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Introduction 

The business environment in which the students of management/business program are entering is dramatically different than that of fifty years ago. Changes in this business environment have an often made the Business Schools’ curricula, and the development of new intellectual capital for use in curricula inefficient and ineffective.

According to McLaughlin and MaryAnn, (1995), “the new economy demanded new ways of thinking, new ways of managing, and new ways of working. As the nature and look of jobs changed, the level of education and skills required also changed. Many educators faced the challenge of preparing young people to participate in the increasingly complex and changing world of work by calling on employers to articulate and communicate their needs better”.

Al-Bahhsien (2006), reported that 8% of private sector employers believed that the Saudi higher education graduates skills are very convenient, while 22% believes that it is inconvenient.
The higher education is a major producer to the economic needs of qualified work labor. It helps to satisfy the updated society needs to achieve the social and economical development. In support of this contention, consider a number of attributes of today’s business environment as: 
· Increased rate and nature of change in business that is not homogeneous across countries of geographies.

· The emergence of the interne as a global marketplace.

· Different (and often shorter) product life cycles in different markets, and consequently, different (and less stable) competitive advantages.
· Requirement for more timely and effective decision-making by business mangers who typically have a cross cultural experience.
· Emergence of many new companies and industries that compete in the global marketplace for employees and customers in ways not thought of five years ago.
· Increasing uncertainty caused by global competition and the subsequent need for risk management.
· Increasing complex business transactions and events involving multi-disciplines, cultures, and markets.

· Increasing rewards for services that help leverage technology and internationalization that assist in making better business decisions.

· Increased regulatory involvement and greater oversight by external stakeholders.
· Pervasiveness of international markets for goods, services, and capital flows.
· Transition to “information age” and digital based economy.
Collectively, these challenges call into question the efficacy of our past ways of thinking, which often lead to local optimization but internationally sub-optimal decisions, traditional business models that are becoming obsolete, and past modes of business education that are now inefficient and ineffective, however still widely used. Despite the priority attached to capture some of those challenges and the emerging trends in business education, the subject has not been studied within the context of developing countries and particularly in the GCC countries.
The study by ٍSulieman, 2001, revealed that the main reason which blocks the local people in Saudi Arabia to be accepted in the private sector is the deep believes of the employers of local’s disqualification, in addition to the fact that local employees prefer to work in the public sector. ٍSulieman, 2001, reported also that the foreigner’s productivity is much higher than the local employees as a result of different skills levels qualitatively and quantitatively.

Rayan, 1998, explained the minority of Omani private employees compared to the foreigners as a result of lacking qualified trained local employees, the study reveals too that the Omani graduates are under estimated professional level in addition to the fact that they are much slow, and lacking the initiative to develop themselves professionally. The study reported also the major reasons behind the employers low interest to hire local Omani; disqualified local employees, foreigners are more loyal and discipline, and they are more productive. According to the study, one of the reasons which discourage local Omani to work in the private sector is that they don’t believe that they are able to get the necessary skills and knowledge.
Global organization needs to understand the culture with its popular dimensions that include, among others language, time orientation, use of space, and religion. Multinational employers is an example of global organizations, such as a Multinational Corporation (MNC) with its missions and strategies that are worldwide in scope, has a total world view without allegiance to any one national home, and has enormous economic power and impact. It is now not uncommon to find a successful MNC whose revenues exceed the gross national products (GNP) of some countries. The United Arab Emirates working to achieve the 2020 project which is lunched by Dubai government is the most inspiring source for future managers. To meet such challenges, a high level of integration and cooperation between the private and public sector in the UAE were needed. The higher education institutes in the UAE located in both sectors, and the business colleges are the most concern to meet such challenges.

The increment feeling to develop a Employability skills profile in the UAE “Employability skills are transferable core skill groups that represent essential functional and enabling knowledge, skills, and attitudes required by the 21st century workplace, ERIC, (2000),” motivate the current study. The Employability skills profiles are necessary for career success at all levels of employment and for all levels of education.  

“With the publication of the "Employability Skills Profile" in May 1992, 25 major employers stated that employers in Canada were looking for the following traits: 
People who can communicate, think, and continue to learn throughout their lives. 
People who can demonstrate positive attitudes and behaviors, responsibility, and adaptability. 
People who can work with others”, (McLaughlin and MaryAnn, 1995).


The term "employability skills" refers to those skills required to acquire and retain a job (Saterfiel, and McLarty, 1995). Current thinking, however, has broadened the definition of employability skills to include not only many foundational academic skills, but also a variety of attitudes and habits. 

Assessments for employment, where used, most frequently have consisted of general ability and personality tests supplemented by job-specific assessments (e.g., work samples). American College Testing's Center for Education and Work, through its Work Keys System, has developed large-scale assessments for seven employability skill areas: Reading for Information, Applied Mathematics, Listening, Writing, Locating Information, Applied Technology, and Teamwork. Assessments for additional skill areas are currently in development (American College Testing, 1994). The state of Ohio combined its job-specific Ohio Competency Assessment Program (OCAP) tests with the Work Keys assessments for a comprehensive assessment of foundational and specialized skills. The state of Tennessee is involving its high school seniors in the Work Keys System to help it meet the employability skills needs of all its students. 

