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Abstract 

The purpo of thi tudy i two-fold :  firstly, to gauge the job satisfaction levels of 
E nationals employed in the private sector and secondly to consider the HRM 

pol ic ie and procedure mo t l ike ly to attract and retain such individuals. The i ssue is 
of contemporar importance because the UAE has a fast growing population, an 
already 0 erstaffed publ ic sector and, a labour nationalisation program that has yet to 
ha e a signi ficant impact on the ratio of nationals employed in the private sector vis
a- i the c lassic publ ic sector. Using a combination of employee survey and expert 
interview feedback this study provides a pol icy-orientated analysis of the current state 
of pri ate sector Emirati sation and makes a signi ficant contribution to the emerging 
Arab M iddle Ea t H R  Model by suggesting ways in which UAE HR pol icies and 

trategies may be enhanced. I f  the compensation and benefits disparity between the 

two ectors be min imised, the majority of Emiratis would be wi l l ing to work in the 

pri ate sector. The factors that can influence the employment decision inc lude Salary 

and Fringe Benefits, opportunities for growth along with training and development, a 

friendly  and professional working environment that offers job security and final ly  the 

ocial perceptions. This research can be helpful in understanding what incentives and 

measures can be useful and effective for the operational implementation of the 

Emirati sation proces . The analysis can help in identi fication and prioritisation of 

i ssues that are impacting the pace of implementation of Emiratisation process. This 

study finds a number of statistical l y  significant relationships between the dependent 

variable of "continuance intentions" and various predictor variables: � . 399 for pay 

and benefits; � . 1 63 for professional development opportunities; � .072 for the nature 

of the job; the impact of sociocultu ral influences was found to have a sign ificant and 

negative relationship, � - .423 .  The study concludes by making a number of pol icy

relevant recommendations focusing on HRD at the macro level and H RM pol icies and 

procedures at the company leve l .  

Keywords: Arab Gu lf  l abour markets, Emirati sation, job satisfaction, human 

resources management, AME HR model ,  Abu Dhabi , UAE. 
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Chapter 1: Introduction 

The nited rab mirate , to a con iderable extent, has been dependent on non

nali nal l abour i nce the comm rcial  extract ion of o i l  started in the 1 960s. The notable 

egmentation of the market along pub l ic/private and nat ional/non-national l ines is 

considered to ha e resulted from this pronounced rel iance on non-national labour 

( For tenlechner & Rutledge, 20 1 0 )  and the lack of employab i l i ty sk i l l s  currently held 

by many nationals (e .g . ,  Forstenlechner, e l im,  Baruch, & Madi,  20 1 4 ; Muysken & 

our, 2006). I n  part due to the region' ' national ' demographic pyramid-style profile, 

considerable attention is being paid to the growing levels of national unemployment : 

the publ ic sector can no longer act as employer of fi rst and last resort. 

A l l  s ix Gulf  Cooperat ion Counc i l  countries ( GCC)-henceforth the "Arabian Gulf' 

which comprises : Bahrain ,  Kuwait, Oman, Qatar, Saudi Arabia, and the UAE-are 

now seeking ways to improve the ski l l sets, workplace competenc ies and wi l l ingness 

of the national workforce to pursue private sector career paths by improving local 

human resources through education the vocational train ing as wel l as by introducing 

new pol icies and regulation to restrict and control the immigration of expatriate labour. 

However, l abour nat ional i sation pol ic ies ("programmes" and "strategies") ,  bottom-up, 

or top-down, have been around for some t ime and thus despite the fact that seeking 

ways to enhance the productiv i ty of indigenous labour has been on the government 

agenda for almost 20 years ( Fasano & Goyal 2004) progress, most notably in the 

private sector, has been l im ited ( Ryan, 20 1 6) .  

As the l iterature on the Arabian Gulfs labour national i sation and Human Resource 

De elopment ( H RD )  progress to date suggests, there are many pol i tical and 
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OC IO ul tural  chal lenge faced by the governmental agencies charged with 

implementing the a sociated programs and pol ic ie . Indeed the l i terature explains why 

l i ttle progre -e pccia l l  in the private sector-has been made (e .g . ,  Forstenlechner 

& Rutledge, _0 I 0 ) .  The labour national isation agenda in the UAE is known as 

Emirati ation.  

Emirati at ion a a government pol icy dates back to the 1 990s but was institutional ised 

in 1 999 \ ith the creation of T ANMIA :  the National Human Resource Development 

and Employment Authority. Records held by the Abu Dhabi Human Resources 

Authority, show that UAE ationals make up  no  more than four percent of the 

country ' s  pri ate sector and as a consequence, "more aggressive Emiratisation 

in i t iative wi l l  need to be developed" ( Abu Dhabi Human Resources Authority, 20 1 5 ) .  

onetheless, i t  i s  the UAE government 's  stated a im to  transit ion to  an open and 

dynam ic econom where the abi l i ty to think critica l ly ,  be receptive to change and, to 

adopt and adapt to the latest technologies wi l l  become i ncreasingly important (e .g. , 

Government of  Abu Dhabi, 2008 ;  I KED, 20 1 0; UAE Prime Minister 's  Office, 20 1 0) .  

1.1  Labo u r  Nat iona l isat ion ( E m i ratisation ) 

I t  is because of the UAE's  complex labour market structure--characterised by the 

provision of government jobs for l i fe i rrespective of an individual ' s  hol i stic 

employab i l i ty ski l ls (e .g . ,  AI Al i ,  2008;  Beblawi & Luciani, 1 987 ;  Minnis, 2006)

that the subject Emirati sation ( read : ' employabi l ity' of UAE national s)  requi res 

greater attention (UAE M inistry of Higher Education, 20 1 4b). As Ryan (20 1 6) 

recently stated, " Emirati sation of the private sector remains elusive. '  The principal 

government agency for overseeing the Emiratisation process is the Abu Dhabi Human 

Resources Authority ( formerly two separate entities: Abu Dhabi Tawteen Counci l  and 
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T M I ) .  The Abu Dhabi H uman Re ourc s uthority (ADHRA )  focuses on the 

de elopment of emplo ment support mechanisms and views these to be key for the 

ucce ful implementation of private sector Emiratisation and, through these, the 

economic and human re ource object ives set out in the "Abu Dhabi Economic Vision 

2030" ( Go emm nt of bu DhabL 2008) .  More speci fical ly,  i t is  seeking to put in  

place a comprehensive strategic approach for provid ing effective employabi l ity skil ls, 

higher educational opportunities, and work experience to all UAE nationals that 

require i t ,  in order to make them more competit ive in a l l  regards compared to 

incumbent non-nat ionals .  

The fol lowing points are et out lD an internal document (Abu Dhabi Human 

Resources Authority, 20 1 5 ) :  

1 .  To increase l egis lation for enforcing the Emirati sation in it iative that requires 

private-sector companies to have a total overal l workforce compri sing 20 per 

cent AE nationals and provide them with on the job training. 

2. To enforce penalt ies ( e .g . ,  substantial fines and no fast-tracking of business 

l icences etc . )  for non-compl iance with such legislation. 

3 .  To set u p  and part ia l ly finance a Human Resource Job Ski l l s  Training Free Zone 

(HRFZ) which would provide job ski l l s  training and work experience in aU 

industries for those UAE nationals who require or seek it .  

4 .  To fac i l i tate the H RFZ, a coal it ion of key UAE Higher Education Institutions 

( HE I ), mult inational corporations and government agencies would work to 

provide train ing. 

In  addit ion, there is l i kely to be merit in  forging a closer coordination with the UAE's 

ational Quali fications Framework and the employabi l i ty agenda it has set out-
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termed "Core L i fe k i l l " ( U  E ational Quali fications Authorit , 20 I 2b, 20 1 3a, 

20 1 3b) which se k to rei nforce the l inks between learning outcomes and the labour 

mark t ( UAE National Qual i fications Authority, 20 1 5 ). 

1 .2  U AE Labo u r  M a rket Resea rch 

To date, the bulk of the research on Emirat isation can be seen as focusing on the 

fol lowing four a pect . F i rstly, H RD in relation to labour national i sation pol ic ies, 

practices, perception and outcomes (e .g . ,  Al A l i ,  2008;  Al Waqfi & Forsten lechner, 

20 1 0, 20 1 2, 20 1 3 ) and also with regard to the sociocultu ral considerations that 

contribute to the current labour market rigidit ies and distOliions (e .g . ,  Forstenlechner 

& Rutledge, 20 I I  ; H arry, 2007; Ryan, 20 1 6 ). Secondly, a body of research exists that 

focu es on the macroeconomics of divers ification and regional labour market 

d namics in relation to o i l  rent ( Hertog, 20 1 0, 20 1 3 ; Luciani ,  Hertog , Eckali, & 

Youngs, 20 1 2) and, more narrowly ( th irdly)  that which focuses on job sat isfaction and 

organi sational loyalty amongst the UAE's  workforce (e .g . ,  1 .  Abdul la, Djebarn i ,  & 

Mel lah i , 20 1 1 ;  Maha I brahim & Al  Falasi, 20 1 4 ; Mohamed Ibrahim, A l  Sej in i ,  & Al 

Qassimi ,  2004; Mohamed I brah im & Perez, 20 1 4) .  The fourth related theme centres 

on ' national' female labour force pali ic ipation ( FLFP)  which is understandable in 

terms of comparative work read iness and relat ive educational attainment levels (e .g . ,  

Farre l l ,  2008;  Marmenout & L i rio, 20 1 3 ; Nelson, 2004; Rutledge & Al-Shamsi, 20 1 5 ;  

Wi l l i ams, Wal l i s, & Wi l l iams, 20 1 3 ) . 

Looking first at the works that d i rectly consider the issue from an HRM perspective 

(e .g . ,  Al A l i ,  2008;  Al Waq fi & Forstenlechner, 20 1 0, 20 1 2, 20 1 3 ), i t  becomes clear 

that UAE nationals do not favour the private sector and that private ector employers 

do not typical ly favour employing UAE nationals. Moving on to those that fOCllS on 
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the oci cul tural con iderat ion (e .g . ,  Forstenlechner & Rutledge, 20 1 1 :  Harry, 2007; 

R. an, 20 1 6) h i le tho e are partial ly  relatable to human resource capacity and indeed 

so-cal led rentier state/resource-curse mental ity ( see below). In sum, the key 

ob rvat ion are that hi torical ly  the provision of lucrative government jobs based on 

ci t izen h ip and not m rit has resul ted in a satisfied ociety but an unproductive 

workforce; a societ that is provided with free education but has l i ttle incentive 

( vocational ly  speaking) to opt for the more chal lenging specia l isations. 

With reference to the works that looks at the labour market - oil rent nexus, ( Hertog, 

20 1 0, 20 1 3 ; Luciani et a l . ,  20 1 2 ) it is c lear that being resource-rich but labour-poor 

has had a fundamental impact on the UAE's  economic structure .  The "social contract" 

as set out by F orstenlechner and Rut ledge ( 20 1 0 ) explains why providing government 

jobs as a way of distributing oi l  wealth was beneficial for the country ' s  development 

and wel fare gains.  I t  was for a number of decades an understandable pol icy procedure 

yet it has c learly resulted in an array of labour market structural issues. 

Yet, much of the l i terature on this subject can be seen as pejorative and detenninistic 

( Fandy, 2004) .  As Rutledge ( 20 1 4 ) sets out, al though the rentier state/resource curse 

discourse correct ly h igh l ights many of the resultant shortcomings it seems to suggest 

that there is l itt le prospect of ever being able to recti fy  these unt i l  a l l  of the region 's  

hydrocarbon resources have been depleted. The segmentation of the UAE's  publ ic and 

private sectors typi fies its divided ( and "di storted") labour market. This results in the 

fol lowing somewhat i ronic state of labour market affairs: whi le suitable employment 

opportunit ies for UAE national youth in the government sectors reach saturat ion point. 

ample employment oPP01iunity exists in the privat sector which in theory could easi ly 

absorb this cohort .  UAE nationa ls make up over hal f of the government department 
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workforce , but I than t\ 0 percent of the private ector workforce ( Forstenlechner, 

Madi,  el im, & Rutlcdg , 20 1 2 ) .  

I n  term of job ati sfaction research, this present study wi l l  pay particular attention to 

the orks of (e .g . ,  J. Abdul la et a ! . ,  20 1 1 ;  Maha Ibrahim & Al Falasi , 20 1 4 ; Mohamed 

Ibrahim et a I . ,  2004; Moham d I brahim & Perez 20 1 4 ) .  This is  because each ha e 

pec i fica l l  surveyed those employed in  the UAE's  labour market . Mohamed Ibrahim 

et a l .  (2004) i nvestigate the relationship between performance and employees ' job 

sat i faction and the effect of other moderators such as gender, tenure and national i ty, 

on job atisfaction focusing on three key area : ( 1 )  what is the relationship between 

job performance and emplo ees' job sat isfaction? (2 )  Does job perfom1ance affect the 

dimension of job satisfaction d ifferently? And ( 3 ), how do other moderating variables 

such as gender, tenure, marital status, position and national i ty affect the relationship 

between job performance and employees' job sat isfaction? J. Abdul la et al. (20 1 1 )  

in  estigate the role that demographic and environmental factors p lay in relation to job 

sat isfaction. 

The demographic factors they considered were age, race, gender, education level ,  and 

years of work experience, whi le  environmental characteristics included the immediate 

job environment such as the ski l ls variety required to carry out the job, task 

sign ificance, autonomy, and interaction with co-workers. They stress that the topic has 

largely escaped research attention in the Middle East and go on to conclude that, "in a 

col l ectivist culture such as the UAE, both intrinsic and extrinsic factors can be a source 

of job satisfaction or d issatisfaction ." 
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Maha Ibrahim and I Fala i ( 20 1 4) point out, it is a widely held entiment that 

10. ai -committed empl ee are l ikely to be productive and that there exists a positive 

relation between 10 alty, engagement and happiness. They focus on the relationships 

betw en mployee "Lo alty" ( i .e . ,  organ isational commitment) and "Engagement:' 

Engagement i regarded important as it i n fl uences the given entity ' s  performance and 

productivity. Maha Ibrah im and AI Falasi ( 20 1 4) also state that their study is one of 

the few to date that explores the relationship between employee loyalty and 

engagement i n  the UAE public sector. They recommend that regional employers seek 

to implement mea ures designed speci fical ly  to increase organisational loyalty. 

The most recent contribution in  this regard is the work of Mohamed Ibrahim and Perez 

( 20 1 4 ) who examine the direct effects of the di fferent dimensions of "Organ isational 

Justice:' including sat isfaction, on perceived organisational commitment in the 

context of UAE service organisations. Based on a random sample of 1 74 employees 

worki ng in 28 different service organisations, they observe that employee ati sfaction 

has a d irect influence on commitment . However, perceptions of the three 

organisational j ustice components (d istributive j ust ice, procedural j ustice, and 

interactional j ustice) do not have direct influence on employees ' commitment. But 

they do influence employees' satisfaction. In add ition, employee gender, national i ty, 

and tenure do not infl uence commitment d irectly or ind irect ly through satisfaction. 

The i ssue of gender is especial ly  important, in  relation to attracting and retaining more 

UAE nationals to the private sector (e .g . ,  Farre l l ,  2008; Mam1enout & Lirio, 20 1 3 ; 

e lson, 2004; Rut ledge & AI-Shamsi ,  20 1 5 ; Wi l l iams et a I . ,  20 1 3 ) .  While it may be 

the case that work-related gender barriers are being eroded in parts of the industrial ised 

world, in the M iddle East and North Africa, the gender equal ity gap-particularly in 
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term of economic part ic ipation and opportunit -remain pronounced (e .g . ,  Gal lant 

& Pounder, 2008 ;  Marm nout & Lirio, 20 l 3 ; Metcal fe, 2008:  Mogbadam, 2006) .  

Indeed, e ight of the ten countrie with the lowest FLFP rates global ly are located 

within th Middle East and orth AfTica ( Hausmann, Tyson, & Zahidi ,  20 1 2, p. 25 ). 

F .  bdul la (2006, p. 1 0) point out ,  i t  i s  sti l l  considered haraam ( , sinful ' )  in some 

quarters for national female to i nteract with men other than their c lose relatives and, 

as Harry (2007, p. l 3 8 )  observes, less aib ( , shame ' )  is attributed to those of this cohort 

working i n  the publ ic ector as compared to those in  the private sector. Despite this, 

and al though women only constitute a smal l fraction of the respective ' national ' 

orkforces, there are proportionately  more national women working in the private 

sector than there are men (Nelson, 2004; Rutledge & Al-Sharnsi ,  20 1 5 ) .  

1.3 Problem Statement  

The socioeconomic and strategic H RM problem that this research evaluates is the 

current private sector Emiratisation pol ic ies and practices. A key part of this 

investigation wi l l  be to canvas the sentiments of those national s who actual ly work in 

this sector. Despite the fact that the UAE government launched its labour 

nationa l i sation agenda back in the 1 990s ( A I  Al i ,  2008), private sector Emiratisation 

remains l im ited. Whi le  it is  received wisdom that in the long term effective labour 

national i sation pol ic ies wi l l  necessitate a synergy between labour pol ic ies and 

macroeconomic  pol ic ies a longside a systemic modification of the prevai l ing "socia l 

contract" ( Forstenlechner & Rutledge, 20 1 0; The Economist, 20 1 6 ), this research wi l l  

l imi t  itse l f  to the shorter term . 

This study w i l l  seek to establ i sh the job satisfaction levels of the UAE nationals 

currently working in the private sector and also interview H RM experts and 
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practit ioner to g t a contemporary understanding of the trategies and pol icie that 

the) feel are mo t l ikely to be effective in attracting and retaining UAE nationals in 

the private sector. I ssa, Mu  tafa, and Al Khoori ( 20 1 3 ) pointed out, only a smal l 

fraction of the U E '  pri ate sector workforce is made up of UAE nationals and that 

of a l l  national employed the majority work in the cla sic publ ic sector ( namely a 

bureaucratic posi tion or for the am1y/pol ice/security forces) .  

The reasons for the cUlTent state of affairs are reasonably wel l  documented 

( For tenlechner, Madi ,  et al . ,  20 1 2) ;  as is the content ion that the status quo is no longer 

tenable (e .g . ,  Coates U l richsen, 20 1 1 ;  Davidson, 20 1 2) .  It wi l l  be noted elsewhere, but 

tated here, that within the regional conte t: and throughout this study, the ' private' 

ector wi l l  be taken to inc lude commercial ly-run Government-Backed Entities GBEs 

(e .g . ,  Forstenlechner & Rutledge, 20 1 0; Hertog, 20 1 0 ; Hvidt, 20 1 3 ; Ramady, 20 1 2 ) as 

wel l  as entities from the ' true '  private sector. It fol lows that this research wi l l  be 

directly relevant to and have sign ificance for both commercia l ly-run GBEs and the 

ADHRA. This is because of the mixed-methods approach that direct ly gauges the 

opinions on attraction and retention issues in the non-conventional sectors of the 

economy from key stakeholders :  UAE national s themselves who work in the ' private' 

sector ( n=650; survey),  H RM professionals ( n= 1 2 ; interview) and Emiratisation 

pol icy experts ( n=9; interview). 

The problem that this study investigates-how exactly to attract more UAE nationals 

to the private sector via H RD/H RM interventions-was recently investigated by Ryan 

( 20 1 6) .  Ryan 's theoret ical work sought to art iculate the problem in terms of inputs and 

outputs. For UAE national members of the workforce, in the short term, the ' need ' for 

longer work hours with less pay, less hol idays, and a less cultural ly appropriate work 
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envir nm nt i ' unapp a l ing' . De pite the percei ed lower output of salary, hol idays, 

etc . ,  pri at ector emplo ment, according to the thesis set out by Ryan (20 1 6) ,  offer 

om notable posi ti e output . Yet the e are primari ly deferred benefits l ike the 

"potent ial for higher alarie relative to publ ic sector referents' and the possibi l ity of 

gr at r cope for "profes ional growth and development opportunit ies." 

The probl m with the input/output approach i s  twofold but in  sum is that it does not 

reflect the real i ty of the "social contract" as it current ly manifests. Firstly, the c lassic 

public ector offer remuneration rates that are uncompetitive and secondly, the c lassic 

publ ic sector has a very h ierarchal structure offering many opportunities for 

· promotion' .  e erthele , from an individual perspective, the input/output approach 

does a l l ude to a key potential advantage of pursuing a private sector career: it is l ikely 

to be considerably more interesting and thus, in a non-financial  sense, far more 

fulfi l l i ng. I n  addit ion, from the govemment perspective pay dispersion in outputs 

combined with any signi ficant d ifferentiation in inputs can lead to di scord and 

d isenfranchisement between state and ci t izens and also amongst c i t izens. 

1.4 Sign ificance a n d  Scope 

I n  terms of this study's  sign ificance, it is  fair to say that the i ssue of private sector 

Emiratisation is one of  the UAE's  main socioeconomic concems. I t  consti tutes, for 

instance, a key element of both Abu Dhabi ' s  2030 Economic Agenda and the UAE's 

202 1 Vision ( Govemment of  Abu Dhabi, 2008; UAE Prime Minister' s Office, 20 1 0). 

I t  i s  moreover a concem that is neither new or one that has been satisfactori ly framed 

much less sat isfactori ly dealt with. One of the main issues is the unwi l l i ngness of many 

nationals to consider private sector careers and ho ld out instead for any posi tion in the 

al ready overstaffed publ ic sector. To overcome this chal lenge it is  imperative to 
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under tand the factor that can help motivate Emirati and make them happ to work 

in the pri at sector ( ee Figure 1 ,  below). Thi research is al l  the more igni ficant for 

it general appl icabi l i t to the labour markets of the other Arabian Gul f countries not 

I a t th region ' mo t populous state: Saudi Arabia. The Saudisation programme, 

according to Al heikh ( 20 1 5 ), consistently fal l  short of its targets which are et out 

a being:  creat ing job for the increasing numbers of Saudi job seekers ( i .e . ,  seeking 

to combat growing level of ' national ' unemployment ) and decreasing dependence on 

foreign labour. 

The objective of this study i to contribute to l i terature on Arabian Gulf labour 

national isation and the related strategic H RDIH RM discourses. In conjunction with 

this, it w i l l  provide policymakers with contemporary information from the viewpoint 

of HRM executives operating in the private sector, and UAE nationals who are 

currently employed and working in  this sector. This re earch uti l i ses Strategic HRM 

l iterature as a framework for analysing employment strategies of the government 

directed to ' private' sector entit ies and how to shape such pol ic ies to more effectively 

implement Emiratisation ( th is  is primari l y  ach ieved by way of the interviews) . 

The scope of this research i s  best art iculated by its two aims: 

1 )  To fil l  an empirical gap by way of conducting a large-scale survey of UAE 

national s current ly employed in  the private sector; 

2) To make a signi ficant contribution to the nascent Arab Middle East ( AME)  

H RM model (e .g . ,  Afiouni, Ruel ,  & Schuler, 20 1 3 ;  Marrnenout & Lirio, 20 1 3 ) 

by way of a series of in-depth expert interviews. 
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1 .5 Resea rch P ropo i t ions  and H y potheses 

Thi re earch centre on addre sing the fol lowing questions the fi rst intends to bui ld 

under tanding of the ob tacle  and potential solutions, the second considers how 

private ector Emiratisation pol ic ies. procedures and practices should be designed (and 

funded) :  

RQ l What range of measure (incentive etc.) are most likely to attract. and also 

relain, UAE national to the private sector? 

RQ2 What role can/should HRM executives play in terms of shaping government 

policy so a to ensure Abu  Dhabi 's trategic HRM goals can be achieved without 

compromising this sector 's infernaflonal competitiveness? 

With regard to the point about " without compromlSl l1g the sector international 

competit iveness," to be c lear, there is a danger that if GBEs spend too much capital 

on recruit ing and retaining UAE nationals ( WEF, 20 1 6 )  they wi l l  not be as competit ive 

i nternational as they would be i f  they were to focus primari ly on recruiting nOll

nationals from overseas . As Forstenlechner and Rutledge (20 1 0) have previously 

stressed. however, the subsidies-for that is  what they are-be they in terms of 

training or above market-rate compensation packages, are for the medium term a better 

a l location of government revenues that maintain the status quo: attempting to provide 

a l l  graduating nationals with positions in the ' non-productive' c lassic publ ic sector. 

The study ' s  research propositions and hypotheses are set out in Table 1 (below). As 

the conceptual framework ( see F igure 1 ,  below) sets out, a key objective of this 

research is to determine the extent to which UAE nationals employed in  the private 

sector are content to continue working in this sector. To go some way towards 

addressing this a Job Satisfaction Survey (JSS)  sty le quest ionnaire instrument and 
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calc i to b devi ed ( p ctor, 1 985 ,  1 999a, 1 999b). I t  is the contention of this 

re earch tud that gai ning a direct and mult ifaceted input from UAE nationals 

emplo ed in thi ector wi l l  offer a valid empirical backdrop. The second key objective 

i f  thi tudy: to apprai e and evaluate government agency Emiratisation pol icies and 

practice current I in  p lace in  the Emirate of Abu Dhabi with a focus on HRM strategy. 

Figure 1 compri ses of three parts. Part ( a) sets out the factors that are l i kely to influence 

one' job sati faction irrespective of context-those factors most closely associated 

with Spector' s JSS  scale-and some that are more specific to the region (the 

ociocultural factors l inked to culture and the UAE's  "social contracC). It wi l l  be 

argued that u ing such forecast factor groupings wi l l  help determine what precisely 

makes those nationals employed in  this sector more l ikely to remain there ( as wel l  as 

providing this study ' s  empirical data with face-val idity: the psychometrical ly sound 

properties of the J scale are wel l documented) .  Part ( b) shows the sorts of 

relationships to be tested. Those on the left are set out in Part (a) yet here, the 

"sociocultural factor grouping" is depicted as a moderator variable. 

