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Introduction: The higher education sector is experiencing changes in the profile of 
employees and stakeholders. Current employees are expected to function effectively 
and efficiently in institutions to achieve individual and organisational goals. The 
functioning aspect of the capability approach presents the opportunity to investigate 
how academic employees function in the current work environment. The study 
aimed to investigate the functioning of academic employees in the current work 
environment. Understanding how academic employees function in their current 
work environment provides the opportunity to develop relevant talent management 
practices to motivate, retain, support, develop, and lead academic employees.

Methods: A qualitative research approach and a critical realism perspective was 
utilised to explore social relations in the sample environment. Purposive sampling 
was employed to identify appropriate participants for the study. Nine online semi-
structured interviews were used to collect data from the participants.

Results: The findings of the study show that academic employees function effectively 
when they experience support and relationships at work as well as when autonomy 
and technology are available among various aspects of work. Talent management 
strategies require proactive reviewing to meet academic employees’ needs to 
enhance performance.

Discussion: Human resource practitioners and leaders in the institution have the 
responsibility to explore the functioning of academics in their environment to 
understand how they can enhance their performance and develop and retain these 
employees to meet institutional goals. The study adds some insights to the current 
literature related to the functioning of academic employees using the capability 
approach. The institution can develop new mechanisms to enhance the performance 
of these employees in a dynamic environment through talent management practices.
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Introduction

The focus of the study is on the functioning of academic employees in a South African higher 
education institution. Academic employees are faced with drastic changes in their daily work. These 
changes and demands affect how academics function in their work. The functioning of academics 
for the purpose of this study is adopted from Sen’s capability approach. Functioning’s refers to doing 
and achieving valuable aspects of work (Nambiar, 2013). It is essential for academic employees to 
function effectively and efficiently in their roles to achieve the goals of their institutions and those 
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of the Department of Higher Education. Academics are also required to 
function at their highest levels to achieve what they value.

Higher education focuses on the sharing and imparting of 
knowledge to the recipients and society at large. The South African 
Department of Higher Education and Training (DHET) aims to develop 
capable, well-educated citizens that can sustain and diversify the 
South  African economy to meet the development objectives of the 
country.1 The department aims to improve quality and efficiency in the 
system. To achieve this, highly capable employees are essential in the 
academic environment.

Literature review

Current South African higher education 
environment

The South African higher education environment consists of 26 
public universities and 131 private institutions of higher learning with a 
combined total of 1,283,890 enrolled students in 2019 (Department of 
Higher Education and Training, 2021) in comparison to the 
United Kingdom (UK) where 2,341,425 students were enrolled in higher 
education institutions for the period 2017–2018 (Universities UK, 2019). 
The latest South African statistics indicate that about 57,507 academic 
employees are involved in teaching and research (National Research 
Foundation, 2018). These statistics indicated the imbalance between the 
number of enrolled students and academic employees. The education 
department is taking action to address this imbalance through various 
programmes, such as the New Generation of Academics Programmes 
(nGAP), the Staffing South  Africa’s Universities Development 
Programme (SSAU-DP), the Existing Academics Capacity Enhancement 
Programme (EACP) and the Supplementary Staff Employment 
Programme (SSEP). Not only do these programmes aim to address the 
imbalance, but they also aim to develop future generations of academics 
and build staff capacity (Department of Higher Education and Training, 
2015). Developing staff capability is imperative in an environment that 
has historically been challenged with issues of transformation from both 
a staffing and student perspective.

Beyond these issues, more diversified students and staff are entering 
the higher education landscape thus, indicating that new ways and 
methods of working, learning, and research are necessary.

Technology continuously has an effect on how academics function 
in their work. Technology is meant to improve the working conditions, 
methods, and processes involved in delivering key results (Burgess and 
Connell, 2020). The disruption that is brought by technology is mostly 
seen in two perspectives. The first view is that it brings about 
unemployment as work becomes automated. The other is that it is 
necessary to move forward with the digital age where employees have to 
create value through technology (Frey and Osborne, 2017; Schwab, 
2017). Based on the above, academic employees are then naturally 
tasked to be able to perform optimally using technology, therefore the 
updating of skills, knowledge, and resources becomes continuous to 
keep abreast of the new developments and innovations. Academic 
employees must use technology in their teaching and learning for the 

1 dhet.gov.za

development of self, students, research, society, and business in general 
(Bates, 2015).

The coronavirus disease (COVID-19) has also influenced how the 
sector and those involved in it function. As normal operations were 
interrupted by the pandemic institutions, staff and students had to 
depend on technology for learning to continue. Institutions are now 
challenged by many factors in terms of which technology to invest in 
various platforms that are available, and which would be best for their 
teaching, research, and long-term usage for education (Rosenbusch, 
2020). Robust changes and improvements in technology essentially 
mean that employees have to update their skills to meet all these 
developments (McWhorter and Bennett, 2014; Parry and Battista, 2019). 
Employee capabilities must be nurtured for them to be able to meet the 
dynamic demands of the organisation. Therefore, it is important to 
realise all these opportunities in the work environment and to develop 
employees to allow them to function optimally. The question then arises: 
How do academics function in their roles in a dynamic higher education 
environment? This paper aims to address the above issue in the 
current context.

Functioning of academics.
Sen’s capability approach is centred on social justice – a good society 

where individuals can achieve their life plans (Sen, 1999). The capability 
approach further states that these individuals should be  enabled to 
achieve these plans in specific domains (work/life in general). The 
normative prescription here is that individuals have options to achieve 
that which they value (Sen, 1992). Many of these achievements that 
individuals value are seen as functionings. Functionings refers to 
the individual.

values that are attained from the states of “being and doing” (Van 
der Klink et al., 2016). Functionings are therefore real opportunities that 
yield achievements of that which is valued (Sen, 2010). The role of 
academic employees is often directed to three operational functions, 
which are teaching and learning, research, and community engagement. 
Teaching and learning involve the development of teaching content, 
class time and self-development, whilst research is focused on 
supervision of postgraduate students and publishing research material 
in relevant accredited research journals. Community engagement is an 
integral part of academic work as social development and cohesion are 
some of the core pillars of academic institutions. Understanding the 
functioning of academics in the realm in which they operate, guides us 
in gathering the necessary knowledge of what is expected of them and 
how that is related to what academic employees value and the 
opportunities that are available to them to achieve their objectives.

