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ABSTRACT

This paper aims to rank the importance of global manager’s characteristics according to the UAE private and public leaders in addition to set the most important and demanded managerial knowledge in the UAE managers in the next 5 years. A sample of 180 managers from different public and private organizations in the UAE participated in the study. The study fond that the global leaders were ranked the academic standing as the most important qualification then work effectively in teams strongly, capacity to learn, provide leadership, negotiate effectively, work effectively with upper manager, strong technical skills, motivate and energize people, and communication skills are very important skills to the current global mangers. The majority of the managers opinions investigated in this study believe that the leader is not necessary to be female as much as to be male to work in the global level. In terms of the expected importance in the coming five years the study revealed that the managers’ opinions show communication skills, Knowledge of home culture, Strong technical skills, Utilize IT and data in decision-making, and Capacity to learn are the skills with most important in the coming future. Additionally, the global leader is not important to be female.

The results will help in defining the major characteristics of future global managers in the UAE and the GCC region.

Introduction 

The era of globalization pervades every nation of this world. Thus, this paper aims to rank the importance of global manager’s characteristics according to the UAE private and public leaders in addition to set the most important and demanded managerial knowledge in the UAE managers in the next 5 years. Among other things, the paper examines managers' attitude towards skill requirements, their adaptability and open-mindedness to foreign environments, ability to get along with others, whether they see an overseas' posting as a prospect for skill enhancement and career advancement, time orientation, strong technical skills, well-adjusted family situation, support of spouse, strong desire to go overseas, academic standing, behavioral flexibility, good stress management, open mind, communicate well with other people from different cultures, social intelligence, value diversity and multicultural teamwork, and other more characteristics. Also the study will investigate the possibility of answering if the women managers can go global and whether if she may need the following managerial knowledge than male managers: human resources principles/practices, strategic management, financial management, project management, managerial accounting, production/operations management, legal issues/employment law, sales management, organization ethics, marketing management, detailed industry knowledge, corporate governance, international business, information system & technology, supply chain management, data analysis and statistical techniques, social responsibility, microeconomics, macroeconomics, and e-business. A sample of not less than 300 managers from the UAE organizations will be covered in the study. Some implications of the findings on UAE firms are also will be discussed in order to set a certain guides to develop the UAE future work force in all managerial levels for the coming 5 years.
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OBJECTIVES

The study aims to achieve the following objectives

1- To rank the most important characteristics of future global managers in the UAE

2- To rank the most important managerial knowledge areas of future global managers in the UAE

3- To set the proper implications for future human resource planning in the UAE related to developing future leaders.

4- To compare between male and female managers global qualifications in the UAE  

LITERATURE REVIEW
Broadly defined, globalization may be the concept, the key idea by which we understand the transition of human society into the third millennium (Waters, 2002, p. 1). Globalization represents the strategic effort to treat the world, or a significant part of it, as a single market in which to do business (Tallman and Fladmore-Lindquist, 2002). From a business or economic perspective, globalization involves complex economic networks of competition, resource supplies, and product markets transcending national boundaries and circling the globe. A true multinational corporation (MNC) is a business firm that has extensive international operations in more than one foreign country. It also operates with a total world view and does not have allegiance to any one national “home.” 

The rapid growth in information technology and electronic communication has heightened the average person’s awareness of the global economy. El Sayed and Westup (2003) argued that information and communication technology has led to the formation of new, and more complex, networks of relations between national and global organizations. Nowadays, international news networks bring the entire world into our homes and our thoughts daily. Domestic self-sufficiency is no longer a viable option for nations or businesses. Going globally is a vital requirement for today's managers and organizations.

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.

Who is a global manager? A global manager is someone who knows how to conduct and manage business across borders. The global dimensions of business and management, though pervasive, pose many complications for a national or local organization to overcome.  Even high performers with proven technical skills at home may find that their styles and attitudes just do not work well overseas. 

