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Global careers in the Arabian Gulf: Understanding motives for self-initiated expatriation of the highly skilled, globally mobile professionals 
Abstract:
Purpose – The paper aims to provide a better understanding of expatriation, both firm-initiated and self-initiated. We identified factors influencing the motives of expatriates to locate to the Arabian Gulf, and possible factors that may influence their decision to remain. 

Design/methodology/approach – Using a qualitative approach, we conducted 123 semi-structured interviews with expatriates in the United Arab Emirates (UAE), from various backgrounds. These interviews are analyzed based on the thematic analytic approach. 

Findings – We identified four clusters of reasoning for global assignments to the Gulf and the outcomes of the expatriation. Remuneration was the main motivator cited for the move, but an obstacle for returning to the home country. For Westerners, the second most important factor was career opportunities, whereas for expatriates from Muslim countries it was cultural fit.
Practical implications – Our findings may be a valuable source of reference for individuals and for policy makers, employers, HR practitioners, and career counselors to provide an understanding of expatriation in emerging economies. 

Originality/value – The paper uses evidence from the Gulf to bridge the gap between current knowledge of expatriation and the context of emerging economies. 
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Increasingly, people’s careers are becoming global (Tams and Arthur, 2007). A growing number of executives acquire global assignment experience, at least in Western contexts (Andresen, Al Ariss, Walther and Wolff, 2012; Briscoe, Hall and Mayrhofer, 2012; Reiche and Harzing, 2011). Contemporary global labor markets offer greater variety and choice for those considering global career moves (Baruch, Dickmann, Altman and Bournois, 2013; Tharenou, 2015). While a significant amount of expatriation is managed by MNCs (Collings, Scullion and Morley, 2007), self-initiated expatriation (SIE) remains a growing phenomenon (Al Ariss and Crowley-Henry, 2013; Doherty, 2013). However, it is not always clear what distinguishes SIE from other types of global moves, like migration (Andresen, Bergdolt, Margenfeld and Dickmann, 2014). Being proactive, though, is critical for creating positive career outcomes (Seibert, Kraimer and Crant, 2001). People may opt for SIE to improve both their generic and specific human capital (Gibbons and Waldman, 2004), either for themselves alone, or as a springboard to corporate careers, where experience in large MNCs is indispensable (Hamori and Koyuncu, 2011). 
Self-initiated expatriation is an individually driven, intentionally globally-oriented career endeavor (Doherty, Richardson and Thorn, 2013), whereby individuals opt for global career moves, hoping to advance their careers (Baruch, Altman and Tung, 2016; Shaffer, Kraimer, Chen and Bolino, 2012). The definition follows a continuous discussion in the literature about the nature and meaning of this construct (Doherty et al., 2013), though the majority of studies focus on expatriation within the boundaries of OECD countries (The Organisation for Economic Co-operation and Development).

According to Baruch and Bozionelos (2011), the main reasons for increased SIEs are (i) increasing facilitation in the movement of labor across national borders (e.g., the European Union); (ii) development of technology (particularly IT) that provides information on global job opportunities; and (iii) substantial shortages in skilled and unskilled labor in certain geographical locations. SIE may be transformed into intentional or unintentional immigration, but existing definitions do not offer a clear-cut distinction between the two (Doherty et al., 2013). 
Expatriation (either SIE- or firm-induced) and other types of global moves are particularly critical where the host industry relies heavily on external labor and human talent. One such region is the Gulf, where the vast majority of the labor market is foreign (Forstenlechner and Rutledge, 2011). A significant counter-measure for over-reliance on a foreign workforce is local legislation that regulates the labor market (Davidson, 2014); for example, ‘Saudization’ (Al-Rajhi, Altman, Metcalf and Roussel, 2006) or ‘Emiratization’ (e.g., Al-Meraikhi et al., 2012). Only very few studies look at the experiences of expatriates moving to rich Gulf States in the Middle East (Al Ariss, 2014; Bozionelos, 2009), despite the fact that  a growing number of MNCs operate in the Middle East. Therefore, it is highly relevant to global talent management to understand why a global workforce would be inclined to move to the Middle East (Mellahi, Demirbag and Riddle, 2011) as expatriation is a way of knowledge transfer (Bonache and Brewster, 2001). Another gap in the literature is that while some studies explored reasons to expatriate, studies which explore reasons to remain in the host country are rare (for an exception see Tharenou and Caulfield, 2010). 
We aimed to understand why globally-oriented people opt for a job and to maintain a career in the Gulf. There is a lack of understanding in the literature of how and why global move decisions are made when the career move is to non-OECD countries, which is another gap we intend to bridge. To achieve this, we explore a variety of factors that may be relevant for expatriates with different characteristics, at the individual level, with implications for a national level of analysis. First we discuss our theoretical underpinning to structure empirical observations and explicate our theoretical contribution, as suggested by Corbin and Strauss (2008). We then describe the context and the nature of the sample and procedure for data collection, followed by the findings. We conclude with a list of implications for national decision makers, organizations, and individuals and, by so doing, we offer a ‘business case’ for leaders in MNCs and for individuals considering SEI into destinations that were once considered non-conventional, but which are becoming more popular, yet remain understudied. 
Theoretical underpinning of self-initiated expatriation
Prior literature informed our conceptualization of SIE in a number of ways. It is important to recognize that while SIE is a personal decision, it cannot be dealt with in isolation from the context. At the core of the decision of expatriates to stay (versus to return) in the host country lie the competing forces of push and pull, at the individual, organizational and cultural levels, as suggested by Baruch’s (1995) push/pull model of international labor mobility (following Lewin’s 1951 field theory). It is important to examine the relevance of societal factors and, in particular, compare attitudes of people from a variety of origins in destinations other than Western countries. 
Individuals may use SIE to acquire and improve their career capital (Tharenou and Caulfield, 2010) but there is no robust answer to the question why a SIE would opt to repatriate or to remain. At the national level, aggregated individual gains and improved competitiveness may be translated to represent increased national competitiveness (Saxenian, 2006). 
Exploring SIE careers from a national policy standpoint requires an alternative view from that directed towards conventional expatriation (Briscoe et al., 2012). National economies acquire benefits, and in the longer term, upon repatriation, so do the home countries. Expatriates bring experience, skill and competencies to the host country, enriching local stakeholders. Personally they gain opportunities of further experience, learning and career progress, and financial benefits. Upon returning home the expatriates bring back improved competencies and cultural intelligence, and inject further financial gains into their home country economy. 
Career theory as a lens for understanding global SIE in the Gulf