Thus, there is a general need for quantitative researches to serve as a foundation for re-evaluation the higher education curricula in UAE and specifically the business college’s curricula. This study employs quantitative research to probe the opinion of business leaders in various economic sectors in the UAE. These opinions will be sued as a base to enhance the college of business curricula in the UAE, as a way to bridge the gab between these colleges academic plans and the field work. This untested subject on a regional scale, that is vigorously pursuing radical reforms, is therefore an interesting research.

The skills and competencies required

It is imperative to be aware that we are experiencing a world of continues development of degree programs. The days of the stagnant, “plain vanilla” degree program are long gone, (Vetter, 2005). Maxine, etl (2000, P.1) reported that as more and more companies cross the border from a national to an international focus, the need for managers who can operate effectively in a global environment increases. Previous research has established two personality traits as being especially important to managerial effectiveness. CCL’s research reached the same conclusions. Managers who are emotionally stable and conscientious -meaning high achieving and dependable- are more likely to receive high performance ratings from their bosses and direct reports than are managers who do not possess these traits. 

According to ERIC, (2000), Job-specific technical skills in a given field are no longer sufficient as employers scramble to fill an increasing number of interdependent jobs. To be aware of what is relevant and timely, faculty need to connect more with the business community on a regular basis. Business college programs and new curriculum developed must therefore be more responsive. 

The emphasis on skills required by employers varies depending on the type of job roles to be carried out within an organization. However there has been some consensus of opinion on the importance of “transferable” or “employability” skills for employees, particularly for those in management positions. These skills refer to certain personal abilities of an individual, which can be taken from one job to another, used within any profession and at any stage of their career, (Ellis, 2003).
Peter knight from the Institute for Education Technology at the Open University is quoted in the Hobsons Directory 2005 (www.get.hobsons.co.uk). For graduate-level vacancies, discussing skills looked on favorably amongst employees noted that "when  hiring, employers generally value good evidence of ability to cope with uncertainty, ability to work under pressure, action-planning skills, communication skills, IT skills, proficiency in networking and team working, readiness to explore and create opportunities, self-confidence, self-management skills, and willingness to learn". Thus, for graduate to be attractive to employers it is important that they are able to show evidence of having these skills producing employable graduates is becoming more complex and more important. Graduate numbers are expanding faster than marked for traditional graduate jobs; graduates are more diverse in age, social background and motivations, while the labor market which they enter is more complex and volatile (Raybould and Sheedy, 2005). These types of fundamental and enduring skills would go a long way to improving the state of business overall (Lundberg, 2005).
Brown, and Stemmer,1990, describes Michigan's strategy for defining and assessing employability skills. A statewide task force, appointed by the Governor, defined an initial list of academic, personal management, and teamwork skills. The skills from this list were more specifically defined for a questionnaire that was mailed to a random sample of over 7,500 Michigan employers. The Michigan Employability Skills Survey (1989) lists 86 specific skills and behaviors. Respondents were asked to rate each skill on a Likert Scale with four options (critical, highly needed, somewhat needed, and not needed) when answering the following statement: "In my business, I need employees who can... ". About 37% (2,752) of the sample returned the surveys. Results show that the skills contained in the task force profile were widely viewed as essential for all persons entering the work force. Personal management and teamwork skills were rated more important than were academic skills. However, when asked to consider skills needed to adapt to changes in the future, respondents rated academic skills as more critical than the other skills. Implications of the study for assessment are considered, and the Michigan Opportunity Card is proposed.
Objectives of research 
Exploring business leader’s views and applying their opinions into the development of business college's curricula is the name of the game in well recognized business schools. Given the fact that this main issue has been neglected in the UAE and in other GCC countries and taking the necessity of ensuring high quality standards of Business College’s curricula in the UAE’s business colleges, the proposed study will pursue the four primary objectives listed below:

1- To investigate the level of importance of listed skills and management areas for business organizations.
2- To examine whether the importance of listed skills and management areas will increase or decrease over the next five years.

3-To examine the impact of variables such as company’s size, company’s industry, respondent’s positions, age, gender and length of experience on the views of business leaders.

4-To establish whether the curricula offered by College of Business and Economics in the United Arab Emirates are relevant to the current and future needs of business practice in dynamic business environment.

Description of the problem: 

The topic of developing effective business college’s curricula has assumed a heightened significance in times of reevaluating of business college’s plans in the United Arab Emirates. Several other business colleges in USA, United Kingdom, Australia, and European countries in general have started giving great attention to business leader’s views in reevaluating business colleges curricula long ago (Vetter, 2005). These academic plans designed to secure an acceptable balance between theoretical and practical trends. 
Some business experts and researcher concede that graduates with specific skills and competencies are often preferred by employers because their work performance levels are significantly higher than graduates with theoretical knowledge only. It is also argued that graduates with specific skills are frequently more productive, creative and disciplined than those with theoretical knowledge only. The proposed study is aimed at identifying the problem dimensions and figure out a realistic solution for it. The objectives of this study are formulated to enhance the academic plans of business colleges in the United Arab Emirates, given these circumstances and the necessity of ensuring high quality standards of our graduates. The proposed study is greatly important and justified.
Research Methodology: 