Understanding the functioning of academic employees is central to 
providing the best metric for interpersonal evaluations highlighting the 
fact that the “functionings” are “doings” (Mitchell et  al., 2006). The 
“doings” with which academics are busy have to be understood at an 
individual level to conceptualise the things that are important for them 
in doing their jobs. Academic roles in South Africa are characterised by 
teaching, learning, research, and community engagement. Beyond these, 
academics are required to have qualifications applicable to their level of 
reporting (Department of Higher Education and Training, 2015). 
Performing effectively across the scope of practice requires specific 
capabilities of the employed academic members. It is therefore 
imperative that the resources to perform are provided by institutions 
and employers alike (Mooken and Sugden, 2014).

Resources range from physical, teaching and learning equipment; 
wellness and safety; human capacity; and intellectual resources 
(Madikizela-Madiya, 2021). Provided that these resources are present in 
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most cases, individual differences still play a major role in the 
performance of academics as people value different things. Thus, two 
people can have the same resources and still achieve completely different 
results (Mooken and Sugden, 2014). It is important to note that 
resources are not the only variable to achieving high performance as 
there are different variables to consider such as individual preferences, 
lifestyle, motivation, salary, work stress, and work method that might 
affect the performance of employees (Albadi et al., 2017).

Previous studies have linked high performance of academic 
employees to work engagement and job satisfaction (Amarathunga, 
2018). In relation to this study, this indicates that exploring the 
functioning of academics is relevant as it explores other dimensions that 
influence academic employees in their work environment. Academic 
staff members are not only challenged by their specific work demands 
but also by their managers and colleagues, in addition to human 
resource practices in general. Managers and employees should have a 
clear understanding in the employment relationship of what is expected.

from the employees and what employees value in their job 
(Aboramadan et al., 2020). Establishing these expectations is mutually 
beneficial for all stakeholders.

Human resource management practices in 
academia

In academia human resource practices are vital for the performance 
of the organisation, departments, and employees alike. Managers are 
mandated to implement these practices in their departments that 
ultimately shape the work relationships that employees have with their 
managers and their colleagues in the organisation. Human resource 
practices are typically concerned with the attraction, recruitment, 
development, and retention of employees (Tolstyakova and Batyrova, 
2020). Strategic human resource management indicates that even with 
the changing world of work, human capital remains important in 
achieving organisational goals (Hasani and Sheikesmeili, 2016). 
Developing employees ensures that institutions can meet various targets 
in a multifaceted environment (Gordon and Whitchurch, 2007).

However, it is important to reflect on the management of human 
resources as a relationship between what the organisation values and 
what the employees value, such as rewards, motivation, support, work- 
life balance, and personal preferences (Johari et al., 2018; Poisat et al., 
2018). Previous studies indicate that an employee’s preferences in terms 
of rewards, development, and management styles affect the employee’s 
intention to stay or leave the organisation. Therefore, human resource 
practices should be able to respond to these factors in a flexible and 
quick manner (Lamba and Choudhary, 2013), thus, ensuring that 
practices are relevant and can keep up with the demands of the 
employees in an ever- changing world of work. Universities typically 
favour flexible work environments for academic employees, which 
enables academics to participate in various activities within and outside 
institutions (Oba, 2005). The doings and beings of academic staff ensure 
that these employees are not only competent in what they do but that 
they are also valued by their institutions.

Values are not only intrinsic to employees. The employees also have 
a desire to be shown that they are valued by their employers. Human 
resource professionals need strategies and practices that can meet this 
need through human resource strategy and planning (Vicencio, 2021). 
Diverse staff complements and the continuous onslaught of technology, 
among various other aspects, are making it more challenging for human 

resource professionals to meet some of these challenges as different 
employees value different beings and doings (Caligiuri et  al., 2020; 
Podgorodnichenko et al., 2020). Exploring the functioning of academics 
based on Sen’s capability approach permits the study to develop new 
methods of practice for human resource professionals and departments 
in higher education institutions. Limited studies exist that investigate 
the functioning of academics as a distinct phenomenon of the capability 
approach (Mitra, 2006). Investigating the functioning of academics does 
not only enhance the research related to academics but also focuses on 
resolving major human resources challenges faced by 
academic institutions.

Research purpose and objectives

The study focuses on investigating the functioning of academics in 
the current higher education environment. Functionings of academic 
employees under the capability approach are explored to understand 
what they value and what kind of activities they are involved in to 
achieve that which they value.

Research design

Research approach

A qualitative research approach guides the study to achieve its 
objective. Rich data were collected using qualitative approaches and 
methods. Qualitative research can be defined as an approach that is 
useful in gathering people’s experiences in detail through various 
research mechanisms (Hennink et  al., 2020). To gather more of an 
understanding of how academics function a critical realist paradigm was 
used in the study. Critical realism examines social relations to gather a 
clear understanding of those specific situations and recommends 
solutions to the challenges faced in the system by the stakeholders 
(Fletcher, 2017). Ontological assumptions in critical realism provide 
researchers with the opportunity to understand the reality of the same 
environment from various participants that have experienced it 
(Mingers, 2006). The epistemological assumption of critical realism is 
that it fosters an opportunity to understand the participants’ knowledge 
of their environment by seeking explanations and meaning of their 
reality (Wynn Jr and Williams, 2012). Semi-structured interviews were 
used to collect data from the participants, therefore allowing the 
researcher to gain understanding from the participants’ point of view.

Research participants and sampling 
methods

Participants in the study were recruited through purposive 
sampling. Purposive sampling involves selecting participants based on 
specific criteria relevant to the study and gaining an in-depth 
understanding of the population being studied (Patton, 2002; Hennink 
et al., 2020). Participant characteristics included that they are employed 
in the specific tertiary institution as academic staff lecturing in different 
subject fields. Academic employees from other institutions were 
excluded from the study. Gatekeeper permission allowed the researcher 
to recruit participants. Participants were recruited through marketing 
the research study on the institution’s website and through the 
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institutions bulk email system. Respondents completed the informed 
consent form and were subsequently contacted to schedule the online 
interview. Semi-structured interviews allowed the participants to ask 
questions and discuss aspects appropriate to the study. Data saturation 
was reached at nine participants (n = 9) as they shared experiences and 
relevant knowledge about the study.

Data collection

Data for the study was collected from the sampled participants 
through online semi-structured interviews. Questions relevant to the 
functioning of academics were used in this regard. Where applicable, the 
data were audio and video recorded after each participant’s consent had 
been obtained. The following are examples of the interview questions 
used to conceptualise the functioning of academic employees. These 
semi-structured interview question(s) were asked to examine the 
functioning of academics.