The career studies field is fragmented (Arthur, Hall and Lawrence, 1989; Baruch, Szücs and Gunz, 2015; Lee, Felps and Baruch, 2014), when, for example, individual and organizational perspectives are disconnected, and are studied in separation. Indeed it is difficult to study multiple factors that may influence career moves. Complementary career concepts suggest a dynamic world of work where frequent changes take place and the task of planning and managing careers has gradually became self-directed (Hall, 2002; Sullivan and Baruch, 2009). The claim is that a significant share of career decision-making has transformed from the organization to the individual, particularly when they operate in a boundaryless career environment (Arthur and Rousseau, 1996) and when the environment is expanding globally. The main discourse in this field is about multi-directional careers where people analyze the labor market and choose to move for their own reasons (Hall, 2004). The majority of this research is restricted to Western societies, though, and some of the ideas are limited in their actual application (Inkson, Gunz, Ganesh and Roper, 2012). To compensate for that, the Middle East, in particular the Gulf, can serve as a representative case of a possibly attractive destination within the global labor market. It is important to test if the idea of boundaryless career is applicable for global moves beyond OECD countries. To help our understanding of the case we employ the careers’ eco-system view of a global labor market (Baruch et al., 2016; Higgins, 2005). An eco-system is ‘a system that contains a large number of loosely coupled (interconnected) actors who depend on each other to ensure the overall effectiveness of the system’ (Iansiti and Levien, 2004, p. 5). Multiple factors operate in such a system that may influence the motivation and action of people opting to consider employment in a different country – either as expatriates for a firm, or as SIEs. The ability of the nation-state to attract and retain high-potential professionals and managers will continue to have a significant impact on organizational and national competitiveness. At the individual level, SIE is a career move that demands determination, flexibility, adaptability and tolerance for ambiguity, all of which are critical elements for global careers. 

At the organizational level, SIE can take place within corporations too (Dickmann and Harris, 2005), although one should distinguish between those with international career orientation and those who accept international assignments because these are part of their career progression (Suutari, 2003). Global firms are looking for new strategies to enable them to offer appealing jobs in various destinations and to retain their employees for the long term (De Cieri and Dowling, 2012). 
Current career theory suggests a high level of individualism in career management (Hall, 2004), but most of the studies supporting this were carried out in Western locations or with limited variance of populations involved. Criticism regarding the so-called new careers theory (Inkson et al., 2012) suggests the need for further exploration of the extent to which the theoretical developments are valid within a variety of populations. In addition, the gendered nature of the labor market, in particular in the Gulf, should not be undermined. Gender is an under-researched issue in the expatriation literature (Adler, 1984; Altman and Shortland, 2008; Shortland, 2014); however, Doherty and Thorn (2014, p. 280) suggest that gender is less of an issue for SIE, though for women the family is more of a pull factor for repatriation. In the UAE, it is not uncommon to come across a growing number of female professionals. They work as college professors, bankers, architects, doctors and in other professional roles, either traveling with their spouses, or on their own (Shortland, 2015).

Context 
The UAE has one of the highest shares of foreign nationals within its borders, with expatriate residents forming 89% of the labor market (Forstenlechner and Rutledge, 2011). Labor market segmentation is largely based on ethnicity (Abdalla, Al Waqfi, Harb, Hijazi and Zoubeidi, 2010), although common, this perception is informal and not openly discussed.. The hierarchy of prestige ranks UAE citizens first, then Western (Europeans and North Americans) expatriates, followed by Arab and other expatriates of professional and managerial talent. At the bottom of the labor market are the laborers (mostly from India, Pakistan, and the Philippines).
This dependency on foreign labor is a direct result of ambitious development plans that could not be realized with the limited workforce available at the foundation of the country in 1971. The UAE is not only well placed to serve as a hub for goods, people, and knowledge between Asia and Europe; it is also a relatively stable and secure country in an otherwise tumultuous region (Nyarko, 2010). Geographically, economically, security-wise, politically, and legally, the UAE offers a strong case to study SIE. It is a tax-free zone with national wealth based on oil income, where citizens and expatriates alike benefit from high salaries. In terms of security and political stability, the UAE has not suffered from recent wars and was not influenced by the ‘Arab spring’. 

