
school but if you are married, your husband might say you can’t put
the kids in boarding school because you want to concentrate on your

work because I want my kids to be here at home”.

4.6. SOLUTIONS: INDIVIDUAL RESOURCING
CAPABILITY

4.6.1. Efforts by the individual

As people who had moved from their home countries in search of better living
conditions, and employment opportunities, the participants had to devise their coping solutions

to the challenges that they were meeting as they came to South Africa on their own initiative.
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Despite facing several challenges, either work or non-work related, the participants
concentrated on the primary reason why they had moved in the first place. For example, after
failing to acquire accommodation from the university, the participants had to look for their own

accommodation without the help of the institution.

When one moves into another country for an indefinite period, the individual has to
learn the language and culture of that country so as not to have any problems, especially the
academics who are expected to be involved in community engagement in which they will need
to know the culture and the language of the local people, and for them to be accepted by the
local people. As the institution did not provide language workshops for the éxpatriates, the
participants had to learn the language through buying Compact Discs (CDs) and making local
friends who taught them. The follow {elly that covers most of the points

mentioned by the participants:

“being someone who is a | from home, the first thing
that you need to do if the race you is to learn their
language because if you go tOG#¥ and try to speak in English

sometimes they @'ﬁep@l@rgﬁw @tt ’F(ff'f”fszﬁgéd what you are

saying but if you go theng athicyowrnie spetlémgin Xhosa even though
its broken Xhosa you are opening their ears then they can release that

token to you™.

Regardless of the efforts of the participants to learn the local language and some cultural
stuff, they are still being discriminated against and the university is not doing anything to assist
the expatriates. The participants had to come up with their own solutions to the challenge,
especially discrimination within the university by ignoring the negative comments that were
passed by the local staff members by concentrating on their development as academics. The

following quote from Lilly exemplifies the attitude of the participants towards discrimination:

“I ignored it, I asked myself, why am I here, and I came to make a

better life for myself, so I ignored that resentment”.

Their desires are to do their job, to develop themselves as academics and make a good
life for themselves and their families while ignoring any negative utterances that might be

passed on by the local people.
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“Personally I get attracted to the academia more so when I see those

badges of being the best researcher, I feel to move on”

For the participants to have a better work-life balance they had to adopt individual
solutions to the challenges that they were facing. Though some of the solutions were drastic,
such as family separation, they had to be done in order for the participants to be able to progress
in the academic profession. However, there are some situations in which they are not able to
do anything except to do as the other people like, for example being discriminated against by
the community/society. Since the concept of work-life balance is important, the participants
had to learn about the concept on the internet and radio/TV shows as a result of a lack of

institutional support which will be discussed below.

4, | Support
The institution did not offer the participants as they felt that the
university was not doing enough for :r work-life balance, because of that,

many of the participants had to resort vtrategies on balancing their work and
personal life. The lack of sutgort rarg%d frfm nofbﬁr(lﬁgli:viqenmgh information about work-

life balance as well as not supporsi i he participants in attaining their
PPOTHgE PepenBfighe particlp

legal documents to stay in South Africa. Paul, one of the participants, mentioned that he had to

go through many challenges to get a visa for his wife, but the university did not assist:

“I don’t think the university intervenes in family business, they only

assist their employees”.

The following quotation by Robin points out several points that were mentioned by the

participants in regards to support from the university:

“There is limited support, but there is also room for improvement,
especially when it comes to things like mentoring, training on how to
balance for young professionals, young in terms of emerging

academics to balance their career”

Nevertheless, there are some participants who felt that the university was doing their
best in supporting the expatriates to adjust and work well in a foreign country. The university
assisted the expatriates in attaining work permits through the writing of letters to the relevant

authorities, although it was only for the participants and not their family members, they
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example Suutari and Brewster (2000), and Richardson and Mallon (2005), they found that
international experience was the dominant motivation factor for expatriation. However, in this

study the dominant motivation factor to expatriate was to further studies.

Self-initiated expatriates’ studies have come up with several motivational factors and
reasons than those that have been reported in the studies of traditional expatriates (Froese,
2012). Inkson et al. (1997) in his study described self-initiated expatriates as a group of young
people, mostly recent university graduates, who were keen to have overseas experience.
However, in this study most of the self-initiated expatriates came to South Africa to further
their studies, but never went back to their home countries after completion of their studies as

their countries were suffering from adverse economic and political conditions.