Research procedure

The research study involved using online platforms to conduct semi-
structured interviews with the participants. Nine participants were 
interviewed to collect the necessary data focusing on the functioning of 
academic employees. All the data were stored on password encrypted 
device platforms to ensure safety and avoid a data breach. Data were 
then transcribed and analysed using Atlas.ti 9 software. Research 
participants were made aware of all the steps that the research would 
follow and were allowed to discuss any research-related issues with the 
researcher to ensure that ethical conduct was adhered to.

Data analysis

Atlas.ti 9 software was used to analyse the transcribed data. The data 
were categorised into codes, quotation content and code group to give a 
better understanding of the data for analysis. For the data to be analysed 
it was first coded then followed a thematic analysis approach (Friese, 
2021). Descriptive codes attached to the transcribed texts conceptualise 
the primary idea of the text (Saldana, 2010). The thematic analysis 
allows the researcher the scope to understand the data better through 
familiarisation and to categorise the data to develop themes (Grbich, 
2013). The themes and codes generated during this process allow an 
understanding of the meaning behind the transcribed text and the 
establishment of links between established themes (Willig, 2014). The 
analysis resulted in 10 main codes linked to the functioning of 
academic employees.

Ethical considerations

Ethical clearance was obtained to interview employees in the 
institution and approval for the research was obtained from the relevant 
ethics committee. Informed consent to audio/video record participants 
was obtained before the interviews, and participants were reminded of 
the voluntary nature of their participation during the interview. All the 
recorded data is stored on password encrypted devices to ensure the 
safety, anonymity, and confidentiality of the participants. Participants 

were informed of the purpose of the study and how the data would 
be  used. The researcher also attended all relevant ethics training to 
ensure that the research was conducted in an ethical manner.

Results

The data were obtained from nine participants that were involved in 
the study that focused specifically on the functioning of academics. 
Semi-structured interviews were conducted, and the following results 
contextualise the findings from the thematic analysis. Ten codes were 
obtained from the analysis, the codes are represented in the code cloud 
in Figure 1.

The code cloud above indicates the intensity of which codes were 
prevalent in the functioning of academics. Codes such as support, 
relationships, autonomy, technology, achieving goals, administrative skills, 
appreciation, motivation, work requirements, and resources are essential 
in the functioning of academics. Table 1 represents some of the code 
intercepts that were obtained from participants through transcription.

A detailed analysis of the results follows in this section. Graph 1 is a 
visual representation of the factors indicated by the data that influence 
how academics function in their work. Support is the leading factor that 
influences how academics function, followed by relationships that 
employees have at work with their colleagues and managers. Autonomy 
and technology also have a great influence on how academics function 
in their work. Achieving goals is important to academics as it is the 
fourth recurring code based on the analysis. Administrative skills and 
appreciation of employees are important for the functioning of these 
specific employees as they are the fifth influential factors, whilst 
motivation, resources and work requirements have the least influence on 
the functioning of academics based on this specific analysis (Table 2; 
Figure 2).

Discussion

The results of the study indicate various aspects that influence 
how academics function in the work environment. Academic 
employees are influenced by these factors in terms of how they 
function in their roles. It is important to understand these influential 
aspects in terms of how academics function as this influences their 
performance and ultimately on how they perceive their roles. The 
main findings of the study indicate that support, relationships, 
autonomy, and technology are highly influential in the functioning of 
academics in the institution.

FIGURE 1

Functioning code cloud.

https://doi.org/10.3389/feduc.2023.1016845
https://www.frontiersin.org/journals/education
https://www.frontiersin.org


ChaaCha and Oosthuysen 10.3389/feduc.2023.1016845

Frontiers in Education 05 frontiersin.org

Support

Support has been found to be the most recurring code in the findings 
of the study. Support from management, colleagues, processes, and the 
overall institution was seen as valuable by the participants. The following 
are examples of participants’ comments “So I think having the support 
structure within the institution has a big influence”; “I also find that 
you know having directors and line managers who are willing to work with 
you  to solve problems and stuff during task agreement, to having that 
support has been helpful. Then yes, research support is very important.” 
Support is important for the staff members to achieve their personal and 
career goals in the academic environment. Having the necessary support 
enables these employees to perform better and reduces workplace stress 
(Kenny and Fluck, 2014). The role of management in supporting these 
employees should be focused on interventions that meet the goals of both 
the organisation and those of its employees to create a culture of 
collaboration where each stakeholder is valued (Passmore, 2019). In 
general, the environment in which academic employees function should 
support the core role of academics (teaching, learning, and research) as 
well as their goals. Previous studies have found that a supportive 
environment is beneficial for the mental health of employees (Ohadomere 
and Ogamba, 2020). Offering academic employees the necessary support 
will ensure that human resource practices are upheld as the attraction, 
development, and retention of these employees is increased thereby 
reducing the cost of turnover (Chaacha and Botha, 2021).

Relationships

In general, employees spend 8 h at work. With so much time spent 
at work, the relationships that these employees have with their colleagues 
is important for their performance. Researchers have found that social 
relations at work enhance job satisfaction, increase work performance, 
and reduce intention to leave (Shellenbarger, 2000; Levy, 2003; Amjad 
et al., 2015). Employees that experience positive relationships at work 
are more inclined to trust their managers and their colleagues thus 
increasing trust between employees and managers (Krot and Lewicka, 
2012). Experiencing positive relationships at work reflects that when 
employees enjoy their work environment achieving work tasks and 
personal goals is seen to reduce the negative effects that an employee 
would experience in a work environment (Krot and Lew).

The following is an example of what some of the views of 
participants in the study regarding the importance of relationships at 
work. “Also, the relationship I have with my colleagues, I believe that if it 
wasn’t for the relationship, I have with my colleagues despite us having 
arguments or disagreements here and there, I would not still be in this job. 

It would have made it ten times harder than it is.” The findings of the 
study indicate that having social and professional relationships at work 
enhances the performance and intention to stay of employees in their 
current work environments. Therefore, institutions must ensure that the 
relationships that employees experience at work are such that they can 
be valued as this affects several factors – as highlighted previously.

Autonomy

Previous studies indicate that academic employees rank autonomy 
very high in their working life (Nguyen et al., 2014). Autonomy for 
academic employees is described as the employee’s freedom to exercise 
his/her ability free from leadership control to act independently in 
relation to the environment (Enders et al., 2013). Leadership of the 
employee is often seen to shape the level of autonomy that academic 
employees are likely to experience in their work environment (Puaca, 
2021). Academic employees value autonomy for various reasons, but 
primarily the employees value what having the autonomy signifies for 
them and their careers. The study found that participants in the study 
valued their autonomy as they were able to grow and explore the options 
that having autonomy presents to them in their work environments.