The UAE needs to attract globally mobile professionals at the lower end of the skills ladder, where many jobs are considered culturally unacceptable for citizens to perform, and at the upper end, where 91% of Gulf firms depend on expatriates to fill key positions Lootah and Simon, 2009 (Forstenlechner and Routledge, 2011; )
. Despite the acute need for foreign labor, though, the legal system nevertheless enforces the equivalent of a ‘work permit’, without which expatriates must leave the country. The same applies for retirement – employees have to leave the country when reaching retirement age, although anecdotal evidence suggests that potentially significant numbers are flouting those rules by moving on to “investor visas” or being sponsored by family members on an active residence visa. Legally, though, those coming to the UAE cannot be defined as migrants or immigrants. 

The above discussions have led us to the following research questions: 
What are the micro level factors impacting the decision of highly skilled expatriates to come to the UAE, and later to stay or leave? Do these factors differ by expatriate cultural origin? What are their experiences in terms of future career opportunities or the expatriates? 

From the perspective of employing firms, either MNCs or local, what are the key factors impacting the attraction and retention of highly skilled expatriates? 
Lastly, from the perspective of the host government, what may motivate highly skilled global talent to continue their career in the Gulf rather than returning home? What may be key policy options to improve their attraction and retention? Should there be a unified strategy for attracting talent, or should it be better structured according to different niches of the global talent flow?
Method
To answer such questions we opted for a mixed research methodology, with an emphasis on qualitative research design (Pratt, 2009), and added quantitative analysis, which is mostly descriptive, following Edmondson and McManus (2007). We used theoretical constructs to structure empirical observations. The method applied fits well with studying global business environments (see Birkinshaw, Brannen and Tung, 2011). As recently suggested, scholars should ‘engage with those living the phenomenon and attempt to understand it from their perspective’ (Corley, 2015, p. 2). This is of particular relevance when investigating phenomena undergoing constant change (Gioia, Corley and Hamilton, 2013). 
The study was designed as a stratified random sample. Interviewees were randomly selected from an existing database of expatriates in the UAE. We stratified within the sample to avoid the risk of oversampling the dominant group of Asian expatriates. Our unfolding findings indicated the existence of four different clusters; thus we needed to reach saturation within each cluster. We ended with a large set of 123 interviewees, reaching saturation point of the data for qualitative studies (Suddaby, 2006). All interviews were conducted by four research assistants from their own ethnic/regional background, who had been trained to reach uniformity in interviewing (to eliminate prospects of variance due to different interviewers). The interviews were recorded and transcribed.

Category saturation is critical for qualitative studies (Suddaby, 2006). In determining the sample size for qualitative studies, bearing in mind the need to generate a valid case and reach data saturation, we had to rely on theoretical saturation (Glaser and Strauss, 2009; Goulding, 2002; Locke, 2001). The three conditions or characteristics of theoretical saturation, according to Corbin and Strauss (2008) are ‘(a) when no new or relevant data seems to emerge regarding a category, (b) when the category is well developed in terms of its properties and dimensions demonstrating variation, and when (c) the relationships among categories are well-established and validated’. 

We approached 148 potential interviewees and 123 agreed to be interviewed. While saturation is typically achieved with a few dozen interviewees, we identified distinctive responses from four different categories; according to their region of origin, 29 interviewees were broadly defined as Westerners, 28 as Arab expatriates, 50 Asian expatriates, and 16 from other countries (Africa, Oceania, etc.). As a result, the final number of 123 interviewees is based on a representative sample of the most common countries of origin for the most highly skilled SIEs in the UAE. There were 48 Southeast Asians, 26 Westerners, 28 from Africa and 21 from the Middle East. Most (100) were males, and most (98) were married – only 20 were single and five were divorced.

We conducted semi-structured interviews following a script prepared in advance (see the Appendix for the list of questions) to ensure certain issues were covered for all cases, yet enabling individual interviews to deviate so that new themes and questions could be explored. Interviewers were proficient in English, Arabic, and Urdu. Interviews lasted between 45 minutes and 1.5 hours. With possibly sensitive issues, we encouraged participants to talk freely rather than follow a prescribed template (Lee, 1995). For some questions, however, we were specific in asking about how the interviewee would rank the response on a scale (for example, the question about likelihood of remaining in the UAE). 
The interviews were fully transcribed. Based on our theoretical developments listed above, we developed a coding system that was used to analyze these transcripts. Our approach to the coding and the analysis drew on a valid and well-tested model for framework analysis (Ritchie and Spencer, 1994) which suggests using extant a-priori codes. To code the data we employed the software NVivo, version 9.0, to allow us to deal with the large verbal data-set and to enable comparisons between and within transcripts. 
Results
General findings 

The findings contribute to an emerging debate about careers across cultures, where the Emirates experience as an attractive destination for self-initiated expatriates can be a reference point for future studies. It also evokes the broader question about the role of self-initiated careers in talent flow across countries and, by implication, in emerging national competitiveness and employment systems.

Expatriates tend to be able to improve their earnings substantially and gain broader managerial experiences. Many hold positions that would not be possible for people of their experience in their countries of origin. Compared with regular corporate expatriation that typically lasts about three years, expatriates to the UAE tend to stay longer, and many expect or wish to stay for considerable period of time. 