Richardson and Mallon (200 05); and Richardson & McKenna,
(2003) in their series of studies inve: satriate academics’ motivations and
career paths, they found that individu 2xploration and changing their lives
was an important motivational factor. rovered in this study as many of the

participants moved to South Africa to haveug#*fife than the ones they had in their home
countries. Nevertheless, the@mv@p@ﬁﬁiﬁ@ﬁ Pioyy-thehg pesticipants did not expatriate
into South Africa because they wepeg&ivldng fot.abaiigngdut it was because they did not
have many options to choose from and their home countries were at a poor state economically
and politically. The finding is in support of Suutari and Brewster’s study (2000) in which they
found out that poor employment conditions back home was one of the most important

motivational factors for self-initiated expatriates.

Many of the participants had to leave their home countries in search of better economic
conditions and South Africa was chosen as it had a stable economic situation than their home
countries. This is supported by a research carried out by Thorn (2009) in developing countries
on highly educated people, and suggested that comparative standard of living and economics
still have a strong effect on migration. In developed countries, as well, compensation packages
have been found to be significant on mobility decision (Carr et al, 2005), even though the
relative significance of these packages would seem to have declined (Suutari, 2003). All the
participants of this study were from developing countries who expatriated into another
developing country as they considered SA to be better off than their home countries. Economic
conditions was one of the main reasons why the participants moved which is in support of

previous studies.
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the participants regarded South Africa as an attractive country which offered them a better life

as compared to the ones in their home countries.

The extant literature has shown that macro aspects, for instance political, economic and
social conditions (Kerr-Phillips, & Thomas, 2009; Thorn, 2009) affect South Africans’ reasons
to expatriate. The concerns include factors such as violence, a lack of job opportunities, high
crime rate, and personal safety fear (Kerr-Phillips, & Thomas, 2009). Some of the factors have
been mentioned earlier as motivational factors to expatriate. As was pointed out in the
literature, South Africa is suffering from brain drain (Maharaj, 2011), but at the same time there
are great numbers of skilled people who are migrating into SA to fill that void despite the SA

citizens searching for greener pastures in other countries because of the above mentioned

factors.

Extant literature suggests that i 'ment is attractive due to the increase
of unemployment in home countries (e ). According to Suutari and Brewster
(2000) individuals who are highly tr ook for careers outside their home

countries if the is a lack of job opportun ¥ country. Reports in the literature have

pointed out that external m@ﬁw?giwﬂu}ﬂw)@tﬂﬁ tl@ job, play a role in career

development as well (Maharaj, 2Pl the theseHesetfehiare out of control of self-initiated

expatriates. Nonetheless, in a study by Mostert (2014) it was found that career development
opportunities in South Africa were less than in foreign countries like the United Kingdom, as
South Africa concentrates more on an individual’s experience than potential. However,
participants of this study came to SA to further their studies, and soon after completion of their

studies they were employed as lecturers at the institution.

In conclusion, literature advocates that self-initiated expatriation includes evading
negative working situations, a lack of job opportunities in the home country, and expatriation
decision is related to the pre-expatriation environment. In addition, self-initiated expatriation
can be regarded as an escape from the purported tediousness experienced in the home nation
and a need to grasp a chance for transformation (Richardson, & McKenna, 2002; Richardson,
& Mallon, 2005). Participants whose primary motivation for self-initiated expatriation was a
lack of job opportunities in their home countries, career phases did not impact their decisions
to expatriate, as they were not influenced by whether they were more experienced, middle or
in the early phases of their careers (Suutari & Brewster, 2000), which is supported by this study

as well. Although most SIEs came to SA because of a desire to further their studies after
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that an individual leaves the family and spouse in the home country and migrate alone, or long
term which indicates that an individual lives and settles in the host country (Thorn, 2009). In
this respect, the participants of this study can be said to be long-term self-initiated expatriates
as they relocated with their families and have settled in South Africa. Most of the participants

said that they would only relocate to their home countries in the retirement age.

5.2.3. Challenges: work and non-work RELATED

Although self-initiated expatriates experience is described as beneficial (Scurry et al.,
2013; Al Ariss, & Ozbilgin, 2010; Thorn, 2009) the experience is characterised by several
challenges (Richardson, & Zikic, 2007). The research data revealed challenges that were
common among the participants and s grouped into two groups, namely,
non-work related and work related iection presents various challenges

mentioned by the individual participai

A study of professional fema discrimination was experienced by
women expatriates, because of being iden™ & patriates not because of their femininity
(Fitzgerald, & Howe-Walsf, I%Wé [RHWMGP bbingd s¢tkinitiated expatriates were
discriminated against as a result dbhgpeings fromra devédopies nation (Al Ariss, & Ozbilgin,
2010). In addition, stability and job security were some of the challenges that were faced by
self-initiated expatriates (Maharaj, 2011). The similar findings were also found in this study
through the participants’ narratives. All the participants, not only women, were discriminated
against by the South African staff members. Job security was also a challenge for the
participants as they had to constantly think of the future because of working under a contract

which had a negative effect on the participants’ work-life balance.