According to Ivancivich (2001) and Hebard (1996), to be an international manager one needs to have: strong technical skills, well-adjusted family situation, support of spouse, strong desire to go overseas, overseas experience, specific knowledge of overseas culture, academic standing, good language skills, knowledge of home culture, behavioral flexibility, open mind, good relational ability, and good stress management skills. An ability to adapt well to different business environments is a basic attribute needed by a global manager. S/he should also be able to respect different believes, solve problems quickly in new circumstances, communicate well with other people from different cultures, speaks more than one language, understands different government and political systems, conveys respect and enthusiasm when dealing with others, and possess high technical expertise for a job (Schermerhorn, and Osborn, 2003, p. 43). Another interesting question is: can women managers go global in conservative societies, such as that of the UAE? In Asia, it is more difficult for women to go global as compared to their Western counterparts (Hebard, 1996).

Multicultural workforces are also a part of the global business. Thus, a global manager should know the best way to deal with a multicultural workforce since the styles of leadership, motivation, decision making, planning, organizing, leading, and controlling vary from country to country.  

The challenges of managing across cultures, however, are not limited to international operations.  In this connection, a new term has been coined – domestic multiculturalism, which describes cultural diversity within a given national population. A global manager needs to have the skills to deal with expatriate work assignments. Basically, s/he will have to undergo three phases of adjustment to the new country. First is the tourist stage, in which s/he enjoys discovering the new culture; second is the disillusionment stage, in which his or her mood is dampened as difficulties become more evident.  Typical problems include conversing well in the local language and obtaining personal products and food supplies of preference; and third, the expatriate’s will experience the stage of culture shock.  Here confusion, disorientation, and frustration in the ways of the local culture and living in the foreign environment set in. 

Are there any ideal standards for assessing the manager's ability to work globally? Barkema and others (2002) reported that one of the main challenges for firms in the early 21st century is managing diversity. Another requirement is to have the so called "social intelligence" which is defined by Gardner (1985) as the ability to notice and make distinctions among individuals in particular among their moods, temperaments, motivations, and intentions. Is also defined as "the ability to monitor ones own and others feelings and emotions to discriminate among them and to use this information to guide one's thinking and actions" (Salovey and Mayer, 1990, p. 189).

Furthermore, to go global, a business leader or manager needs to be strategic in his or her thinking. Strategic leadership involves the capacity to learn, the capacity to change, and managerial wisdom. According to Rhinesmith (1992), a global manager needs: global mindset and be able to trust organizational processes rather than structure to deal with the unexpected; value diversity and multicultural teamwork; views change as an opportunity; and are comfortable with surprises and ambiguity. With the current state of the technology, s/he must be able to deal with team work which can be in the form of virtual teams, which mean s/he is required to have communication and computer skills (Pauleen, 2003). 

According to Callahan (1989), assigning someone to an international project involves the need for him or her to know worldwide networks and contacts. Since s/he needs to work with companies and executives from other cultures, s/he needs to understand cultural dynamics. Also, according to Wilcox (1989), global managers need to master foreign language to ensure their business success during the next 20 years.

The process internationalization can be done gradually involving a number of stages (Bilkey and Tesar, 1977; Cavusgil, 1980; Johanson and Vahlne, 1977) or it can be done quickly through various means including "international new ventures (McDougall, Shane, and Oviatt, 1994), "born globals" (Knight, 1997; Knight and Cavusgil, 1996; and Madsen and Servais, 1997), "global startups" (Oviatt and MacDougall, 1994), and "instant international" (Preece, Miles, and Baetz, 1999).

Business in the UAE

According to Al-Shaikh (2001), United Arab Emirates has a multi cultural business environment. The workforce in the country comes almost from every corner in the world. Economic and business environments in the country are liberal, and Dubai, the commercial city of the country is growing at a very fast rate. Dubai business environment is attractive and many multinational companies are locating and having their regional offices in the emirates. The 2020 project which is lunched by Dubai government is the most inspiring source for future managers. Additionally, UAE is a major global producer of oil which is the key ingredient in the country's globalization process. For UAE, oil is a resource that can provide strategic advantage to the country (Tallman and Fladmoe-Lindquist, 2002).

UAE is an Islamic country, and Islam, from its very beginning has been a global message.  As one browses through the Holy Quran, s/he will find that it addresses the entire humanity and not just a race or community.  Moreover, the first Islamic state established by Prophet Muhammad (Peace Be Upon Him) was based on a written constitution (Pact of Medina) ensuring and protecting the rights of all minorities by internationalizing the character of the Medinian society. Through his last sermon, the Holy Prophet (PBUH) gave a New World Order and a declaration of human rights. Indeed, this was the initiation of globalization of the human society.  Thus, we now need to assess the readiness of UAE managers to face the challenge of internationalization and globalization. 