The reason for this i s  the extensive l iterature that places this group of variables as 

bei ng those that are most influential i n  terms of an individual national ' s  workforce 

part icipation deci sion and also job-related satisfaction levels (e .g . ,  Al Waqfi & 

Forstenlechner, 20 1 0, 20 1 2; Farre l l ,  2008 ; Harry, 2007; Rutledge & AI-Shamsi, 20 1 5 ) .  

The model of  relationships whi le  focused on  one s " l ikel ihood of staying in the private 

sector" is designed to be capable of measuring relationships expl icit ly (F igure 1 ,  b .5 )  

and impl ic i t ly ( Figure 1 ,  b .6) .  Part ( c )  seeks, by way of survey analysis and expert 

interviews to deteml ine the sort of H RM strategy (etc . )  that is most l i kely to help the 
, 

UAE government' s  documented key strategic goal of better uti l ising its indigenous 
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human capital and, ip a jac/o, the emergence of a sustained Emiratisation of the 

pri ate ector ( G  E' first and ult imately the ' real ' private sector). 

Table  1 .  Propo itions and Hypotheses 

Propo it ions 

0 1  ociocul tural factors-including gender segregation; pride/prestige; social 
statu -are the main reason for why UAE nationals might be unwi l l ing to 
\! ork i n  the pri ate sector. 

02 The pul l  of the publ ic  sector-inc luding salary; pension provision; hours; 
hol idays; easy of taking paid leave-is the main reason for why UAE 
nationals might be unwi l l ing to work in the private sector. 

03 Unless go emment H RD strategies are overhauled it is  un l ikely that the 
number of UAE nationals working in the private sector ( as a ratio to those 
working in the c lassic public sector) w i l l  change substant ial ly .  

04 Unless private sector H RM pol ic ies, practices and procedures ( particularly at 
commercia l ly-run GBE ) are overhau led it is unl ikely that the number of UAE 
nationals  working i n  the private sector ( as a ratio to those working in  the 
c lassic pub l ic  sector) wi l l  change substantial ly .  

Hypotheses 

0 1  Salary level do not ha e a significant impact on an individual ' s  intention of 
remaining in  the pri ate sector. 

02 Avai labi l i ty of career development opportunities, do not have a signi ficant 
i mpact on an individual ' s  intention of remaining in the private sector. 

03 The nature of the work/environment does not have a signi ficant impact on an 
i ndividual ' s  intention of remaining in the private sector. 

04 Organisational loyalty/commitment does not have a significant impact on an 
individual ' s  intention of remaining in the private sector. 

05 ocietal sentiments towards UAE nationals worki ng in the private sector has 
no significant impact on an individual ' s  intention of remaining in the private 
sector. 

ote : See Section 3 .6, "Research Proposit ions and Hypotheses:' for a j usti fication 
and rationale for each of the above propositions and hypotheses. 
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Figure 1 :  Conceptual Framework 
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I n  both the academic and popul ar pres the GCC countries tend to be "highly 

tigmati ed" and are considered as either too tribal or overly materia l ist and modern: 

ca t ei ther as back\; ard and tribal with a thin, modern veneer or, fai led modern because 

of their tribal residue (Cooke, 20 1 4, p. 1 0) .  They are also commonly referenced as the 

c ia  sic "rentier states," yet this somewhat "historic" and "determin istic" portrayal does 

not hold up to closer scrutiny (Rut ledge, 20 1 4) .  It i s. however, fair to say that without 

a number of systemic change to the current socioeconomic status quo it is hard to see 

how long o i l  exports can support what is by far the largest population in the history of 

the Arabian Gulf. A popUlation moreover which current ly  consumes water, the 

region ' s  scarcest resource, on a scale unimaginable 50 years ago (e .g . ,  Commins, 

20 1 2 ; Da idson, 2009b; Forstenlechner & Rutledge, 20 1 0) .  

.. .. 
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Figure 2 :  Map of the Uni ted Arab Emirates 
Source: Duba i  Trave l and Cu lture (20 1 4) 
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2 . 1 T h e  Dem ogra phy a n d  G eograpby of the  UAE 

The U E i a relati e ly mal l ,  rapidly-de eloping country located on the southern 

shore of the Arabian Gul f and the nor1hem coast l ine of the Gulf of Oman. It covers 

around 32300 square mi le ; of which 97 percent can be described as desert (E IU ,  

20 1 5 ) .  This region was cal led the Trucial tates during the ni neteenth and early 

twentieth centurie and only became the United Arab Emirates in  1 97 1  after the British 

wi thdrew from the region.  The UAE was fOImed as a federal hereditary monarchy and 

i compri sed of seven mirates-Abu Dhabi and Dubai being the largest and most 

fanlOu -the C ity of Abu Dhabi, which official ly  been the country ' s  capital in 1 996. 

To the west. the UAE borders Saudi Arabia and to the south, Oman . The UAE is a 

member of the GCC and, together these six Arabian Peninsula countries, comprise the 

"resource-rich, labour-poor" states of the Middle East and North Africa (MENA) in  

the terminology i f  the World Bank. 

The UAE i s  now one of the richest countries in  the world in  per capita income terms 

(E IU ,  20 1 5) .  The country ' s  proven o i l  reserves, its principle source of income, are j ust 

under 1 00 b i l l ion ban-el s  which is about 1 0  percent of global reserves, it also has 5 . 8  

tri l l ion cubic meters of natural gas ( BP, 20 1 4) .  Oi l  was discovered in  the 1 950s with 

l arge-scale commerc ial exports only real ly  beginning in the mid- 1 960s. In 1 93 5  the 

D' Arcy Exploration Company, a subsidiary of the Anglo-Persian Oil Company ( BP 

of the Uni ted Kingdom ) signed a number of exploration treaties with the Trucial 

States. An offshore field in Abu Dhabi final ly  yie lded oil in  1 958  ( Rugh, 2007, p. 8 )  

and in  1 962 the first crude o i l  was exported from Das I sland. O f  these hydrocarbon 

resources, 90 percent o f  the o i l  and more than 85 percent of the gas is in Abu Dhabi . 
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With the rapidl  e panded acce to modem heal th care infant. mortal i ty rates dropped 

harpl and, the a erage l i fe pan increased signi ficant ly. 

In the fol lo ing decades th e developments, combined with high ferti l i ty rates, 

radical l y  al tered the region ' s  demographic profile .  At present 60 per cent of the GCC 

national population i under 25 ears old and the UAE is no exception to this "youth 

bulge" profi le.  The UAE's  investment in welfare has had direct and indirect effects

it now ranks highly on al l of the UN ' s  Human Development I ndices (UN DP, 20 1 6) .  

The national population of today i s  not only younger but a lso more educated, as the 

AE u ed o i l  wealth to bui ld school and more latterly a number of H E  Is .  In the words 

of Commi ns ( 20 1 2, p. 298) ,  this al location of oi l  wealth has converted the " sons of 

herders, fishers and cult ivators into bureaucrats and businessmen." 

The entire population of what i s  now the UAE tota l led around 1 00,000 at the beginning 

of the twentieth century ,  stood at 500,000 in the early 1 970s and is currently estimated 

to be around 8 .4  m i l l ion ( the last official ly  re leased country-wide census was 

conducted i n  2005 ) Of this figure UAE nationals are j ust under 1 m i l l ion. Today, the 

number of non-nationals are twenty times h igher than they were in the mid - 1 970s. 

on-nat ionals ( primari ly  migrant workers) most ly come from South Asia, the 

Phi l i ppines and resource-poor Arab countries. 

Within the active workforce, non-nationals make up even larger ratios they comprise 

40 percent o f  the UAE publ ic sector' s workforce and as much as 99.5 percent of the 

private sector inc l uding comm ercial ly-run GBEs ( De Bel-Air, 20 1 5 ). This rel iance on 

non-national labour periodica l ly leads to concerns about the potential marginalisation 

of nationals and, the so-cal led "demographic di lemma", has led to a number of labour 
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national i  ation-"Emiratisation"--drive ( For tenlechner & Rutledge, 20 1 1 ) . To 

date, Emirati ation in i t iative ha e met with l imited ucces , and most of this in the 

publ ic sector (e .g . ,  Al A l i ,  2008;  Al Ameri , 20 1 1 a; l ssa et a I . ,  20 1 3 ) .  

I f  the rabian Gulf HE sector does not improve soon, argue Davidson and 

Mackenzie ( 20 1 2 ), there i a concern that Arabian Gulf nationals wi l l  be left as 

by tander a non-nationals \ i l l  secure the plethora of employment opportunities 

being created in the non-o i l  dependent sectors of the economy. It is argued that the 

onl solution is  for the national population to be better educated and better qual ified 

in  order to be more competitive vis-a.-vis non-national labour. But this is  not easy, 

nationals wi l l  need to be able to compete for jobs alongside, for example, bi l i ngual 

Lebanese and Tunis ian expatriates who have benefited from an establ ished, accredited 

university education in their home country; Westerners with the ski l l  sets required in 

the hi -tech knowledge-based sectors of the economy and Asians who have very low 

reservation wage demands and are wi l l ing to work long hours in  'a ir  occupational 

role . 

2.2 T h e  Econ o m ic  a n d  Pol i t ica l  Stru c t u re of the UAE 

As part of efforts to  secure i t s  trading routes with India during the 1 9th century, the 

U K  concluded a series of truces and protectorate agreements with individual 

sheikhdoms in  the Arabian Gul f region. These agreements eventual ly  gave ri se to what 

became known as the Truc ial States ( covering much of the present-day UAE).  There 

was l itt le in the way of  economic development during this period. The main pol i tical 

story of the n ineteenth and twentieth centuries was the decl ine and fragmentation of 

the Qawasim maritime empire in the northeast, and the expansion and consol idation 

of the in- land based, semi -nomadic Bani Yas empire in the south-west under the 
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leader hip ofthe ah an tribe ( pre ent da rulers of Abu Dhabi) .  This was accentuated 

with the di co er of huge quantit ie of o i l  in Abu Dhabi and insign i ficant amounts 

of o i l  in th l and control led by the Qawasim ( Rugh, 2007, pp. 9- 1 0) .  The three external 

factor that mo t impacted tribal/Emiri rule during this period them were the 

increa ing British in o lvement in the affairs of the Trucial States; the acquisit ion of 

huge amounts of wealth b orne of the ru les after the di scovery of oil and the ensuing 

rapid urbanisation. 

l though the UAE has the world ' s  seventh-largest oi l  reserves and is ranked 1 7th 

global ! in term of gas re erves, it is eeking to reduce its dependence on 

h drocarbons and diver i fy the country ' s  economic base ( Government of Abu Dhabi, 

2008) .  Whi le  the need for 'economic diversi fication' is  seemingly a catchphrase 

within the Arabian Gulf i n  many instances the UAE is c learly using its o i l  wealth for 

H RD in  estment and longer term infrastructure developments and not j ust "short-tenn 

l argesse" ( Rutledge, 20 1 4) .  In the past decade, its non-hydrocarbon G OP growth rates 

have been i mpressive ( Insti tute of I nternational F inance, 20 1 4 ) and an unambiguous 

shift within the region to convert their hydrocarbon resources into value-added 

manufactured products by developing these domestical ly is observable.  

According to Hertog (20 1 0, p. 293 ) ,  commercia l ly-run GBEs show that o i l  wealth 

does not by default lead to a rent ier-style "insti tutional stagnation or decay ' ( a  

' resource curse ' outcome) stressing that Arabian Gulf  governments have been able to 

"bui l d  a number of remarkable pockets of efficiency." Some of the world 's  largest 

refmery and petrochemical projects are now being constructed, the UAE has ' two' of 

the world ' s  fasted growing air l i nes and has invested nuclear energy ( Ramady, 20 1 2 ). 

The UAE i s  indeed emerging as a global logistics and transportation hub: DP World 
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i now the third large t port operator globa l ly  and Emirates air l ine i the fourth-largest 

airl ine in term of international pa engers carried. The Emirate of Dubai has led the 

ay in dev loping it services sector, particularly banking and financial ervices and 

touri sm. bu Dhabi i eeking to become the region ' s  'cultura l '  capital albeit 

importing a considerable  amount of this from the West (e .g . ,  a branch of the 

Guggenheim art gal ler and a Louvre museum) .  

Turning to the pol i tical landscape, the UAE is governed by a Federal Supreme Counc i l  

made up of the  seven Emirs (one for each Emirate) .  From 1 97 1  onward the UAE 

operated under a provi ional constitution, which was renewed every five years, this 

\i as only made pem1anent in  1 996. The Supreme Counci l  is the highest federal 

authority and comprises the hereditary rulers of the seven emirates. The counc i l  

appoints the prime min ister, which has to date been the ruler of Dubai ; currently 

heikh Mohammed bin Rashid a l-Maktoum.  Upon the death of his father in 2004-

the widely respected (' founding father") Sheikh Zayed a l - ahyan-Sheikh Khal i fa 

bin Zayed al- ahyan the ruler of Abu Dhabi, became president of the UAE. The UAE 

establ ished a hal f-elected Federal National Counc i l  ( FNC) in  2006 yet i ts role to date 

is l argely consultat ive. The FNC consists of 40 members drawn from al l  the emirates. 

Half are appointed by the rulers of the constituent emirates, and the other half are 

indirect ly elected to serve two-year terms. 

It i s  argued that the intersection of local and global pol it ics alongside the region ' s  

diminishing resources wi l l  keep a l l  Arabian Gulf countries and their societies in some 

degree of tension for the foreseeable future (e .g . ,  Davidson, 20 1 2) .  Cooke ( 20 1 4) 

argues that j ust because the generous wel fare pol ic ies have won loyalty, obedience 

and acqu iescence to date, does not mean they wi l l  always do so. According to Freedom 
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I Iou e '  " Fre dom In  the World ' report, which measure both c ivi l l iberties and 

pol i t ical right , the E i currentl c lassi fied as " ot free" ( Freedom Hou e, 20 1 5 ) .  

I l aving aid th i  , i f  mea ured against neighbouring countries, i t is considered to be 

among the mo t open, wel l governed and progressive ( WEF, 20 1 5 ; World Bank, 

20 1 6) .  It a l  0 con i tently ranks a the pol i tical entity that Arab youth re iding in other 

ME countries \J ould most l ike to move to and most, l ike their respective 

go ernments to emulate (ASDA'NBurson-Marstel ler, 20 1 3 , 20 1 4) .  

I n  economic pol icy ternlS then, the UAE fol lowed the employment trajectory of other 

d vel oping countrie by init ial ly offering jobs in government ministries to a l l  new 

national graduates. This then brings us to the debatable "rentier state thesis." 

According to Gelb ( 1 988 )  the impact of rent-seeking on economic development. the 

use of sheltered employment is a possible reason for the different economic 

performance between s imi lar developing countrie . Thus the rentier countries' 

economic performance can be discounted because the employment is not ' real ' or 

based on production capacity.  A counterpoint to this view is set out by Carnoy and 

Rhoten (2002) who argue that global ised nation-states wi l l  become 'v i rtual ' and wi l l  

invest i n  its people rather than its production capacity, "the role of the state is to 

negotiate for its own corporate investments abroad and to attract foreign investment 

domestical ly .  ' According to Burden-Leahy (2009, p. 536), thi s  al ternative contention 

impl ies that the greater i nstitutional capac ity of a state, which includes the number of 

people employed, the more posit ive wi l l  be its compatibi l i ty with global isation. 

Gold and aufal ( 20 1 2 , p .  60) argued that while Wasta can both be a detelTent to 

economlC growth and sustainabi l i ty by potent ial ly  a l ienating Foreign Direct 

I nvestment and, a mechanism through which to lower transaction costs by, "assisting 
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a bu ines in  c i rcumna igating the process or other" i e cutting red tape that can be a 

hindrance to the bu in en i ronment." A recently articulated by Krane ( 20 1 5, p. 

1 9) ,  b i le  "distributional pol i tics" has long been considered a key e lement in tbe 

rabian Gul fs  much aunted "pol it ical stabi l i ty" (and "in-kind resource di stribution 

ha been an important component of that model " ), this practice now comprises a 

tructural impediment threatening both incumbent economic and pol i tical models. 

2.3 Ed ucat ion a n d  H u ma n  Resou rce Development  in the U A E  

UAE Federal Law No .  1 1  of 1 972 made educat ion compulsory in  the primary stage 

and free at a l l  stages for UAE ational s, this was on ly  raised to  Grade 1 2 ; the 

completion of econdary education in 20 1 2  (UAE National Qual ifications Authority, 

20 1 2c) .  The UAE had to expand from a very smal l  historical base and presently most 

universit students are fi rst generation. The UAE did not build a university unti l the 

late 1 970s and only establ ished a Mini stry of Education during the same decade. The 

1 980s and 1 990s was a period of transit ion from educational provision by the rel igious 

communi ty to more secular educational provision by the state. 

I n i t ial ly ,  some fami l ies refused to al low girls to attend school ,  consequently,  a marked 

gap i n  l i teracy opened between boys and girls, part icularly in rural areas however this 

gender gap eventual ly  c losed in  the 2000s (Commins, 20 1 2 ) . Presently women 

outpace men i n  terms of H E  qual i fications but gender sti l l  impacts labour market entry 

( UAE Min istry of H igher Education, 20 1 4b) ;  'nationa l '  female labour force 

partic ipation rates remains low if compared to those in OECD countries ( Rutledge & 

AI-Shamsi ,  20 1 5 ) . Three Arabic concepts al ign with the word 'education ' ,  these are 

Tarbiya, to grow; Ta 'dib, to be refined, disc ip l ined, cul tured and, Talini, to know, be 

infonned, perceive, discern. It i s  argued that these elements combine to foml a notion 
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of educat ion a a procc where the learner grows, develops and come to know the 

world through recei ed wi dom and convention . Indeed, Lightfoot ( 20 1 4 ) states that 

mo t I slamist-orientat d educators do not see a di screpancy between ' revealed' and 

'acquired' kno ledge, in tark contrast to the pedagogies in knowledge-based 

economies .  In the latter, methodologies centre around enabl ing independent inquiry. 

crit ical thinking and a proces of optimising the development of human capita l .  

econdary le  e l  student in UAE ranked 42nd in Engl ish reading and 4 1  st in science 

and mathematic from 65 countries that were incl uded i n  the OEeD's  Programme for 

Internat ional Student Asses ment ( PI SA),  which assesses the extent to which 1 5 -year

old students ha e "acquired key knowledge and sk i l l s  that are essential for ful l  

part ic ipation in  modern societ ies" (OEeD, 20 1 2 ) .  Engl ish reading resu lts reveal that 

60 percent of students showed profic iency at or above the basel ine needed to 

participate effectively and productively in l i fe compared to the 8 1  percent average in 

non-Engl i sh speaking OEeD countries. The PISA data revealed that students in  the 

UAE were at a greater proficiency level than many other Arab countries and that in al l  

these subject areas, gir ls performed better than boys. However, this data did not 

del ineate between national and non-national pupi l s  within the UAE's  school ing 

system .  

There exists also, the question of what to  teach, and how to  go about teaching 

especial l y  so at H E  level .  As campuses are bui l t  and physical infrastructure is put in 

p lace, there are mounting concerns over qual i ty control and accountabi l ity ( Davidson 

& Mackenzie, 20 1 2) .  How wi l l  teaching standards be enforced and how wi l l  research 

output be measured? International partnerships are equal ly central to the Arabian Gulf 

universities. Some have attracted big name western institutions whi le others are tied 
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to unaccredi ted in  t itution from other parts of the world .  As of yet. there is l i tt le 

uni formity.  

cro ME and pruiicularly in the Arabian Gulf, the HE sector has al 0 been 

rout inely cri t ic is d for fai l ing to meet the needs of ei ther the publ ic sector GBEs or 

the . real ' private ector: strategies for labour national isation have been largely 

un ucces ful in  most Gee countries (e .g . ,  AI- Dosary & Rahman, 2005 · Al Al i ,  2008;  

a l ib ,  20 1 0) .  Howe er, th is  may also be resul tant from labour market practices that 

have tradit iona l ly  given nationals admini  trative positions in the government sectors 

b default ( see Section 2 .4 ,  below). 

I nit ial ly ,  much of the curriculum content used in  the Arabian Gulf's educat ion sectors 

was who l ly  based upon imported teaching materials, often from Egypt . The HE I  

campuses that ha  e been bui l t  i n  the past decade o r  so are impressive, large budgets 

have ensured a pleasant educational envi ronment and good resources for learn ing. Yet 

as H E  level rote learning and tradit ional lectures are seen to be less beneficial than 

seminar-based teaching that centre on meani ngfu l  c lass discussions and a promotion 

of crit ical th ink ing. Facu lty counci l s  tend to be l i ttle more than consultation essions 

and rarely  can problems be raised col lective ly given restrictions on the rights of 

association in p lace in most of the Arabian Gu lf's  countries ( Davidson & Mackenzie, 

20 1 2 ) .  Al though the UAE's  Min istry of H igher Education has now put in place a 

ational Qual i fications Framework ( UAE National Qual ifications Authority, 20 1 2a 

20 1 3b) ,  there remains a question mark over the enforcement of minimum standards. 

From the outset ru1d up unti l today the majority of the faculty has to be recruited from 

e lsewhere in the Arab world and more recent ly the West. This re l iance on expatriates 
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i contro er ial for anou rea ons. One such reason is that Engl ish has been adopted 

as the de facto language of in truction at HE  level in the UAE in spit of the fact that 

Engl ish i not u ed I t alone effectivel taught at secondary level (only now is the 

Emirate of Abu Dhabi start ing to address this) .  A recent doctoral thesis by McLaren 

(_0 1 1 )  wa i n  orne critical of the use of Engl i sh as a medium of instruct ion in the 

U E '  H E I  a it "increased the leamer's cogniti e burden" and makes the "mastery 

of content subject more d ifficult ." 

Another rea on i that very few UAE nationals choose to enter the education 

profession as teachers or instructors due to its low status compared to administrative 

go ernment positions and well  remunerated, but not particularly taxing roles in the 

army of pol ice force (e .g . ,  Davidson & Mackenzie, 20 1 2 '  Forstenlechner & Rutledge, 

20 1 1 ) . Of a l l  6. 1 8 1  facul ty employed in the UAE's  higher education sector, 2 ,569 were 

at Federal i nstitutions--of these j ust ten per cent are UAE nationals. At private HE l s, 

of the total facul ty,  less than two percent are UAE nationals. At this point in time, 

UAE nationals make up around 5 percent of all faculty, those from other Arab 

countries compri se 3 5  per cent and, those fro111 the West a l i tt le over 40 percent (UAE 

Min istry of H i gher Education, 20 1 4b , pp.  80-82) .  

I n  i ts desire to become the Arabian Gulfs hub for international HE l s, the UAE has 

embarked upon major i nternational isation in i tiatives. A large number of international 

education providers i nc l uding INSEAD New York Unjversity, Paris-Sorbonne, and 

the University of Wol longong now operate in  the UAE these are not gender-segregated 

and have far more cosmopo l i tan student bodies and higher entry requirements. For the 

most part, they cater for non-national individuals whose parents l ive and work in the 

UAE ( Madichie & Kolo, 20 1 3 ) .  Whi le the desire to shift to knowledge-based 
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conomle has c \  arl i nnuenced pol ic  maker rhetoric, at the le el of the c \as room 

and lecture theatre, orne argue that l i tt le has actual ly changed. According to Dada 

( �O 1 3 , pp. 243-244) al though ' treams of foreign con ul tants" have studied and 

report d their findings and have made recommendations for paths forward to 

stemical ly  0 erhaul the AE '  education ector but these reports are " imply being 

stored for future reference."  

The cow1try ' s  first HEr ,  Un ited Arab Emirates University ( UAEU ), opened in 1 977, 

whi le the l argest, the H igher Col leges of Technology ( HCT), opened in  1 988 .  The 

third key H E I  is Zayed Uni  ersity (ZU)  and opened in 1 998.  The other Federal level 

H E Is are the I nsti tute of Applied Technology and the Abu Dhabi Vocational Education 

& Training I nstitute (UAE Min istry of H igher Education, 20 1 4a). At undergraduate 

level a l l  of these i nstitutions are gender-segregated. Whi le participation in H E  

continues t o  rise i n  the UAE, i t  remains low compared to those in  the West (UAE 

Ministry of H igher Education, 20 1 4b ;  UAE National Qualifications Authority, 20 1 2a) .  

I n  20 1 4, the total enro lment in  the UAE's  HE sector was 1 28 ,279 of which 60 percent 

were UAE national s ( 77 ,397) ;  45,254 females and, 32, 1 43 males ( UAE Ministry of 

H igher Education, 20 1 4b, pp. 40-45) .  Depending on how one computes the figures 

( campuses are gender-segregated and several of the Federal HE I s  have campuses in 

more than one Emirate), there are in the region of 1 1 0 HEIs  accredited by the Ministry 

of H igher Education in the UAE.  

In 1987 the H igher Col leges of Technology were founded using a Canadian model of 

community col l ege education in  four campuses ( two for each gender) offering 

engineering, banking and infom1ation technology as the init ial faculties. Importantly, 

according to Burden-Leahy ( 2009, p. 532 ), the language of instnlction was English. 
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The curriculum was in i t ia l l  trongly l inked to the Canadian model ,  but a the ngl ish

language l imi tation of the tudents became c lear, wa ' Emiratised' to take account of 

their progress in  the e ond language. More campuse were introduced ( i n  2006 

tota l l ing 1 2  and kno n a the ' System ' ), providing access to vocational higher 

educat ion for men and women in a l l  emirates;  fLlliher curriculum areas ( media, health 

sciences and de ign, for example) were added later. 

tafting was largely e patriate from North America, Europe and Australasia. 