To objectively assess the perception pertaining to the above-mentioned research objectives, an empirical investigation was performed by means of questionnaires. The questionnaires used were a structured one designed in light of the objectives. The questionnaires composed of four sections made of several questions that may require on average between 20 to 30 minutes to complete. The first section asked Business leaders to identify and rate the importance of 21 competencies and skills for their organization today and five years from now. The other section asked those leaders to identify and rate the importance level of 21 businesses and management areas to their organizations today and five years from now. The questionnaire included other questions, in order to investigate the impact of organizational and personal characteristic on business leader’s point of view. Questionnaires were mailed to total population of 210 business leaders in the United Arab Emirates. The target of this study is organizational management of different economic sectors. Self administered questionnaire was used to approach the sample. A total of 144 usable questionnaires were received and used in the analysis. A response rate of (69%) percent was achieved. No follow-up was necessary, as the number of responses was considered satisfactory and of the population strata.
Backgrounds of respondents and characteristics of organizations 

Table (1) represents summary of respondent’s backgrounds and organization’s characteristics. It shows that 75% of the respondents were male business leaders in comparison to only 25% female business leaders, which in turn may recall the controversial argument regarding the glass ceiling theory, where promoting female to higher managerial positions is hindered by many difficulties. Private organizations are the majority with (62.5%), and the majority of the organizations producing services. In term of age, the results revealed that the majority of respondents (70%) were below the age of 45 years. It may be argued that this age reflect to some extent the young maturity level of business leaders. 
As far as length of services is concerned, the majority of respondent business leaders (25%) were business leaders whose length of service in the industry was more than 12 years and (8%) were from business leaders whose length of service in their companies was more than 9 years and less than 11 years of service in the same companies. Also the results of this study indicate that the majority length of service for business leaders working in their current functional area is less than 5 years, whereas the majority length of service for business leader at the current position is less than 3 years.
Based on the previous results, one can notice that business leaders participated in this study have a considerable length of service either in their current position or in the industry in general. Turning to the characteristics of organizations, results indicates that most of the organizations involved in this study are small size organizations with a number of employees less than 100 employees. Organizations of medium size ranged from 100 employees to 5000 employees represents 20% of the sample. Table -1- revealed that these organizations have large experience years in their current industry segment. More than 47% of these organizations have been in their current industry segment for more than 10 years and less than 50 years. This is an indication of the depth knowledge these companies have concerning the relative importance of skills and management areas needed.
The classification of these companies pointes out that large scale of diversification of companies were involved in this study. The areas of these companies covered financial services, professional service, technical services, manufacturing and other fields. Also it is worth mentioning that the competitively position of most of these companies is extremely high, 29%  of business leaders considered their companies to be at the top 10% of the competitive positions and 60% of respondent leaders classify the competitive   situation of their companies compared with others in industry to be extremely or very competitive . This may describe the strong level of competitiveness for these companies

Table (1) 
Summary of Respondent’s Backgrounds and Organization’s Characteristics (N-144)
	Characteristic
	Details
	Frequency
	%

	Gender
	Male
	108
	75%

	
	Female
	36
	25%

	Organization type
	Private 
	90
	62.50

	
	Public
	54
	37.50

	Organization output
	Products 
	31
	21.50

	
	Services 
	113
	79.50

	Age
	Less than 30
	2
	1.39

	
	30-34
	17
	11.81

	
	35-39
	32
	22.22

	
	40-44
	27
	18.75

	
	45-49
	22
	15.28

	
	50-54
	32
	22.22

	
	55 and more
	12
	8.33

	Length of service in the industry
	Less than 3
	53
	36.81

	
	3-5
	22
	15.28

	
	6-8
	22
	15.28

	
	9-11
	11
	7.64

	
	12 and more
	36
	25

	Length in service in company
	Less than 3
	56
	38.89

	
	3-5
	29
	20.14

	
	6-8
	22
	15.28

	
	9-11
	14
	9.72

	
	12 and more
	23
	15.97

	Length of service in the current functional area
	Less than 3
	74
	51.39

	
	3-5
	37
	25.69

	
	6-8
	17
	11.81

	
	9-11
	7
	4.86

	
   
	12 and more
	9
	6.25

	Length of service in the current position
	Less than 3
	91
	63.19

	
	3-5
	22
	15.28

	
	6-8
	19
	13.19

	
	9-11
	4
	2.78

	
	12 and more
	8
	5.56

	Size of organization 
	Less than 100
	50
	34.72

	
	100-499
	29
	20.14

	
	500-999
	17
	11.81

	
	1000-4999
	21
	14.58

	
	5000-9999
	8
	5.56

	
	10000-19999
	10
	6.94

	
	> 20000
	9
	6.25

	Entry age of the industry segment
	Less than 5
	14
	9.72

	
	5-9
	29
	20.14

	
	10-19
	21
	14.58

	
	20-29
	25
	17.36

	
	30-49
	36
	25

	
	50-74
	13
	9.03

	
	More than 75
	6
	4.17

	Classification of organization
	Financial Services
	18
	12.5

	
	Professional services
	14
	9.72

	
	Technical Services
	24
	16.67

	
	Other Services
	51
	35.42

	
	Manufacturing
	11
	7.64

	
	Other
	26
	18.06

	Competitively position of organization
	Top 10%
	42
	29.17

	
	Top 25%
	22
	15.28

	
	Top 50%
	36
	25

	
	Top 75%
	27
	18.75

	
	Other
	17
	11.81

	Classification of organization according to it’s competitive situation compared with others in industry
	Extremely  competitive 
	43
	29.86