“I value autonomy because I like being independent. I feel like I grow 
more when I’m able to do things on my own as opposed to somebody 
constantly telling me ‘this is what you need to do’.”

“Autonomy. I value autonomy because before I started working here, 
I used to work for a company where you had to account for everything 
that you did with somebody telling you what to do. So, when I got here, 
I valued I found myself valuing autonomy.”

Technology

Technology has certainly influenced the world of work and how 
employees experience their work environments. Academic employees 
have not been spared from the impact of technology in their work 
environments. Online learning during the COVID-19 pandemic has 
forced institutions to use new technology and for employees to upskill 
themselves to use this new technology (Zalat et al., 2021).

Employees in the study value the role that technology has played 
during the pandemic as they are able to communicate effectively, learn 
new skills, and use other aspects of technology.

“… some more I  think important than others especially with the 
technology than development about that. With our students that 
we permanently communicate now electronically with all my colleagues, 
all these things. So, for the future you must be able to learn and willing 
to learn all these new skills and things specially about technology.”

The narrative clearly indicates that employees are willing to learn 
new skills related to technology and that they acknowledge the role that 
technology fulfils in their overall work in the sector. “You need to also 
familiarize yourself with technology, as you also have seen that the way 
in which classes are conducted has evolved” Previous studies also 
emphasised the positive effect that technology has on the quality of 
education (Bhardwaj et  al., 2015). Therefore, the functioning of 

TABLE 1 Interview protocol for functioning of academics.

Question 1 What influences how you function in your 

current job?

Question 2 What do you value most in your work?

a. Why is it important for you to achieve 

this in your work?

Question 3 Which opportunities are you offered to 

achieve this? (This being what the 

participant has stated that they value in 

their work)

Question 4 To what extent do you realise this?
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TABLE 2 Code intercepts.

Code Participant identification Intercept

Achieving goals Participant 1 Personal goals are aligned with kind-of the university’s goals, right.

Participant 4 What I value is success achieving goals.

Participant 19 Definitely, the sense of accomplishments and I can definitely say the sense of accomplishment feels different 

depending on what part or what aspect within my work I am doing.

Administrative skills Participant 1 And then there are also certain skills and abilities for instance, I guess, once again I can only speak from where 

I am. I’ve had to create many modules from nothing and definitely knowing how those things work, knowing 

where to go to find out, those are things that have been very, very necessary for me to figure out when I started 

at the university.

Participant 19 Definitely administrative capabilities. I know that it is more of a practical application and a skill that can 

be learnt rather than what it is an inherent skill, but it’s also an important skill to have.

Participant 19 You definitely need have to have administrative skills.

Appreciation Participant 18 But appreciation, especially for example again, “thank you for being willing to do at that time of night, still 

you are doing this.”

Participant 18 Yes, and also the students. If they once in a while just send me an email and say “thank you for your support” 

or you know that. That is, I think that is very important.

Participant 5 “what you were telling us, what you were teaching us, what you were giving us at that time is actually what 

I needed for me to succeed in my career to progress in life also”

Autonomy Participant 1 And also, the fact that we have at least within our school a lot of academic freedom, you know. So, I often 

think about the difference between teaching high school which is where I was previously. So, previously 

I taught at an IEB school and teaching at the university, and I think one of the things that I really value is the 

amount of academic freedom we have in deciding how we are carving out our career path.

Participant 1 I think a part of it is that we do so much admin because to some extent with that freedom that we have right, 

with great power comes great responsibility, but the amount of academic freedom we have, we have to 

constantly prove that we are doing enough to ensure quality.

Participant 3 Autonomy. I value autonomy because before I started working here, I used to work for a company where 

you had to account for everything that you did with somebody telling

you what to do. So, when I got here, I valued I found myself valuing autonomy.

Motivation Participant 4 Alright. First, personally, I think there’s internal things. It’s about motivation, it’s about drive, it’s about 

knowledge.

Participant 4 And if you do not really have a drive or a motivation really to achieve it, you may battle to get where you want 

to be.

Relationships Participant 1 I also think on a more like micro level, the relationship between you and your direct managers so for instance 

for me with the School Director and the Research Director or with our Subject Group Coordinator, etc. those 

relationships are very important because it means if that relationship is strong it means that you can negotiate 

in a way that helps you to achieve your goal.

Participant 3 Also, the relationship I have with my colleagues, I believe that if it wasn’t for the relationship I have with my 

colleagues despite us having arguments or disagreements here and there, I would not still be in this job. It 

would have made it ten times harder than it is.

Participant 4 And colleagues and collaboration with them on less collaboration.

Resources Participant 5 Also having resources is I think it’s the most relevant because you can have the passion but if you do not have 

the resources then it’s a challenge on its own.

Participant 5 So, I’ll say the main thing it’s having the resources.

(Continued)
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academic employees in a highly technological environment provides 
the opportunity for growth for employees, students, and the institution.

Achieving goals and motivation

Goal achievement is defined as striving for mastery and 
performance goals through outstanding demonstration of significant 
competence (Dweck and Leggett, 1988). Achieving goals is strongly 

linked with explaining employee behaviour in organisational settings 
(Van Yperen et al., 2014). Goal setting is associated with motivation as 
it translates to persuading employees to participate in work tasks (Janke 
and Dickhäuser, 2018). Employees are found to value achieving goals 
and motivation is important for achieving these goals. Employees that 
are motivated and driven to achieve goals can enhance their 
performance and that of the team. Leaders have to create environments 
where employees are motivated to achieve their goals (Ouakouak et al., 
2020). Intrinsic motivation of employees also increases the probability 

TABLE 2 (Continued)

Code Participant identification Intercept

Support Participant 1 Having for instance research support at the university has been very important in actually meeting those parts 

of my task agreement.

Participant 4 Well, I would say that some of the opportunities at this stage personally for me is my own research, there’s 

funding available, there’s opportunities to do that although as a Director I get less time to really pursue my 

research career in that sense, but also then opportunities to achieve with colleagues and develop my entity to 

get to a higher level.

Participant 10 The support I get from our support team, our systems, admin systems, sometimes there are things that we do 

not know as lecturers that they are more conversant with. So, it’s always great to get that kind of information 

from them. It helps us

function better.