We have identified a number of issues that were common for the majority of the respondents, and also differences which distinguish between several ‘clusters’ of respondents, as presented below. The most significant commonalities expressed by the majority of the participants relate to both reasons to expatriate and reasons to stay. On the positive end, we found financial gains as an incentive, both as a motive to come and a reason to stay; opportunities for career progress and personal developments; hospitality of Emirati citizens (with the exception of sexual harassment/discrimination for certain sections of the sample); a positive secular culture of tolerance and acceptance; and personal safety. On the negative end, expatriates felt a lack of long-term future prospects; perceived that local Emirati citizens had poor work ethics; and experienced general uncertainty due to constant dependency on a work visa. 

Apart from these communalities, we identified several clusters of attitudes and perceptions that differentiated certain populations and strongly corresponded to their original geo-location or ethnicity. There were a number of distinct differential elements across the clusters; relevance of career opportunities was one of the most important for Westerners, in line with Stahl, Chua, Caligiuri, Cerdin, and Taniguchi (2009). In contrast, expatriates from Muslim countries emphasized the ability to live and raise children in a Muslim country that is not influenced by extremist religion, which may relate to positive affectivity (Selmer and Lauring, 2013). Other distinctions refer to the relationships with the local people; Southeast Asians were trying hard to strike up friendships with the Emiratis, whereas the Westerners were less likely to deal with the Emiratis unless they had to (e.g., in the workplace). Men said that their wives meet Emirati women easily. Some Westerners felt uneasy with elements of the culture because of the restrictions in relationships between men and women. In terms of dealing with local regulations and bureaucracy, Westerners tended to complain about the high levels and complications of bureaucracy both at work and in daily life. 

Specific findings
The first significant finding from the data is the existence of several ‘clusters’ of populations, based on ethnic/cultural backgrounds. We identified four main types of clusters within the population of professional expatriates, and their views, attitudes and opinions tend to ‘cluster’ together on a number of issues. These clusters relate to the following demographic characteristics:

· Europeans/North Americans (with some distinction between Muslims and non-   Muslims)

· Arabs, including North Africans, particularly Egyptians, Palestinians, Jordanians

· Asians, particularly Indians/Bangladeshis
· Africans (sub-Saharan)

We identified an array of reasoning that attracted expatriates to the UAE. Some were typical for expatriates across all the clusters; others unique to specific clusters. Amongst the most significant motivators mentioned as reasons to come to the UAE as a country of destination were the following: 
1. Need/wish to make financial gains (to make money); 

A combination of money and weather. (IF 5)

There were a lot of reasons to come to the UAE. One of them, for sure, finding a job, finding a good job with a good income, to have a better life. Secondly, you know the UAE is a rich country and you can have a lifestyle here and it’s attracting everybody to come here, and you can feel also in the UAE as like a home country … I am not feeling that I’m far away from my country. (MR3)

Financially we were not okay. So I thought, okay, I never thought I would end up working here for nine years. I thought maybe my contract was for three years. But after that I felt it is nice place to live. (MUSA 40)

I would say it’s financial. Of course, people prefer to grow in their life, in what you call … with security, so that is the main reason. (MUSA 5)

The main reason was to earn more money … the main intention was salary. The other thing, the UAE in general actually it is… it has a cosmopolitan environment. You can find people from all around the world. Even you can find people your own community too… (MUSA 9)

Our interpretation here is that financial gains are strong as both a pull factor to attract new expatriates, and as a clear vehicle to retain people as leaving the UAE would mean significant reduction in income. 
2. Explore new ventures; having experiences; adventure

To get international experience and at my stage in life to make some good money before I die. (FK 3)

3. Having unique opportunity not available in one’s home country

Quality of life, life style, safety, it’s a safe country. Basically you offer me education, healthcare, safe, being safe, safety. That is all I am looking for; money I will make it myself. You offer me those three things - that is what I call a country. (MUSA 57)
I knew it would be much more pleasant than Saudi, you know, lifestyle issues, you know what I mean.  (TG 2)

4. Having to choose between the UAE and other options (e.g., better than Saudi or Moscow). 
The last one is a very encouraging message to the UAE – it is important to realize that the country is generating a reputation as a preferred destination compared with other developing countries. 

5. Indications for positive perceptions and reflections:

The money is excellent, and the opportunities are there. (TG 11)
Life is good here, the weather is excellent… (TG 15)
The project I came for was very appealing, very large and complex. I spent two years preparing and managing it from Korea and the US, I was excited to come and see it go into implementation, get my feet on the ground and see it through. Once it was delivered, I had the choice of either going back to Korea or the US or to stay on, and I found the prospect of staying exciting enough. (TG 3)

6. Indications for the negative elements:

... the lack of certainty, that there is no path to citizenship.  (TG 10)
Dealing with bureaucracy, 
…I just renewed my car registration, I wasted days doing nothing else…  (TG 11)
7. Major motivators to remain in the UAE rather than repatriate (or move to a different country):
Indeed the money is good, but there is more than that to it. 
They find UAE people, friendly, decent, pleasant people, who are well-mannered and kind.
They find the UAE to be a free place; a safe place; good weather; good money, and tax-free.