	
	Very competitive
	43
	29.86

	
	Competitive
	42
	29.17

	
	Less competitive
	8
	5.56

	
	Not competitive
	8
	5.56


Result Analysis

The first part of the analysis will cover the attempt to determine the Relative Importance of Skills and Competencies. A total of 21 skills and competencies were identified and listed in the research. These skills and competencies were identified by reviewing the previous research at the same area (Kriplan, 2005, and Lundberg 2005), moreover, a general review of top manager’s views in The UAE has been considered. To achieve research objective, the responses pertaining to the management skills and competencies are reflected in Table (2). 
The business leaders' ratings of the relative important of management skills are shown. The responses to all questions were converted to mean and standard deviation values. An examination of Table (2) indicates that all skills and competencies are seen by the business leaders to be the most important skills to their companies with a medium level. Skill like (work effectively in team, motivate and energize people, work effectively in upper management, think and act strategically, act effectively under time pressure, provide leadership, think critically & creatively about complex issue, appreciate, understanding, & leverage diversity, communicate effectively orally, act responsibly beyond reproach) are observed to be critically important and very important in the eyes of top managers to their firms.
Table (2) 
Business leader’s view of the Relative Importance of various Skills and Competencies

	
	Skills
	Sum
	Mean
	(

	1
	Work Effectively in Team
	245
	1.7
	0.69

	2
	Motivate and energize people
	253
	1.76
	0.778

	3
	Work effectively in upper management
	261
	1.81
	0.853

	4
	Think and act strategically
	266
	1.85
	0.805

	5
	Act effectively under time pressure
	267
	1.85
	0.853

	6
	Provide leadership
	269
	1.87
	0.813

	7
	Think critically & creatively about complex issue
	273
	1.9
	0.85

	8
	Appreciate, understanding, & leverage diversity
	276
	1.92
	0.84

	9
	Communicate effectively orally
	278
	1.93
	0.842

	10
	Act responsibly beyond reproach
	281
	1.95
	0.864

	11
	Think and act entrepreneurially
	282
	1.96
	0.884

	12
	Take initiative
	283
	1.97
	0.949

	13
	Adept to change
	284
	1.97
	0.931

	14
	Negotiate effectively
	289
	2.01
	0.824

	15
	Inspire a shared vision
	290
	2.01
	0.836

	16
	Utilize data & IT in decision – making
	293
	2.04
	0.896

	17
	Provide consulting and advising skills
	293
	2.04
	0.779

	18
	Write effectively for a time-constrained audience
	313
	2.17
	0.864

	19
	Apply appropriate business models
	316
	2.19
	0.887

	20
	Mentor Others
	318
	2.21
	1.016

	21
	Lead change
	319
	2.22
	0.976



(: Standard deviation
The results of the current study partially match with the results of Maxine, etl (2000) study which reported that “Managers with global responsibilities also rated the capabilities of cultural adaptability, international business knowledge, and time management significantly higher in importance to their jobs than did managers with domestic responsibilities”. And match more with Al-Bahhsien. (2006) study, the researcher revealed: “They also believe that the most important skills needed are loyalty, seriousness, and discipline. Additionally, working as a team ranked in the forth place out of 18 items ranked”.

However, perhaps the most striking result in Table (2) is the least important skills. Clearly,  business leaders views shows high consideration for (lead change, mentor others, apply appropriate business models, write effectively for a time-constrained audience, utilize data & IT in decision–making, provide consulting and advising skills, inspire a shared vision, and negotiate effectively) as least important skills and competencies for their companies. The business environment in the UAE is different from other places by concentrating on producing services more than products and the managers from many different countries which may influence the skills priorities for the employers.
Table (3) also illustrates the most five skills will increase in important in five years. Business leaders in the UAE indicated that, work effectively in teams, adept to change, provide leadership, think critically and creatively about complex issue, and utilize data & IT in decision–making are noted to be more important skills in coming five years. The table also shows that appreciate, understanding, and leverage diversity, lead change, mentor others, communicate effectively orally, and write effectively for a time-constrained audience are the least five skills will increase in important in five years. The UAE is working hard to go globally in all aspects, and this requires from the future leaders to work effectively in a global environment were empowerment, respecting diversity, thinking globally and high technical skills are the basic requirements for business leaders.
 Table (3) 
Skills that will Increase in Important in Five years