RESEARCH METHODOLOGY

Methods of Data Collection and Analysis

This study investigated the availability of a set of characteristics and skills (self-knowledge, acceptance of others values, flexibility, uncertainty avoidance, working overseas, ability to adapt, communication skills, and computer skills, attitude towards skill requirements, their adaptability and open-mindedness to foreign environments, ability to get along with others, whether they see an overseas' posting as a prospect for skill enhancement and career advancement, time orientation, strong technical skills, well-adjusted family situation, support of spouse, strong desire to go overseas, academic standing, behavioral flexibility, good stress management, open mind, communicate well with other people from different cultures, social intelligence, value diversity and multicultural teamwork, etc) that considered to be a minimum requirement for a manager to work globally, also the study try to determine the most demanded managerial knowledge in the coming 5 years particularly: human resources principles/practices, strategic management, financial management, project management, managerial accounting, production/operations management, legal issues/employment law, sales management, organization ethics, marketing management, detailed industry knowledge, corporate governance, international business, information system & technology, supply chain management, data analysis and statistical techniques, social responsibility, microeconomics, macroeconomics, and e-business. A questionnaire which was developed by the researchers assess the managers' ability to go international was used in this research. Using a 5-point Likert-type scale (ranging from "strongly disagree", on one end to "strongly agree", on the other end), the respondents were asked to respond to each of the statements by indicating whether they agreed or disagreed with them. The respondents were managers working in UAE from both private and public sectors. The questionnaire also captured some demographic data of the respondent (managerial position, age, academic status, years of experience, marital status, gender, and nationality). 

Table (1) represents the reliability statistics for the tool of the study; the table shows an acceptable reliability level for the two parts.
Table (1)

 Reliability Statistics for the Tool of the Study

	Item 
	Cronbach's Alpha
	N. of Items

	Overall 
	0.99
	108

	Current importance
	0.9886
	54

	future
	0.98
	54


Sampling frame?

Data collected through a questionnaire distributed randomly in the seven different Emirates in the UAE. Private and public organizations will be covered in the operation, and the questionnaires delivered to 5 managers at least in every targeted organization with not less than 200 members in total.

Table (2) presents the respondents profile: 58% were from the private sector, Respondents were chosen from the different emirates.  These emirates differ in size, wealth, population and business opportunities.  Forty four percent were Arab participants and Indians people in the second place with 41%, most organizations prefer to hire staff from south East Asia and India because they are qualified and cost less.  Eighty-one percent of the respondents were male and the majority of respondents are married and the majority of the respondents are with (3-5) children.  Levels of education ranged from secondary to postgraduate, the majority were with Bachelors.  Sample ages ranged from 25 to over 50 years. Overwhelmingly, the majority (from both sectors) working in organization with service output. Majority of the organizations are of a size of less than 500 employees.

Table (2): Respondents profile (N 180)