Example quotes:

It was much more professional than my previous country. Professionalism is at a high level. Financial earnings were better. Plus the future growth is also at a high level here.  (FK 10)
Unsurprisingly, there were also negative points, relating to both individual and wider aspects: In contrast with the overall positive view of Emiratis’ hospitality and kind manners, there were strong views expressing dissatisfaction with UAE people, concerning their motivational level and work ethics: 
They are good chaps generally, but not ready for the 21st century. I made local friends very quickly, oddly enough I made local friends while out drinking, and they are fine lads, but they are not born to do serious work.”

Other negative views were about the very bureaucratic system and the lack of long-term future citizenship opportunities. It should be noted that the strong complaints about the heavy bureaucracy came mostly from Western expatriates who may compare it to the case in their home countries, while the resentment about lack of any option to secure long-term stay opportunities was common to expatriates from all the clusters. It was not only that citizenship is out of the question but even residency is not a feasible option, and this creates a high level of uncertainty on a daily basis.   

8a: Differences, for Westerners

Fit for family life: 
…it is perfect for singles and couples, but I doubt it is a place to have or raise children.  (TG4)
8b: Differences, for Arabs

 (it is good) raising children in a place where they know the values of their culture and stay close to my family” (70 AFK)
But also … I feel there is discrimination (as) Emiratis look down on other Arabs… (IF9)
8c: Differences, for Asians

Some felt direct or indirect discrimination due to their origin; … there is a clear ‘glass ceiling’ for Asians… (to rectify it there is a need for)… a change to enable stability for foreigners.  (FK10)
9. Additional issues:

The issue of alcohol consumption emerged several times, for Western expatriates, but not for Muslims. The general view was that usually the authorities are acting wisely by the practice of ‘looking the other way’ and not making a fuss about it, so everyone is happy. Indeed this was perceived as a fairly lenient and smart way of dealing with the issue. As one expatriate bluntly commented, 
Honestly, as odd as this sounds, but I think people drink more and screw around more here. 
Another one commented, 
How slow people are annoys me from time to time, otherwise I am fine. I dislike this pseudo code of conduct, you can’t do this, you can’t do that in public, at the same time behind the next wall alcohol is flowing freely and there are more prostitutes than cabdrivers and cleaners combined.

Examples of racist or unethical views and profane language included commentary such as:

I worked in Europe, Australia, and within very different cultures in Asia, but managing and dealing with Emiratis, Egyptians, and Pakistanis was very new to me. Egyptians are the worst people I ever worked with. Pakistanis might be inefficient at times, but always straightforward, Emiratis might be ranked above their level of competency, but mostly eager to learn and to understand, but Egyptians are by far the most two-faced … I have ever met in my life. Friendly to the face, always, almost cowardly friendly, but always stabbing you in the back and the world’s worst bureaucrats. One of my so-called project managers, an Egyptian, wouldn’t do any substantial work without written directions, no self-direction whatsoever, we had a server breakdown once, and he wanted signed permission at 2 a.m. to add capacity offshore. I physically had to drive 20 kilometres at 2 a.m. and sign the paper right there. When I told him the next day in front of the team that this was unacceptable, he did not see any mistake on his behalf and got upset with me. (TG 3) 

Comparing Emiratis to the Egyptians or Palestinians we have, they are also not built to work, but their attitude is usually shit as well, the only ones who really work around here are the Indians, but for some reason, the owner wants to keep the Arab expats on the payroll, I don’t get the idea, but his choice. (TG 2)
Very simple, ethnicity based migration rules, no more Egyptians in professional jobs, and the UAE would be a much more functional, efficient place. (IF 5 FW)
Within the expatriate communities there are worrying levels of racism at times, not only the racism of expatriates towards citizens (which seems to be particularly strong among Arab expatriates), but also among expatriate population groups. 

Emirati people are very nice people. However, they do not have an open invitation culture that the Omani people have. Emiratis guard their culture very much and very rarely do they invite a foreigner to enter their inner circle. I was able to do so because I gained their respect. At the same time, Emiratis will not go out of their way to help an expatriate. They are very selfish and greedy in that sense. I experienced this first hand - I vowed to never again believe what an Emirati tells you.

There is another aspect related to tolerance that actually makes the UAE attractive; the case of mixed couples who do not fit into their homeland:

A clear opportunity, the location in the middle of everything that matters to me … Europe, Asia, Africa … and personal reasons as well. I am married to a foreigner, which is not easy in Switzerland; here, it doesn’t make a difference. My wife is Croatian, she had a hard time fitting in in Switzerland
This fits well with other points made by interviewees regarding the difficulties they may otherwise face in some countries because their spouse holds a different nationality to theirs. They feel comfortable in the UAE as the vast majority hail from a wide range of national and cultural backgrounds.

Interpretation

The clusters of views and attitudes are mostly based on the original national or cultural background of the expatriate. Similar differentiation across cultural cluster was recently noted in similar contexts (Sikdar and Vel, 2011; Tong, McCrohan  and Erogul, 2012). 
Expatriates in our sample tend to think strongly and – often quite openly – in a racist manner. Such racist expressions were mentioned in both locally prevalent categories of ethnic and national divides and associated stereotypes. This supports the notion of ethnic and national divides among expatriates that are rarely crossed in social and even professional lives. 