Technology Participant 4 “That can influence me, and I have to develop some of it still for example, in my case technology maybe”

Participant 4 Ability from computer using computer and technology is also something which I need to do.”

Participant 4 Some more I think important than others especially with the technology than development about that. With 

our students that we permanently communicate now electronically with all my colleagues, all these things. So, 

for the future you must be able to learn and willing to learn all these new skills and things specially about 

technology.

Work requirements Participant 4 University policies and colleagues and collaboration with them on less collaboration.

Participant 20 “my line managers, my task agreement and requirements also influences, my personal development plan 

influences how I function. So, it’s all the expectations and the requirements, the job specification and 

description also influence how I function, and then also like I said my qualifications and experience influence”

FIGURE 2

Functioning codes.
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of employees to achieve their goals (Van Rensburg and Rothmann, 
2020). Participants in the study mentioned the following:

“Definitely the sense of accomplishments and I can definitely say the 
sense of accomplishment feels different depending on what part or 
what aspect within my work I am doing.”

“And if you don’t really have a drive or a motivation really to achieve 
it, you may battle to get where you want to be.”

The findings indicate that employees value different aspect of 
achieving their goals in the work environment as there is specific 
meaning attached to each accomplishment. Motivation is seen as 
essential to move forward in the career of an academic employee.

Administrative skills, work requirements, and resources.
Academic employees are tasked with teaching, learning, and research 

activities as part of their role. These core functions require these employees to 
be proficient regarding policies, processes, and methods for delivering quality 
service to the institution and all relevant stakeholders (Mduwile and 
Komariah, 2021). Administration entails the process of being to organise, 
plan, and use resource to achieve outcomes (Saithong, 2007). Administrative 
skills therefore require the ability to use knowledge and abilities efficiently in 
their roles (Sura and Darbavasu, 2019). Academic employees use these skills 
in class preparation, examinations, presentations, and generally being able to 
conduct certain work tasks. Work requirements of academic employees have 
to be met and the link between these skills and these work requirements 
enhance the performance of staff members. It is worth noting that completing 
works tasks requires resources to perform daily activities. Increasing students 
loads and administrative processes are some of the challenges that add to the 
workload of academic staff members (Theron et al., 2014). Participants in the 
study were not explicit regarding specifically which resources they referred to. 
However, in terms of the current context, such resources could include 
software, hardware, physical structures, organisational resources (those 
provided by the institution), personal resources (ability to perform in the 
environment), and social resources (support from other sources; Naidoo-Chetty 
and du Plessis, 2021). The following remarks by participants support what 
previous researchers found regarding administrative skills, work requirements, 
and resources that influence the functioning of academic employees.

“Definitely administrative capabilities. I know that it is more of a 
practical application and a skill that can be learnt rather than what it 
is an inherent skill, but it’s also an important skill to have.”

“… My line managers, my task agreement and requirements also 
influences, my personal development plan influences how I function. 
So, it’s all the expectations and the requirements, the job specification 
and description also influences how I  function, and then also like 
I said my qualifications and experience influence.”

“So, I’ll say the main thing it’s having the resources.”

Appreciation

The findings of the study indicate that employees value being 
appreciated in their work environment. The concept of appreciation is 

closely related to recognition. Appreciation is seen as an 
acknowledgement of the value that one contributes. It can be the actual 
acknowledgement of an act or an event and the resultant positive 
emotions from such an acknowledgement (Adler and Fagley, 2005). This 
is in line with what the study found in terms of the difference in how 
employees experience appreciation as some viewed salaries as a token of 
appreciation, while others considered acknowledgement as an 
expression of gratitude (“word of thanks”) from colleagues, managers, 
and students alike. These gestures of appreciation are important as they 
enhance the work environment in which employees function. They also 
assist in developing social bonds, increase individual performance and 
passion, and promote teamwork (Fagley and Adler, 2012). The following 
are different views regarding recognition expressed by some of 
the participants.

“… is salary for one.”

“Yes, and also the students. If they once in a while just send me an 
email and say “thank you for your support” or you know that. That is, 
I think that is very important.”

Practical implications

The findings of the study indicate that support is one of the most 
valuable aspects that influence how academic employees experience 
functioning in the work environments. The implication for the 
institution is that employees require various forms of support to ensure 
that they meet their job requirements, perform effectively, and remain 
in the institution. The functioning of academic employees is also 
influenced by the work relationships that employees have, the autonomy 
that they experience, the technology available, and their ability to 
achieve goals. Other aspects that influence their functioning include 
administrative skills, work requirements, resources, and appreciation. 
The findings indicate that work environment experiences are shaped by 
various factors. However, the leaders and managers of these employees 
have a responsibility to ensure that employees experience a positive 
work environment that enable employees to work effectively.

Employees seek relationships at work that can enhance their work 
experience. The institution must create a climate that encourages social 
interaction to promote collegial and leadership support. Institutional 
policies and practices must reflect the autonomous nature that is 
typically associated with an academic position to allow employees the 
academic freedom that they seek in terms of their role and approach 
to teaching, learning, research, and community engagement. The rate 
and use of technology in higher education has increased, technological 
resources, staff development opportunities for new skills to improve 
the quality of education being delivered. The above point is consistent 
with academics valuing meeting work requirements and achieving 
goals. Receiving appreciation from various sources reassures academic 
employees that they are doing well in their roles. Financial rewards and 
recognition from leaders, colleagues, students, and other stakeholders 
influence this functioning experience. Institutions must be flexible to 
ensure that recognition is given at all levels, in different forms, and for 
a variety of activities. Employees must be motivated to achieve their 
goals and to complete their tasks.

Talent management practices require constant review to meet 
some of the demands from academic employees and to adapt to the 
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dynamic world of work within which academics function. Continuous 
employee and leadership development is required to safeguard the 
quality of the services offered, limit the intention to leave of 
employees, ensure the well-being of employees, and improve 
institutional performance.

Limitations and recommendations

As the study is restricted to only one South African higher education 
institution, the applicability to other higher education institutions is 
consequently limited. Data collection interviews were conducted online. 
However, some participants experienced network issues which made it 
difficult to establish rapport with them. With the study only focusing on 
the functioning aspect of the capability approach literature was limited, 
and it was difficult to conceptualise some of the concepts in the study. 
This also affected the data collected as it only focused on the functioning 
aspect of the capability approach.