	
	Category
	Frequency
	Percent

	Type
	Public
	44
	24.4

	
	Private
	104
	57.8

	
	Semipublic
	32
	17.8

	Age
	< 20 years
	12
	6.7

	
	21-25
	20
	11.1

	
	26-30 years
	29
	16.1

	
	31-35 years
	20
	11.1

	
	36-40 years
	33
	18.3

	
	41-50
	44
	24.4

	
	> 50 years
	22
	12.2

	Education
	Certificate/diploma
	24
	13.3

	
	Professional
	10
	5.6

	
	Bachelors
	93
	51.7

	
	Master
	41
	22.8

	
	PhD
	12
	6.7

	Marital status
	Single
	42
	23.3

	
	Married
	135
	75.0

	
	Divorced
	3
	1.7

	
	Separated
	0
	0

	Gender
	Male
	145
	80.6

	
	Female
	35
	19.4

	Race 
	Arab
	79
	43.9

	
	Asian
	11
	6.1

	
	Indian
	73
	40.6

	
	Others
	17
	9.4

	Children
	1-2
	45
	25.0

	
	3-5
	67
	37.2

	
	6 or more
	21
	11.7

	
	No children
	47
	26.1


	Size
	< 100
	69
	38.3

	
	100-200
	26
	14.4

	
	200-500
	22
	12.2

	
	More than 500
	63
	35.0

	Output 
	Products
	88
	48.9

	
	Services
	92
	51.1

	
	Total
	180
	100.0


Analysis 

It is surprising to find that the global leaders believe that the academic standing is more important than the managerial or IT skills in a global business environment. It is true that people with high degrees can get the latest knowledge but it will nit help them to work in a global environment without mastering managerial or intercommunication skills which comes next in importance to them. Work effectively in teams strongly needed in a global business environment specifically in the UAE where the manager may work with more than 230 nationalities.
Capacity to learn, provide leadership, negotiate effectively, work effectively with upper manager, strong technical skills, motivate and energize people, and communication skills are very important skills to current global mangers.

The majority of the managers opinions investigated in this study believe that the leader is not necessary to be female as much as to be male to work in the global level.
Table (3): The most important skills in deciding order
	Skills
	Mean
	St. Deviation

	Academic standing
	3.4
	1.194

	Ability to get along with others
	3.3611
	1.4014

	Work effectively in teams
	3.3556
	1.5593

	Capacity to learn
	3.3556
	1.3685

	Provide leadership
	3.3167
	1.5078

	Negotiate effectively
	3.3111
	1.2609

	Work effectively with upper manager
	3.3
	1.4528

	Strong technical skills
	3.3
	1.1766

	Motivate and energize people
	3.2889
	1.4665

	Communication Skills
	3.2889
	1.2967

	Knowledge of home culture
	3.2889
	1.275

	Think and act strategically
	3.2778
	1.3945

	Lead change
	3.2556
	1.3376

	Appreciate, understand, & leverage diversity
	3.25
	1.1906

	Ability to adapt well to different business environments
	3.2278
	1.1998

	Open mind
	3.2278
	1.3856

	Communicate effectively orally
	3.2222
	1.175

	Inspire a shared vision
	3.2167
	1.1925

	Think and act entrepreneurially
	3.2167
	1.274

	Managerial wisdom
	3.2111
	1.37

	Take initiative
	3.2056
	1.319

	Act responsibly beyond reproach
	3.2
	1.3387

	Adapt to change
	3.1944
	1.3499

	Utilize IT and data in decision-making
	3.1944
	1.282

	Provide consulting and advising skills
	3.1944
	1.1823

	Behavioral flexibility
	3.1889
	1.3773

	Mentor others
	3.1778
	1.2105

	Positive attitude towards skill requirements
	3.1778
	1.149

	Capacity to change
	3.1667
	1.2706

	Consider an overseas’ posting as a prospect for skill enhancement and career advancement
	3.1667
	1.2529

	Computer skills
	3.1667
	1.4513

	Act effectively under time pressure
	3.1611
	1.3585

	Well-adjusted family situation
	3.1556
	1.2319

	Social intelligence
	3.15
	1.3556

	Understands different government and political systems
	3.1444
	1.3665

	Good stress management skills
	3.1389
	1.3609

	Comfortable with surprises and ambiguity
	3.1389
	1.3732

	Good language skills
	3.1333
	1.3092

	Think critically & creatively about complex issue
	3.1111
	1.2855

	Ability to Understand cultural dynamics 
	3.0944
	1.1991

	To know worldwide networks and contacts
	3.0889
	1.359

	Views change as an opportunity
	3.0833
	1.2

	Apply appropriate business models
	3.0833
	1.2185

	Write effectively for a time-constrained audience
	3.0722
	1.196

	Adaptability and open-mindedness to foreign environments
	3.0722
	1.196

	Space utilization skills
	3.0722
	1.1238

	Support of spouse
	3.0667
	1.2354

	Overseas experience
	3.0611
	1.1826

	Deal with expatriate work assignments
	3.0611
	1.1731

	Ability to adapt to time differences
	3.0556
	1.2039

	Male 
	3.0111
	1.3412

	Specific knowledge of overseas culture
	2.9944
	1.1555

	Strong desire to go overseas
	2.9611
	1.2115

	Female 
	2.7722
	1.209


In terms of the expected importance in the coming five years as revealed in table (4),  the managers’ opinions show that communication skills, Knowledge of home culture, Strong technical skills, Utilize IT and data in decision-making, and Capacity to learn are the skills with most important in the coming future. Additionally, the global leader is not important to be female.
Table (4): The importance of the skills in 5 years in deciding order