As opposed to lower skilled expatriates, the highly skilled tend to arrive in the country to a much larger degree via professional networks (as opposed to the purely ethnic networks of the semi-skilled). Many of the interviewees initially arrived in the country on short-term consulting projects or otherwise time-limited engagement, and decided to stay later on. In terms of lifestyle and preferences it seems that there is a certain tendency for people to come to the UAE for more hedonistic reasons. Positively noted was the fact that the UAE is a highly tolerant country compared with other Middle East states. 
A specific question of interest is, “How did you hear about the job that initially brought you to the UAE?” In Table 1 we list the main sources mentioned in response to this question by the respondents. A related question is, “When you decided to come to the UAE, what were your major reasons to do so?” In Table 2 we list the main reasons mentioned by the respondents to this question. Table 3 lists the responses to the question “What is the likelihood of your staying in the UAE in the future?” under several categories. Lastly, in Table 4, we summarize thoughts of the interviewees about the UAE and about their experiences with Emeriti people and culture.
Insert Tables 1-3 about here
Another major difference among nationalities is the analysis of their intention to stay, with none of the European or North American interviewees intending to stay beyond three years, while the same question is answered positively by around a third of Southeast Asians, Arabs, and Africans. 
On the role of networks and connections, it became clear that it is important to have a Wasta, which means connections or pull. This concept is understood as the (self-serving) use of infrastructures of belief, family, kin or obligation. Relevance and importance of networks exists under different names in many cultures (e.g., Bruning, Sonpar and Wang, 2012). Wasta is intrinsic to many social processes (Hutchings and Weir, 2006), but has negative connotations which arise from access to unmerited resources or favors by those on whose behalf interventions are being made. Cunningham and Sarayrah (1994) see Wasta as a force in every significant decision in Arab life.

Emergent model:

We now offer a visual model to depict the nature of the phenomenon and the relevant relationships. The model is presented in Figure 1, which depicts the integrated framework for expatriation in the Gulf. The model covers the context for the expatriation – who initiated, how people were introduced to the job, them the reasoning or impetus for the expatriation. The model list the major clusters identified, and manifests the possible career outcomes for the expatriated, and factors that may moderate the relationship between these outcomes and the likelihood of staying – with the possible categories for future career prospects in the UAE. 
Insert Figure 1 about here

Discussion and Conclusions
We conducted this study to identify factors influencing the motives of expatriates to come to peripheral countries (using the case of the Gulf state of the UAE). Using cases within context helps to facilitate knowledge creation (Bamberger and Pratt, 2010) and contribute to both theory progress and practical development. 
The study focused on under-researched geographic location which is of growing interest in the literature. Of particular relevance is how MNCs may be able to effectively manage talent flow from global locations into the Gulf destination (Sidani and Al Ariss, 2014). We explored possible factors that cause prospective expatriates to wish to consider such a destination, and factors that influence a decision to remain. 

Our large dataset generated a number of findings that are intriguing in many ways. Expatriates significantly improved their human capital, gaining experience in positions they are unlikely to hold in their home countries. They are also attracted by financial gains, but this sometime means being caught in a metaphorical ‘golden cage’, thereby making repatriation a difficult decision. There is a contrast between communality and distinction across the population studied. We identified different ‘clusters’ of expatriates in the terms of differential outcomes. The clusters were mostly defined by ethnic or geo-origin of the expatriates. While there are a number of similarities in the motives, each cluster has unique issues of concerns and distinct motives. 
Theoretical contributions

Our findings add to contemporary career theory and global HRM literature, which is a growing area of relevance in what is currently a fairly fragmented literature (Baruch, Szücs and Gunz, 2015; Lee, Felps and Baruch, 2014). People of various origins and background are ready and willing to take their future in their own hands, by planning and executing non-traditional career moves (Arthur, 2008; Hall, 2004). The impetus for SIE is mostly individual, which lends support to the individualistic perspective of career studies, like the protean career (Hall, 2004). We expand the discourse of contemporary career theory and expatriation, and fits well with the theory of careers and labor markets as an eco-system (Baruch et al., 2016). SIE is a growing segment of the labor market that is characterized by individuals who plan and manage their career across national and cultural borders, benefiting from short- and long-term career gains and as a result, adding value to their employers and to the competitiveness of the countries in which they are employed. The length of time and the experience of the expatriation influence the self-identity of the expatriate (Scurry, Rodriguez and Bailouni, 2013) and guide their future career options (Baruch et al., 2016). 
We also contribute to the study of employability, both for expatriation, when people can gain roles that would be difficult to achieve in their home country, and upon repatriation, having gained further competence and thus employability (De Vos, De Hauw and Van der Heijden, 2011). 
We show how gaps between culture of origin and host culture impact the process. When there is a significantly wide cultural gap, with no true option for future assimilation, a situation is created where there is no real effort to adjust to the local culture. Western expatriates live in isolation, and never aim to become part of the local culture. Those of Arabic origins were happy with the local secular Muslim environment (see Richardson, 2014). The relevance of ethnic origin as a proxy for culture as a significant contingency is intriguing, albeit not in line with ethical considerations. While far from politically correct, the return on investment for global talent depends on the cultural background(s) individuals bring to the labor market. 
Lastly, family studies are enriched by our findings, which have relevance for global employment moves. It was suggested that family is a factor that is the hidden cause for expatriation failure. Here, the family typically supports staying in the host country, in line with earlier evidence (Schoepp and Forstenlechner, 2010). Again, the role of family as either a support factor or as a barrier to success is subjected to the contingency of ethnic origin of the expatriate.  
Implications for individuals considering expatriation

Expatriates tend to gain broader managerial experience, and to be recruited or promoted into positions that would not be possible for them in their home countries. It should be noted, though, that this might cause adjustment issues on repatriation (see Lazarova and Caligiuri, 2002). Receiving a high salary that cannot be offered back home is a type of ‘Golden handcuffs’ or ‘Golden cage’, where people will be reluctant to return to their home country for financial reasoning (Richardson and McKenna, 2002). Our findings suggest that opting for expatriation in the Gulf can be a rewarding experience, leading to financial gains and new career opportunities. Subject to realistic understanding of the local conditions and habitudes, people can enjoy life and positive work environments. Depending on the long-term aim, people from different origins and cultural backgrounds will have different experiences. 