Responsib i l ity for curricu lum and qual ity rested with the Vice-Chancel lor. Credent ials 

awarded by the H igher Col leges of Technology were broadly equivalent to the North 

American Associate Degree in term of content, al though orne-l ike aviation and 

engineering-adopted curriculum and qual ity standards from the U K  H igher National 

Diploma. and were accredited by the U K  professional bodies as equivalent. In 1996, 

the intake to these col leges was hugely increased by the introduction of a 

Cert i ticatelDiploma level credent ia l ,  which wa broad ly equivalent to the UK BTEC 

F i rst Diploma ( Burden-Leahy, 2009). 

Burden-Leahy (2009 p. 5 30)  asserts that the UAE from the very earl iest years of i ts 

independence sought expert ise from Europe and orth America and, to a lesser extent, 

arious M iddle Eastern countries, in particular, Egypt. General ly  speaking, the UAE 

has always l ooked towards the west for good practice and expertise. In part then, th is  

tendency reflects SaId ( 1 979 p. 322)  contention that typical ly  universities in the Arab 

world are, " run according to some pattern inherited from a former colonial power [ in 

which] the few promising students . . .  are encouraged to complete their academic work 

[ i n  the West ] ." The UAE then has arguably, modernised itse lf  by fol lowing the 

example of more developed states, whi le seeking to retain the valued elements of its 
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own tradit i  n . I n  1 97 1  there \Va no educational infra tructure at a l l ,  let alone any left 

b the UK,  the former colonis ing power. A with other newly independent nat ion 

tates, the appeti te [or education in the early years was overwhelming ( Burden- Leahy, 

2009, p. 529) .  

2.4 The U AE ' s  La bou r  M a rket and Workforce Profile 

I t  ha been frequently tated that the sustainabi l i ty of UAE's impressive oi l  wealth 

funded economic de elopment in  recent decades, depends ult imately on having a 

moti ated, ski l led and qual ified ' nationa l '  workforce (e .g . ,  Bhayani ,  20 1 4; Davidson, 

2009b; F orstenlechner & Rutledge, 20 1 1 ) . Yet Arabian Gulf labour market , whi le 

considered 'e lastic '  due to a ready supply of non-national labour are also inelast ic '  

due to arious tructural imbalances. First, because movement within the respective 

markets is l imi ted both by labour laws that make it d ifficult for non-national workers 

to switch between jobs and secondly, because of national labour' s  pronounced 

preference for admin istrat ive-style  government jobs. Alongside job security it is  

reported that i n  the UAE, government employees earn three t imes as much as their 

pri ate sector counterparts and have as many as 60 days of additional annual leave; 

national emplo ees rarely i f  ever get fired ( l ssa et aI . ,  20 1 3 ) .  A third inescapable 

consideration i s  that the over-dependence on non-national labour has not only made 

the region ' s  economies unproductive but is affordable only as long as oi l  revenues can 

pay for it ( see Table 2, below). 

Compounding the i ssue i s  the fact that the UAE's  public sector has reached 'saturation 

point" ( Forsten lechner & Rutledge, 20 1 0) .  It can no longer real istica l ly offer 

employment to al l of its c i t izens, even i f  they have graduated with an HE qual i fication. 

The received wisdom now is that going forward, it wi l l  be the (commercial ly  



30 

rientated and competit i e )  G BE and the ' real ' pri at ector that wi l l  need to provide 

A nat ional graduates \ ith th l ion s hare of employment opportunities. Indeed it 

the e ' labour market trains' ( Fa ano & Goyal , 2004 ), this ' demographic di lemma' 

( Forstenlechner & Rutledge, 20 1 1 )  that explain the increased focus on vocational ly

related intervention at H E  Ie el ( the lack of, and need for, such interventions is 

touched upon in  variou ways in  much of the l i terature that assesses and critiques the 

region ' s  labour national isation and economic divers i fication strategies). In l ight of 

thi , the UAE is seeking to encourage more nationals to take up ' productive' ( i .e .  

private ector) employment, and a core component of this i s  said to be plans underway 

to fo ter and encourage 'genuine' employab i l ity ski l l s  within the secondary and 

tertiary educational sectors (e .g. Andersson & Djeflat, 20 1 3 ; Government of Abu 

Dhabi ,  2008 ;  I KED,  20 1 0; UAE Government/OEeD, 20 1 4 ; UAE National 

Qual ifications A uthority, 20 1 5 ) .  

The UAE's  workforce segmentation, along with that in the neighbouring Arabian Gulf 

states began in the early 1 970s ( Fasano & Goyal , 2004) .  Non-nationals ( expatriates) 

and UAE nationals represent the essential categori sation of the UAE labour market. 

As Ryan ( 20 1 6) explains, expatriates are non-nationallforeign workers who hold 

temporary resident i sas ( normal ly  of 3 year duration, and renewable) al lowing them 

to work and l ive in the UAE whereas, UAE nationals are cit izens of the UAE with the 

right to hold a UAE passport and access ful l  benefits of UAE cit izenship .  Al Waqfi 

and Forstenlechner ( 20 1 4, p .  1 67)  argue that in  the face of an escalating demand for 

workers from the 1 970s onward, the Arabian Gulf had adopted "a l iberal immigration 

pol icy which a l lowed an in flux of large numbers of foreign workers."  Yet in recent 
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year thi reliance on non-national labour ha created "a distortion and segmentation 

of the labour market. ' · 

The current e t imate suggest that expatriates make up over 85 percent of the UAE's 

population (UAE Federal Competi tiveness and Statistics Authority, 20 1 5 ) .  The 

l i teratur recogni e the potential ly negative socioeconomic consequences of this 

rel iance on such a large non-national workforce ( Forstenlechner & Rutledge, 20 1 1 )  

and it i s  i n  this regard that the UAE's  labour national i sation plans, pol icies and 

procedure (the "Emiratisat ion" process) comes i nto perspective. Although the Arab 

Gulfs  demographic imbalance may be open to crit icism for its potential to stir  up 

"ant i -foreign sentiments," as Forstenlechner and Rut ledge (20 1 1 ,  p. 28 )  state, the term 

of reference neve11heless has become both a frequent topic of conversat ion and a 

serious concern among large parts of the ci t izenry� in  one general survey it was ranked 

the top current and future "chal lenge," ahead of health-related, economic and 

traditional security chal lenges. 

Tn short, Emiratisation focuses on moving away from the dependence on oil revenues 

for the creation of UAE national employment opportunities in the public sector and 

toward an economic environment that offers appropriate and meaningful work 

opportun i ties for UAE nationals in the private sector ( see e .g . ,Forstenlechner, Madi,  

et aI . ,  20 1 2; Ryan, 20 1 6) .  To date, some success in  the Emiratisation of the banking 

and insurance sectors is evident, whereas targets in other industry, such as hospital i ty, 

are less positive ( l ssa et aI . ,  20 1 3 ) .  



Table 2 .  rabian Gul f Population and Workforce tati tics 

Country Populat ion Workforce 

National  Non- Nationals 
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Non-
Nationals  Nationals 

Bahrain 5 1 0,000 540,000 36% 64% 
Kuwait 1 ,000,000 2,400,000 1 7% 83% 
Oman 2 .4 m i l l  1 m i l l  29% 7 1 %  
Qatar 220,000 1 . 1  m i l l  5% 95% 

2 1  m i l l  7 . 8  mi l l  5 1 %  49% 
AE 950.000 4 .3  mi l l  6% 94% 

ource: Rutlcdge ( 20 1 2 ) 

Table 3 .  Unemployment i n  the Arabian Gulf (by Age and by Gender) 

Country U nem ployment, by Age U nem ployment, by Gender b 
G ro u p  a 

Overal l  Youth Young men Young 
women 

Bahrain 7 .4 27 .5  25 .4  32 .3  

Kuwait l . 5 9 .2 1 0 . 7  6. l 

Oman 8 . 1 20.6 1 8 . 1  30 .6 

Qatar 0 .6 1 . 7 0 .5  1 0 .4 

Saudi Arabia 5 .6  27 .8  2 1 . 2 55 . 5  

UAE 3 . 8  1 1 .0 8 .4 2 1 . 5 

otes: Author's calcu lat ions based on WEF ( 20 1 4) data: a youth unemployment rate (0 0 of labour force ages 1 5 -

24).  20 1 2 : b unemployment rate (% of labour force ). 20 1 2. 

2.5  S u m m a ry ;  t h e  Con text fo r th is  Study 

The United Arab Emirates then is a country that has undergone systemic 

socioeconomic transformation in  a very short period of time: Today the UAE, with a 

population of over eight m i l l ion now has a first-class infrastructure and the country ' s  

c it izens are amongst the richest in the world, be it in  GDP per capita or  welfare 

provision terms, yet just 50 years ago it was a predominantly Bedouin society with 
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Ie than 1 00,000 P ople .  Howe er,  the long -run "rul ing bargain" that ha been in 

place ince the U E' foundation is now re ult ing in demographic, economic and 

labour market train . These inc lude a highly distorted and unproductive labour market 

and an underperfom1 ing Federal H E  sector. Whi le the UAE may have the (oi l )  wealth 

to maintain the tatus quo for many decades to come, it is  c lear that pol icymakers at 

th highe t level are eeking to make national labour more attractive to the commercial 

and knowledge-based ectors of the economy ( Government of Abu Dhabi , 2008;  UAE 

Prime Min ister 's  Office, 20 1 0) .  

A key component of this transformation wi l l  necessari ly have to occur within the 

private sector labour market. Thi s wi l l  necessari ly entail making the vocational ly

orientated interventions at Federal H E I s  considerably more comprehensive and 

effective than they currently are and in addition, ensuring that HRM practices and 

pol ic ie relat ing to Emiratisation i tsel f  become more effective than they currently are . 

An i n-depth i nvestigation of the current situation and investigating ways of improving 

on this is the overarching goal of this study. 
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Chapter 3: Literature Review 

As the l i terature makes c lear, one of the most pressing socioeconomic issues facing 

the A , along with it Arabian Gul f neighbours i s  how to reduce dependence on non

nat ional labour (expatriate "gue t workers") and in so doing, make better use of 

national , hlll11an capital ( e.g . ,  Forstenlechner & Rutledge, 20 1 1 ;  Rutledge & AI-

hamsi ,  20 1 5 ; Ryan, 20 1 6) .  There i s  now a considerable l iterature that focuses on  the 

Arabian Gul fs  labour market strains which were set out by Fasano and Goyal (2004) 

in the early 2000s and more recent ly by Forstenlechner and Rutledge ( 20 1 0) .  The latter 

tre s the way in which the "social contract" ( also known as the " rul ing bargain" ) acts 

to distort the labour market . I n  short, the contention is that by providing wel l -paid 

go ernment jobs to the majority of ci t izens i rrespective of merit has resulted in  

lll1productive labour and a substantial, in  some cases, unsustainably high recurrent 

wage b i l l .  Such works can be seen as more contemporary additions to the 

socioeconomic  discourse on oi l -rich rentier states most notably that of Beblawi and 

Luciani ( 1 987 )  respect ively. 

In  terms of  structure, this l iterature review wil l  focus fi rst in  the region ' s  labour 

market, workforce and organisational cul ture. It wi l l  focus on research conducted at 

both the macro and m icro level in the Arabian Gul f and then spec ifical ly in the UAE 

( Section 3 . 1  and Section 3 .2, respectively) .  This wil l  be fol lowed by a comprehensive 

crit ique of the l i terature on Arabian Gulf  labour national isation and then the 

Emiratisation process ( Section 3 . 3  and Section 3 .4, respectively) .  I t  is  important to 

analyse the range of HR strategies, pol ic ies and practices as these are pivotal to 

organisational cu l ture and workplace practice and wi l l  thus u ltimately impact on the 

l ikel ihood of Emirati retention rates in the private sector. Therefore, the third key 
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e tion \,: i l l  on  ider H R M  and H RD theor and strategy. The final section w i l l  narrow 

ft cu p c i fical ly on each of this tudy 's  research propositions and hypothe es; 

d tai l i ng how each are relevant to this study' aims and also to extant theory and 

appl ied research .  It wi l l  al 0 identi fy gaps in the I i terature that this tudy intends to 

fi I I .  

3. 1 Struct u re o f  t h e  Arabian  G u lrs  L a bo u r  M a rkets 

U p  unt i l  the turn of the century, w ith access to cheap fore ign labour there were few 

attempt to u e technology to replace unsk i l led cheap foreign labour ( see, e .g . ,  

M uy ken & our. 2006; Sa l ih ,  20 1 0) .  I n  other word , human resources are st i l l  

een  as  ' costs' to  the  em ployer not valued assets of  capital to  be  invested in .  W ithin 

the Arabian Gu l f  decade of high income from oi l  wealth ha led to a steady dec l i ne 

in  labour productiv ity due to the creation of  mostly low benefi t  jobs and 

employment of many unsk i l led workers, with l i tt le techn ical support, rather than 

emp loyment of fewer workers supported by enhanced technology. It has long been 

aid that human resources are used ineffic iently because the governments bel ieve 

o i l  wealth can be used to catch up wi th industria l ised countries without changing 

their soc ia l  structures ( E lsenhans, 2004 ) .  

Yet, whi l e  such leapfrogging  may have worked i n  term s of infrastructure and l eT, 

to date, i n  terms of h uman capital , i t  has not ( M uysken & Nour 2006 ). For the 

region to move from dependence on fluctuat ing o i l  and gas markets and rents from 

these and other natural resources, the reg ion ' s  low levels of labour productivity 

m ust be addressed ( Fasano & Goyal ,  2004 ; Forstenlechner & Rutledge, 20 1 0) .  I t  

has also been argued by AI-Dosary and Rahman ( 2005 ) that in an attempt to address 

the ' nationa l '  unemployment problem during the 1 990s the Saudi government "forced 
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the publ ic ector to hire audis for non-e i tent job ," which to a degree has turned 

the public into a "  ast oc ial wel fare s stem." I ndeed it has been stated that many such 

po ition are e ential ly sinecure (Niblock & Malik,  2007) .  

The Middle Ea t and orth Africa ( MEN A )  region faces an unprecedented chal lenge 

( World Bank, 2004) .  In 2000, the labour forces of the region total led some 1 04 mi l l ion 

workers, a figure expected to reach 1 46 mi l l ion by 20 1 0  and 1 85 mi l l ion by 2020. 

Given thi expansion, the economies of the region wi l l  need to create some 80 mi l l ion 

nev jobs in the next two decades. With wlemployment in  double digits, the goal of 

absorbing unemployed workers in  addit ion to the new entrants impl ies the need to 

create c lose to 1 00 m i l l ion jobs between 2000 and 2020, a two-fold increase. In  no 

sma l l  measure, M E  A ' s  economic future w i l l  be detennined b y  the fate o f  its labour 

markets. The problems to be overcome are enornlOUS; their complexity is daunting. I f  

current trends continue, economic perfornlance and the wel l -being o f  workers wi l l  be 

undermined by rising unemployment and low productivity. 

ME A countries need a new development model based on a reinvigorated private 

sector. greater i ntegrat ion into the world economy, and better management of oi l  

resources. These drivers of future growth and job creation require a foundation of 

better governance. Moreover, this transfonnation necessi tates the renegotiating of the 

existing "socia l  contract . "  Han'y ( 2007)  makes c lear the serious cha l lenges fac ing 

th is  region and has argued that  with in the region there is a pol icy preference for 

" expediency rather than solutions" and that this has resulted in  "chal lenges 

becom ing serious problems. '  I n  a crit ical  appraisa l ,  he goes on to argue that the 

private sector has been i ntent on max im is ing short -term gain whi le  c reat ing long

tenn problems.  Governments have attempted to reduce dependence on foreign 
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labour rather than creat ing a productive indigenou orkforce and worthwhi le job 

for their c it izen . 

According to Bremmer (2004 p. 26), everal factors help explain why Saudisation has 

o far fai led. The fi r t is that many private ector operators bel ieve it wi l l  undermine 

their competiti ene , "by requiring employment of unqual ified workers." One wel l 

reported con equence was the result ing los  of business to other regional banking 

centre which in  tum hampered the Saudi government' s  efforts to boost non-oi l 

dependent sector of  the economy (e .g . ,  A I -Dosary & Rahman, 2005 ;  Looney, 2004) .  

The second reason given by  Bremmer (2004, p .  26 )  is that Saudi Arabian attempts to 

force nationalisation on the private sector acted to deter foreign direct investment and 

resu l ted in some degree of "capi tal fl ight." 

Throughout this study the term "classic publ ic  sector" i s  often used (or impl ied when 

referring to ·'the publ ic sector") ,  this is based on the distinctions drawn in the seminal 

work on the subject of  the Arabian Gulfs  " social contract" (oi l -wealth transmission 

mechanism between the rul ing e l ites and their respective cit izenries) by 

Forstenlechner and Rutledge (20 1 0) .  They draw a distinction between the long

standi ng admin istrativelbureaucratic positions ( sometimes being l i tt le more than 

s inecures) and those now offered by the wide range of commercial ly  operated 

Government-Backed Entit ies ( GBEs) .  Strictly speaking then, the "private sector" then 

represents those organisations under private ownership at a national or international 

level across a l l  i ndustries inc l uding owner/operators, smal l and medium-sized 

enterprises, mult inationals, and publ ical l y  l i sted companies. However, as mentioned 

for the purposes of this study, the private sector wi l l  also include GBEs. The classic 

publ ic sector in  the Arabian Gulf  then represents government agencies such as 
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municipal and federal ervice central to  national governance, uti l ity service pro ider , 

pol ice, amI . and man element of the education and health sectors. 

3.2 T h e  U AE ' s  Labou r  M a rket a nd Wo rkforce Dy n a m ics 

The pronounced national/non-national imbalance in  the UAE private sector workforce 

ine itably mean that the U E nationals in the private sector are a minority in the 

orkplace ( .g . ,  For ten lechner, Madi ,  et a I . ,  20 1 2 ; I ssa et aI . ,  20 1 3 ; Ryan, 20 1 6) and 

that the govemment is st i l l  the de facto employer of first choice for cit izens ( I ssa et 

a1 . . 20 1 3 ) .  Compl icating the situation further, i t  is said that private sector employers 

hold negat ive perceptual biases about the vocational readiness and wi l l ingness ofUAE 

nationals to work in  a fashion s imi lar to non-nationals ( Forstenlechner, Madi ,  et  aI . ,  

20 1 2) .  I n  turn ,  these preferences and perceptions impact on  the social appropriateness 

of various occupations, which within the regional cultural context canies considerable 

importance (e .g . ,  A l  A l i .  2008 ; Gal l up/Si latech, 2009, 20 1 L Goby, N ickerson, & 

David. 20 1 5 ) .  Research suggests that the cultural norms of the traditional, 

conservative, tribal society of the UAE wi l l  require signi ficant adoption for UAE 

nationals who may find the norms and regulations of the private sector work 

environment ( Forstenlechner & Rutledge, 20 1 0) .  

A l  Waqfi and Forstenlechner ( 20 1 2, p .  623 )  consider the roots of such expectations in  

the structure of  the labour market. where publ ic and private sector are governed by 

d ifferent considerations and d ifferent rules and regulations. Therefore, one of the key 

h indrances remains the salary difference between the public and the private sector. I t  

has been argued that i t  i s  both unreal istic that public sector pay wi l l  be lowered and 

for the private sector to match public sector salaries and benefits (AI  Waqfi & 

Forstenlechner, 20 1 2) .  For Abdal la, AI-Waq fi, Harb, H ijazi, and Zoubeidi ( 20 1 0), 
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only part of the \i age paid to national worker in the publ ic sector is related to the 

a lue of th ir human capital or their work perfonnance, whi le the other part is a 

tran r r payment to rai s  the standards of l iving for cit izens. 

These ociocultural  impacts are e en more signi ficant for female nationals for whom, 

the appropriat ne of pri ate ector employment is even less acceptable (e .g . ,  

Marmenout & Lirio, 20 1 3 ; Rutledge & Al -Shamsi, 20 1 5 ) .  evertheles , labour 

market re earch conducted in the early 2000s found that there were propo liionately 

more national women than men in the private sector ( Morada, 2002 ). In another 

p iece of research cond ucted at around the same t ime, it was observed that no less 

53 per cent of surveyed private ector employed female nationals, did not think 

they would not stay in  their  jobs for more than [lve years because of  " low salary 

and wages" (Ne lson, 2004 p. 1 9) .  

The  same study a lso found that many nationals fe l t  somewhat uncom fortable with 

the m u lt icu l tural nature of the work env ironment-ubiqu itous almost in  the private 

sector-which  led to an array of actual and imag ined problems. The profi le ofUAE 

national fem ales employed i n  the  private sector suggests that such employment is, 

at best, a second choice and, at worst, the only option for those who fai l  to get 

u itable publ ic  sector jobs ( Y ang, 2002 ) .  More recent works such as those by 

M armenout and L ir io ( 20 1 3 ) and W i l l iams et al. ( 20 1 3 ) do not come to d issim i lar 

conc l us ions .  Y et i t  remains the case that there are more national women than men 

current ly  working in  the UAE's private sector ( Rutledge & Al-Shamsi ,  20 1 5 ) .  

3.3 Labo u r  Nat iona l isat ion w ith in  the A ra b i a n  G u l f  

Workforce national isation i s  a publ ic po licy priority i n  al l  Arabian Gulf countries as 

the national/non-national workforce imbalances are pronounced and segmented in 
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term of ha ing publ i  ctor dominated by national and private sectors dominated 

b both k i l led and un k i l led labour ( see e .g . ,  Al heikh, 20 1 5 ; Forsten lechner & 

Rutledge, 20 1 0; a l ih, 20 1 0; Swai les, Al Said, & Al Fahdi, 20 1 2 ) .  It fol lows that 

national unemployment in the Gulf  is considered to be a key H RDIHRM concern 

( Fa ano & GoyaL 2004; Han"y, 2007) .  Those c i t izen who are not able to change by 

gain ing rel evant q ua l i fi cation and ski l l s, and who lack connections (i .e . ,  Wasta) 

are increas ing ly  unl ike ly to be able to secure wel l  rem unerated publ ic sector jobs 

and, i n  the v iew of  Barr (2007) ,  w i l l  therefore be obl iged to accept what was 

previous ly unacceptab le  (e .g . ,  check out j obs in Saudi supermarkets) .  

I ndeed, by not addressing indigenous youth unemployment many of the region ' s  

regimes ere impacted direct ly or i ndirectly by the "Arab Spring" ( see e.g., Coates 

U lrichsen, 20 1 1 ;  Davidson, 20 1 2 ; Forstenlechner, Rutledge & Alnuaimi,  20 1 2 ) .  

However, despite the fact that regional labour national isation strategies have been in  

p lace since the early 1 990s ( Ebri l l ,  200 1 ;  Looney, 1 992; N iblock, 2006), the  typical 

pri ate sector response has been to resist and if pushed hard undertake smal l -scale 

mea ures and view them as a cost of doing business as opposed to an HRD related 

investment ( Forsten lechner & Rutledge, 20 1 1 ) . 

A review of the l iterature reveal s  a number ofthings wi th regards to the Arabian Gulf s 

l abour national isation pol icies. F i rst ly, they are by no means w1ifOlm and seem to be 

far more rigorously appl ied in some countries than others ( Bahrain, Oman and Saudi 

Arabia have seen the most concerted efforts and, it is not a coincidence that these states 

have the lowest hydrocarbon reserve to national capital ratios). Secondly, the 

motivat ing factors are various and seem subject to change. There are the pragmatic 

economic reasons-the need to foster a more dynamic infrastructure that becomes 
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rel iant n i ndigenou human capital-and there are security concerns be they i n  tenn 

of pol i tical instabi l i t  or in relation to the ero ion of Arabian Gulf cultural norms and 

en ib i l i t ies. The third i the way in which labour national isation pol icies are 

implemented : "top-down" , ' bottom-up" or a combination of both. Commonl voiced 

entiment are to make non-national labour considerably more expensive than it 

currentl i s  and that the region ' s  governments need to act in a coordinated way 

otherwise emplo ers wi l l  move jobs from one country to another depending on the 

flexibi l ity of the given state' s  labour laws. 

For instance, HaITY (2007) mentions pol ic ies such as increasing fees to employers of 

expatriates and having the employers pay the real cost of government services to 

expatriates, such as the cost of heal thcare . The logic is  by making non-national labour 

that much more expensive, national job seekers wi l l  become (wage-wise) that much 

more competit ive. N evertheless, many  of the exist ing pol ic ies are con idered to be 

'qu ick-fixes '  and are said to have been designed to be popular with the respective 

c it izenries and have never rea l l y  addressed the fundamental issues-i .e . ,  those spelt 

o ut by Forsten lechner and Rut ledge ( 20 1  O )-that inc lude the govenunent job 

provis ion m echanism and the Kafala system whereby c it izens can import cheap 

un  k i l led labour effect ively cost-free. 

At present nevertheless, on the supply side, there is sti l l  a m ismatch between the 

employabi l i ty of graduates from the education system and the ski l l s  needed by 

employers. On the bas is  that it is easier to develop technical abi l i ty in employees who 

show good att i tudinal fit with organisational cultures than it is to leverage good 

technical abi l ity into m ismatched fit s i tuations, education systems in the Arabian Gulf 

shou ld, therefore, put more emphasis on acculturat ion in  relation to the demands and 
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e p ctation of the contemporar private ector workplace (Swai les et aI . ,  20 1 2, p. 