	
	Skills 
	Sum
	Mean
	(

	1
	Work effectively in team
	175
	1.22
	0.429

	2
	Adept to change
	177
	1.23
	0.422

	3
	Provide leadership
	183
	1.27
	0.491

	4
	Think critically & creatively about complex issue
	183
	1.27
	0.491

	5
	Utilize data & IT in decision–making
	183
	1.27
	0.491

	6
	Think and act strategically
	185
	1.28
	0.509

	7
	Work effectively in upper management
	186
	1.29
	0.471

	8
	Act effectively under time pressure
	188
	1.3
	0.49

	9
	Inspire a shared vision
	189
	1.31
	0.508

	10
	Take initiative
	189
	1.31
	0.48

	11
	Act responsibly beyond reproach
	189
	1.31
	0.494

	12
	Negotiate effectively
	190
	1.32
	0.468

	13
	Apply appropriate business models
	191
	1.33
	0.499

	14
	Think and act entrepreneurially
	192
	1.33
	0.473

	15
	Provide consulting and advising skills
	192
	1.33
	0.515

	16
	Motivate and energize people
	194
	1.35
	0.559

	17
	Appreciate, understanding, & leverage diversity
	194
	1.35
	0.683

	18
	Lead change
	195
	1.35
	0.508

	19
	Mentor others
	198
	1.38
	0.527

	20
	Communicate effectively orally
	204
	1.42
	0.62

	21
	Write effectively for a time-constrained audience
	208
	1.44
	0.589


The current study results basically match with Anthony, etl, (1990) study which Classified the required skills according to private sector employers as; 1-basic skills such as reading and writing; 2-communication skills;3-adaptation skills such as problem solving;4-development skills such as objective settings and achievements; 5-team work skills; and 6-influence skills such as understanding the organizational culture.

Relative Importance of Management areas: 
The business leader’s views of the relative importance of management areas were also examined in this study. The resulting responses expressed in the ranking of 20 management areas are shown in Table (4).

Table (4) is also presented the mean and standard deviation of these management areas. It indicates that the most important management areas from the business leaders’ view are: human resources principles/practices, strategic management, financial management, project management, managerial accounting, production/operations management, legal issues/employment law, sales management, organization ethics, and marketing management
While the least important management areas, it is observed that business leaders were considered the other 10 management areas as a least important. The category of these management areas includes (detailed industry knowledge, corporate governance, international business, information system & technology, supply chain management, data analysis and statistical techniques, social responsibility, microeconomics, macroeconomics, E-business).

 Table (4) 
Business leaders’ views of Relative Importance of Management Areas 

	
	
	Sum
	Mean
	(

	1
	Human resources principles/practices
	258
	1.79
	0.884

	2
	Strategic management
	263
	1.83
	0.934

	3
	Financial management
	277
	1.92
	0.917

	4
	Project management
	279
	1.94
	0.887

	5
	Managerial accounting
	287
	1.99
	0.873

	6
	Production/operations management
	288
	2
	0.939

	7
	Legal issues/employment law
	288
	2
	0.916

	8
	Sales management
	290
	2.01
	1.044

	9
	Organization ethics
	290
	2.01
	0.893

	10
	Marketing management
	291
	2.02
	1.08

	11
	Detailed industry knowledge
	297
	2.06
	1.039

	12
	Corporate governance
	300
	2.08
	0.873

	13
	International business
	303
	2.1
	1.126

	14
	Information system & technology
	304
	2.11
	0.983

	15
	Supply chain management
	311
	2.16
	0.987

	16
	Data analysis and statistical techniques
	317
	2.2
	0.95

	17
	Social responsibility
	323
	2.24
	0.941

	18
	Microeconomics
	333
	2.31
	1.074

	19
	Macroeconomics
	341
	2.37
	1.063

	20
	E-business
	358
	2.49
	1.2


An examination of Table (5) indicates that the most 5 out of 20 management areas are seen by business leaders to be the most important management areas in coming five years. Business leaders reported that information systems and technology, human resources management, detailed industry knowledge, Data analysis and statistical techniques, and strategic management are considered to be more important management areas in future. 
Table (5)
Knowledge will increase in Importance in five years 

	
	
	Sum
	Mean
	(

	1
	Information system & technology
	185
	1.28
	0.483

	2
	Human resources principles/practices
	185
	1.28
	0.483

	3
	Detailed industry knowledge
	185
	1.28
	0.483

	4
	Data analysis and statistical techniques
	188
	1.31
	0.506

	5
	Strategic management
	189
	1.31
	0.494

	6
	Project management
	191
	1.33
	0.513

	7
	Production/operations management
	193
	1.34
	0.504

	8
	Sales management
	193
	1.34
	0.518

	9
	E-business
	194
	1.35
	0.52

	10
	Financial management
	197
	1.37
	0.512

	11
	Social responsibility
	197
	1.37
	0.564

	12
	International business
	200
	1.39
	0.604

	13
	Marketing management
	201
	1.4
	0.545

	14
	Organization ethics
	201
	1.4
	0.557

	15
	Legal issues/employment law
	202
	1.4
	0.533

	16
	Managerial accounting
	204
	1.42
	0.548

	17
	Microeconomics
	207
	1.44
	0.576

	18
	Macroeconomics
	208
	1.44
	0.539

	19
	Corporate governance
	209
	1.45
	0.601

	20
	Supply chain management
	210
	1.46
	0.566


Factor analysis of skills and management areas
Factor analysis is an exploratory tool for unearthing the basic empirical concepts in a field of investigation. It is often used to discover concepts reflecting influences of interrelated phenomena (variables). It enables generalizations to be made and hypotheses posed about the underlying influences. 
The factor analysis suggested some factors best accounted for the interrelated variables. Each variable (item/collocation) received a loading on each factor which signified its contribution to that factor. For further details about factor analysis, see (Morrison, 1990).
A factor analysis technique was done for the skills and competencies as well as for the management area variables. The empirical scores of the respondents on the relative importance of these variables were fed into the program, with no restriction on the number of factors that may be resulted from the analysis. 
The first step in our analysis is to test the variable's reliability, as a specific reality that supports literature in this regard. The Cronbach alpha coefficients for the studied variables were computed and are found to be 0.909 for skills 21 variables, 0.879 to the 20 management variables, and 0.930 for the whole 41 variables. These results can be regarded an acceptable proof of the variable’s reliability.