It is recommended that future research include other higher 
education institutions to gather richer data as experiences differ 
from individual to organisational level. Another recommendation 
is that, where possible, face-to-face interviews be conducted in the 
future to limit the inconveniences of technology. It is recommended 
that a training program focusing on the development of functioning 
competencies of academic employees be implemented to improve 
aspects such as support, relationships, autonomy, technology, 
administrative skills, appreciation, motivation, work requirements 
and resources in higher education. Future research can also include 
the broader aspects of the capability approach in similar studies. 
The inclusion of other higher education institutions will allow the 
exploration of other research methods and approaches to such 
a study.

Conclusion

The objective of the study was to investigate the functioning of 
academic employees in the current higher education environment. 
The functioning of academic employees is influenced by different 
aspects, such as support, relationships at work, autonomy, and 
technology among other factors. The findings of the study represent 
the experiences of academic employees in a dynamic environment, 
therefore highlighting the link between the experiences of these 
employees. Employees seeking support require meaningful 
relationships at work. They need to be allowed to perform their jobs 
in a manner that does not limit them with bureaucracy. Resources 
should be  available for them to do their jobs effectively. The 
development of these employees is crucial to keep up with all the 
changes in the world of work and the higher education sector. 
Employees expressed a need to be appreciated and motivated, which 

again emphasises the importance for human resource management 
practitioners and leaders in the institution to develop practices that 
can attract, retain, develop, and reward employees. Employees value 
these considerations as they influence their work experience and the 
views that they hold about themselves, their colleagues and leaders, 
other stakeholders, and the institution in general. Leaders, human 
resource management practitioners, and managers at academic 
institutions must consider these aspects when planning and 
evaluating strategic imperatives that will be delivered at an operational 
level by academic employees at these institutions. Positive work 
environments can enhance the performance of employees to 
contribute to the achievement of strategic goals.

Data availability statement

The raw data supporting the conclusions of this article will be made 
available by the authors, without undue reservation.

Ethics statement

The studies involving human participants were reviewed and 
approved by Faculty of Economic and Management Sciences at the 
North-West University in South Africa. The patients/participants 
provided their written informed consent to participate in this study.

Author contributions

TC is the main researcher for the study. EO is the supervisor in the 
study. All authors contributed to the article and approved the 
submitted version.

Conflict of interest

The authors declare that the research was conducted in the absence 
of any commercial or financial relationships that could be construed as 
a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the authors 
and do not necessarily represent those of their affiliated 
organizations, or those of the publisher, the editors and the 
reviewers. Any product that may be evaluated in this article, or 
claim that may be made by its manufacturer, is not guaranteed or 
endorsed by the publisher.

References
Aboramadan, M., Albashiti, B., Alharazin, H., and Dahleez, K. A. (2020). Human resources 

management practices and organizational commitment in higher education: the mediating 
role of work engagement. Int. J. Educ. Manag. 34, 154–174. doi: 10.1108/IJEM-04-2019-0160

Adler, M. G., and Fagley, N. S. (2005). Appreciation: individual differences in finding 
value and meaning as a unique predictor of subjective well-being. J. Pers. 73, 79–114. doi: 
10.1111/j.1467-6494.2004.00305.x

Albadi, A. A., Hussain, I. A., and Ahmad, N. (2017). Factors influencing motivation among 
academic staffs in private universities in Oman. Electronic J. Business Manag. 2, 29–37.

Amarathunga, P. A. B. H. (2018). Demographic factors towards employee engagement 
of lecturers in the state Universities of Sri Lanka. Wayamba J. Manag. 9:1. doi: 10.4038/
wjm.v9i1.7499

Amjad, Z., Sabri, P. S. U., Ilyas, M., and Hameed, A. (2015). Informal relationships at 
workplace and employee performance: a study of employees private higher education 
sector. Pak. J. Commer. Soc. Sci. 9, 303–321.

Bates, A. W. (2015). Teaching in a digital age: Guidelines for designing teaching and 
learning. Creative Comms Attribution-Non Commercial License 4.0

https://doi.org/10.3389/feduc.2023.1016845
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
https://doi.org/10.1108/IJEM-04-2019-0160
https://doi.org/10.1111/j.1467-6494.2004.00305.x
https://doi.org/10.4038/wjm.v9i1.7499
https://doi.org/10.4038/wjm.v9i1.7499


ChaaCha and Oosthuysen 10.3389/feduc.2023.1016845

Frontiers in Education 10 frontiersin.org

Bhardwaj, A., Nagandla, K., Swe, K. M. M., and Abas, A. B. L. (2015). Academic staff 
perspectives towards adoption of e-learning at Melaka Manipal medical college: has 
e-learning redefined our teaching model? Kathmandu Univ. Med. J. 13, 12–18. doi: 10.3126/
kumj.v13i1.13746

Burgess, J., and Connell, J. (2020). New technology and work: exploring the challenges. 
Econ. Labour Relations Rev. 31, 310–323. doi: 10.1177/1035304620944296

Caligiuri, P., De Cieri, H., Minbaeva, D., Verbeke, A., and Zimmermann, A. (2020). 
International HRM insights for navigating the COVID-19 pandemic: implications for future 
research and practice. J. Int. Bus. Stud. 51, 697–713. doi: 10.1057/s41267-020-00335-9

Chaacha, T. D., and Botha, E. (2021). Factors influencing intention to leave of younger 
employees in an academic institution. SA J. Human Resource Manag./SA Tydskrif vir 
Menslikehulpbronbestuur 19:1519. doi: 10.4102/sajhrm.v19i0.1519

Department of Higher Education and Training (2015). Staffing South Africa’s universities 
framework. South Africa: Department of higher education and training.

Department of Higher Education and Training (2021). Statistics on post-school education 
and training in South Africa: 2019 South Africa: Department of higher education and training.

Dweck, C. S., and Leggett, E. L. (1988). A social-cognitive approach to motivation and 
personality. Psychol. Rev. 95, 256–273. doi: 10.1037/0033-295X.95.2.256

Enders, J., de Boer, H., and Weyer, E. (2013). Regulatory autonomy and performance: 
the reform of higher education revisited. High. Educ. 65, 5–23. doi: 10.1007/
s10734-012-9578-4

Fagley, N. S., and Adler, M. G. (2012). Appreciation: a spiritual path to finding value and 
meaning in the workplace. J. Manag., Spirituality, Religion 9, 167–187. doi: 
10.1080/14766086.2012.688621

Fletcher, A. J. (2017). Applying critical realism in qualitative research: methodology meets 
method. Int. J. Soc. Res. Methodol. 20, 181–194. doi: 10.1080/13645579.2016.1144401

Frey, C. B., and Osborne, M. A. (2017). The future of employment: how susceptible are 
jobs to computerisation? Technol. Forecast. Soc. Change 114, 254–280. doi: 10.1016/j.
techfore.2016.08.019

Friese, S. (2021). Atlas.Ti 9 windows user manual. Atlas.ti.