369) .  Furthermore, additional emphasi s needs to be placed on atti tudinal 

emplo abi l i ty-d eloping di fferent apprec iations of the real it ie of working in the 

contemporary labour market. 

On the demand ide, there is, in effect, unequal competition in the labour market as 

man pri ate emplo ers st i l l  favour foreign labour because of the as umed higher 

work ethic. Abda l la  et al . ( 20 1 0, p. 1 75 )  have previously stated that if private sector 

operators can hire non-nationals "at significantly lower wages than nationals due to 

d ifferences in standards of l i ving and reservation wage between the two groups," then 

the wi l l  cont inue to do o. One of the key chal lenges for private sector Em iratisation 

is to reduce the wage di fferences in a way that does not, "al ienate the private sector by 

burdening i t  with the co t of Emirati sation' (Abdal la  et aI., 20 1 0, p. 1 75 ) . 

3.3. 1 Top-down Approaches 

I n  genera l .  l abour nationa l i sation across the region has thus far occurred by using 

quota systems and preventing non-nationals from working in  various occupational 

roles ( i .e . ,  bureaucratic govemment positions) .  According to Swailes et al . (20 1 2) .  

Marchon and Toledo (20 1 4 ) and Toledo (20 1 3 ), " top-down" labour nationalisation 

pol ic ies have two main aims and mechanisms:  

1 )  To restrict the use of  non-national labour by way of quota systems ( the UAE's 

banking sector being a case in  point) ;  

2) To make i t  harder ( more expensive) to h ire non-national labour. 

As Looney (2004) sets out, Saudisation can be defined as a development strategy that 

seeks to replace foreign workers with Saudis largely through "various employment 

quota targets." The three main goals  are : ( 1 )  increased employment for Saudi nationals 
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acro a l l  ector of the dome tic econom (2 ), reduced and reversed over-rel iance on 

foreign orker and ( 3 ), to recapture and reinvestment of income which otherwise 

would ha e flowed 0 er ca as remi ttances to foreign worker home countries. Since 

early 1 998, organi ations that meet their Omanisation targets have been awarded a 

"Gre n Card" which gi e them preferential treatment from the government, 

including, for exam ple, faster approval of application for foreign labour permits 

( wai les et a l . ,  20 1 2, p .  3 58 ) .  From the private sector' s  perspective, "top-down" labour 

nationa l i sation strategies are typical ly  considered to be a form of taxation 

( Omanisation target are publi shed by the M inistry of Manpower with di fferent targets 

et for d ifferent economic ectors or occupational roles) ( Rees, Mamman, & Braik, 

2007) .  

I n  Saudi Arabia, t he Saudi  Manpower Commission and Aziz  Panda, a large private 

supennarket cha in, co l laborated in an attempt to prov ide 2,500 jobs to Saudi 

c it izens in front-end po i t ions.  W h i le this effort, in  the words of Harry (2007)  is  

laudable,  such low status and low paying jobs are genera l ly unattractive to c i t izens 

and the process of appo int ing and reta in ing the supermarket staff is said to have 

met on ly wi th l im i ted success. I ndeed, progress in the more oi l -rich Gulf states has 

been notably less successful than in Oman. I n  the UAE it has in many instances proved 

to be impossible .  I n  a now widely c i ted example, an attempt to recruit UAE nationals 

as tax i drivers in  the Emirate of Sharjah has been a "complete fai lure" even though 

this cohort were promised higher wages relative to those of other national ities. It was 

reported that there had been, 'almost no Emirati interest in such jobs ' and that, "only 

one national had enquired about [ the ]  posit ion" ( Kakande, 2009) .  
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A I -Do ar ( 2004, p. 1 29 )  ha argued in a widel c ited paper, top-down quota 

y terns ha e a numb r of inherent and inbui It problems. First ly, today' s  labour 

markets are dynamic and "occupational shi ft" the norm. In l ight of this real ity, what 

canl hould be don to keep people i n  po t and not leaving for other more attractive 

Ie onerous ( publ ic ector) jobs from the ( private sector) positions granted to them as 

part of audisation. Al 0, AI-Dosary ( 2004) argues that Saudisation is too "mechanical 

and ari thmetical in  emphasising numbers, rather than the qual ity and output of the 

worker." I n  l i ght of such critiques, others contend that regional governments and 

labour nationa l i  ation agencies should emphasise the need for equity between publ ic 

and pri ate sector employment to reduce wage differentials ( Forstenlechner & 

Rutledge, 20 1 1 ) . 

I n  addit ion, across the region, more emphasis should be placed on ski l l  development 

among Arabian Gu lf  nationals by strengthening educational and vocational training 

and providing t ime-specific i ncentives, rather than relying only on a quota system. 

Such an alternative is echoed by Al A l i  ( 2008, p. 3 77 ), who contends that for the UAE. 

the overrid ing pol icy for Emirati sation should be training and work experience, and, 

"from within the education system itse l f,' impl ic i t ly this is a cal l  for a more bottom

up approach. Preparation, in h is  v iew, is key for achieving Emiratisation goal s. As 

Harry ( 2007) forceful ly puts it, s imply "throwing out foreigners and taking the jobs 

they held" is  not a long term solut ion . 

3.3.2 Bottom-up Approaches 
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Thi then bring u to the a l ternati e to top-do\! n labour national i ation mea ure : 

"bottom-up" approach . I n  e ence, the e can be summarised a making Arabian 

Gu l f  c i t izen attract ive to the market ( i .e . ,  not ' forc ing' e i ther publ ic or private 

ector operator to mplo them i rrespective of merit or requ i rement ) .  Bottom -up 

approache are e entia l l y :  education and employab i l ity re lated . I t  is argued that 

the gap between the ski l l  s ts of recent national graduates across the Arabian Gulf and 

labour market requir  ments remains pronounced (e .g . ,  Davidson & Mackenzie, 20 1 2 ; 

M uysken & our, 2006) and that national jobseekers could be left as bystanders as 

non-nationals wi l l  ecure the wide array of employment opportunities being created in 

the non-o i l  dependent sectors of the economy. Put d ifferently, the only solution is for 

the national population to be better educated and better qual i fied in order to be more 

competit i  e i s-a-vi s  non-national labour. Cit izens wi l l  need to be able to compete for 

jobs alongside Asians who have very low reservat ion wage demands and are wi l l ing 

to work long hours i n  ' al l '  occupational roles as wel l  as Westerners with the ski l l  sets 

required i n  the h i-tech knowledge-based sectors of the economy. 

As Tayeb (2005 ) states, Arabian G u l f  c it izens m ust be "educated" to be able to 

work with technica l  resources and operate productively in a knowledge-based 

economy.  U lt im ate ly ,  there needs to be a substantial and systematic reduction in  

re l iance on  unsk i l led non -national labour, whose role  in  too many instances is to 

a id consumption and le isure t ime for c i t izens: domestic helpers and drivers and 

" office boys" employed s imply to make tea (e .g . ,  A l  Ameri, 20 1 1 a ; A l  Ameri, 

20 1 1 b;  Forsten lechner & Rutledge, 20 1 1 ) . I ndeed, the only sustainable solution 

w i l l  necessi tate bu i ld ing a capable national workforce through education and 

"changing expectat ions" and "creat ing new worthwhi le  jobs." H arry (2007, p. 1 44 )  
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n to conc lude that, a focu  n emplo ment "creat ion" wi l l  enable the region 

make the "best u o f  it natural re ource through making best u e of it human 

re ource . "  

3 . 4  E m i rat isat ion 

The leader h ip  of the UAE i s  in  the process of moving away from hydrocarbon 

d p ndence and toward a knowledge economy ( Government of Abu Dhabi, 2008) .  

Private sector Emiratisat ion ( to a considerably greater extent than i t  has thus far 

occurred) wi l l  be a key aspect of this .  I n  this context, ceasing a l l  but essential job 

creation in  the c lassic public sector while simultaneously encouraging UAE national 

youth employment in the private ector serves not only to move towards a knowledge

ba ed economy, wi l l  need to take place. 

Exist ing research on Emirat isation examines a variety of issues including sociocultural 

and gendered factors ( Farre l l ,  2008 ;  Marmenout & Lirio, 20 1 3 ; Nelson, 2004; 

Rutledge & AI-Shamsi, 20 1 5 ) ,  pol i t ical economy, govelnment and i nstitutional pol icy 

(e .g . ,  Marchon & Toledo, 20 1 4 ; Randeree, 20 1 2 ; Toledo, 20 1 3 ) , organisational 

commitment ( Forstenlechner & Mel lahi ,  20 1 1 ), employer perceptions 

( Forstenl eclmer 2008, 20 1 0; Forstenlechner, Madi,  et a l . ,  20 1 2), educational 

attainment levels  ( Davidson & Mackenzie, 20 1 2 ; Muysken & Nour, 2006) and HRM 

strategy and pol icy inc lud ing the emerging AME HRM model (Afiouni ,  Ruel, et a l . ,  

20 1 3 ; Bealer & Bhanugopan, 20 1 3 · Rees et  aI . ,  2007). Nevertheless, according to 

Ryan (20 1 6) ,  the bulk of  work on Emiratisation lacks any overarching framework for 

the study or understanding of  the chal lenges of workforce nationalisation in  the UAE. 
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T date, Emirati ation ha onl been i mplemented with some measure of numerical 

ucc in th public ector ( Forstenlechner & Rutledge, 201 1 ;  Kapiszewski, 2006) .  

I n  1 999, a l l  banks operat ing in the UAE were " asked" to increase their proportion of 

U E nationals on the pa rol l  b 4 percent each year from 1 999 onwards ( Rees et  al . .  

2007) .  Thi  wa based on Cabinet Decision o. 1 0  of 1 998 .  Another i l lustrat ion of the 

quota system execution was for the Public Relation Officer ( PRO), personnel and 

ecretariat positions affairs in the 2006. Although private companies strongly opposed 

go enunent but sti l l  this national quota system proved successful and efficient. It has 

been argued by (Toledo, 20 1 3 ) that Emiratisation pol ic ies may be successful i f  

companie received government upport in exchange for h iring nationals .  However, 

he observed that in a perfect ly competit ive market, private-sector firms would not want 

to h ire UAE nationals due to issues such as ski l l  gaps and work culture. Toledo also 

predicted that enhancing labour mobi l i ty among expatriates may help increase their 

productivity, thus, rai i ng their wages and reducing the wage gap between nationals 

and guest workers. 

It is contended by Al Waqfi and Forstenlechner (20 1 4, pp. 1 84- 1 85 )  that a key 

weakness in the Emiratization pol icy as it was implemented so far has been the lack 

of effective regulatory and institut ional tools  and instruments to ensure achievement 

of Emiratization targets. Not only that the institutional bodies and instruments in 

support of Emiratization have been establ ished relatively l ate, compared to the date in  

which the Emiratization po l icy was announced in the early 1 980s, but also the 

Emiratization efforts have been fragmented as it is assigned to several government 

authorities with l i ttle  coordination and integration among them. As shown in the 
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finding of thi stud , there i a lack of consi tent mechani ms to set and monitor 

achi  ement of Emiratization targets. 

Farre l l  (200 8 ), who conducted re earch on the im pact of Emirati cu l ture on the 

workforce  part i c ipat ion o f  national women in the UAE ' s  private bank ing sector, 

argues that to en ure u tainable female presence in the banking indus try, the 

ector' Em i rat i  ation strategy needs to be cognizant of the fact that soc iety i s  st i l l  

ery m uch  patriarchal and address this in  pract ical tenns.  Those that Fan'e l l  

i nterv iewed described how their cul ture im pacted, and i n  some cases, p laced 

ign i fi cant potent ia l  baniers to, their  private sector part ic ipation. Wh i le some 

a pect of nat ional  women 's  l ives, shaped by speci fic  cultural norms, contain 

aspects which are s im i lar to problems faced by work ing women around the world, 

uch as work- l i fe balance and fam i ly pressures, there can be l itt le doubt that the 

cunent patriarchal Em i rat i  social  constructs offer s ignificant chal lenges to UAE 

women i n  the i r  workplace part i c ipat ion ( Rutledge & AI-Shamsi ,  20 1 5 ; W i l l iams et 

aL 20 1 3 ) . 

I n  20 1 5, a new entity, the A bu Dhabi H uman Resource Authority ( A DI-IRA ), was 

created and ent i t ies such as ( 1 )  the Abu Dhabi TA WTEEN Counc i l  and ( 2 )  the 

federa l - leve l National Human Resources Development and Employment Authority, 

were merged with it. The ADHRA is now the principle agency for overseeing the 

Emiratisation program and is responsible for drafting, developing and overseeing 

Emiratisation strategies and plans at government departments and also private sector 

companies ( Khaleej Times, 20 1 5 ) .  It has the mandate to direct academic, vocational 

and technical learning and training programmes to ful fi l  the demands of the labour 

market ( Khaleej Times, 20 1 5 ) .  Other agencies inc lude the Min istry or labour, and the 
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Mini  try of Education and al 0 the Emirate In titute of Banking and Financ ial tudies 

(AI  I i .  2008 ). 

De pite th implem ntat ion of quota systems by the UAE Ministry of Labour, man 

fim1s vi Emirati at ion ceptical ly and, as noted in relation to Saudi Arabia above, 

e ential ly a form of ta ation (A I -Dosary & Rahman, 2005 ) .  Such scepticism may 

ari e from views that UAE nationals have unreasonable employment demands 

( Forst n lechner, Madi ,  et a I . ,  20 1 2; Randeree & Ghaffar-Chaudhry, 20 1 2) .  It is  

repolied also that some bel ieve that Emiratisation wi l l  contribute to increasing 

workplace tensions and i mpact on potential levels  of commitment and performance 

not least between incumbent non-nationals and newly recmited Emiratis ( Raven, 

20 1 1 )  (Abed & He l lyer, 200 1 ) . Forstenlechner ( 2008), who interviewed 1 20 senior 

managers in the private sector ( both nationals and non-nationals), reports that 73 

percent bel ieved that UAE national job seekers had insufficient abi l i ties, education 

and proficiency. Whereas 29 percent bel ieved that Emiratis have impractical salary 

prospects and 1 7  percent have unreal i stic promotion prospects. 

3.5 H RM Stra tegies : Theory a n d  Practice 

According to Bratton and Gold ( 20 1 2),  H RM is  "a strategic approach to managing 

employment relations which emphasises that leveraging people's capabi l ities is 

critical in achieving competitive advantage ." Of particular interest to this study is the 

nascent Arab M iddle East HRM Model (AME H RM model )  (Afiouni ,  Karam, & EI

Hajj . 20 1 3 · A fiouni,  Rue l ,  et aI . ,  20 1 3 ) and, the extent to which practices within the 

UAE/ Arabian Gu lf  can be seen to fit with this wi l l  be considered and critiqued. This 

section wi l l  start with a brief h istory of H RM theories and contemporary practices as 

it i l l  be from these that this study's recommendat ions are based. 
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The e recommendation wil l  come from seeking answer to the fol lowing que tion : 

to what extent can government HRDIH RM interventions and the H RM practices of 

private ector entit ie ( i nc lud ing G BEs) impact on the Emiratisation process? And, 

call i t  b establ i  hed if certain pol ic ies and practices wi t l  be more l ikely to retain the 

E nationals currently working in this sector? This section wi l l  briefly out l ine the 

advent of H RM and consider some of the current dominant practices and/or theories; 

within the region, go ernments and their agenc ies at this juncture play a pivotal role 

i n  determining national H RD  strategy by way of HErs-that are now tasked with 

del ivering I LO- l inked " Core L ife' employabil i ty ski l l s  ( UAE National Qual ifications 

uthority. 2 0 1 3a, 20 1 3  b )- GBE also play an instrumental role in  H RM (Abdul lah, 

10 1 2 ; Forstenlechner, 2009; Forstenlechner & Mellahi, 20 1 1 ) . 

According to Salaman, Storey, and B i l l sberry (2005 ) ,  the central idea is that whi le for 

much of the industrial age, ' labour' was treated as a necessary ' cost ' ,  it became 

possi ble to iew it in an entire ly di fferent l ight; as an ' asset ' ( i .e . ,  the firm ' s  employees; 

their human resources) .  Economists and accountants routinely c lassi fied labour as one 

the main ' variable  costs' and was traditional ly viewed as plentiful and dispensable. 

The frame of reference:  H uman Resource Management ( H RM),  was first l inked to 

employment practices in  the USA in the 1 930s where welfare capital ism emerged as 

a consequence of the rise of col lective bargaining by organised groups of workers. 

Traditional H RM was categorised as ' hard" and focused on cost minimisation, 

effic iency in production and resource-based view of labour; the "soft" style involves 

the integration of individual ity, trust and commitment into the organisation ' s  business 

strategy. 
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fhe ri e of HRM i l i nked to former U President Roosevelt' ew Deal Programme. 

Bcardwel l  and la don ( 2007) point out that by way of regular employee opinion 

surve organi ation can gaug what it is that concern and incentivise employees. In 

the era of soft HRM, organi ations seek to achieve employee commitment by 

grant ing, among other things, long-term employment, hol iday pay and loyalty 

chemes. Heightened competition from Japan and other Far-Eastern economies in the 

1 970 re u l ted in factory c losures and high levels  of unemployment in Western 

economies and a wholesale shi ft  in approaches to people management ( Salaman et a1 . ,  

2005 ) .  Thus, H RM as an occupational role and field of social science study became 

entrenched i n  both the USA and the UK,  in the early 1 980s when the beginnings of 

global i sation forced governments to reshape employment relations away from 

industrial ones to the more personnel -orientated ones ( Watson, 20 1 3  [ 1 997] ) .  

In its broadest sense, H RM can be considered as a set of interconnecting propositions 

that relates to an approach to employment management which seeks to achieve 

competi t ive advantage through the "strategic deployment of a highly committed and 

capable workforce using an array of cultural ,  struchlral and personnel techniques 

( torey. 20 1 4  [ 1 983 ] ) .  H RM came to be considered a combination of personnel 

management a new managerial d iscipl ine as wel l  as a strategic function at 

organ isational and governmental leve l . By the turn of this century, HRM was seen 

from the perspective of outcomes of organisations using HRM principles in achieving 

their strategic goals :  HRM practices could be measured in terms of del ivering 

"quantifiable improvements in  organisational perfornlance" ( Beard wel l  & Claydon, 

2007 p . 9) .  
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Though th fie ld of I I RM as not directly resul tant of the resource-ba ed view 

( RBV),  l i nkage are strong not least because of the RBV shifting emphasis in the 

trateg l i teratur a ay from external factors toward internal ones as sources of 

comp tit i e ad antage ( Hosk i on, H itt Wan, & Yiu, 1 999) .  Growing acceptance of 

int mal resources a sources of competitive advantage brought legitimacy to HR's 

a rtion that employees are strategica l ly  important to finn success. The knowledge

ba ed theor of the organisations considers knowledge as the most strategical ly  

igni ficant resource of a firm.  Such resources are usual l y  difficult to imi tate and 

ocia l ly  complex, heterogeneous knowledge bases and capabi l ities among finns are 

the major determinants of sustained competit ive advantage. 

Originating from the strategic management l i terature, it bui lds upon and extends the 

RBV of the organisation ( see in part icular: Barney, 1 99 1 ; Barney, 200 1 ; Barney, 

Wright, & Ketchen, 200 1 ; Priem & Butler, 200 1 a, 200 1 b) .  Strategic HRM (SHRM )  is 

an approach to managing the human resource component of a given organisation ' s  

knowledge-based assets. SHRM supports the long-term business goals and outcomes 

within or as part of a strategic framework ( goal or organisational mission ) .  SHRM 

then focuses on longer-term i ssues such as managing employees; structure; qual i ty; 

cu lture; satis faction and commitment and, matching resources (capital and labour) to 

future needs ( Salaman et aI . ,  2005,  pp. 1 7- 1 8 ). 

Within Strategic H RM (SHRM)-a managerial process requiring human resource 

pol ic ies and practices to be l inked with the strategic objectives of the organisation

key questions inc lude the extent to which there is a positive association with a given 

set of external and i nternal characteristics or contingenc ies and the adoption of SHRM 

(Bratton, 20 1 2, p. 3 8 ) .  The resource-based SHRM model then places an emphasis on 
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a compan ' HR endowments a a strategy for sustained competitive advantage. 

Whe len and H unger (2002) define strategic management as, " that set of managerial 

dec ision and actions that dete1111ines the long-run performance of a corporat ion ." C.  

H i l l  and Jones ( 2004 ) take a s imi lar view when they define strategy as, "an action a 

ompany take to attain uperior performance." Strategic management is considered 

to be an ongoing proce s requiring continual adj ustment between three factors: 

1 )  The values of senior management; 

2) The environment 

3 )  The resources avai lable. 

ccording to authors such as Bamberger, Biron, and Meshoulam (20 1 4) ,  HR 

strategy refers to the pattern of HR-related decis ions made but not necessari ly 

i mplemented, whereas the emergent HR strategy refers to the pattern of HR-related 

deci sions that have been appl ied in the workplace. SHRM can be seen a both a 

process and an outcome; the process by which organisations seek to l ink the 

human, social ,  and intel lectual capital of their members to the strategic needs of 

the entity. 

The H R  scholars and academics researchers recognised that the RBV provided a 

compel l i ng explanation for why H R  practices lead to competitive advantage. 

Knowledge has long been a topic within the HR l iterature, whether the focus was on 

testing appl icants for job-related knowledge, training employees to bui ld their job

related knowledge, developing part icipation and communication systems to transfer 

knowledge, or prov iding incentives for individuals to apply their knowledge. The 

major distinct ions between the strategy and H R  l i teratures with regard to knowledge 

has to do with the focus of the knowledge and its leve l .  While the HR l i terature has 
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focu ed on job-related kno ledge, the trategy l i terature has focused on more market

rele ant knowledge, uch as knowledge regarding customers, competitors, or 

knowledge relevant to the creat ion of new products. 

Knowledge management means organisations having to identify existing knowledge 

ba e and pro ide mechani ms to promote the creat ion, protection and transfer of 

kno\ I dge. Whi le  ICT hardware and software provide technological knowledge, 

nowaday the key to succe sful knowledge management requires much of the focus to 

be on social and cultural systems of the organisation. Salaman et a J .  (2005 ) set out the 

extent to which knowledge-based theory and H RM theory have become interl inked; 

entit ie exi st .  " because they better integrate and apply special ised knowledge than do 

markets" and because, " they can better protect knowledge from expropriation and 

imi tation than can markets ." 

I t  i s  something of a tru ism that HRM � Strategy � Structure impact on, one another 

and together are influenced by external forces. Yet as A lfred DuPont Chandler said in 

the early 1 960s "structure fol lows strategy ." SHRM then is governed by the context 

of "flrst-order", long-run decisions in  relation to the direction and scope of the given 

organisation' s  strategic vision and also, by "second-order" decisions in relation to the 

structure of the organisation at any given point of time. Strategic management is 

considered to be a cont inuous activity that requires a constant adjustment of three 

major interdependent po les :  the values of senior management, the environment and 

the resources avai lable. 

Drawing on the l i terature on ' strategic choice' in  industrial setting and using the notion 

of a hierarchy of strategy, ' upstreanl and 'downstream' forms of strategic decision 
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making ha e been aniculated ( Bo a l l  & Purce l l ,  20 1 1 ·  PurcelL  1 999). The upstream 

or ' first-order' strategic deci ions are concerned with the long-term direction of the 

gi en organi at ion. I f  a fi r t-order decision i s  made to take over another enterprise. A 

econd et of consid rat ions appl ies concerning the extent to which the new operation 

i to be integrat d with or eparate from exi t ing operations wi l l  need to be taken. 

The e latter deci sion are c las i fied as downstream or ' second-order' , trategic 

deci ions. Practical H R  strategies than can be considered as "thi rd-order" strategic 

deci ion becau e they establ ish the basic parameters for managing people in the 

workplace. 

A l though most H RM model provide no c lear focus for any test of the effectiveness 

of a given H RM strategy, many related models tend to assume that an al ignment 

between business strategy and H R  strategy wi l l  improve organisational perforn1ance 

and competitiveness ( Bratton & Gold, 20 1 2) .  During the 1 990s it became evident that 

being able to demonstrate a posit ive l i nk between particular sets or ' blmdles· of HR 

practices and business perfonnance was a dominant research concern (Guest, 1 997) .  

As Guest ( 1 997 )  goes on to 8liiculate, the key "empirical questions" became: what 

types of perfonnance data are avai lable to measure the HRM-perfonnance l inkT and, 

were " high-commitment" H RM systems capable of producing above-average resul ts 

i f  compared to "control "  H RM systems? S ince then a number of models to 

d ifferentiate between ideal types' of H RM systems have been critical ly assessed and 

evaluated they i nc lude :  

1 )  The "contro l -based model" ( grow1ded in  the way in which management 

attempts to monitor and control employee role performance); 
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2) The " re ource-ba ed model" (grounded in  the nature of the employer

emplo ee exchange and, more speci fical ly, in the set of employee attitudes. in 

beha iour and in the qual ity of the manager-subordinate relationship) ;  

3 )  The " i ntegrative model" which is ,  i n  essence, a combination o f  resource-based 

and control -ba ed components. 