During the factor analysis on the importance of the 21 skills and competencies variables that were loaded, 5 factors were identified. While for the 20 management area variables, 5 factors also were identified. 

SPSS version 14.0 was employed to perform a factor analysis for the given observed variables (21 skills and 20 management areas variables). Using the principal component analysis of extracting method through the correlation matrix for all observed variables along with the Varimax rotation method, the results are shown in Table (6) for skills variables (rotation converged in 8 iterations) and Table (7) for management areas variables (rotation converged in 6 iterations), and are as follows:

A) Skills Variables:
· Six items loaded on Factor 1. These items are all related to the ability of leading change and taking initiative to deal with the expected threats and opportunities. These skills are adept change, act effectively under time pressure, think and act strategically, think and act , entrepreneurially, think critically & creatively about complex issue and act responsibly beyond reproach
· Factor 2 primarily related to the transformational leadership roles, and decision making process to deal with all kinds of problems, (work effectively in team, work effectively in upper management, provide leadership, inspire a shared vision, mentor others, and lead change)
· Factor 3 consists of four skills, these skills are associated with high- level skills required in change management (motivate and energize people, adept to change, lead change, and take initiative).
· These items loaded on factor 4, these skills are all essential in influencing and supporting others to achieve objectives as well as needed to adapt with the business environmental changes, (lead change, utilize data & IT in decision-making, apply appropriate business models, communicate effectively orally, and write effectively for a time-constrained audience)
· Finally, factor 5 relates to traditional management skills that ensure the ability of controlling others and direct the employees behavior toward achieving the organization goals (lead change, provide consulting and advising skills, negotiate effectively, act responsibly beyond reproach, and appreciate, understanding, & leverage diversity).
Table (6) 
Factor analysis rotated loadings component matrix for skills

	 
	Component

	
	1
	2
	3
	4
	5

	Work Effectively in Team
	 
	0.588
	 
	 
	 

	Work Effectively in upper management
	
	0.649
	
	
	

	Provide leadership
	
	0.707
	
	
	

	Inspire a shared vision
	
	0.567
	
	
	

	Motivate and energize people
	
	
	0.555
	
	

	Mentor Others
	
	0.561
	
	
	

	Adept to change
	
	
	0.729
	
	

	Lead change
	0.006
	0.499
	0.451
	0.127
	0.272

	Take initiative
	
	
	0.705
	
	

	Act effectively under time pressure
	0.577
	
	
	
	

	Think and act strategically
	0.675
	
	
	
	

	Think and act entrepreneurially
	0.753
	
	
	
	

	Think critically & creatively about complex issue
	0.728
	
	
	
	

	Utilize data & IT in decision-making
	
	
	
	0.573
	

	Apply appropriate business models
	
	
	
	0.567
	

	Communicate effectively orally
	
	
	
	0.749
	

	Write effectively for a time-constrained audience
	
	
	
	0.768
	

	Provide consulting and advising skills
	
	
	
	
	0.762

	Negotiate effectively
	
	
	
	
	0.659

	Act responsibly beyond reproach
	0.517
	0.086
	0.118
	0.288
	0.521

	Appreciate, understanding, & leverage diversity
	 
	 
	 
	 
	0.692


According to ManMohan and Byung (2005), at the top of list of soft skills is the "Analytical" skills category that a majority (56 percent) of ads requires. Following these are "Communication" skills (55 percent of all ads), "Managerial" skills (53 percent) and "Project Management" (31 percent). The requirement of communication skills is typically qualified by the adjective "excellent" in an ad. This could suggest that the employers find these skills weak in O.R. graduates. About one in five ads requires "strong Presentation" skills (18 percent) to the extent these ads specifically list these skills beyond the usual "excellent Communication skills." One in nine (11 percent) ads emphasizes "Teamwork," while 10 percent mention the ability to "Work Independently." The analysis indicates regardless of the type of work, there are six main types of skills that employers seek: (1) managerial skills, (2) analytical skills, (3) communication skills, (4) programming skills, (5) project management and (6) programming skills in no particular order. These are then the skills that an O.R. program should aim for its graduates to have. 