A major challenge that was found by Mostert (2014) in the study of South African self-
initiated expatriates was that the sample missed their families and friends back home, because
the self-initiated expatriates had left their families and friends in their home countries. With
reference to Thorn’s (2009) study, expatriates are unable to relocate with their families to host
nations as they will be doing contract work. However, results of this study contradict Thorn’s
findings as many participants moved with their families. Although the participants had to make
decisions to send their children to boarding schools back in their home countries, they did not
leave their families when they relocated. The family that the participants were missing was

their parents, so to a certain extent the findings support Mostert’s findings.
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reasons why people from developing countries move is because of higher remuneration as
compared to people from developed countries, for example Richardson and Mallon’s (2005)
sample was the British expatriates as compared to the sample of this study which was made up

of people from developing countries.

A key incentive for self-initiated expatriates is perceived as financial benefits (Selmer
& Lauring, 2011; Hu, & Xia, 2010; Richardson, & Mallon, 2005). Self-initiated expatriates, in
some cases, work under local reward conditions of the host nation (Suutari, & Brewster, 2000;
Hu, & Xia, 2010), which was not the case in this study as the self-initiated academic expatriates
were being under-paid in comparison to the citizens who were also doing the same job.

According to Maharaj’s (2011) study it was discovered that South African academics were not

receiving market related remuneration eign institutions. Fringe benefits, for
example accommodation allowance, i re said to be less likely to be part of
a self-initiated expatriate (Suutari & B ; was supported by the finding of this
study as many of the participants were nmodation by the institution.

The other challenge that was faced WPt ticipants was trying to balance work and
personal life. All the partici@ﬁqu@fglrgys@tnp il kaljsg a balance between work
life and private life. In a previous-sQ@elisicHdgarteedl, (2001) a point was made that only a
few individuals have a likelihood of achieving a perfect balance of work and private life, and
the finding was supported by an analysis of this study’s data. The finding links to an
understanding of the concept of work-life balance as an image or ideal that is challenging to
achieve. Many of the participants that were married had a perception that when one is married,
work-life balance will be easier to achieve. Previous studies (Beaverstock, 2002, 2005; Stahl
et al., 2002) indicate that married people make up the majority of globally mobile people,
however among self-initiated expatriates there is a higher number of singles (Suutari &
Brewster, 2000). For this study, the majority of the participants were married, and almost all

of them had children which they travelled with or had them when they were already expatriates.

Although marriage or any other relationship might be the cause of inter-role conflict,
on the other hand it can act as a source of support as well as stress alleviation method (Evans,
et al., 2002). Families are there to act as social support systems, as there is no concept that can
fit everyone, and assist the self-initiated expatriates in the reduction of stress levels in some
situations and, on the contrary, the absence of these social support systems causes employee

stress and negatively affect performance (Birdseye & Hill, 1995). Despite being in a new
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environment, the expatriate is expected to perform well. In study by Selmer (2002) it was
concluded that expatriates performed their tasks better when their families were around to
support them and jointly adjusted to living in a new country. This is supported by the findings

of this study as most participants had their families and were performing well.

In a study by Inkson (2008) it was found that self-initiated expatriates desire a good
work-life balance in comparison to prestige, advancing vertically in their careers, money, and
authority (Inkson, 2008). The finding is related to most self-initiated expatriate women who
have reduced access up the ladder and power (Crowley-Henry & Weir, 2007; Tharenou, 2010).
Due to limited organisational support, women expatriates face a variety of work-life balance

conflicts: strain and time based conflicts (Carlson et al., 2002) can be detected from the

interviews with women expatriates. N ipants strived for work-life balance
mainly because of social expectations 1 to take up several roles such being
the caregiver, duties as a wife, and as : . others.

A happy and supportive spous y literature as an important factor in

the success of both male and female expa™ N ulty, 2005). However, a spouse, in the
existing literature, is percei@%WMmﬁ@ (fpr frleqy @d as disadvantageous for
women (Taylor et al., 2002). The eeu] el sappetteadcethe fideings of this study as all the men
who were staying with their spouses mentioned how it had become easier for them to do their
work as they had found someone who could help them with the household management. But
for women it was a different issue as since getting married their work-life balance had become
more difficult because of the added responsibilities. Many women in this study had a better
work-life balance when they were still single. The finding does not support Alshammari’s
(2012) conclusion of that there are no differences between married without family, married

with family, and single people as there is a difference.