3.5. 1 The Control-based H RM  M odel 

The "contro l -based model" is the process or set of conditions in  which management 

attempts to monitor and control employee role performance. It is characterised by the 

ad ocacy of bureaucratic control such as technological control an assembly l i ne and 

surve i l l ance. It is ba ed on effic iency and cost containment. The control -based model 

is founded on the nature of workplace control and on managerial behaviour to control ,  

d irect and monitor the performance of those employed by the entity and i s  grounded 

i n  the study of ' l abour processes' i n  the field of industrial soc iology. 

According to this perspective. management structures and HR strategy are instruments 

and techniques to control a l l  aspects of work in order to secure a high level of labour 

productivity ( and thus profit) .  I n  order to ensure that each worker works to their ful l  

capacity. management i t  i s  contended, must organise the tasks space, movement and 

t ime within which workers operate. I n  an insightful review, Thompson and McHugh 

( 2009 p. 1 05 )  state, "control is not an end in itself, but a means to transform the 

capac ity to work" motivated by the logic of profit for the organisation and 

remuneration for the worker. 

The use of the word trad itional ' to c lassify this H R  strategy and the use of a 

technological ' fix '  to control workers should not be viewed as a strategy only of 



57  

' indu trial ' ork it . a e study research on  cal l  centres, workplace that some 

organi ational the ri t label ' post-industrial ' .  reveal systems of technical and 

bureaucratic control that c losely monitor and evaluate their operators. According to 

Thomp on and McHugh ( 2009) HR strategy choice wi l l  be governed by organisation 

typ (e .g  .. size, tructure and age ), competit ive pressures on management and the 

tabi l i t. of l abour mark t , mediated by the interplay of manager-subordinate 

relations and resi lance. Moreover, the variations i n  HR strategy are not random but 

reflect two management logics ( see Figure 3 ,  below) :  "process-based control" 

( focusing on efficienc and co t containment ( managers needing within this domain 

to monitor and control orkers' performance careful ly) ,  "outcomes-based control" 

which focuses on actual resul ts Bamberger et a! . ( 20 1 4) .  Thus, when managing people 

at  work. control and cooperat ion coexist, and the extent to which there is any ebb and 

flow in i ntensi ty and direction between types of control wi l l  depend upon the 'multiple 

con t i tuents' of the management process (Bratton, 20 1 2 ) .  

3.5.2 The Resou rce-based HRM M odel 

The "resource-based model ' i s  based on concepts of reward-effort exchanges. 

According to Barney ( 200 1 ) , this model emphasises the strategic importance of 

exploiting a given organisation ' s  i nternal strengths' and minimising their internal 

'weaknesses' in order to achieve and sustain  compet it ive advantage. In short, i t  is said 

that the uti l i sation of such resources would necessari ly encompass : value � rarity; 

in imitab i l ity and non-substi tutab i l ity. It is evident that RBV within the SHRM 

l i terature has become a foundation for both theoretical and empirical exanlinations and 

second ly, the appl ications and impl ications of the RBV within  the strategy l iterature 
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have led to  an  increa i ng  c n ergen e between the fields of strategic management and 

H RM ( Dunford nel l ,  & Wright, 200 1 ) . 

Within the strategic l i terature, the REV has helped to put ' people'  (or a firm ' s  human 

re ource ) on the radar creen .  Concepts such as knowledge (Grant, 20 1 0) ,  d namic 

capabi l i ty ( Ei enhardt & Martin ,  2000) and learning organisations ( Fisher & White, 

2000) as ources of competitive advantage tum attention toward the intersection of 

strategy and H R  i ssues. It suggests that a business or an enterprise can gain superiority 

o er other businesses by developing its people. The suppOliers of thi s  view argue that 

human capita l  or people i f  de eloped in the right and appropriate way can serve as true 

trength as they would not only be valuable and rare but also hard to im itate and also 

organised to capture the opportuni ties in  the market. Resource-based H RM models  

then are grounded i n  the nature of the reward-effort exchange and, more specifical ly,  

the degree to which managers view their human resources as assets vis-a-vis variable 

costs. 

The four characteristics of resources and capabi l ities, ( 1 )  value (2 ), rarity ( 3 ), 

in imi tabi l i ty and ( 4 ), non-substi tutabi l i ty-are important in  sustaining competi t ive 

advantage. From this per pective, col lective learning in the workplace on the part of 

managers and non-managers, especial ly on how to coordinate workers' diverse 

knowledge and ski l l s  and integrati ng these within diverse information technology_ is  

a strategic asset that rivals find difficult  to repl icate ( Bratton 20 1 2) .  The resource

based perspective focuses on the value, rareness, non-substi tutabi l i ty, and inimitabi l i ty 

of organisational resources, inc lud ing people. Indeed according to Shaw, Park, and 

Kim ( 20 1 3 ) employees have long been recognised as p lay ing a pivotal part in  

developing and maintaining a company's competi tive edge over rivals .  
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trategic fit e pre e the degree to which an organisation is  matching i ts resources 

and capabi l it ie  ith the opportuni ties in the external environment. The matching 

take place through trateg and it i , therefore, ital that the company has the actual 

re ource and capabi l i t ie to execute and support the strategy. Strategic fit is related 

to the Re ource-ba ed view of the firn1 which suggests that the key to profitabi l ity is  

not only through posit ioning and industry selection but rather through an internal focus 

which eeks to uti l i se the unique characterist ics of the company 's  portfolio of 

re ources and capabi l i t ies. 

trategic F i t  theory then describes the atti tude of any enterprises in  being able to create 

a fit or a match between i ts resources and opportunities within the larger scope of the 

e 'ternal environment, the match is made through the placement of an enabl ing strategy 

that ensures that the busi ness has the right set of resources and capabi l ities to achieve 

a trategic fit ( Auster, Basic & Ruebottom, 20 1 4 ). As Grant ( 20 1 0, p. 4) states, 

" strateg is not a detai led plan or program of instructions; it is a unifying theme that 

gives coherence and direction to the actions and decisions of an individual or an 

organisat ion." Resources relate to the inputs to production owned by the company, 

whereas capab i l i t ies describe the accwnulation of learning the company possesses. 

ow that human capital is seen as a source of competitive advantage the need for 

organisations to both understand and attempt to stay ahead in  the unending "talent 

war" has i ntensified, not least with the advent of "head-hunting" and notions of the 

"boundaryless career" ( see e .g . ,  H ess, Jepsen, & Dries, 20 1 2 ) .  It has also has led to a 

t ighter integration between strategic management and HRM often by way of the RBV. 

In  short, RBV stresses the accumulation of human capital as a source of competitive 

advantage. However, there are costs and risk of such accumulation and human capital 
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ha\ et a l .  ( 20 1 3 , p. 5 73 )  tate, "turnover not onl depletes 

accumulated human capital, it also offers rival organi sations opportunities to 

appropriat kno ledge." ] n  addition to thi , and unlike fixed stock investment, human 

capital i essential l be ond the organi ation' locus of control which results 1 11 

di fficult deci sions within enior management about j ust how much to invest i ll 

incWllbent employee . 

3.5.3 The I n tegrative H RM M odel 

The "integrati e model" was developed by scholars such as Bamberger et al . (20 1 4) ,  

i based on the premise that neither the control or resource based H RM models are 

sufficient i n  of themselve to give an appropriate flow to HR strategy. Thus, their two 

main d imensions-acquisit ion and development-termed as ' make-or-buy' were 

merged. I n  short, it i s  argued that organisations can, or wi l l ,  lean more towards 

' making' their workers ( high investment in train ing)  or ' buying' their workers from 

the external l abour market. In short, the integrative H RM model seeks to be something 

ofa hybrid of the resource-based and control-based models .  Many H RM scholars ha e 

argued that neither the control or resource based ' models'  are by themselves able to 

provide a sat isfactory framework which encompasses the ebb and flow of the intensity 

and d i rection of H R  strategy (Bratton, 20 1 2 ) .  As a consequence, Bamberger et a l .  

( 20 1 4) in tegrate the two main models of H R  strategy, one focusing on the strategy's  

underlying logic of managerial contro l ,  the other focusing on  the reward-effort 

exchange and bui ld a model that portrays two key dimensions of H R  strategy : ( 1 )  

' acquisition and development' and ( 2 )  the ' locus of control ' .  Acquisi tion and 

development are concerned with the extent to which the H R  strategy develops internal 

human capital as opposed to the external recruitment of human capital . Locus of 
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c ntrol i concerned with the degree to which HR strategy focuses o n  monitoring 

cmplo ee ' compl iance with process-based tandards as opposed to developing a 

p chological contract that nurtures social re lationships, encourages mutual trust and 

re pect, and control the focu on the outcomes ( end ) themselves. 

The commitment H R  strateg i characterised as focusing on the internal development 

of employees' competencies and outcome contro l .  In contrast, the tradi tional HR 

strateg i v iewed as focusing on the external recruitment of competencies and 

beha ioural or process-ba ed controls .  The col laborative H R  strategy involves the 

organi ation ubcontract ing work to external independent experts ( for example 

consul tants or contractors), giv ing extensive autonomy and evaluating their 

performance primari l y  in terms of the end results. Managerial behaviour in such 

organisations can be summed up by the managerial edict ' You are here to work, not 

to th ink ! '  I mp l ied b this approach i s  a focus on process-based control in which 'c lose 

monitoring by supervisors and efficiency wages ensure adequate work effort ' 

( Bamberger et aL 20 1 4, p. 60) .  

The other dominant HR strategy, the commitment HR strategy, top left quadrant of 

Thompson and McHugh ( 2009), i s  most l ikely to be found in  workplaces in which 

management l acks a ful l  knowledge of all aspects of the labour process and/or the 

abi l ity to monitor closely or evaluate the efficacy of the worker behaviours required 

for executing the work. I n  such workp laces, managers must rely on employees to cope 

with the uncertainties inherent in the labour process and can thus only monitor and 

evaluate the outcomes of  work. This H R  strategy is associated with a set of HR 

practices that a im to  deve lop highly conu-nitted and flexible people, internal markets 

that reward commi tment with promotion and a degree of job security, and a 
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'partic ipati e' leader h ip st Ie that forges a commonal i t  of interest and mobi l ises 

con ent to the organi ation goals .  s Thompson and McHugh (2009) tate, in such 

i tuation employees do not always need to be overtly control led as an effort-reward 

exchange based upon investment in learning ( the popular notion of on the job training). 

In addit ion to thi , int mal promotion is also used to ' control '  or motivate such 

employe ( Bratton, 20 1 2, p. 5 5 ) .  

3.5..4 H igb Comm itment, H igh-Performance H RM 

ccording to Beer (2009) ,  in  the 1 990s, a number of systematic and rigorous research 

tudies were publ i shed that c learly showed that high-commitment practices and 

culture are associated with sustained high financial perfonnance. Other have 

suggested that organisation-level perfonnance differences could be accounted for by 

d ifferences in management phi losophy, business pol icies, and culture. High 

Commitment, H igh Performance ( HCHP) organisations are said to need to manage 

three paradoxical  goals :  performance a l ignment, psychological al ignment, and the 

capacity for leaming and change. HCHP-centric organisations have a purpose that is 

much more than shareholder value, though they all understand profit as an essential 

outcome ( Beer. 2009) .  

In essence, they should perfonn wel l  because of three factors (which at face value may 

seem contradictory · "leaders who focus on one often undennine the others") :  

1 )  Performance al ignment: Managing with their head leaders develop an 

organisational design, business processes, goals, and measures, and capabi l i ties 

that are a l igned with a focused, wilming strategy. 

2 )  Psycho logical a l ignment: Managing with their heart, leaders create a fim1 that 

provides employees at a l l  levels with a sense of higher purpose, meaning, 
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chal lenging work, and the capaci ty to make a difference, something that people 

de peratel need and want but often do not get in organisational l i fe. To 

accompl ish thi , HCHP fi rms establ ish and institut ional ise human resource 

management pol ic ie and practices that look fair ly imi lar. 

3 )  Capacity for learning and change : By keeping their egos in  check, leaders of 

HCHP  fi rms are able to avoid defensiveness and resulting bl indness. HCHP 

fim1s i nstitutional i se what I cal l Learning and Governance Systems, a means for 

having honest, col lective, and public conversat ions with key people at lower 

levels  about what stands in the way of success. 

A set out by Arthur ( 1 994) ' h igh commitment' human resource activities are said to 

increa e organisational effectiveness by creating workplaces where employees feel 

more i nvol ed in  the achievement of the organisation ' s  objectives and are therefore 

more l i ke ly to work harder to help the company meet those objectives. High 

commitment practices increase organisational commitment by creating conditions 

where employees become h ighly involved in the organisation and work hard to 

accompl i sh its goals; and by encouraging employees to take responsibi l ity for their 

careers, the organisation itself ult imately benefits (Combs, Liu, Hal l ,  & Ketchen, 

2006). H igh commitment practices are those processes that encourage employees to 

adopt h igher levels of responsibi l ity for the achievement of an organisation ' S  goals. 

Many researchers have found that high-commitment human resource management 

practices enhance employees' level s  of ski l l ,  motivation, information, and 

empowerment (Pfeffer, 1 998,  2007) .  One explanat ion for the increased motivation of 

employees in h igh-involvement organisations is that the employee is at the centre of 

the activi ties taking place. Nevertheless, a "sel f-progranuni ng and sel f-managing" 
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\ orkforce require signi ficant in e tment in human capital , but a (Guthrie, 200 1 ) 

argue , greater u e of high commitment H R  practices is l ikely to have two broad 

e ffl ct : enhanced employee retention and increased costs when employees do leave. 

nother drawback f H C H P  management is that performance and psychological 

a l ignment that work for a period of time can create rigidities that require challenges. 

The "H igh lnvol ement Model" asselis that when employees are involved into the 

managem nt of i ssues or when they are engaged in the work they do, their performance 

and productivity i ncrease ( Wood, 1 995 , 20 I 0; Wood & de Menezes, 2008 ) .  A central 

a pect of this thesi s  is that money or monetary benefits isn ' t  the only perk that can 

keep employees happy, sati sfied and engaged. In tenns of organisational effectiveness, 

Bowen and Lawler (2006) argue that h igh involvement leads to high commitment and 

h igh performance. The a im of " H igh-performance Management", as set out by Jeston 

( 2008),  i s  to create a management eco-system that is able to generate a high 

performance among individuals as a d irect result  of the H R  pol ic ies and strategies. 

White, H i l l ,  McGovern, Mi l l s, and Smeaton ( 2003 ) assert that HR pol ic ies, the 

workforce compensation and incentives plan and the working conditions have a high 

impact on employee performance. 

It is  genera l ly  accepted that it is  essential for any business that aims to increases its 

performance m ust l i sten to the voice of the employees ( Pulakos, Muel ler-Hanson, 

O' Leary, & Meyrowitz, 20 1 2 ). When employees have a c lear expectat ion of what is 

ant ic ipated from them they would perform in more effective way and HR pol icies can 

play an important role by offering support, mentoring, coaching, a good working 

condit ions, feedback and incentives that would motivate employees to perform 

( Pulakos et a I . ,  20 1 2 ) .  Abdal lah and Ahluwal ia (20 1 3 ) argue that the best managers in 
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the regIOn are more mplo e centric and pay high importance to employee 

feel ing and opin ion in order to construct high-performance cultures by e tabl ishing 

c lear e pectation of what is anticipated from employees and by defining employee ' 

role . c reat ing a trusti ng en i ronment through HR pol ic ie and the incentive plans, and 

encouraging and faci l itating employees' evolution and growth ( Abdal lah & 

Ahluwal ia  20 1 3 ) .  

The " H i gh-commitment Management" model ,  first art iculated by Meyer and Al len 

( 1 99 1  , considered forms of organisational commitment. they were of the opinion that 

commitment is not j ust beha ioural and att itudinal but is psychological and is 

constantly influencing the employee decisions. The three types of organisational 

commitments inc lude the affective commitment or in simple words a wish, a desire, 

and an a piration inside employee that would force h im to work in the organisation. 

The econd form of organisational commitment is cont inuance commitment or when 

employee feels  that he or she needs the job, this can be due to many reasons l ike the 

social presti ge associated with the job or the need for money or the perks that the job 

has or any other reason which may d iffer from employee to employee but the element 

of need to continue is same. The last type of commitment is normative commitment 

or when employees feels  it an obl igation to continue employment in an organisation 

( Meyer & A l len, 1 99 ] ). 

Meyer, Stanley, Herscovitch, and Topolnytsky ( 2002) suggest that these three 

types of commitment may be different and separate-able but they are related and have 

the same impact in terms of  job satisfaction, employee involvement and retention for 

employee (Meyer et a J . ,  2002). The H igh Commitment management model states that 

H R  po l ic ies can have a direct impact on employee performance and his commitment 
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the organi ati n. Meyer and Herscovitch (200 1 )  describe commitment a an 

important organi ational [actor [or retaining employees, they view commitment as a 

binding force, a factor that would ensure that the employee i s  attached to the 

organi ation and doe not leave it ( Meyer & Hersco itch, 200 1 ). High-commitment 

Management focu es for example on organi ational commitment, employee 

performance, and job satisfaction. 

3.5.5 The Ara b  M iddle East H RM  M odel 

In a pecial i ssue of the International Journal of Human Resource Management in 

2007, it wa argued that there was no unifoml H RM Model that could encapsulate the 

region' s  approaches to managing human resources either in temlS of philosophical 

standpoints and/or in practical procedural terms (Budhwar & Mellahi ,  2007) .  

However, and based on a large number of studies, i n  a subsequent special edition of 

the ame journal i n  20 1 3 , there was said to be an ' Arab' Middle East Model (Afioun i ,  

RueL et aI . ,  20 1 3 ) .  The contention was not that the model was relevant to al l sectors 

i n  a l l  countries but that certain cultural , l i nguistic economic,  educational and societal 

factors were s imi lar within the region. I n  other words, there was enough to argue that 

enough commonal i t ies were in place to provide a nascent model with some substance 

(Marmenout & Lirio, 20 1 3 ). Afiouni,  Ruel ,  et a! . ( 20 1 3 )  sought to contribute to a 

greater understanding of H RM research and practices in the Middle East by critical ly 

examining the direction that H RM research up to this point had taken in order to 

ident ify current and future chal lenges that could be seen as regional ly specific.  

Afiouni . Karam, et a l . ( 20 1 3 ) conducted a meta-analysis of 59 articles on HRM 

practices within the region. A fiouni , Ruel, et a! . (20 1 3 ) also conducted a survey of 85 

HR managers working within the region ' s  banking and finance sector and based on 
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thi ugg t that current HR practices in  the region do fi t the dimensions of the " value 

proposit ion model" (VPM) .  

I t  was concl uded that the most and l east common HR practices in the region now 

enable scholar to id nti fy the contours of an 'AME HR model '  (Afiouni .  Karam, et 

a t . ,  20 1 3 ; Afiouni ,  Rue\ ,  et aL 20 1 3 ) .  There is, however, an argument to be made for 

eparat ing the Arabian Gu lf. This study wi l l  consider the extent to which an Arabian 

Gul f H RM Model would have merit and practical purpose. It is a resource-rich, labour

poor region and this makes the environment as wel l  as cultural practices markedly 

d ifferent from say Tunisia where the key retention concern is locals leaving to the Gulf 

for h igh salaries (a  brain drain )  or Egypt where industry and agriculture dominate. 

An Arabian Gulf  H RM Model may have merit for the fol lowing factors are general ly 

considered to be unique to the region : 

• H uge dependence on non-nat ional ( ' temporary' ' guest workers' ) ;  

• H ighly unproductive labour (and workforce)  resultant largely from the Kafala 

( sponsorship) system in spite of advanced investment; 

• Labour national isation programs· 

• A wel l - funded ( resourced) education sector but poor student output both 

comparatively and in terms of employabi l i ty ;  

• Economies of scale ( potential comparative and competitive advantages) 111 

high-tech, high-energy input i ndustries; 

• Sovereign Wealth Funds capable of acquiring cutting edge ( teclmically-

speaking )  capital stock;  
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Fund ( re ource ) to h i re and retain Westem management and H RM 

practit ioners for th medium tenu ( unti l  local talent i s  wi l l i ng and able to take 

on the e trategical ly important roles) . 

3.6 Resea rch  Proposit ions and H y potheses 

It i s  argued tllat the e days H RM has more of a direct relat ionship to organisat ional 

pol icymaking and performance than people management had in the pre-global isation 

era ( Bratton. 20 1 2) .  A Armstrong and Taylor ( 20 1 4 ) state, the purpose of HRM is  to 

en ure organi sations are capable of achieving success by way of their human resource 

as ets. HRM ' trategies'  are here taken to mean the pol ic ies, procedures and practices 

used by human resource practit ioners to design work and select train and develop. 

appraise. motivate and oversee the given organisation ' s  workforce. 

This tudy considers HRM to be the uti l i sation of pol ic ies, practices and procedures 

designed to ach ie  e h igh levels of employee perfonnance, flexibi l i ty, and 

commitment, flex ib i l i ty, productiv ity, performance and critical ly  satisfaction. as wel l  

a s  ensuring the organi sation-inc l uding GBEs-remain agi le and competit ive 

i ntemat ional ly .  I t  i s  worth considering in  some deta i l  the findings of Alnaqbi (20 1 1 )  

as there are a n umber of s imi larit ies in  intent and purpose with the present study. 

I nteresti ngly, salary and wages were observed to contribute to job sat isfaction levels 

( see Section P2.  "Pul l  of the Publ ic  Sector ' and, Section H I .  "Salary on Continuance 

Intentions' , be low). As Alnaqbi ( 20 1 1 ,  p. 1 56)  also observed that a relationship 

between national cul ture and employee retention did exist. The last point ties in 

direct ly with the moderating variable this study investigates ( see Alnaqbi, 20 1 1 , p. 1 56) 

above and, ection P t . " ociocultural Factors" and, Section H5 .  " Sociocultural 

Perceptions on Cont inuance Intentions" below). 
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ven propo it ion et out by lnaqbi (20 1 1 )  the fol lowing are seen to be of 

most relevance: 

• 

• 

• 

"Good HR practices wi l l  be positively related to organisational commitment ' "  , 

. The relationship between H R  practices and turnover wi l l  be mediated by 

organisational commitment;" 

" ationa! cu l ture and labour market condit ions have a direct influence on 

employee r tention ." 

This section wi l l  now define, explain and j ustify the inclusion of each of the four 

proposit ions and five hypotheses that are central to this study. Whi le the terms 

' proposit ion ' and ' hypothesis '  are sometimes used interchangeably, there is, in fact, a 

d ifference. Proposit ions are statements that can be deemed true or false in l ight of 

obser able phenomena; they become hypotheses when they can be empirical ly tested. 

3.6. 1 P. l - Sociocul tura l  Factors 

ociocultural factor -including gender segregation; pride/prestige; social statu -

are the main reason for why UAE nationals might be unwilling to work in the private 

ector. 

As disc ussed in  the Literature Review ( above) key factors that are said to influence 

any given UAE national ' s  career deci sion-making process wi l l  be sociocultural norms 

and sentiments with respect to what is and what is not a suitable career avenue. 

Authors such as Harry ( 2007) and (AI  Al i ,  2008 )  stress that presently Arabian gulf 

society p laces more prest ige to a publ ic sector position as opposed to a private sector 

one ( see also: A I-Asfour & Khan, 20 1 4; AI-Dosary, 2004; Salih, 20 1 0) .  It is especial ly  

the case for female nationals in  terms of what Wi l l iams et a l .  ( 20 1 3 ) describe as the 
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"patriarchal bargain" a ituation where al though father e pl icit ly encourage their 

daughter to pursue teliiary education they require that the ir  daughters adhere to 

sociocultural norm that can only real istical ly be fol lowed in publ ic sector 

emplo ment. Th refore, based on interviews and urvey feedback this study wi l l  eek 

to determine i f  soc iocul tural factors have more in fl uence on sectoral preferences than 

pragmatic benefits such a benefits and remuneration. 

3.6.2 P2- Pull  of the Pu bl ic  Sector 

The pul! of the public sector-including salmy: pension provision: hours: holidays; 

ea y of taking paid leen e-i the main rea on for why UAE nationals might be 

unwilling to ·work in the pril'Ofe sector. 

It wi l l  be noted that P2 cannot be true i f  P I  is (and vice versa) .  It is assumed in fact 

that both P I  and P2 act to make staying in the private sector less l i kely.  The probabi l ity 

i that both wi l l  have an impact, the quest ion, therefore, is which has the bigger 

influence. The l iterature consistently notes such benefit imbalances between the publ ic 

and private sectors of the labour market ( see e .g . ,  Forstenlechner & Rutledge, 20 1 0; 

I ssa et a l . ,  20 1 3 ;  Toledo, 20 1 3 ). From the perspective of UAE nationals, the private 

sector was considered to offer fewer career progression opportunities and have much 

low wages in  comparison to the publ ic sector. It must be stated also that this cohort 

may also be pushed toward the "classic" publ ic sector because of their inadequate 

Eng l i sh, and a lack of trust by private sector employers in the work-readiness of UAE 

nationals ( i .e . ,  their overa l l  employabi l ity) (AI Ali, 2008) .  



3.6.3 P3- G o  ern ment H RD  trategie 

7 1  

Unless government HRD frategie are overhauled it is unlikely that the number of 

UAE national 1t 'orking in the private sector (as a ratio 10 those working in the classic 

puhlic , ector) will change , lib tantialfy. 