B) Management areas Variables:

A factor analysis was also performed of the 20 management areas, as listed in Table (7) that are essential in the work environment. The same procedure was used as previously described. For the sake of brevity, the table containing the sorted rotated factor loading for the importance of management areas is not included. It was found that the 20 management areas of the original loaded on five factors. The Cronbach alpha coefficient were all greater than (0.893), these factors were regarded or reliable measures. The main results were shown in table (7) pointes out the following: 

-Seven variables loaded on factor 1. These management areas are all essential for enhancing the foundation knowledge of the graduates (human resources principles/practices, project management, production/operations management, supply chain management, strategic management, managerial accounting , and corporate governance) 

-Factor 2 primarily relates to the six general top management requirements that ensure main management functions (corporate governance, managerial accounting, marketing management, sales management, international business, and detailed industry knowledge).
-Factor 3 consists of five courses which are related to organization effectiveness in dealing with its international activities (corporate governance, social responsibility, organization ethics, legal issues/employment law, managerial accounting).
-Five variables loaded on factor 4. These items are all related to the ability of organization to deal with technical activities to enhance the organization efficiency (corporate governance, managerial accounting, financial management, microeconomics, and macroeconomics).
-The last factor is factor 5. It consists of organizational change and development skills (corporate governance, managerial accounting, data analysis and statistical techniques, information system & technology, e-business).
Table (7) 
Factor analysis rotated loadings component matrix for Know ledges

	
	Component

	Management skill
	1
	2
	3
	4
	5

	Human resources principles/practices
	.534
	
	
	
	

	Project management
	.815
	
	
	
	

	Production/operations management
	.816
	
	
	
	

	Supply chain management
	.761
	
	
	
	

	Strategic management
	.565
	
	
	
	

	Corporate governance
	.396
	.176
	.483
	.067
	.127

	Social responsibility
	
	
	.755
	
	

	Organization ethics
	
	
	.823
	
	

	Legal issues/employment law
	
	
	.778
	
	

	Managerial accounting
	.321
	.362
	.302
	.473
	-.208

	Financial management
	
	
	
	.648
	

	Microeconomics
	
	
	
	.834
	

	Macroeconomics
	
	
	
	.877
	

	Data analysis and statistical techniques
	
	
	
	
	.632

	Information system & technology
	
	
	
	
	.791

	E-business
	
	
	
	
	.669

	Marketing management
	
	.864
	
	
	

	Sales management
	
	.897
	
	
	

	International business
	
	.708
	
	
	

	Detailed industry knowledge
	
	.654
	
	
	


The majority of the private sector managers considered ‘work effectively in team as ‘very important skill’ as well as the majority of public sector managers. On the other side, the majority of public sector managers reported that ‘Motivate and energize people’ is very important, but the majority of the private sector managers considered ‘Motivate and energize people’ as critically important. Table (8) shows also the majority in both sectors reported that ‘Work effectively in upper management’ is very important. The table also indicates for “very important” majority opinions for the other skills. Work effectively in teams require a high level of managerial and communication skills.
The study by ManMohan and Byung (2005), shows the top of list of soft skills is the "Analytical" skills category that a majority (56 percent) of ads requires. Following these are "Communication" skills (55 percent of all ads), "Managerial" skills (53 percent) and "Project Management" (31 percent). 
Table (8)
First five most managerial skills according to organizational type

	
	Type
	Total

	Skills
	Private
	Public
	

	Work Effectively in Team
	Critically important
	38
	20
	58

	 
	Very important
	44
	31
	75

	 
	Somewhat important
	6
	1
	7

	 
	Less important
	2
	2
	4

	Motivate and energize people
	Critically important
	41
	20
	61

	
	Very important
	38
	23
	61

	
	Somewhat important
	10
	8
	18

	
	Less important
	1
	3
	4

	Work effectively in upper management
	Critically important
	36
	19
	55

	
	Very important
	44
	27
	71

	
	Somewhat important
	6
	5
	11

	
	Less important
	3
	1
	4

	
	Not important
	1
	2
	3

	Think and act strategically
	Critically important
	34
	18
	52

	
	Very important
	46
	22
	68

	
	Somewhat important
	9
	10
	19

	
	Less important
	1
	3
	4

	
	Not important
	0
	1
	1

	Act effectively under time pressure
	Critically important
	38
	20
	58

	
	Very important
	44
	31
	75

	
	Somewhat important
	6
	1
	7

	
	Less important
	2
	2
	4

	
	Total
	90
	54
	144


Table (9) explains the analysis results of the first five most managerial skills according to organizational output. In most cases the majority of the managers in the products organizations and services organizations reported ‘very important’ opinion. Regarding the managerial skill ‘Motivate and energize people’, the majority express a critically important opinion.
Table (9)

First five most managerial skills according to organizational output

	 
	 
	Production
	

	 Skills
	 
	Products
	Services
	Total

	Work Effectively in Team
	Critically important
	9
	49
	58

	
	Very important
	17
	58
	75

	
	Somewhat important
	3
	4
	7

	
	Less important
	1
	3
	4

	Motivate and energize people
	Critically important
	16
	45
	61

	
	Very important
	8
	53
	61

	
	Somewhat important
	6
	12
	18

	
	Less important
	0
	4
	4

	Work effectively in upper management
	Critically important
	10
	45
	55

	
	Very important
	17
	54
	71

	
	Somewhat important
	2
	9
	11

	
	Less important
	0
	4
	4

	Think and act strategically
	Critically important
	14
	38
	52

	
	Very important
	12
	56
	68

	
	Somewhat important
	3
	16
	19

	
	Less important
	0
	4
	4

	
	Not important
	1
	0
	1

	Act effectively under time pressure
	Critically important
	1
	0
	1

	
	Very important
	22
	80
	102

	
	Somewhat important
	7
	33
	40

	
	Less important
	1
	1
	2


In table (10), the results revealed that the majority of financial, other services, and other organizations reported ‘critically important’ opinion regarding ‘Work Effectively in Team’. In terms of ‘motivate and energize people’, the following organizations reported ‘Critically important’ opinion: financial, technical, manufacturing and other service organizations.
Table (10)