Implications for business firms

We distinguish between implications for local firms and for MNCs which operate or plan to enter these markets. For global employers, we highlight areas where positive professional people-management can gain better ‘return on investment’ if the expatriates are dealt with via appropriate practice. UAE enterprises can be effective in targeting, recruiting and remunerating expatriates. For example, in recruiting future expatriates, ‘word of mouth’ was typical. Thus, the practice of ‘referrals’ may be applied effectively. This might be contentious in an environment where locally the practice of Wasta exists. However, the more formal use of networks might be incredibly valuable and something that could possibly be encouraged when it comes to the recruiting of the highly skilled. 

Another issue for MNCs to consider is the anticipated difficulties in repatriation of people who worked in the Gulf. The adjustment to local practices might not be as simple as ‘returning home’. Further, it has become very clear in this paper that different communities require different managerial approaches and different incentives to come and stay with organizations in the UAE.
Implications for policy options at the national level

Authorities need to understand that the highly skilled should be treated differently than the low skilled, in line with benchmarks from developed countries that actively distinguish between process and rules between skill groups. Despite the intense need and ongoing efforts to develop indigenous human capital (Ramady, 2013), we consider it important that policy makers should realize what is needed to fulfil this ongoing need. Based on our findings, we recommend the following policy options to increase the likelihood of attracting the highly skilled:

1. Formalizing the idea of referrals on a national basis, i.e. paying individuals who recommend successful candidates (who then stay for at least six months) a fee for recruitment of a highly skilled foreigner. The concept is similar to using recruitment agencies, but only on a personal level using personal connections.

2. Engaging embassies in the recruitment of highly skilled foreigners. As in the case of New Zealand’s focussed nurse recruitment drive, peripheral countries, like those in the Gulf, could design programs to recruit for particular highly skilled work and job categories affected by a shortage through their diplomatic missions. This would also have the side-effect of promoting the UAE as a country for the highly skilled. 

3. With a third of the highly skilled Westerners in our sample switching from temporary engagements in consulting jobs to permanent residence, it might be worth thinking about formalizing temporary work permits for the highly skilled, allowing organizations to recruit – with fewer bureaucratic hurdles – highly skilled people for temporary positions. This also has the potential to end the practice of “visa runs”, the practice where nationals from countries on the positive visa list (tourist visa on arrival) waste time, effort, and money, as well as government resources when traveling in and out of the country every month. 

4. On a related point, another approach to support entry into a role in the UAE would be easing employment regulations for individuals on short-term contracts. An expert pool at government level could be created that allows highly skilled individuals to “test the waters” and work on smaller projects without the commitment to immediately move to the Gulf. A central entity would sponsor these workers and also serve as a gateway for government entities to request specific expertise.

5. Dealing with uncertainty: Ignoring potential political implications, and simply speaking from a human resource-planning perspective, it is highly recommended that the visa grace period for the highly skilled is extended, i.e. give them six months rather than 30 days to find a new job.
6. The UAE not only needs to better manage its competent foreign workforce, but also to set goals in this area, i.e. how long it would want the highly skilled to stay with regards to making a significant contribution that focusses beyond the short term. It is further unclear to what degree the need for a highly skilled workforce competes with the stated goal of Emiratization. 

Limitations and recommendations for further research

The study took place in one country in the Arabian Gulf, and was qualitative in nature. Future studies may replicate it in other peripheral locations, and using quantitative research design. Our study is limited to professional workers and managers, but this was done on purpose as such populations are of high interest for both career and global labor market studies. 
It is very obvious how different the motivations are depending on background and origin of the individual interviewees. What is true to a large degree across expatriates is that they initially came for money and lifestyle and generally intended to stay for a limited period of time, but grew accustomed to the environment, often finding it difficult or undesirable to repatriate. This is particularly the case for expatriates coming from poor and/or unstable countries. The desire by the UAE government to increase skill levels and therefore productivity among expatriates might be at odds with expatriates’ desires for permanent residence, and with regards to their residency demands or expectations, as well as the need to increase diversity in the Middle East context (Forstenlechner, Lettice and Özbilgin, 2012). Current policy discourages longer stays or establishing roots, which comes at the price of doubtful long-term interest and contributions. More research is needed to understand the context between such demands and governments’ willingness to make meaningful contributions.