The l i teratur on UAE labour national i sation stresses that unt i l  now success has been 

l imited with regard to private sector Emirati at ion. This is e idenced in numerical 

tern1 ( see e .g . ,  For tenlechner & Rutledge, 20 1 0; l ssa et a i . ,  20 1 3 ; Toledo, 20 1 3 ) and 

a l o in terms of the cont inued and sustained preference for publ ic sector posit ions 

voiced by UAE nationals ( Ga l lup/Si l atech, 2009, 20 1 1 )  Thus one can say, for 

whate er part icular rea on or set of rea ons government strategies ( pol ic ies and 

practices) in relation to private sector Emiratisation have not been part icularly 

succe sful .  This i s  in part an HRM issue but i t  i s  also (and critical ly)  an HRD issue, 

the m ismatch in educat ional and work experience requirements between the publ ic 

and private sectors i s  a longstanding and wel l documented one (e .g . ,  Davidson & 

Mackenzie, 20 1 2 ; M uysken & Nour, 2006; Ryan, 20 ] 6) .  

In  terms of objective data, one reasonabl y  robust source is  the OECD/PI SCA dataset 

( PI SCAJOECD, 20 1 2) .  I n  the UAE, the average performance in reading of 1 5 -year

oids is 442 points, compared to an average of 496 points in OECD countries. Girls 

perform better than boys with a stat ist ica l ly  sign ificant di fference of 55  points (OECD 

average : 38 poin ts h igher for gir ls) .  On average, 1 5 -year-olds score 434 points in 

mathematics, the main topic of P ISA 20 1 2, compared to an average of 494 points in  

OECD countries. I n  sc ience l i teracy, 1 5-year-olds in the UAE score 448 points 

compared to an average of  50 1 points in  OECD countries. Girls perfornl better than 
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bo with a tati tical l s ignificant difference of 28  point (OEeD average : only 1 

point higher for bo ). 

Thi propo it ion wi l l  be addres ed primari ly as a result of analysing the interviewer 

feedback .  It is to be a umed that only by way of education can this phenomena-a 

highl_ di torted and segmented labour market along national/non-national , 

public/pri ate sector l ines-be ' potential ly '  overcome. In other words, and putting the 

contentions of P 1 and P2 to one side, one of the precursors to attracting and retaining 

more U E nationals in  the private ector wi l l  necessari ly be more effective education 

inc luding employabi l ity ski l l s .  

3.6.4 P4-P rivate Sector HRM Practices 

Unle s prh'ate sector HRM poliCies, practices and procedures (particularly at 

commercially-run GBEs) are overhauled it is unlikely that the number of UAE 

nationals working in the private sector (as a ratio to those working in the classic public 

ector) ·will change substantially. 

I t  i s  argued that private sector employers with mostly expatriate workforces do not 

overly concern themselves with issues relating to employee sati sfaction and even more 

so. on the job train ing, due to (a )  the temporary nature of many such ' guest workers' 

and (b )  the ease with which to recrui t  new ready-sk i l led employees from overseas (AI

Al i ,  2008) .  In  contrast, the UAE publ i c  sector offers UAE nationals with almost 

unprecedented levels of job security and an array of PD options including paid study 

sabbaticals ( AI-A l i ,  2008;  AI-Waq fi & Forstenlechner, 20 1 0; Forstenlechner, 2009; 

Rees et aI . ,  2007) .  As with P3 above, this one wi l l  be addressed in the first in tance by 

feedback from the semi -structured interviews ( see Appendix A) but also by the 
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e lement of th urve that are related to this propo it ion. Might, for example, a dual 

I I RM trateg (one tenet for non-nationals, one for national s) be a reform capable of 

chang ing the status quo. 

Many cholar argu that leadership styles are at the heart of the success of an 

organisat ion and trongl i n fl uence its longer-term competit ive advantage, employee 

sat i fact ion leve ls  and thus retention rates ( see e .g . ,  Beer, 2009; Grant, 20 1 0 · Pfeffer, 

1 998,  2007) .  The s implest way to retain  employees is to increase satisfaction levels; 

but this wi l l  onl be effective if performed properly and, the chal lenge for HRM 

pract i t ioners l ies in tack l ing a mult i tude of different employee needs ( Mathis & 

Jack on. 20 1 0) .  I n  short. retention i s  a voluntary move by an organisation to create an 

environment which engages employees for the long term'  and thus means putt ing 

measures i n  p lace to l i mit  the loss of competent employees from leaving productivity 

and profitabi l i ty .  Waldman and Arora ( 2004) argue that the focus should be on the 

way i n  which employee retention promotes the preservation of a workforce that is able 

to meet the corporation's  needs. To contextual i se briefly, i t  is reported that around 

one-quarter of the Saudi Arabian workforce is frequently absent from duty (Al -Kibsi , 

Benkert. & Schubert, 2007) .  H R  executives can find that attracting and retaining talent 

is a problem, part icu lar ly because of cu ltural and social nom1S ( Metcalfe, 2008 ). 

3.6.5 H I -Sa lary on Cont inuance I n tentions 

Salary levels do not have a significant impact on an individual 's intention o.fremaining 

in the private ector. 

This and a l l  subsequent hypotheses are negatively constructed ( to be c lear, it i s  

assumed that salary w i l l ,  i n  rea l ity, be an i n fluenc ing variable) .  I t  i s  rather surprising 
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but i ne erthele s the ca that getting data on alarie is not easy to do. However. 

I a et a l .  ( 20 1 3 ) along with Da idson (2009a), make it pretty clear that those in the 

"c ia  sic" public ector can e pecl to earn several ti mes as much as those in the private 

ector. I ndeed. according to Rutledge ( 20 1 2) ,  Arabian Gulf national s are among the 

riche t c i t izen in per capita terms, anywhere in the world. Th is hypothesis can be 

addres ed by analysing re pon es to parts of this study' s  survey ( see Appendix B) .  

Whi le ome re earch suggest that it is  not salary alone that makes the publ ic sector 

more attractive (GaUup/S i latech, 2009, 20 1 1 ) . It is widely reported, and thus assumed, 

that it does have an infl uencing role  ( Farre l l ,  2008; Malmenout & Lirio, 201 3 ;  Nelson, 

2004) and that government jobs typical ly do pay a far h igher salary than do l ike-for

l i ke private sector posit ion . 

A l  Waqfi and Forstenlechner ( 20 1 2, p .  623 ) argue that UAE national job seekers on 

average have a h igher expected salary than theirs - already relatively high - individual 

reservation wage ( see also: Bremmer, 2004 ; Godwin, 2006 ; Mel lahi ,  2007). A number 

of consequences arise from this .  The first is  the perceived fair pay and the reservation 

wage required by the majority of Emirati job seekers interviewed in this study is 

comparable  to the going rates in the publ ic sector for national employees with simi lar 

ski l ls and experience and secondly, the expected salaries of such job seekers is higher 

than their reservation wage, which means they are l ikely to experience pay 

dissat isfaction even when they accept job offers in the general ly lower paying private 

sector. As has previously been argued by Al Waqfi and Forstenlechner (20 1 2, p. 623 ) ,  

there is a need to consider the impact of, "pay pol ic ies in  the public sector on 

Emirati sat ion efforts and pol ic ies, as they effectively hinder private sector 

employment. " 
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bdal l a  et al . ( 20 1 0 ) ha pre iously argued. wage-sett ing mechanism in the publ ic 

ector. They ugge t to eparate the total publ ic sector wage into two parts: ( 1 )  pay 

related to market considerations and productivity of workers (efficiency wage) �  and 

( � ) a portion moti ated by the de ire to improve the standards of l iving and wealth 

di tribution for c i t izens (we l fare) .  ccording to Al  Waqfi and Forstenlechner ( 20 1 2, 

p. 623 ) ,  eparat i ng th two components has two advantages: ( 1 )  it sends the right signal 

to national v orkers about the rea l i st ic value of their human capital ; and ( 2 )  i t  helps to 

remove the distortion of labour market mechanisms in setting wages according to 

market forces. 

Mechanisms to extend the wel fare component of pay to those cit izens working in the 

private sector wi l l  need to be implemented. Subsidi ing wages of cit izens in the private 

sector to bridge the gap between the efficiency and wel fare components of pay might 

be a reasonable  a l ternative. Funding of these subsidies can be secured through fees 

imposed on employers who recruit  foreign workers. Selective appl ication of such fees 

on employers depending on mm1ber of foreigners recruited and affordabi l i ty to pay 

might be needed to ensure fairness and avoid excessive burdens on certain employers. 

Al Waqfi and F orsten lechner ( 20 1 2, p. 623 ) state that length of the working day and 

hol idays are a lso an important factor. 

3.6.6 H 2-Avai lab i J ity of Train ing on Continuance I ntentions 

A vailability of career development opportunities, do not have a significant impact on 

an individual 's intention of remaining in the private sector. 

According to Bratton (20 1 2) ,  formal  and infonnal work-related learning has come to 

represent a key way to achieve employee commitment and qual i ty. �he logic being 
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that uch train ing wi l l  trengthen an organisation' ' core competencies' ( i ts human 

re ource ) and thu help sustain a competitive advantage. Thus, whi le some contend 

that H HP strategie ar de igned to provide workers with a fal se sense of job ecmity 

in an era of the boundar less career, the counter argument is that such model s  are in 

fact nece sar i f  high-performance work systems are to succeed (e .g . ,  Beer, 2009; 

Pfeffer, 2007) .  H2-l ike H I  (above)--can be addressed by examining the urvey 

respon es that related dir  ct ly and i ndirectly  to on the job train ing.  There is also a 

l i nk age between this hypoth is and the fourth of the five propositions set out above. 

The broad assumption here is that i f  traditiona l ly  the publ ic  sector provides (or 

individuals  bel ieve it pro ides) more training than does the private sector and, if such 

train ing is deemed to be attractive or important, then it wi l l  affect private sector 

cont inuance intentions. 

3.6.7 H3- N a t u re of  WorklEnvironment on Continuance I ntentions 

The nature of the 'work/environment does not have a significant impact on an 

individual 's intention of remaining in the private sector. 

It is not an understatement to say that " Job Satisfaction" is a key consideration within 

the field of S H RM .  For Spector ( 1 997,  p. 2 ), i t  simply means, "how people feel  about 

their jobs and different aspects of their jobs." I n  other words, an individual ' s  affective 

reaction to their work environment. I t  is acknowledged that " natme of work" is a sub

dimension of the JSS  construct ( Spector. 1 985 ,  1 997) ,  but this study considers this 

sub-dimension p l us satisfaction in  a hol istic way to be best fitted to this hypothesis .  I t  

wi l l  be noted that the j ust i fi cation for this hypothesis as wel l  as the fourth and final 

one ( H4, below) are considerably  l engthier than those provided for H I and H2. This 

is  because "the nature of work" and organisational "commi tment" andlor "loyalty" are 
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In many wa more fundamenta l ly  important H RM considerations, but are al 0 more 

hol i  t ic and harder to quant if  than is  salary ( H l )  and on  the job  training ( H2) .  

I n  term of  theory, ' a t i  faction" is  based on the way in which employees view the 

organi at ion ( Locke, 1 976) ;  does it meet their needs? It fol lows that HRM practices 

that impact the nature and environment have the capacity to direct ly influence the job 

atisfaction of employees. The mo t commonly used research definition of job 

atisfaction is that set out by Locke ( 1 976, p. 1 304), who defined i t  as a "pleasurable 

or posit ive emotional tate resul t ing from the appraisal of one's job or job 

experiences . . - I t  i s  c l ear from this defin i tion that both the affect, or feel ing, and 

cogni t ion, or th inking has a signi ficant bearing. It is an individual ' s  attitude or 

emotional response to the ir  given task, role  and relative position as wel l  as in relation 

to envi ronmental and socio-cu l tural conditions re lated to their role/position/sector. I t  

fol lows then that some aspects of job  satisfaction can be influenced by HRM

motivational related practice ( Schermerhorn, Hunt, & Osborn, 2005 , p. 1 62 ). 

For Wimalas i ri ( 1 995 ), the fol lowing four factors : ( 1 ), career progressIOn (2) ,  

i ncentives ( 3 ), rewards and (4) ,  training and development, can a l l  d irectly influence 

sati sfaction levels .  Accord ing to Walker ( 200 1 ) a number of factors help increase 

sat isfaction leve l s  ("employee retention" ) inc luding ( 1 )  appreciation of work 

performed ( i .e . ,  H I ;  compensation) (2 ) ,  learning and promotion opportunities ( H2;  

tra in ing) ( 3 ), appea l ing organ isational atmosphere; incl uding positive re lationships 

with col l eagues and ( 4) ,  good communication channels with management. I t  i s  c lear 

then that job sat isfaction l evel s  are affected by a range of intrinsic and extrinsic 

moti ating factors, i nc lud ing the qual ity of supervision, socia l  relationships with the 

work group (Arn1strong & Taylor, 20 1 4 ) .  Yet as Saari and Judge ( 2004, p. 395 ) point 
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out there remam confu ion and debate among practit ioners on the topic of job 

sat i faction. Emplo ee survey , used effect ively, can be catalysts for impro ing 

emplo ee attitudes and producing organisational change. According to the l i terature, 

job ati faction sur ey feedback help inform, support and drive organisational 

change, and thus the abi l ity to manage change. I ndeed, the wi l l i ngness to adapt to 

chang is often considered by HRM practitioners a the most important employee 

competency at this moment in t ime. 

Another key aspect of the nature of one' work i channe ls  of communication and also 

organi ational cu l ture. It has been argued that a lack of communication is the main 

barrier to emplo e s' motivation, and may affect continuance intentions (Ongori , 

2007) .  Inadequate communication between management and employees, between 

departments and among employees can result in low morale and higher turnover rates. 

I t  is regul arly stated that the cu lture and core values present within an organisation can 

have a direct i nfluence on employee retention ( Kerr & S locum, 2005 ) .  KelT and 

Slocum ( 2005 ) argue that the cul ture present in an organ isation wi l l  have an influence 

on the type of employees that the company successfu l ly  retain :  entities which stress 

col lective teamwork and responsibi l i ty while nurturing a sense of respect for one 

another wi l l  see greater l evel s  of employee retent ion. 

3.6.8 H4- Orga n isat ional  loya lty on Continuance I n tentions 

Organisational loyaityicommitment does not have a significant impact on an 

individual 's intention of remaining in the private sector. 

Organisational loyalty (or "commitment' ) is often defined as the degree of 

i denti fication and involvement that individuals have with the ir organisation 's  strategic 

vision. Comm itment it is argued (much l i ke H4 above) is influenced by the 
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organi ation' nonn and practice; its a lues and culture (e .g . ,  KaJ ipra ad, 2006 ; 
K ndt Doch , M ichiel  en, & Moe aert 2007) .  According to Meyer and Al len ( 1 99 1 ), 

the d fini tion of commitment re l ies on the notion that committed employees have a 

de i re to remain mployed with their organi sation ( see aJ 0 :  Meyer & Al len, 1 997) .  

Foote. eipe! , Johnson, and Duffy ( 2005 ) define organi ational commitment as ( 1 )  the 

bel ief in and acceptance of organisational goals and objectives ( 2 ), the wi l l ingness to 

ork hard on behalf of the organ isation and ( 3 ), a definite intention to remain in the 

organi ation. 

According to the l iterature, there are in fact various modes of commitment. One is 

" affective conmlitmenf', this relates to an individual ' s  emotional attachment to an 

organisation; employees with strong affective commitment to an organisation are 

committed because they share values with the organisation and its members. Another 

i " nonnative commitment" and is based on a sense of obl igation and the responsibi l i ty 

employees fee l  toward the organisation. Yet another i s  tenned : "continuance 

commitment" and refers to an individual ' s  percept ion of the costs and risks assoc iated 

with leaving an organisat ion. Employees with a strong cont inuance commitment 

remain with the organisation because of various financial advantages ( such as pension 

contribution accumulations) .  

As mentioned in  the introductory chapter, Mohamed Ibrahim et a1 . (2004) investigated 

the relationship between perfonnance and employees' job in  the UAE while J .  Abdul la 

et a1 . ( 20 1 1 )  concentrated on the role that demographic and environmental factors play 

in  relation to job sat isfaction, concl uding that in  col lectivist cultures such as the UAE, 

"both intrinsic and extrinsic factors can be a ource of job satisfaction or 

d is  atisfaction." Maha I brahim and AI Falasi  (20 1 4) focused on the relationships 
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b tween organi ational commitment and engagement levels in the UAE and 

recommended that regional emplo ers seek to implement measures designed 

peci fical ly  to increase organisational loyalty . Mohamed Ibrahim and Perez (20 1 4 )

who examined the direct effects of the different dimensions of " Organisational 

Ju tice," inc luding sati faction, on perceived organisational commitment in the 

conte. t of UAE s rvice organisations-observed that employee satisfaction has a 

d irect in fl uence on commitment whi le "organisational j ustice" was found to in fluence 

employee ' sat isfaction. 

One of the proposit ion set out by A lnaqbi ( 20 1 1 )  in hi recent UAE-based research : 

"Good H R  practices wi l l  be posit ively related to organisational commitment," is  

relevant a lso .  I ndeed, H RM practices are considered valuable and effective tools for 

enhancing employees' organisational commitment (G iauque, Resenterra, & Siggen, 

20 1 0) .  H RM practices can positi ely infl uence commitment through employee 

recogni tion, competence development, and empowerment ( Pare & Tremblay, 2007; 

Tremblay ,  Dahan, & Gianecchin i ,  20 1 4) .  I n  fact, a vast l i terature explores the ways in 

which HR practices i nfl uence the creation of effective "organisational commitment"; 

in sum, these rel at ionsh ips are neither straightforward nor unconditional . Studies have 

shown that H R  practices have a positive in fl uence on continuance commitment but 

less so on affective commitment (e .g . ,  Gong, Law, & Chang, 2009; Meyer & Al len, 

1 997; Meyer & Herscovitch, 200 1 ; Meyer, Paunonen, Gel latly, Goffin, & Jackson, 

1 989) .  

A lnaqbi  ( 20 1 1 )  found that good HR practice i s  positively related to organisational 

commitment and within this :  regular appraisals, bonus and compensation schemes, 

train ing and deve lopment opportunities, and regular constructi e feedback, was 
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inc luded .  Ba ed on this ob er ation it wa argued that emplo ees are l ikely to percei e 

wel l  de igned, de elopmenlal performance apprai al and internal ly equitable and 

e 'ternaJ l  comp tit ive compensation systems as indicative of the organisation ' s  

upp 11 and commi tment to them. As a consequence, employees were considered to 

reciprocate with commitment to, and trust of, the organisation. 

3.6.9 HS- Sociocu ltura l  Perceptions on Continuance I n tentions 

, ocielal 'entinzents towards UA E nationals "working in the private sector has no 

sign[ficGnt impact on an individual 's intention of remaining in the private sector. 

The fifth and fi nal hypothesis is very much an empirical ly testable version of P 1 .  As 

i made e ident i n  Figure I ( Part B,  see above). It is the overarching contention of this 

study that senti ment wi l l  p lay a key role  in terms of UAE nationals working in the 

private sector on the one hand and the attractiveness of this sector, on the other. 

3.7 S u m ma ry a n d  G a ps i n  the  L iteratu re 

As has been art iculated in  the above review, private sector Emiratisation has thus far 

not been particularly successful .  This i s  best evidenced by the fact that of al l UAE 

nationals working. only a smal l fraction are in the private sector ( Ryan, 20 1 6) .  The 

fundamental reasons for this are also wel l  established : the distribution of oi l  wealth by 

Arabian Gu lf  go ernment has traditional ly been by way of the "job provision 

transmission mechan ism" ( Forsten lechner & Rutledge, 20 ] 0) .  Whilst such pol icies 

were we l l  intentioned, they have nevertheless resulted in today ' s  labour market strains. 

It has ( 1 )  reduced the need for obtain ing a high qual ity of education (2), the need for 

in  esting in  labour productiv ity technologies--cheap labour has been, and sti l l  is, 

abundant-and ( 3 )  led to the ( nationa l )  soc iety-wide contention that most private 

sector employment l acks prestige. 
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In tenns of gaps in th l i terature. there are a number, several of hich this 

tudy i l l  contribute toward fi l l i ng .  The first is  that no research has canvased directly 

the iew and sent iments ofUAE national working in  the private sector as substant ial 

a thi study ' s  ample. I ndeed, the bulk of other studies have only used qual itat ive 

approaches uch a the focus group and interview-based research by Farrel l  (2008) 

and Marmenout and L i rio ( 20 1 3 ) . Secondly, it constitutes one of the fi rst pieces of 

re earch that can as the v iews of a signi ficant number of HRM experts/private-sector 

practit ioner in l i ght of the M E  HRM model and this study's exploration of an 

Arabian Gu lf  H RM Model .  
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Chapter 4 :  Research Methodology and Methods 

This chapter \! i l l  pro ide the theoretical backdrop to this study in terms of its 

methodology ( the re earch paradigm) and also the qual i tative and quantitative 

proc s es and procedure u ed. In Section 4 . 1 .  th is study's objectives, propositions 

and h pothe es are set out. ection 4 .2  covers the point and purpose of " research" per 

. It e al uates the merits of variou theoretical perspectives, inc luding issues related 

to val id i t  and rel iabil i ty and sets out those used for this study. Section 4 .3 is  divided 

i nto a number of sub-sections that a l ign to the study ' s  research procedure. I t  is  here 

that the method in relation to the interview format and survey instrument are 

explained and l inked to both theory, the l i terature, the context and the purpose of this 

research (4 . 3 . 2  and 4 . 3 . 3  respectively) .  The construction of the conceptual model and 

the ways i n  which this study's  hypotheses are al igned to it are explained in Section 

4 . 3 .4 .  

4.1 Rese a rc h  Obj ectives, Proposit ions a n d  H y potheses 

As set out i n  the i ntroduction, this study' s  objectives are encapsulated by way of the 

two key research questions reintroduced here: 

• RQ 1. W hat range of measures ( incentives etc. )  are most l ikely to attract, and 

also retain,  UAE nationals to the private sector? 

• RQ 2. What role can/should H RM executives play in terms of shaping 

government pol icy so as to ensure Abu Dhabi ' s  strategic H RM goals can be 

achieved without compromising this sector' s  international competi t iveness? 

Using the hourg lass-sty le methodological approach, these broad more general research 

questions were broken down into four propositions that themselves helped inform the 
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tud . five te table hypothe i e see fol io  ing page) .  Together these propositions 

and hypothe e wi l l  al low the applied fmdings to (a)  address this study's  aims (b)  add 

to the rele ant di course and ( c ), be used as the basis for making a number of H RM 

pol icy rele ant recommendations. 

Proposit ions 

0 1  ociocultural factors-inc luding gender segregation; pride/prestige ' social 

status-are the main reason for why UAE nationals might be unwi l l i ng to work 

in  the private ector. 

02 The pul l  of the public sector-inc luding salary ' pension provIsIon; hours; 

hol idays; easy of taking paid leave-is the main reason for why UAE nationals 

might be unwi l l ing to work in the private sector. 

03 Unless government HRD strategies are overhauled it is unl ikely that the number 

of UAE national working in  the private sector ( as a ratio to those work ing in 

the c lassic publ ic  sector) wi l l  change substantia l ly .  

04 Unless private sector H RM pol ic ies, practices and procedures (particularly at 

commercia l ly-run GBEs) are overhauled i t  is unl ikely that the number of UAE 

nationals working in  the private sector ( as a ratio to those working in the c lassic 

publ ic  sector) wi l l  change substantial ly. 

Hypotheses 

0 1  Salary levels  do not have a significant impact on an individual ' s  intention of 

remaining in  the private sector. 

02 Avai lab i l ity of career development opportunities, do not have a signi ficant 

impact on an i ndividual ' s  intention of remaining in the private sector. 
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o The nature of  the work/en ironment does not ha e a signi ficant impact on an 

indi idual ' intention of remaining in the private sector. 

04 Organ i ational loyalt /commitment does not have a signi ficant impact on an 

ind i  idual ' intention of remaining in  the pri ate sector. 

05 ocietal sentiment towards UAE nationals work ing in the private sector has 

no s ign ificant i mpact on an individual ' s  intention of remaining in the private 

sector. 

4.2 Rese a rc h  Paradigm a n d  Theoretica l Fra mework 

The " understanding of something" (or someone) has been central to any research 

considered to be " c ienti fic" in nature since the beginnings of social science itse lf. 

"Research" has been defi ned a a systematic, critical and sel f-critical inquiry which 

aims to contribute to the advancement of knowledge ( Bassey, 1 992) .  The role of 

"theory" is to help better understand events and to see them in a broader, new or 

different way. A theory may be a metaphor, a model or a framework for understanding 

or mak ing sense of social events. An idea or concept can only real ly be considered a 

' theory ' i f  i t  helps explain the phenomena and improves society' s  understanding of 

it: i t  should seek to improve explanatory and predictive power. 

Tre iman ( 20 1 4. p. 4) argues that a theory need not be grandiose and/or abstract to be 

labe l led as such : any idea about the cause/s of something and for instance why and 

how two variables are associated in the ways that they are is a theory. Research 

theories themselves, it is said, can be better understood and interpreted by col lecting 

and analysing data (e .g . ,  Maruyama & Ryan, 20 1 4 ) .  Worthwhi le and effective "social 

research" m ust, therefore, be i nquiry that is critical, se l f-cri tical and systematic and, 

as Wel l i ngton and Szczerbinski (2007, p. 1 3 ) put i t :  ideal ly be grounded in and 
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con trained b empi rical data. Data col lected and sample used in any given stud 
must ne e ari ly  be c losel scrutini ed including,  inter al ia, choice of methods, 
ana lytical too ls and interpretat ion. 