First five most managerial skills according to business sector

	
	 
	Classification

	Skills
	
	A
	B
	C
	D
	E
	F
	Total

	Work Effectively in Team
	Critically important
	9
	5
	6
	24
	3
	11
	58

	
	Very important
	9
	9
	15
	23
	7
	12
	75

	
	Somewhat important
	0
	0
	3
	2
	0
	2
	7

	
	Less important
	0
	0
	0
	2
	1
	1
	4

	Motivate and energize people
	Critically important
	11
	3
	11
	19
	9
	8
	61

	
	Very important
	5
	9
	11
	23
	1
	12
	61

	
	Somewhat important
	2
	2
	2
	6
	1
	5
	18

	
	Less important
	0
	0
	0
	3
	0
	1
	4

	Work effectively in upper management
	Critically important
	9
	2
	5
	21
	4
	14
	55

	
	Very important
	7
	10
	14
	23
	7
	10
	71

	
	Somewhat important
	1
	1
	3
	5
	0
	1
	11

	
	Less important
	1
	1
	1
	0
	0
	1
	4

	
	Not important
	0
	0
	1
	2
	0
	0
	3

	Think and act strategically
	Critically important
	4
	7
	4
	20
	5
	12
	52

	
	Very important
	10
	3
	16
	22
	5
	12
	68

	
	Somewhat important
	2
	3
	4
	7
	1
	2
	19

	
	Less important
	1
	1
	0
	2
	0
	0
	4

	
	Not important
	1
	0
	0
	0
	0
	0
	1

	Act effectively under time pressure
	Critically important
	6
	4
	4
	23
	7
	13
	57

	
	Very important
	9
	6
	17
	12
	2
	10
	56

	
	Somewhat important
	2
	4
	2
	15
	2
	3
	28

	
	Less important
	0
	0
	0
	1
	0
	0
	1

	
	Not important
	1
	0
	1
	0
	0
	0
	2


A: Financial
B: Professional

C: Technical

D: Other Service

E: Manufacturing

F: Other

Conclusion: 
This study examines business leaders' opinions and view in relation to the relative importance of skills needed in their companies. It investigates the longstanding argument that there is gab between theory and practice. 

By analyzing the mean, rank and rating of 21 skills and competences, we found that business leaders allocated high relative importance rating to the work effectively in team, motivate and energize people, work effectively in upper management, think and act strategically, act effectively under time pressure, provide leadership, think critically & creatively about complex issue, appreciate, understanding, & leverage diversity, communicate effectively orally, act responsibly beyond reproach. In other words, business leaders regarded high-level conceptual skills and competencies as highly important. This implies that business leaders are particularly concerned about results and that graduates should be capable to make sound judgments and held accountable for their actions.
In addition to the above mentioned skills and competencies, business leader respondents also allocated high relative importance rating to 10 management areas. Human resources principles/practices, strategic management, financial management, project management, managerial accounting, production/operations management, legal issues/employment law, sales management, organization ethics, and marketing management are considered to be among the most important management areas for organizations.
Accordingly, business leaders have emphasized that future attentions should be given to number of skills within the management discipline, as they consider these skills to be highly important in the coming five years. Skills and competencies such as work effectively in team, adept to change, provide leadership, think critically & creatively about complex issue, utilize data & IT in decision–making, think and act strategically, work effectively in upper management, act effectively under time pressure, inspire a shared vision, take initiative are considered by leaders to be of extreme importance in the coming five years. Along the same lines, 10 management areas are identified by leaders to be of future importance. Management areas like information systems and technology management, project management, e-business, organization ethics, human resources management, international business, strategic management, data analysis and statistical technique, social responsibility and marketing management are listed to be of more importance in the coming five years. 
Managerial Implication: 
The previous research in the UAE is very rare which create a major problem to the researchers to create the proper framework of the study. The researchers on the Arabic level contributed positively to produce the theoretical framework of the study. Understanding the UAE business environment with such workforce diversity may consider another limitation for the current study.

The findings highlight the need for increased liaison and networking between College of Business and Economic (CBE) and business practice. Viewpoints by business leaders could be considered for inclusion in the CBE curricula in order to narrow the so called gap between college core courses and practice and meet the needs of business practice. Specific notice should be taken of the following skills and competences, also especial attention should be paid to the following management courses;
-Management skills and competencies such as work effectively in team, provide leadership, take initiative, act responsibly beyond reproach, adept change, act effectively under time pressure, think critically and creatively about complex issues, , utilize data and IT in decisions – making, work effectively in upper management as well as apply appropriate business models.
-Management areas such as human resources management, project management, operation management, corporate governance, strategic management, legal issues, e-business, financial management, data analysis and statistical techniques as well as social responsibility.
The study also can be utilized as a base for further researches to create an  Employability Skills Profile for the UAE in specific and the GCC in general in addition to it is contribution to provide guidelines to develop business college’s curricula to meet the labor market needs currently and in the coming future.
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