Due to a lack of enabling environments, women’s representation in the academic
profession is declining as they are facing cultural obstructions that prescribe their
responsibilities and roles as women (Ogbogu, 2011). Literature, however, suggests that men
and women both have a prospect of revelling careers that are successful, but men are the ones
dominating the academic field while women are facing difficulties in balancing work and life
(Ogbogu, 2011). Wasburn’s (2007) finding suggests that women in their early careers as
academics tend to feel “alone and isolated” (p. 68), and with scholarly characteristics academic

tasks can be detaching and result in “departmental silos” (Kezar, 2005, p. 50). One of the
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(Erasmus, & Schenk, 2008; Thomas et al., 2005), a pathway for boundaryless careerists has
been opened. Participants were able to move from their home countries, such as Eritrea, to
work in South Africa without having to wait for an organisation to relocate them as they are

able to manage their own careers.

From the participants’ narratives it can be concluded that the group may be regarded as
boundaryless professionals. Boundaryless professionals are defined as individuals who move
between borders in building their career abilities and as a result increase their market value
(Thomas, et al., 2005). In a study by Cao et al (2013) of self-initiated expatriates, it was found
that protean career outlook was positively related to intention to live in the host nation, well-

being, and cross-cultural adjustment. SIEs’ main objective is their personal general wellbeing

(Mostert, 2014) because of the bounc s SIEs’ decisions are not tied to the
institution. The participants have an . institution anytime to go and work
somewhere else. Like Mark who left s he felt that he was not getting the

challenge that he wanted to join the ac

An academic profession is regarde S and a choice (chance) to make a balance
between work and personal@fhifvéii{glittylmvfi‘(heta}sf Pf éue flexibility, an academic
career, on the other hand, permifpospéll iverand dgptidmy blurring. The narratives of the
participants suggest that there is a thin line where the flexibility can be a hindrance to attaining
work-life balance or the flexibility can be used to support one’s balance between work and
personal life. The research data put forward that the negotiation is about allowing oneself time
outside work environment to be with their families. It must be noted, however, that the notion
of work-life balance is not regarded with the same importance to happiness in life by everyone.
In Desrochers and Sargent’s (2004) study concluded that a work schedule that is flexible allows
an individual to complete all or some his/her work at home, meaning they would have more
time to spend with their families, though it comes at an expense of blurring the boundaries

between non-work and work domains.

The interviews showed that both positive and negative spillover was there between
work and non-work domains. Positive spillover is when positive behaviours, values as well as
skills are moved from work to non-work domain and the family benefits from these (Xu, 2009).
Despite a few reports of positive spillover, various reports of negative spillover that include
interferences from home to work and interferences from work to home were mentioned by the

participants. The finding is an example of when the work activities overlap into the home
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sphere, and probably raises difficulties in keeping the boundaries that exist between work and
non-work domains. Examples of how home interfered with work are found on the other side
of the spectrum. Due to the flexibility that is found in the academics career, it is easier for the
non-work domain to interfere with the work domain. Negative spillover examples are
indicative of the row in the literature of work-life balance; an individual’s behaviours, feelings,

and attitudes can manifest through the interference of home to work and work to home.

5.3.2. Practical contribution

As women are the most affected by work-life balance, one of the participants mentioned

that an institution should put into consideration the systematic challenges and inequalities that

o 1

women face. One of the challenges ° 2 participants is heavy work-loads,

ensuring that each department has a - ind that will contribute to work-life
balance. An institution should create : nt and institutional wide) which will
allow the individuals to be open when *hildren.

Furthermore, the institution can suVgjjjj#hcept of work-life balance by promoting

and encouraging women to ﬂ:fﬁlvétl;gcw Ef)ft%ofxtemtlhéve families and who know
the difficulties of having a balancg‘é@deq;ﬁége 1 Ewvislimapthat is more humane. One of the

respondents who was close to retirement suggested that institutions need more
individualisation on the subject of retirement since the workers have the ability to devote

additional time to work activities consequently of a fewer non-work duties.

Many of the participants raised a practical suggestion for the institution to propose skills
retreats and mentoring or a chance to associate with co-workers who are more experienced. A
positive experience was explained by one participant which was the support he got for his
research through administrative support and funding, however, this was not shared by all the

participants.

For institutions to assist self-initiated expatriates and their families in coping with or
prevention of such conflicts they should communicate and offer support through work-life
practices, also prepare better the expatriates and their families for their new locations
(Shortland & Cummins, 2007). Also, the policies of South Africa should account for the
reliance on international workers within their industries as well as the fundamental influence

skilled and experienced SIEs have on the economy. Further to that, self-initiated expatriates
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