	Skills
	Mean
	St. Deviation

	Communication Skills
	2.2444
	0.774

	Knowledge of home culture
	2.1944
	0.7482

	Strong technical skills
	2.1889
	0.768

	Utilize IT and data in decision-making
	2.1833
	0.8083

	Capacity to learn
	2.1833
	0.773

	Computer skills
	2.1833
	0.8422

	Adapt to change
	2.1722
	0.8244

	Social intelligence
	2.1667
	0.7285

	Good language skills
	2.1611
	0.7922

	Managerial wisdom
	2.1556
	0.8107

	Take initiative
	2.15
	0.7944

	Appreciate, understand, & leverage diversity
	2.15
	0.7435

	Ability to get along with others
	2.15
	0.773

	Inspire a shared vision
	2.1444
	0.7848

	Provide consulting and advising skills
	2.1389
	0.7457

	Deal with expatriate work assignments
	2.1389
	0.7678

	Motivate and energize people
	2.1333
	0.8147

	Think and act strategically
	2.1278
	0.819

	Support of spouse
	2.1278
	0.6934

	Negotiate effectively
	2.1222
	0.7597

	Positive attitude towards skill requirements
	2.1222
	0.7523

	Comfortable with surprises and ambiguity
	2.1222
	0.7886

	Lead change
	2.1167
	0.7715

	Think critically & creatively about complex issue
	2.1167
	0.8069

	Apply appropriate business models
	2.1167
	0.7859

	Consider an overseas’ posting as a prospect for skill enhancement and career advancement
	2.1167
	0.7569

	Ability to adapt to time differences
	2.1167
	0.742

	Space utilization skills
	2.1167
	0.7033

	Academic standing
	2.1167
	0.7495

	Open mind
	2.1167
	0.7859

	Think and act entrepreneurially
	2.1111
	0.7466

	Adaptability and open-mindedness to foreign environments
	2.1056
	0.7803

	Overseas experience
	2.1056
	0.7659

	Good stress management skills
	2.1056
	0.7945

	Work effectively in teams
	2.1
	0.8529

	Write effectively for a time-constrained audience
	2.1
	0.6939

	Understands different government and political systems
	2.1
	0.7846

	Capacity to change
	2.0944
	0.76

	Mentor others
	2.0889
	0.7421

	Communicate effectively orally
	2.0889
	0.7716

	Well-adjusted family situation
	2.0833
	0.7901

	Behavioral flexibility
	2.0833
	0.8179

	Act effectively under time pressure
	2.0778
	0.8151

	Strong desire to go overseas
	2.0778
	0.7358

	Act responsibly beyond reproach
	2.0722
	0.7477

	Specific knowledge of overseas culture
	2.0722
	0.7249

	Ability to adapt well to different business environments
	2.0389
	0.7427

	Views change as an opportunity
	2.0389
	0.7649

	Ability to Understand cultural dynamics 
	2.0389
	0.7576

	To know worldwide networks and contacts
	2.0333
	0.8112

	Male 
	2.0333
	0.7083

	Provide leadership
	2.0278
	0.8149

	Work effectively with upper manager
	2.0222
	0.7008

	Female 
	2.0167
	0.7359


Conclusion
The study fond that the global leaders were ranked the academic standing as the most important qualification which needed in the current global business environment in the UAE. Work effectively in teams strongly needed in a global business environment specifically in the UAE where the manager may work with more than 230 nationalities.

Capacity to learn, provide leadership, negotiate effectively, work effectively with upper manager, strong technical skills, motivate and energize people, and communication skills are very important skills to the current global mangers.

The majority of the managers opinions investigated in this study believe that the leader is not necessary to be female as much as to be male to work in the global level.

In terms of the expected importance in the coming five years the study revealed that the managers’ opinions show communication skills, Knowledge of home culture, Strong technical skills, Utilize IT and data in decision-making, and Capacity to learn are the skills with most important in the coming future. Additionally, the global leader is not important to be female.

Academic institutions, schools and governmental organizations concern with human resource development need to get the indications of this study to set their plans to provide the UAE market with its expected needs in the coming future. Additionally, this study provides guidance for further related researches in the UAE and the gulf countries.

Managers working in the UAE can get the benefit of this study by developing the human resource strategic plans in their organizations.
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