I t  i th ca e that there are many definitions of research, but what they al l  have in 

common i s  th notion of inquiring into, or investigati ng something in a systematic 

manner. Four key purposes are : ( 1 )  to contribute to the knowledge base in a field, (2 )  

to  improve the practice of  a particular discipl ine, ( 3 )  to assess the value of something 

and (4 ) ,  to addres a part icular, local ised problem ( respectively these are: pure 

research,  appl ied research, evaluation research and action research) .  Merriam (20 1 4, 

p. 1 2) ets out four research perspectives: ( 1 )  positivi st/post-positivist ,  (2 )  

interpretive, 3 )  crit ica l ,  and ( 4 )  postmodemlpost-structura l .  There are many different 

paradigms or approaches in social research with labels that, according to Wel l ington 

and Szczerbinski ( 2007, p. 1 8 ) ,  imply opposite poles such as positivist/interpretive 

and qual i tati e/ quantitat ive .  Set out below are the most widely used qual i tative 

( interpretati e ;  ' more subjective' ) and quantitative ( positive ' 'more objective ' ) :  

Table 4 .  Research Methods 

Paradigm Purpose 

I nterpreti ve/ Constructi ist Describe, understand, 
interpret 

Posi t iv ist/Post-posi t iv ist Predict. control. general i se 

Types 

Phenomenology, ethnography, hermeneutic, 
grounded theory. natural ist ic/qualitative 

Experimental, survey. quasi-ethnography, 
experimental 

This  present study considers research, as a term of reference in a simi lar way to that 

of Merriam ( 20 1 4, p. 4 ) ;  in its broadest sense "research" is a systematic process that 

resul ts in knowing more about something than was known prior to the conducting of 

the research .  The term "evaluation" a lso has many definitions yet a wel l  received and 
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contemporar one gl n b Dahler-Lar en ( 20 1 3 ,  p. 1 5 ) :  the systematic and 

methodological wa of inve tigating and assessing an activity of publ ic interest in 

order to affect decisions or actions concerning thi act ivity or simi lar activities. 

To phi lo ophical ly frame qual itative, quantitative and/or mixed methods research wi l l  

be  part ia l ly  contingent on what one bel ieves about the nature of real i ty ("ontology" ) 

and the nature of knowledge ("epistemology") adding complexity to the matter is the 

confusion surrounding methodology i s  that terms such as approach, style, phi losophy, 

method, methodology and paradigm are used interchangeably and as if they are 

s nonymous (e .g . ,  Creswe l l  & Clark, 20 1 1 ;  Denzin & Lincoln, 20 1 1 ' Merriam, 20 1 4 : 

Patton, 20 1 4) .  F i restone ( 1 987 )  has pointed out that both paradigms-the quantitative 

and the qual i tative-employ different rhetoric to persuade consumers of their 

trustworthiness as wi l l  be discussed in reference to the appl ied elements of this study, 

this trustworthiness translate to val id i ty and paliia l ly also, rel iabi l i ty .  

I n  essence, quanti tative studies portray a world of variables and static states, whereas 

qual i tative studies describe people acting in events (Goodyear, Barela, & Jewiss, 

20 1 4) .  Fi restone ( 1 987, pp. 1 8- 1 9) argues that quantitative research must 

convincingly demonstrate that procedures have been fol lowed faithful ly  because very 

l i ttle concrete description of what anyone does is provided. W11ereas, qual itative 

research m ust provide a convincing depiction in adequate detai l  to show that the 

conc lusions drawn, in some way, makes sense. 

A key dist inction between contrasting research paradigms (or "phi losophies") is the 

extent to which qual itative approaches has been taken as opposed to quantitative 

approaches. Yet, as Wel l ington and Szczerbinski (2007), quanti tative methods are not 
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alwa theor - laden or h pothe i -dri en and are ' ne er '  value-free· l l· k . , eWlse, 

qual i tativ re earch can ne er be complete fiction-it must depend on some 

inter ubjective ( i f  not objective) real i t  . In cases where the research problem is 

concerned with explanation, prediction or control ( producing and monitoring 

outcomes that are bel ie ed to be desirable, for example, measuring the effectivenes 

of an Emirati ation pol icy intervention), then a hypothe is testing approach should be 

adopted. 

Thi i because much of social science is concerned with explain ing, predicting and 

contro l l ing social and psychological phenomena. On the other hand, if the 

inve t igation is concerned with in it ial explorat ion of as yet unknown territory, or with 

understanding soc ial phenomena ( fi rst-person perspective, i .e .  perspective of the 

people i nvolved) then a scientific ( sometimes cal led "positivist ' )  approach is 

constra in ing and i nappropriate. It fol lows that qual i tative cannot be said to be better 

than quantitative or vice versa. Nevertheless, it is argued that social research should 

take a scient ific approach whenever the research problem cal l s  for it ( Wel l i ngton & 

Szczerbinski ,  2007, p. 1 1 ) . 

The posit ivist approach assumes that rea l i ty exists "out there" and it is observable, 

stable, and measurable. Knowledge gained through the study of this real ity has been 

labe l led '·scient ific ."  The rigidity of this stance has to some degree become more 

nuanced (e .g . ,  post-posit ivism and logical empiricism) .  As Patton ( 20 1 4) states, 

logical empiric ism seeks unity in science and asserts that there are no fundamental 

methodological d ifferences between natural and soc ial sciences whi le post-positivism 

recognises that knowledge is "relative" rather than " absolute" but, nevertheless, 

empi rical evidence can be used to dist inguish between more and less plausible claims. 
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The interpreti e approach. according to Meniam ( 20 1 4. p. 9), typical ly  assume that 

real it i ocial ly c n tructed. that i , there i no ingle. observable real ity. Rather. 

there are mult iple real it ie (" interpretations"). In l ine with this way of thinking then, 

re em'cher do not ' find' knowledge. the 'construct it' ( 'constructivism" is a tem1 

o ften u ed interchangeably with i nterpret ivism ) .  

Creswel l  and C lark (20 1 1 )  explain, from this perspective, individuals seek 

under tanding of the world in which they l ive and work by developing subjective 

meaning of their experiences. I t  i s  because these meanings are varied and multiple 

that qual itat ive research method are required. The experience a person has includes 

the way i n  which the experience is interpreted: there is no "objective" experience that 

is detached from its own interpretation. In other words, they are not simply imprinted 

on i ndividuals but are formed through interaction with others ( hence social 

construct ivism) and through historical and cultural norms that operate in individuals'  

l ives ( Patton, 20 1 4 ) .  

The posit ivi sm paradigm ,  also known as  the natural ist paradigm, focuses and deals 

with the phi losophy of science. Posit ivism is the phi losophy of science that positive 

facts, i nfonnation derived from sensory experience, interpreted through rational or 

logical and mathematical treatments, from the exclusive source of a l l  authoritative 

knowledge; and that there is val id  knowledge ( certitude or truth) only in this derived 

knowledge. Veri fied data (posit ive facts) received from the senses are known as 

empirical evidence. thus is posit ivism based on empi rici sm. Positivism reflects the 

principl es of natural  scientist and provides a basis for a wide variety of research 

methods. and approaches, most ly quantitative. The core principle of this paradigm is 

based on the argument that the rea l i ty e ists external ly and is independent of the 
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re earcher. and that the real i t  prop rtie can be mea ured directly through observation 

(Guba & Lincoln, 20 1 1 ) . It fol lows that a po it ivist paradigm wi l l :  ( 1 )  be ba ed 

cienti fic and systematic res arch l i nes ( 2 ), be based upon items that are either tangible 

or can be j udged by the enses and ( 3 ), be based upon facts and not abstract notions. 

Guba and Lincoln  ( 20 1 1 ,  p. 1 05 )  argue that both qual itative and quantitative methods 

may b u d appropriatel with any research paradigm. 

The ke point of this parad igm is that the verac ity or real i ty or actual ity is  a social 

con truction and its impl ication and mean ing can be constructed based on 

c i rcumstantial features or contextual characteristics Guba and Lincoln (20 1 1 ) . Appl ied 

re earch i aimed at fi nding solutions to a problem that is troubl ing the society whereas 

fundamental research is concerned with creating a theory or general ising a set of 

theories .  Fundamental i s  research is also known as gathering of knowledge for the 

sake of knowledge.  Appl ied research is purpose oriented and involves scienti fic 

i nquiry whereas fundamental research or basic research is aimed at enhancing the 

knowledge base. 

I n  summary, research is a process for enhanc ing and adding to the current knowledge 

i n  any given field.  A lthough there is no universal ly accepted frame of reference for 

what exactly  "research" i s  (Col l i s  & H ussey, 20 1 3 ), it can be segmented into four 

categories ( Kothari, 2004) .  This study then considers research to be a combination of 

the fol lowing:  to gain fam i l iarity and better insights on a concept (or research 

problem) ,  secondly to describe the key characterist ics of a group or concept. Thirdly 

to ascertain the frequency or probab i l ity of occurrence of any phenomena and to find 

causation of the i m  pact of one element over another. 
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".2 . 1 Qual itative and Quan titative Re earch 

Thi tud u one to on semi-structured interviews as the research instrument for 

qual itati e data gatheri ng aspect of the mi ed-methods approach it adopts . Other 

tudie on Emirati ation ha e also adopted, ometimes exclusively, such strategies 

( see e .g . ,  1 Waqfi & Forstenlechner, 20 1 3 ' Marmenout & Lirio, 20 1 3 ) . I t  also uses 

quantitative methods. Quantitative research is about hypothesis testing and theory 

testing: predictions are stated explicit ly, and then con fronted with the data. 

Quantitative research, therefore, re l ies heavi l y  on algorithms: sequences of clearly 

defined procedures which, when appl ied, always produce a desired end result .  One of 

the most common techn ique of quanti tative research is questionnaire or survey-based 

research instruments. The in i t ial step in analysing numerical data is to describe and 

present them clearly; " descriptive stat ist ics" are used for this. These tools  deal only 

with the properties of the samples actual ly  studied ( i .e . ,  those interviewed/surveyed) .  

Fol lowing this, the sample data can be examined by way o f  " inferential stati stics" to 

see what val i d  conclusions can be made about the properties of the population from 

which that sample was drawn (e .g. ,  the sign ificance and probabi l i ty of any finding 

being appl icable to the wider population; how general izable are the study' S  

observations?) .  

I n  any given quanti tat ive study, the results o f  various algorithms have to be integrated 

and evaluated i n  order to anive at a sati sfactory conclusion about the truth of the 

i nit ial  hypothesis .  Wel l i ngton and Szczerbinski (2007, p. 1 1 7) state that quantitative 

research rel ies on measuring variables or, at a minimum, counting of objects or events: 

the data converted into numbers prior to statistical analysis. The goal of urvey 

research is to describe the characteristics (e .g . ,  atti tudes, behaviours, or values) of a 
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group of people, th re lation hip among those characterist ics, and the relation hips 

of tho e characteri t ics ith other variable , such as the ociocu!tura! conte t of the 

idio yncrasies of the given labour market. Quantitative research strives to formulate 

general laws that appl to whole populations of objects, events or people; various 

algorithm are employed wide! as tools .  Having said this, i t  is never total ly  objective 

i n  a pure scienti fic ense because of what are cal led "heuristics," the researcher ' s  

hunches based on intuition, the l i terature etc. These play a role in tenns of exactly 

which tools  to us and which tests to perform .  

4.2 .2  M ixed M ethod (Triangulation)  

Maruyama and Ryan ( 20 1 4) point out that strategies that focus exclusively on  one type 

of val id i ty can undennine other types of val idity and thus, qual i tative and quanti tative 

methods can often be complementary. Critical ly ,  it is argued, the choice of the method 

should always be dictated by the nature of the problem Wel l ington and Szczerbinski 

( 2007. p. 20) .  For i nstance, some background statistics ( i .e . ,  a quanti tative element) 

can set the scene for an in-depth qual i tative study. The principle of triangulation can 

be extended beyond Faulkner' s fom1Ulation ( that is :  each additional method deployed 

gi ing the research an additional vantage point and insights) .  The nature of the 

research genera l ly  dictates the k ind of data chosen and the manipulations performed 

(Treiman. 2 0 1 4, p. 4) .  

Fundamenta l ly, though, without an idea the manipulation of data is pointless ( e.g. ,  a 

RQ such as : I s  the reason this far for l imi ted private sector Emiratisation due to a ski l ls 

mismatch or because UAE nationals do not want to work in the private sector for 

reasons of  pride and prestige? ). Research designs and methodology are not mutual ly 

excl usi ve; procedures used in one type of research can be incorporated into other types 



93 

of re earch .  Treiman (20 1 4, p. 1 9) pel l s  out the process as fol low : an ini tial idea is 

fonnulat d into a re carch problem, an appropriate ample i s  chosen, a survey 

conducted, and a set of ariables created and combined into scales to repre ent the 

concept of i nterest . fter this, the relationships between the variables can be analysed 

and di cu ed; typical ly ,  th is  centres on investigating the probabi l i ty distribution over 

categories of the dependent ariable computed separately for each category of the 

independent ariables. 

It i s  the case that the 0 erarching goal i s  to obtain data that are as strong as possible in 

term of i nternal. external and construct val id ity in l ight of practical restraints (e .g . ,  

t ime co t and sample acce s ) .  When i t  comes to data col lection most methods in social 

re earch wi l l  yield both qual i tative and quantitative data: interview can produce 

quanti tative data; questionnaires can col lect qual itative data, e.g. in open-response 

questions; case studies can involve systematic, semi -quanti tative observations. 

D ifferent modes of data col lection can sometimes be combined to improve response 

rates and data qual ity and thus the strength of the concl usions that can be drawn (e .g . ,  

Maruyama & Ryan, 20 1 4, p. 3 96;  Wel l i ngton & Szczerbinski, 2007, p .  20) .  

The concept of using a mult i -method approach in  col lecting data and information i 

often referred to as "triangulation." Cohen, Manion, and Morrison (20 1 3 ) define 

triangulation as using two or more methods of data col lection in a given study of some 

aspect of human behaviour. ( Wel l ington & Szczerbinski ,  2007, p. 20) .  It fol lows then 

that the qual i tative and quanti tative methods can exist side by side in an enquiry and 

that there is no fundamental c lash between the purposes and capacities of qual i tative 

and quantitative methods or data. 
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Bryman and Bel l  ( 20 I S ) and Richardson and Kramer (2006) point out that 

triangulation, hich ha been deplo ed for decades, offers opportuni ties for 

p rforming mult i - Ie eJ anal se and cross-val idating theoretical frameworks with a 

gi en tudy's  hypothese . Burgess ( 2002) points out such an approach can be een 

a methodological pragmatism. This study uses mix methodology for two reasons, first 

the appl icat ion of mult ip le methods of inquiry wi l l  enhance the rel iabi l i ty and validity 

of the study and secondly it a lso gives an opportunity to col lect information from three 

di fferent perspect ives, the UAE nationals who are the main subject of the study, the 

H R  managers and employers and also the experts and the policy makers. 

4.2.3 Val id ity and  Rel iabi l ity I ssues 

The aim of the study is to better understand how and why UAE nationals currently 

working in  the private sector can be made more l ikely to stay there. Thus in 

combination with the qual itatively-orientated H RM interviews, a number of testable 

hypotheses were devised . A hypothesis in research is a statement of an expected 

relationsh ip  between variables: a plausible explanation that elucidate the expected 

relationship between pay and organisational loyalty. Stati stical analysis in the social 

sc iences typical ly contributes to the developing and veri fication of theories (which 

themselves are explanations of how the social world works above and beyond a given 

sub-sample of the population). 

According to H anneman, Kposowa, and Riddle (20 1 2) , hypothesis testing begins with 

a speculat ion about how the social world works that itself is grounded on prior 

research, observation, and previous empirical work. Based on previous research, new 

research can fom1ulate hypotheses about the values of sample statistics in advance, 

and then evaluate whether the evidence from the sample is consistent with the assumed 



95 

outcome .  H pothe i te t ing u e both d criptive and inferential statistics to assess 

wh ther a et of ob ervat ions, ba ed on a gi en sub- ample. is consistent with what is  

reported in  the extant l i terature. In  hypothesis testing, sample statistics 

(characteri tics) are invest igated to arrive at best guesses or estimate of population 

parameter . Rather than an e ploratory appl ication of statistics, hypotheses can have 

a confirrnator appl ication; they seek to (d is )confirrn theories using sample 

ob ervations ( Hrumeman et al . ,  20 1 2 ) .  

I t  i regularly tated that in  social research, the construction ruld val idation of theory 

and the u e of stat ist ics i never an end in  itse l f, but rather a means to achieving an end 

( Hrumeman et aI . ,  20 1 2, p. 9 ) .  A theory is simply a proposed explanation for why 

something is the way it is or operates as it does. Scientific theories are never proven 

to be true but are always tentat ive explanations that might apply to help us understand 

something. Whi le  there are many i ssues i n  making val id  connections between abstract 

theories and concrete observat ions, statistical tools  address some of the issues of 

inference from samples to more general populations. Before statistical analysis, 

however, testable  quest ions need to be formulated. 

I n  terms of rel iabi l i ty and val id i ty, in  order to make sense of an observation. 

comparisons are essential . The same phenomenon may be observed over t ime, 

compared to other phenomena that are simi lar to it or indeed differ from it. The next 

step is to develop a tentative explanation of the given phenomena-a theory for why 

it does what it does . Exist ing theories that are directly related to the research problem 

or theories related to s imi lar research problems can be used and from these, hypotheses 

can be developed. The confirmatory phase of research fol lows the hypothesis 

formulation stage : the systematic col lection of data the formal testing of hypotheses 
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hich in turn lead to u e of orne tatistical models  to make predictions and, the 

verification of the the r . ( Hanneman et a l . .  20 1 2 ) .  

Wel l i ngton and zczerbinski ( 2007, p. 1 23 )  point out that the nul l hypothesis typical ly  

predicts that the population effect measured equal zero-in other words, there is no 

d ifference between popu lation X and Y; there is no association between variables X 

and Y ( the coefficient of correlation between X and Y is zero) .  When populations are 

refen'ed to they can. of cour e, be of countries but also for example of organisations. 

A probabi l i ty sample is a subset of the population selected in such a way that the 

probabi l ity that a given i ndividual in the population wi l l  be included in the sample is 

known. Ba ed on this, and extrapolated to the wider population, inferences with in a 

spec ified range can be made in  term of what the l ikely result wi l l  be in the population. 

H igh internal consistency rel iabi l i ty ( i .e . ,  a high value of coefficient alpha) does not 

nece ari l y  mean that a mea ure made up of mult iple items assesses a single dimension 

( Wel l i ngton & Szczerbinski ,  2007). This is why methods such as Confirmatory Factor 

Analysis (CF  A )  are often deployed. Such stat istical tests can determine whether a 

measure assesses single or multiple  dimensions. Such statistical tests help determine 

i f  such d imensions reflect the underlying construct (or constructs) in expected ways 

(Maruyama & Ryan, 20 1 4, p. 22 1 ) . However tests are not "culture free" and cannot 

be perfectly "neutral"; but equally, a wel l -designed test is not inherently biased

triangulation and converging evidence are powerful safeguards against bias. As 

Wel l i ngton and Szczerb inski ( 2007, p .  1 68 )  attest, there is l i tt le doubt that 

psychometric tests are very useful i f  not essential . Yet, their resul ts should never be 

presented as wlconditional sc ient ific fact .  
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In tem1 f vaJ idit , the appl ied nature of most social science re earch means that 

recommendations ha e to be grounded on al id and rel iable reflections of real i ty 

( hence this study's  rel i ance on expert interviews and a large-scale survey of private 

ctor emplo ee ). Val idi ty tends to be related to the notion of how truthful or genuine 

omething is �  a measurement i val id according to the degree to which the measuring 

in  trument or procedure matches its stated intent. Rel iabi l i ty is  a necessary but not a 

uffic ient condition of al id ity. I f  a test is unrel iable it cannot be val id ( because it 

mea ures nothing preci ely) however, even a very rel iable test may be inval id-if it 

measures preci se ly  something other than what it intended to measure (Cohen et aI . ,  

20 1 3 ). Val idi ty is  the mo  t important requirement of a l l  psychometric tests ' indeed. i n  

i ts broader sense; it is  an  essential requirement of every scient ific investigation 

( We l l i ngton & Szczerbinski ,  2007, pp. 1 49- 1 50) .  

As L incoln ( 1 99 5 )  puts i t ,  are a study 's  findings "sufficiently authentic? Would the 

researcher fee l  sufficiently ecure about these findings to construct social pol icy or 

legis lation based on them? Indeed, as Merriam (20 ] 4, p. 20 1 0) states, to have any 

effect on either the practice or the theory of a field, research studies must be rigorously 

conducted; they need to present insights and conclusions that seem and sound 

plausible to academics and practitioners. Face val idity is evaluated by experts. who 

read or look at a measuring technique and decide whether it appears to measure what 

the researchers intend it to measure ( see Table 5, below) . Evaluat ing face val idity is 

h ighly subjective accord ing to Maruyama and Ryan (20 1 4, p. 2 1 2 ), yet without such 

a test other researchers are l ikely to question the val idity of a measure that does not at 

face value appear to measure the intended construct. To be clear then, establ ishing 

val idity is in  fact beyond the remit of any single study and can only be achieved 
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incrementa l ly  b a s tematic re earch programme; the extent to which a te t can be 

con idered a val id can only emerge slowly, as the evidence from various tudies 

acclU11ulate . 

Type 

Fa e val id i ty 

Construct val id i ty 

Cri terion val id ity 

Content val id i ty 

4.3 P roced u res 

Table 5 .  Measures of Val idity 

Explanation 

The inter iew fomlat ( survey instrument) appears to measure 
what it purports to measure. While this criterion is inherently 
ubjective it is nonetheless useful and can be achieved by way 

e, pert crit ique of provisional model surveys. 
I f  a test indeed mea ures a palticular variable, then the re ults 
it produces should be consistent with what the scient ific 
theory and existing empi rical data te l l  us about that variable 
( also termed " theoretical val idity"). 

If a test indeed measures a particular variable, then its results 
should agree with other, external criteria of that variable. For 
example, a psychometric test of creativity, if valid. should 
produce much h igher scores among professionals whose jobs 
require "thinking out of the box'" (e .g .  designers and 
architects), in comparison with members of more 
" convent ional" professions. 

A test that is  val id has content ( i tems) that represents the 
variable being measured in a comprehensive way. For 
example, a test of reading comprehension for adults that 
checks only l i teral understanding of narrative prose has 
l imi ted content val idity, since adul ts read many types, and 
should have the abi l i ty to extract their l i teral as wel l  as 
inferent ial ( hidden) mean ings. 

The survey of approximately 20 minutes in durat ion, was carried out at the given 

sample member 's  organisation. Participants were provided with an information sheet 

explain ing the general purpose of the research study. This  also stated that participation 

was voluntary and that their responses would be anonymized and in no way be 

attributable to them. First ly, a pi lot study was conducted (n=3 1 )  to ensure that the 

questions ( and their Arabic translations) were clearly worded and logical . 
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It i important to n te that botb the pi lot urvey and the pi lot interviews were carried 

out at the author' p lace o[ work, whicb can be considered as quasi -private in that it is 

a commercia l ly-run, G B E  that i not part of the "classic" publ ic sector. The purpose 

of the e pi lot studie wa to ensure that the questions and format were appropriate and 

logical . Fol lowing the e pi lot tudies, some i tems were dropped and some rewarded 

aided b fac al id i t  checks with respect to the survey instrument; in total 650 

completed and usable survey responses were col lected . 

4.3. 1 Sample Select ion,  Eth ics and  I nformed Consent 

Val id ( i . e .  unbiased) norms require a representative sample: one that is  sufficiently 

l arge and selected by some degree of probabi l i ty sampl ing ( Wel l ington & 

zczerbinski ,  2007 p. 1 23 ). "Normal isation" applies to nonn-referenced research that 

seeks to i nterpret the performance of a sample member by comparing it with the 

perfonnance of other members of the same population. As Maruyama and Ryan (20 1 4, 

p. 23 1 )  explain, a population i s  the aggregate of a l l  of the cases that conform to some 

designated set of specifications. Thus, the speci fications "people" and "being resident 

in the UAE" define a population consisting of al l  the people who are residents in the 

AE .  

We  could s imi larly define populations consisting of a l l  the households in a particular 

c ity d istrict, a l l  students who are enrol led ful l  t ime at a particular university, or al l the 

case records in an agency ' s  fi les. I t  fol lows that what is found out about the sample 

would ' ideal ly '  be true of the population as a whole. However, this might or might not 

be the case. The extent to which the infom1ation received by the sample can be 

extrapolated to the wider population depends in no smal l  part on the way in  which the 

( ub-)sample is se lected ( Maruyama & Ryan, 20 1 4 ) .  It has been argued that the basic 
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di tinction In modem ampl ing theory IS betwe n probabil ity and nonprobabi l i t  

ampl ing.  

Maru ama and Ryan ( 20 1 4, p .  238) set out how "simple random sampling' , dist inctive 

from nonprobabi l i t  ampling, i the most basic probabi l i ty sampl ing design; a simple 

random sanlple i selected using a process that gives every element in the population 

an equal and independent chance of being included in the sample. As Maruyama and 

R an ( 20 1 4 )  explain, probabi l ity sampl ing is the only approach that makes 

repre entat ive sampl ing plans possible .  Probabi l i ty sampling makes it possible to 

est imate the extent to which the findings from a sample are l ikely to differ from what 

would have been found by studying the population. In non-probabi l i ty sampling, there 

is no way to est imate the probabi l ity each element has of being included in the sample 

and no as urance that e ery element has some chance of being included . 