Conclusions

Our study manifests the contingency needed in analyzing issues of relevance for global audience. National and organizational competitiveness depend highly on aggregate human capital. To attract and retain global talent, countries in peripheral geo-locations should find specific niches of the labor market they can reach and connect with. We pointed out a need not only to focus on reasons for expatriation, but to expand the framework to understand reasons for staying in the host country. In the process we identified different clusters of attitudes and reasoning, mostly following ethnic and national origin of the expatriates. The positive attitude of local individuals and governments can be instrumental in keeping expatriates in the host country. 
Our findings infer towards conclusions that have thus far not been drawn in the context of globally mobile highly skilled professionals. The attractiveness of the Gulf for the global labor market appeals in different ways to different clusters of populations; to achieve this, host country policy-makers need to tailor their approaches to different clusters. We believe that many of the findings can be generalized to other contexts – certainly for the majority of Gulf destinations.
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Table 1: “How did you hear about the job that initially brought you to the UAE?”
	
	Total

(%)
	Southeast Asian
	North African
	African
	European and American
	Middle Eastern 

	Through friends/

personal contact
	30
	28%
	33%
	21%
	33%
	37%

	Through family members
	18
	33%
	22%
	0%
	5%
	11%

	Through recruiting company/head hunter
	10
	9%
	0%
	14%
	0%
	26%

	Company decision
	10
	14%
	0%
	0%
	14%
	11%

	Online recruiting
	10
	7%
	0%
	43%
	0%
	11%

	While working as consultant
	8
	2%
	11%
	0%
	33%
	0%

	Through UAE media ads
	8
	2%
	33%
	14%
	5%
	5%

	Came from other GCC country
	5
	5%
	0%
	7%
	10%
	0%


Table 2: “When you decided to come to the UAE, what were your major reasons to do so?”

	
	Total

(%)
	Southeast Asian
	North African
	African
	European & American
	Middle Eastern 

	Better money and career experience
	24
	27%
	33%
	7%
	21%
	28%

	Atmosphere and lifestyle
	20
	24%
	22%
	20%%
	16%
	11%

	Better life for me and my family
	14
	12%
	11%
	27%
	11%
	11%

	Employer needs
	11
	10%
	0%
	13%
	5%
	22%

	Issues back home/ personal reasons
	9
	2%
	33%
	0%
	21%
	6%

	Career advance
	8
	15%
	0%
	7%
	0%
	6%

	Interest in the ME
	7
	0%
	0%
	20%
	21%
	0%

	Try new things
	5
	5%
	0%
	7%
	5%
	6%

	Join family
	4
	5%
	0%
	0%
	0%
	11%


Table 3: Likelihood of staying in the future
	
	 Excellent
	 Very Good
	 Good
	 So-So
	 Not So Good
	 Bad
	 Terrible
	 Not Applicable/ Unassigned

	Likelihood of stay 6 months 
	72
	30
	16
	3
	0
	0
	0
	2

	Likelihood of stay 1 year 
	64
	30
	21
	3
	1
	1
	1
	2

	Likelihood of stay 2 years 
	29
	36
	24
	21
	4
	3
	4
	2

	Likelihood of stay 3 years 
	17
	30
	22
	33
	6
	2
	11
	2

	Likelihood of stay more than 3 years 
	12
	23
	20
	42
	5
	3
	14
	4


Table 4: Thoughts and experiences with Emirati culture and people
	
	Southeast Asian
	North American
	North African
	African
	European
	Middle East

	Cost of living and job security affect expat. decision to stay
	2.32%
	0%
	0%
	0%
	0%
	0%

	Negative experience with Emirati culture or people
	1.69%
	6.13%
	24.94%
	2.78%
	43.63%
	3.68%

	No answer
	0.08%
	0%
	0%
	0%
	0%
	0%

	Personal opinions about Emirati culture or people
	11.94%
	76.79%
	0%
	0%
	14.42%
	0%

	Positive experience with Emirati culture and or people
	79.92%
	4.23%
	75.06%
	91.59%
	36.32%
	96.32%

	Some Emiratis do not mix very with expats
	2.09%
	12.85%
	0%
	0%
	0%
	0%

	Undecided
	1.95%
	0%
	0%
	5.63%
	5.63%
	0%


Appendix:  Interview outline questions
DEMOGRAPHICS:

Gender

Age

Marital status and children
Emirate of residence
Length of stay in the UAE
Previous country of residence before the UAE, Native country
Previous work in an Arab Gulf state
Previous expatriation experience
Anticipated length of stay

Educational attainment
Current employment
Monthly income (range)
Likelihood of staying in the UAE:


EXPLORATORY QUESTIONS:

How did you hear about the job that initially brought you to the UAE?

Was it a strategic decision to come to the UAE, a clear plan? Would you say you have a clear or general career plan for your future, or do you ‘let things come your way’?

What career success means to you.

Is it important for you to be flexible and have a high level of freedom?

When you decided to come to the UAE, what were your major reasons to do so?

What made you stay in the UAE? (if interviewee is already sure to leave soon, then ask what might make you stay?)

What might change your mind about your decision to stay?

If a close friend asks for your advice with regards to a job offer and potentially moving to the UAE, 

-which positive aspects would you share with her/him?

- which negative aspects would you share with her/him?

The impact moving to the UAE had on your career

Differences in your lifestyle between your home country and the UAE

If there was one policy you could change that would really improve your living conditions in the UAE, which one would it be? 

Finally, please share with us some of your thoughts and experiences with Emirati culture and people. Have you changed what you think about local culture and local people since you started to work here? If so, in what way?
Figure 1: Integrated framework for expatriation in the Gulf
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