Gordon, G., and Whitchurch, C. (2007). Managing human resources in higher education: 
the implications of a diversifying workforce. J. High. Educ. Policy Manag. 19, 135–155.

Grbich, C. (2013). Qualitative data analysis. An introduction. (2nd). United States: Sage.

Hasani, K., and Sheikesmeili, S. (2016). Knowledge management and employee 
empowerment. Kybernetes 45, 337–355. doi: 10.1108/K-04-2014-0077

Hennink, M., Hutter, I., and Bailey, A. (2020). Qualitative Research Methods. United 
States: Sage.

Janke, S., and Dickhäuser, O. (2018). A situated process model of vocational achievement 
goal striving within members of the academic staff at university. Motiv. Emot. 42, 466–481. 
doi: 10.1007/s11031-017-9657-z

Johari, J., Tan, F. Y., and Zulkarnain, Z. I. T. (2018). Autonomy, workload, work-life 
balance and job performance among teachers. Int. J. Educ. Manag. 32, 107–120. doi: 
10.1108/IJEM-10-2016-0226

Kenny, J. D. J., and Fluck, A. E. (2014). The effectiveness of academic workload models 
in an institution: a staff perspective. J. High. Educ. Policy Manag. 36, 585–602. doi: 
10.1080/1360080X.2014.957889

Krot, K., and Lewicka, D. (2012). The importance of trust in manager-employee 
relationships. Int. J. Electron. Bus. Manag. 10, 224–233.

Lamba, S., and Choudhary, N. (2013). Impact of HRM practices on organizational 
commitment of employees. Int. J. Advan. Res. Techn. 2, 407–423.

Levy, P. L. (2003). Industrial/organizational psychology. Understanding the workplace. 
Boston. Houghton Mifflin Company.

Madikizela-Madiya, N. (2021). The question of access and spatial justice in universities 
in sub-Saharan Africa: a capabilities approach. Transformation in Higher Educ. 6:a124. doi: 
10.4102/the.v6i0.124

McWhorter, R., and Bennett, E. (2014). Introducing new perspectives on virtual human 
resource development. Adv. Dev. Hum. Resour. 16, 263–280. doi: 10.1177/1523422314532126

Mduwile, P., and Komariah, A. (2021). Leadership and administrative skills: a panacea 
for administrative challenges in schools. Advan. Social Sci., Educ. Humanities Res. 526. 
doi: 10.2991/assehr.k.210212.00

Mingers, J. (2006). A critique of statistical modelling in management science from a 
critical realist perspective: its role within multimethodology. J. Oper. Res. Soc. 57, 202–219.

Mitchell, J., Chappell, C., Bateman, A., and Roy, S. (2006). Quality is the key: Critical 
issues in teaching, learning and assessment in vocational education and training. Australia: 
National Centre for Vocational Education Research Ltd.

Mitra, S. (2006). The capability approach and disability. J.Disability Policy Stud. 16, 
236–247. doi: 10.1177/10442073060160040501

Mooken, M., and Sugden, R. (2014). The capabilities of academics and academic poverty. 
KYKLOS 67, 588–614. doi: 10.1111/kykl.12069

Naidoo-Chetty, M., and du Plessis, M. (2021). Job demands and job resources of 
academics in higher education. Front. Psychol. 12:631171. doi: 10.3389/fpsyg.2021.631171

Nambiar, S. (2013). Capabilities, conversion factors and institutions. Prog. Dev. Stud. 13, 
221–230. doi: 10.1177/1464993413486547

National Research Foundation. (2018). National research foundation information portal. 
Retrieved February 14, 2022, from https://www.nrf.ac.za/information-portal/hemis-staff/

Nguyen, P., Cornish, L., and Minichiello, V. (2014). Management, leadership and change: 
views form rectors, vice-rectors and academic staff in Vietnamese higher education 
institutions. Asia Pacific J. Educ. Develop. 3, 69–77.

Oba, J. (2005). The Incorporation of national universities in Japan: Initial reactions of 
the new national university corporations. High. Educ. Manag. Policy 17, 105–126.

Ohadomere, O., and Ogamba, I. (2020). Management-led interventions for workplace 
stress and mental health of academic staff in higher education: a systematic review. J. Ment. 
Health Train. Educ. Pract. 16, 67–82. doi: 10.1108/JMHTEP-07-2020-0048

Ouakouak, M. L., Zaitouni, M. G., and Arya, B. (2020). Ethical leadership, emotional 
leadership, and quitting intentions in public organizations: does employee motivation play 
a role? Leadersh. Org. Dev. J. 41, 257–279. doi: 10.1108/LODJ-05-2019-0206

Parry, E., and Battista, V. (2019). The impact of emerging technologies on work: a review of the 
evidence and implications for the human resource function [version 1; peer review: 2 approved, 
1 approved with reservations]. Emerald Open Res. 1. doi: 10.12688/emeraldopenres.12907.1

Passmore, J. (2019). Mindfulness in organizations (part 2): a practitioners’ guide to 
applying mindfulness-based approaches in leadership development, workplace wellbeing 
and coaching. Ind. Commer. Train. 51, 165–173. doi: 10.1108/ICT-07-2018-0064

Patton, M. Q. (2002). Qualitative research and evaluation methods. (4th). United States: 
Sage Publications.

Podgorodnichenko, N., Akmal, A., Edgar, F., and Everett, A. M. (2020). Sustainable 
HRM: toward addressing diverse employee roles. Empl. Relat. doi: 10.1108/
ER-01-2019-0016

Poisat, P., Mey, M. R., and Sharp, G. (2018). Do talent management strategies influence 
the psychological contract within a diverse environment? SA J. Human Resource Manag./
SA Tydskrif vir Menslikehulpbronbestuur 16:1044. doi: 10.4102/sajhrm.v16i0.1044

Puaca, G. (2021). Academic leadership and governance of professional autonomy in Swedish 
higher education. Scand. J. Educ. Res. 65, 819–830. doi: 10.1080/00313831.2020.1755359

Rosenbusch, K. (2020). Technology intervention: rethinking the role of education and 
faculty in the transformative digital environment. Adv. Dev. Hum. Resour. 22, 87–101. doi: 
10.1177/1523422319886297

Saithong, P. (2007). Study the relation between administrative skills and academic 
management of administrator of primary school in Thonburi group, Bangkok. 
Srinakarinwirot University.

 Saldana, J. (2010). The coding manual for qualitative researchers. United States: Sage.

 Schwab, K. (2017). The fourth industrial revolution. Canada: Portfolio Penguin.

Sen, A. K. (1992). Inequality re-examined. New York: Oxford.

Sen, A. K. (1999). Development as freedom. United Kingdom: Oxford.

 Sen, A. K. (2010). The idea of justice. London: Penguin books.

Shellenbarger, S. (2000). An overlooked toll of job upheavals: valuable friendships. Wall 
Street J. 12.

Sura, S., and Darbavasu, S. (2019). Administrative skills of modern school administrators. 
European Proceed. Social & Behav. Sci. 522-529:52. doi: 10.15405/epsbs.2019.08.52

Theron, M., Barkhuizen, N., and Du Plessis, Y. (2014). Managing the academic talent 
void: investigating factors in academic turnover and retention in South Africa. SA J. Ind. 
Psychol. 40, 1–14. doi: 10.4102/sajip.v40i1.1117

Tolstyakova, O. V., and Batyrova, N. T. (2020). Strategic management of human resources 
in modern conditions: a case study. Entrepreneurship and Sustain. Issues 8, 370–381. doi: 
10.9770/jesi.2020.8.2(22)

Universities UK. (2019). Higher education in facts and figures 2019. United Kingdom: 
Universities UK.

Van der Klink, J. J. L., Bültmann, U., Burdorf, A., Schaufeli, W. B., Zijlstra, F. R. H., 
Abma, F. I., et al. (2016). Sustainable employability – definition, conceptualization, and 
implications: a perspective based on the capability approach. Scand. J. Work Environ. 
Health 42, 71–79. doi: 10.5271/sjweh.3531

Van Rensburg, C. J., and Rothmann, S. (2020). Towards positive institutions: positive 
practices and employees’ experiences in higher education institutions. SA J. Industrial 
Psychol./SA Tydskrif vir Bedryfsielkunde 46:a1733. doi: 10.4102/sajip.v46i0.1733

Van Yperen, N. W., Blaga, M., and Postmes, T. (2014). A meta-analysis of self-reported 
achievement goals and nonself-report performance across three achievement domains 
(work, sports, and education). PLoS One 9:3594. doi: 10.1371/journal.pone.0093594

Vicencio, J. R. (2021). Perceived human resource management practices and 
demographic profile of staff at private higher education institutions in Oman. Asia-Pacific 
J. Manag. Res. Innov. 17, 71–84. doi: 10.1177/2319510X211047383

Willig, C. (2014). “Interpretation and analysis” in SAGE handbook of qualitative data 
analysis. eds. U. Flick, W. Scott and K. Metzler (United States: SAGE Publications Ltd.), 
136–149.

 Wynn, D. Jr., and Williams, C. K. (2012). Principles for conducting critical realist case 
study research in information systems. MIS Q. 36, 787–810. doi: 10.2307/41703481

Zalat, M. M., Hamed, M. S., and Bolbol, S. A. (2021). The experiences, challenges, and 
acceptance of e- learning as a tool for teaching during the COVID-19 pandemic among 
university medical staff. PLoS One 16:e0248758. doi: 10.1371/journal.pone.0248758

https://doi.org/10.3389/feduc.2023.1016845
https://www.frontiersin.org/journals/education
https://www.frontiersin.org
https://doi.org/10.3126/kumj.v13i1.13746
https://doi.org/10.3126/kumj.v13i1.13746
https://doi.org/10.1177/1035304620944296
https://doi.org/10.1057/s41267-020-00335-9
https://doi.org/10.4102/sajhrm.v19i0.1519
https://doi.org/10.1037/0033-295X.95.2.256
https://doi.org/10.1007/s10734-012-9578-4
https://doi.org/10.1007/s10734-012-9578-4
https://doi.org/10.1080/14766086.2012.688621
https://doi.org/10.1080/13645579.2016.1144401
https://doi.org/10.1016/j.techfore.2016.08.019
https://doi.org/10.1016/j.techfore.2016.08.019
https://doi.org/10.1108/K-04-2014-0077
https://doi.org/10.1007/s11031-017-9657-z
https://doi.org/10.1108/IJEM-10-2016-0226
https://doi.org/10.1080/1360080X.2014.957889
https://doi.org/10.4102/the.v6i0.124
https://doi.org/10.1177/1523422314532126
https://doi.org/10.2991/assehr.k.210212.00
https://doi.org/10.1177/10442073060160040501
https://doi.org/10.1111/kykl.12069
https://doi.org/10.3389/fpsyg.2021.631171
https://doi.org/10.1177/1464993413486547
https://www.nrf.ac.za/information-portal/hemis-staff/
https://doi.org/10.1108/JMHTEP-07-2020-0048
https://doi.org/10.1108/LODJ-05-2019-0206
https://doi.org/10.12688/emeraldopenres.12907.1
https://doi.org/10.1108/ICT-07-2018-0064
https://doi.org/10.1108/ER-01-2019-0016
https://doi.org/10.1108/ER-01-2019-0016
https://doi.org/10.4102/sajhrm.v16i0.1044
https://doi.org/10.1080/00313831.2020.1755359
https://doi.org/10.1177/1523422319886297
https://doi.org/10.15405/epsbs.2019.08.52
https://doi.org/10.4102/sajip.v40i1.1117
https://doi.org/10.9770/jesi.2020.8.2(22)
https://doi.org/10.5271/sjweh.3531
https://doi.org/10.4102/sajip.v46i0.1733
https://doi.org/10.1371/journal.pone.0093594
https://doi.org/10.1177/2319510X211047383
https://doi.org/10.2307/41703481
https://doi.org/10.1371/journal.pone.0248758

	The functioning of academic employees in a dynamic South African higher education environment
	Introduction
	Literature review
	Current South African higher education environment
	Human resource management practices in academia
	Research purpose and objectives

	Research design
	Research approach
	Research participants and sampling methods
	Data collection
	Research procedure
	Data analysis
	Ethical considerations

	Results
	Discussion
	Support
	Relationships
	Autonomy
	Technology
	Achieving goals and motivation
	Appreciation
	Practical implications
	Limitations and recommendations

	Conclusion
	Data availability statement
	Ethics statement
	Author contributions
	Conflict of interest
	Publisher’s note

	﻿References