This  study uti l ised two samples, one for interviews, the other for the survey. The target 

population for the interviews was predetermined to the extent that it would only 

inc lude individual s with insider infoffilation ( expert knowledge) and/or directly 

involved with the H RDIHRM aspects of Emir at is  at ion in  some way. This was enacted 

by using a snowbal l ing technique faci l i tated by T ANMIA, the Ministry of Labour and 

contacts at two Federal  HEIs .  In total 60 individual s were interviewed. As wi l l  be 

evident in the fol lowing chapters, interviewee personal detai l s  are not provided, only 

their t i t les/field of expertise are mentioned where relevant and the same appl ies to the ir 

given ident ifier tag. A l l  interviews were conducted by the author at the interviewee' s  

organisat ion. The majority were conducted in  Engl ish (a  few were i n  Arabic ) and most 

were recorded and the relevant po ints transcribed. However, several preferred their 

i nput to be "off record" and were thus not recorded. 
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With re pect to the ampl of employed Emiratis in the private sector, the total 

population i s  very smal l ,  quite l i teral ly  in the 1 ,000s (National Bureau of tat istics, 

20 1 4 ) .  Thi s  is quite simply because of the fol lowing factors : ( 1 ) wel l  0 er 90 per cent 

of a l l  UAE national s  work for the conventional public sector and (2 )  the population 

is young and many are sti l l  in ful l  time education. However, of the targeted subsample 

DHRA (at the t ime TA M I A  and the TA WTEEN Counc i l )  was contacted and Ii ts 

of registered nationals who had been placed i n  (quasi - )  and ' real ' private sector 

po it ions were sol ic i ted. I n  addit ion, personal contacts were used with executives at 

M ubadala ( the  organisation that oversees a great many of the UAE's  new wave GBEs) 

( Mubadala, 20 1 0 ) .  Together and combined the author had access to a uniquely large 

pool of potential i nterviewees. A l l  were contacted by email by way of the respective 

organisat ion's H R  depat1ments ( the majority of the HR managers contacted) who did 

agree to part ic ipate in  this research by agreeing to distribute and in  cases fol low up the 

email  ( the email had l i nks to the questionnaire and participant information detai ls) .  

Turning now to the survey sample, Emirati nationals currently working for GBEs (and 

other private sector organisations) were asked to participate in  the research study by 

complet ing a q uestionnaire. Sample members were selected from within a pre-defined 

target group : those currently working in the private sector (or, more speci fical ly, 

employed in  organisations that are not part of the c lassic publ ic sector). Along with 

the questionnaire, a consent fonn was also attached which provided complete detai l s  

about why the information was being col lected. This document explained that 

partic ipat ion was entirely voluntary. The part ic ipants were also infonned that their 

names and other personal deta i ls  would remain confidential and the information 

gathered would only be used for academic purposes ( i . e . ,  not commercial ones) .  The 
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am information wa pro ided to a l l  those interviewed for thi study. As shown in 

ppendix and ppendix B, both interviewees and those that participated in the 

sur ey ere provided with part icipation information sheets and guidance about 

pro iding their informed consent (and information on how their input would be used, 

anonymised and ecure ly stored) . 

.t.3.2 I n terv iew Format 

A Wel l ington and Szczerbinski (2007, p .  8 1 )  state, interviews are often said to "reach 

the part which other methods cannot reach ."  Although face-to-face interviews are 

more cost ly  the can be pat1 icularly effective for certain types of research ( Maruyama 

& Ryan, 20 1 4, p. 3 96) .  There are general ly considered to be three types of interview 

format : structured, semi- tructured and unstructured. DeManais ( 2004, p. 5 5 )  defines 

an interview as the process in which "a researcher and participant engage 111 a 

conversation focused on the questions related to a research study" . 

Face-to-face i nterviews are typical ly used when there is reason to bel ieve that 

prospect ive research part ic ipants would be able to provide more insight (detai ls 

regarding the research problem ) i f the data gathering fOtmat were open. In  other words, 

when the primary questions of interest are 'open-ended ' and more in-depth responses 

are sought. At the other extreme, a highly structured interview is essential ly  a typed 

survey conducted verbal ly ( Merriam, 20 1 4, p. 90) .  Open-ended questions are used 

when possible responses are too varied or complex to be conveniently l isted on a 

questionnaire or when the researcher doesn ' t  have a very good idea of what the 

possible responses wi l l  be ( Treiman, 20 1 4, p. 4 )  
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The .. emi- tructured" inter iew format, thus overcomes the problems inherent in 
being overly rigid or overly f1exibl . It i no urprise that Wel l ington and Szczerbinski 

( 2007. p. 84) tate that thi interview method i often the most valuable for research in 

th ocial science field .  In temlS of se lecting interviewees (practical ities aside ) the 

tenn "key infonnant" is used to describe the person who may be the key figure in  a 

piece of qual i tative research ( Wel l i ngton & Szczerbinski, 2007, p. 84) who possess 

pecial "in  ider" infom1ation and/or " expert" knowledge ( Rutledge & AI-Shan1si ,  

20 ] 5 ) .  

The a erage durat ion of the e interviews was 45 minutes and al l  were conducted by 

the author. I n  the majority of cases, they were conducted at the interviewee' s  

organisation/institution but several were conducted at job fairs and the side- l ines of  

Emiratisation events. Questions that compri sed the semi-structured interview prompt 

sheets are set out in Table 6, below ( see Appendix A for the participant information 

and informed consent sheet ) .  It was optimal to have three sets of questions : generic 

ones that a l l  i nterviewees might expect to be able to address; ones tai lored to HRM 

practitioners of a more direct and practical nature and thirdly, ones related to 

government pol icy and labour laws that are more suited to academics and government 

pol icy experts. 

Table 6. I nterview Guide Quest ions 

a What are the main chal lenges in  relation to private sector Emiratisation? 
1 

a What mechanisms ( top-down, bottom-up pol icies and H RM practices) are 
2 most l i ke ly to address such chal lenges? 

o To what extent do social factors play a role in the recruitment and retention of 
3 Emirati s? 

a I n  what ways can the work environment be improved to attract/retain more 
4 Emirati job seekers? 
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o 
5 

D� ou th ink that HE I s  are equipping Emiratis with appropriate market-
onentated employabi l ity ski l ls? 

o 
6 

o 
7 

ho� ld acadel�ia and indu try col laborate more (matching; internships; 
cUrrIcu lum desIgn etc . )? 

What changes to current government Emiratisation pol icy would you 
recommend ? 

H R M  Professiona l  Specific 

o What .are .the chal l enges you face with regard to Emiratisation program at your 
8 o rgal1l sation ? 

o What are the primary i ssues your Emirati employees raise in relation to job 
9 satisfaction? 
1 Are OUf Emirati employees atisfied with their salary package? I f  not, why 
o not? 

What type of comp nsation packages does your organisation provide to 
Emirati employees? 

1 Apart from remuneration, what other aspects of retention are considered to be 
:2 an i ssue? 

1 I n  what ways i s  Emiratisation beneficial to your organisation? 
3 

E m i ratisat ion Po licy Expert Specific 

1 I n  what ways i s  Emirati sation being implemented ( top-down; bottom-up) and 
4 progress monitored? 
1 How can Ernirati sation be implemented more effectively between now and 
5 2030? 
1 6  What are the Key Performance I ndicators ( KP I )  in  relation t o  private sector 

Erniratisation and, how effectively are they being met? what are the penalties 
if any? 

ote: These are guide questions, due to the in/ended organic nature of the interview forl71a/, 

not all were used in every intervie'rl' and some topics were discus ed that are not set out above. 

4.3.3 Su rvey Construct 

A lthough the main purpose of a survey questionnaire is said to be "fact-finding" they 

can also be used to test a hypothesis or add weight to a theory. As Well ington and 

Szczerbinski ( 2007, p. 95)  put it, surveys can provide answers to the questions of what 

where, when and, how. According to Maruyama and Ryan (20 1 4, pp. 395-396), the 

two most basic research designs in survey research are cross-sectional surveys and 
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panel urve s .  The fi r t in olves the col lection of data from a ample of participants 

at the arne point in t ime. Th is design is most often used to est imate the pre alence of 

characteri t ics in a population (e .g . ,  the percentage of Emirati graduates who agree or 

di agree with a statement conc rning the attractiveness of pursuing a career in the 

pri ate ctor) . 

Cross-sectional survey tend also to be used to assess relationships among variables 

(e .g . ,  re lationship between participant gender and agreement with Emiratisation 

pol ic ies and procedure ). The second. panel survey, is a longitudinal design in which 

data are col l ected from the sample on a number of occasions over time. As Maruyama 

and Ryan ( 20 1 4, p. 396)  state, panel surveys are most often used to assess stabi l ity or 

change i n  att i tudes, bel ief . and behaviours, for example, change in  racial prejudice, 

bel iefs about global warming, or the prevalence of single-parent households. 

I n  terms of survey structure it is said that in general questionnaires should be broken 

down i nto sections. topics or themes. as Neuman (2006) put it, "one should sequence 

questions to min imise the discomfort and confusion of respondents," and should 

typical ly begin with straightforward. c losed questions, leaving any open-ended 

questions to the end. More fundamental ly, formulat ing questions in both interviews 

and q uest ionnaires is a d ifficult art ( We l l ington & Szczerbinski, 2007, p. 98) .  This is  

an important feature of triangulation. Thus questions which were particularly 

successful during  an interview ( i nc luding open-ended questions) can be fol lowed up 

with greater numbers of subjects. Prior interviewing wi l l  also help  with the wording 

of questions. 
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que tionnaire, and the questions within it , can be de eloped from prior re earch 

method , but th u e f a pi lot i sti l l  essential ( Wel l ington & zczerbinski, 2007, p .  

1 07) ,  the pi lot stud for thi  re earch is covered in ection 4 .3 ,  above . With regard to 

thi tudy, the Ul e instrument which consi sted of 34 items designed to provide data 

to fit this tudy ' conceptual framework ( see Figure 1 ,  parts A & B above). I n  addition 

to demographic items, a number of items were designed to better gauge sociocultural 

in fluences. These items were based on an extensive series of labour market-based 

urveys conducted i n  the early 2000s reported on by Nelson (2004) .  The items reported 

on are 5 -point L ikert statements ranging from "strongly agree" to "strongly disagree" . 

The problem of common method (or same source) variance/bias is also a 

concern for i nterpreting outcomes of survey-based research.  As Bryman and Col l inson 

(20 1 1 ,  p. 1 8 ) .  state, this problem may arise, for example, when sample members, 

"supply data relating to both the leadership variables (e .g . ,  leader behaviour) and the 

outcome measures (e .g . ,  organi sat ional commitment ) in [ the same] study.' Addressing 

this concerns Spector and Brannick ( 2009, p .  346) argue that almost al l  questionnaire

based research is required to dedicate a paragraph to underscore the point that the 

result are l i kely biased by the methods used, and that ' caution ' must be exerci sed in 

interpreting resu l ts" ( interesting, Spector is the academic behind the JSS scale that this 

study makes use of and moreover, the i ssue of same-source bias is discussed but not 

seen as overly prohibit ive by others who have conducted s imi lar questionnaire-based 

research on the UAE's  labour market namely :  Mohamed Ibrahim and Perez (20 1 4) ) .  



Table 7 .  Survey Questions 

1 .  Contin uance I n tention 

I am happy to work in  the pri  ate sector 
I would move to the publ i c  if r could secure employment there 

I i ntend to continue working for this organisation for the foreseeable future 

Working i n  the private sector is better than what most Emirati s think it to be 
2. Sociocu l tura l  I nfluences 

Most Emirati s  do not understand the need for private sector Emiratisation 

ociety sees publ ic sector employment as more appropriate for Emirati women 
I bel ieve the government should provide a l l  cit izens with government jobs 

ociety attaches more prestige to individuals who have jobs in the conventional 
pub l ic sector ( including the army and pol ice force )  vis-a.-vis the private sector 
3. Job Satisfaction 
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I n  my pre ent occupation, I an1 satisfied with my salary ( financial compensation) 

In my present occupation I am satisfied with my days of annual leave 

I n  m present occupation, I am sati sfied with my weekly working hours 

I n  my present occupation, I am sati sfied with my level of job security 

I n  my present occupation, I am sati sfied with my training opportunities 

I am happy with the training opportuni ties avai l able to me 

There are opportunities to discuss my career development and progression 

I do not face a lot of stress in my job in the private sector 

I am happy working along non-nationals (peers and managers) 

My col leagues help me when I have a work problemJI have a mentor at work 

I am happy to use Engl i sh ( alongside Arabic )  as an when necessary 

I am happy with the trust management (and mentors) place in me 

I am proud to work for my organisation 

I am happy with the relat ionship I have with my l ine manager (and/or mentor) 

I fee l  I am an asset to my organisation and contribute to its success 

ote : The survey a distributed was informed by an initial pilot study (see Appendix C), based 

on that, revisions were made. 
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4.3 .... Conceptual M odel and Data AnaJy i 

While ome 650 U E nationals employed in the private sector were surveyed we 

would l i ke to talk about al l  of this demographic ( we want to make general isations 

about ' al l '  c i t izen ). Thi can be achieved by way of "inferential statistics. ' Statistical 

tool enable inferences about variation and covariation in a population, based on the 

in� rn1ation avai lable from a sample drawn from that population. As Hanneman et a l .  

(20 1 2) points out ,  detennining how confident one can be in making an inference is  

complex and the main focus of inferential statistics. In tandem with this, i t  is  also 

impo11ant to present descriptive statistics. I n  general term , ' descriptive stat istics" 

ummari e and i ndex infom1ation about the sample at large in such a way that can 

accurately, and rel iabi l i ty say thi ngs about the main patterns that are present in the 

data ( H armeman et a 1 . ,  20 1 2, p. 5 ) . 

I n  terms then of  tills study ' s  quantitative data col lection, questionnaires were 

distributed i n  a nwnber of ways:  i t  was emai led to participants and they were even 

given a cal l  to help them understand what is required of them. Some questionnai res 

were given to managers who being interviewed for the employer sect ion of the 

qual i tative data col lection to get it fi l led speci fical ly from their UAE native employees 

who they have h i red as a part of the Emiratisation process. To ensure that the managers 

had no influence on their employees' responses, their emai l ids were requested and 

forms were i nd ividual ly emai led to them without any intern1ediary being involved in 

the process. In terms of analysing this quanti tative data, SPSS was used. 

The entire questionnaire was coded i nto SPSS and every response was fed into the 

software. Once the data entry was complete, the data was tested for reliabi l ity and 

val idity .  Wel l ington and zczerbinski ( 2007, p. 1 28 )  explain that in cases where the 
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probabi l i t  Ie el i p<.05 could be by chance, but on ly fewer than 1 in  every 20 

occa ion ; a rather improbable e ent ( the nul l  hypo the i is true) .  It is, therefore, more 

rea onable to conclude that the observed effect did not occur by chance, but reflects a 

real e ffect within the ample studied. With regard to this study, the data ( n=653 )  was 

ubjected to exploratory component factor analysis and subsequently combined into a 

number of independent ariable groupings to be tested against the dependent variable :  

" l ike l ihood of remaining in  private sector employment'" shortened to "continuance 

intentions" (4 items a .945 ) .  

I n  term of the sort of H RM strategy that may be  best sui ted to the UAE's  GBEs, ( see 

part C. above), it i s  important to ituate this within the broad H RM paradigms. The 

organisation is p laced at the centre of a range of HRM-related theoretical approaches 

and trategies. Locus of control can be seen as the degree to which H R  strategy focuses 

on the c lose monitoring of its employees and can part ial ly be placed on a c l ine from 

"process-based" to "outcome-based."  This reflects two distinct management logics; 

one ( process-based contro l )  that concentrates on efficiency and cost containment by 

contro l l i ng and monitoring employee performance careful ly and another, (outcomes

based contro l )  which concentrates on actual results ( Bamberger et aI . ,  20 1 4 ;  Bratton, 

20 1 2 ) .  The second c lone is related to employee recruitment; this represents the 

strategic choice between training incumbent staff ( i nternal , left-hand side; and hiring 

ready-trained individual s (external, right-hand side) .  I t  suggested that any given 

organisation wi l l  orientate towards ' making their workers, h igh investment in 

train ing, or ' buying' the ir  workers from the external labour market (acquisition vs. 

development of employees; ' make-or-buy ' ) . 
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In term of the four panel , the top left one ("Commitment HRM strategy") stresses 

the internal developm nt of employee ' competencies. This then would typical ly 

inc lude knowledg -based practices. In  such organ isations, it is management that rel ies 

upon emplo ee to deal with the inherent uncertainties in the labour process ( i .e . ,  only 

the 'outcome' of the emplo ee' work is eval uated and moni tored as employees to an 

extent managed them elves) .  The bottom left panel ( ,-Paternal istic HRM strategy") 

impl ies a mode of operation that offers leaming opportuni ties and internal promotion 

to employees in compl iance with process-based control mechanisms. Moving to the 

right-hand side, the top left panel ( "Col laborat ive H RM strategy" ) involves the 

organisation subcontracting work to external independent experts and giving extensive 

autonomy and evaluat ing employee performance principal ly in terms of outcomes. 

The last ( " Tradi tional H RM strategy") focuses on recruit ing employees with the 

requisite ski l l s  and competenc ies and process-based controls .  

The patemal ist ic HR strategy offers leaming opportunities and internal promotion to 

employees for their compl i ance with process-based control mechanisms. Each HR 

strategy represents a di t inctive H R  paradi gm or  set of bel iefs, values and assumptions, 

that guide managers . Bamberger et a1. (20 1 4) suggest that the HR strategies in the 

d iagonal quadrants ' commitment' and ' traditional ' are l ikely to be the most prevalent 

i n  i ndustria l i sed world, particularly US  organisations ( see also: Baird & Meshoulam, 

1 988 ) .  It i s  argued that an organisation 's  HR strategy is strongly related to its 

competi t ive strategy. So, for example, the tradit ional HR strategy (bottom right pane l )  

i s  most l i ke ly to be adopted by management when there is certainty over how inputs 

are transformed into outcomes and/or when employee performance can be closely 

monitored or appraised. In such contexts, managers use technology to control the 
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uncertaint i nher nt in  the labour proces and insist onl that workers enact the 

peci fied core tandards of behaviour requi red to faci l itate undisrupted production. 

As is hown in-th importance of the envi ronment as a determinant of HR strategy 

ha b en i ncorporated i nto many models-l inks between three poles: the environment, 

human resource trategy and the business strategy; HR strategy is influenced by 

contextual ariables such as markets, technology and national government pol icies 

( Ban1berger & Phi l l ip , 1 99 1 ) .  Nonetheless it is  important to underscore, as Purcell 

( 1 999) cautions, H RM research that seeks a model capable of incorporating contextual 

influence a mediating variables of H R  pol ic ies and practices, " tend to lack precision 

and detai l ." 

----------------,r--------------..., Outcome 
CO 1 M IT M ENT H R M  

TRATEGY 

PAT E RNAL! TIC HRM 

STRATEGY 

COLLA BORATIVE HRM 

TRATEGY 

T RADITIONAL HRM 

STRAT EGY 

Process L---------------JL--------E:x�t-er:n�al�(:re:cn:ll:'tm::en�t) Internal (retention) 
••••••••••••• E m ployees 

ote: Based upon Lepak and Snell  ( 1 999 ) and. Bamberger et a l .  ( 20 1 4 ), 

Figure 3 :  HRM Strategies, Processes and Outcomes 
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Figure 4 :  Factors I nfluencing HRM in  the UAE 

ote: Based upon Bamberger and Phi l l ips ( 1 99 1 )  and Aktour ( 1 996) 

4.4 S u m m a ry 

1 1 2 

This chapter has provided the j ustification for this study 's  methodology and choice of 

methods. I t  has explained why a mixed methods approach is optimal and the one most 

capable of  addressing this study ' s  overarching research problem : how can SHRM 

most effect ively retain UAE-nationals i n  the 'private' sectors of the economy? Thus. 

with respect to RQ I - Whal range of measures-incentives etc.-are most likely 10 
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attract. and 01 0 retain. UAE nationals to the private sector-it is nece sary to sur ey 

tho e nationals currentl \ orking in thi sector. 

The survey ( see Figure 1 ,  part A & B and ection 4 . 3 . 3  above and also, Appendix B) 

u e a peets of the ] cale and sociocultural sensibi l i ties as a moderator on 

' continuance intent ions' ( the DV) .  By so doing, it should be possible to detelmine 

" hich factors (e .g . ,  benefits, PO opportunities; col legial ity )  most positively correlates 

with retention. With regard to RQ2-What role can/should HRM executives play in 

term of shaping government policy so a to ensure Abu Dhabi 's strategic HRM goals 

can be achieved withollt compromising this sector 's international competitiveness

the sem i-structured interview data ( see Figure 1 part C and Section 4 .3 .2  above and 

also. Appendix A )  alongside that from the survey should be capable of providing 

i nsights on the types of H RM strategies at the meta-level (e .g . ,  controllresource

based s. i ntegrat ive) and pol ic ies at the HRM practit ioner level are best suited for the 

UAE's  G BEs.  
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Chapter 5 :  Results 

5. 1 Q u a l i tat ive Fi n d i n gs 

i l l ustrat d i n  Table 8 ( ee below), the 2 1  interviewees have been placed into two 

ubgroup : " HRM Professional" ( n= 1 2, three females, n ine males) and " Emiratisation 

Pol ic E pert ' ( n=9, three females, s ix males) .  

Table  8 .  I nterviewee Demographics; Type, Gender, Sector or Entity 

Type (w. code) # F M Sector of Economy or E ntity 

H RM P rofessio n a l  

H RMP.0 1 0 1  Banking and F inance 
HRMP.02 02 1 Banking and Finance 
H RM P.03 03 Banking and Finance 
H RMP .04 04 1 Manufacturing ( including aviation) 
H RM P.05 OS 1 Manufacturing ( including aviation) 

H RM P.06 06 1 Telecommunications ( w. lCT) 

H RM P.07 07 Telecommunications ( w. lCT) 

H RM P.08 08 1 Logistics and Transportation 

H R MP.09 09 Logistics and Transportation 

H RMP. I 0  1 0  Healtbcare and Hospita l i ty 

H RM P. 1 1 1 1  Healthcare and Hospital i ty 

HRMP. 1 2  1 2  Advert is ing and Media 

Total 3 9 



Emirati  at ion Pol icy 
Expert 

EPE.0 1 

EPE .02 

EPE.OJ 

EPE .04 

EPE.OS 

EPE.06 

EPE.07 

EPE.08 

EPE .09 

Tolal 

G ra n d  total 

1 3  

1 4  

1 5  

1 6  

1 7  

1 8  

1 9  

20 

2 1  

2 1  

3 6 

6 1 5  

1 1 5 

H I (academic)  
HEI  (academic ) 
UAE Ministry of Labour 
UAE Mini stry of Labour 
ADHRA (at the time TANMIA) 
ADHRA (T A WTEEN Counc i l )  
ADHRA (T A WTEE Counci l )  
E IB FS 

E I BFS 

ote: Hthough codes for interVIewees are given. only HRMP alld EPE are lIsed 1 1 1  the subsequent analysIs W hen 
inlerVlewee comments are placed in quotes. comments are close 10, but not. verbatim. 

The detai led d iscussion and analysis of the interview feedback wi l l  be covered in the 

fol lowing chapter. However, Table 9 below sets out a sununary of some key 

observations that were made as a result of analysing the interview data. I t  is  a 

qual i tative interpretation and should be considered as such .  

Table 9. Qua l i tative Summary of I nterview Findings 

Overarch ing  C h a l lenges 

• Retention more than recruit ing. 
• The practical/psychological consequences of the publ i c/private sector pay 

and related benefits divide. 
• A labour market-wide monitoring system - seen as essential but hard to 

envisage ( un l ike "Western economies, there i s  no short tem1 prospect of 
i ncome tax/national i nsurance contributions" factors that make workforce 
monitoring feasible in the industria l ised world) 

Top-dow n pol ic ies 

• These may wel l  be necessary because i f  not enforced too many entities wi l l  

cont inue with the easy option. 
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• I f  i�po ed, they mu t be flexible as often the given entity cannot find or 
retam the et number of individuals required. 

Recru it ment I 

- Supply issues 

• Man t ime i� i s  simply �10t possi ble to find UAE nationals wi l l ing to apply, 
let alon qual I fy  for a wlde range or posts. 

• k i l l set are not a major i ssue yet; work-related atti tudes are said to be a 
larg r concern. 

• It is hard to imagine how supply wi l l  meet demand espec ial ly during upward 
tum in  future economic cycles. 

- Skill Sets 

• I n  general ,  the ski l lsets of  most UAE nationals who are seeking (or wi l l ing) 
to work in  the pri ate sector are suited to entry-level jobs that they apply for. 

• A lthough long said to be a key impediment to greater levels of Emirati sation, 
interviewees did not see this as a major issue ( some saw it as a ' convenient 
solution" as pol ic ies to address it can easi ly be planned and rol led out: "we 
ha e a large industry in work readine s programs" and, "there are many 
providers engaged i n  providing on-the-job training, and al l  sorts of soft ski l l  
courses . ") .  

• Employabi l ity ski l l s  were perhaps more of an issue but again i t  was fel t  that 
these could be olved without major costs. 

• I n  terms of language, it was stressed that those who had studied in private 
schools/o erseas universit ies. not only spoke Engl ish far more proficiently 
but a l  0: "know how to operate and succeed in a contemporary workplace 
where adaptabi l ity and interpersonal ski l l s  are the most vital assets." 

Retention I ssues 

- Salary andfringe benefits 

• Even i f  H RM professionals and EPEs did not report that pay and benefits 
were the key reasons for the higher turnover, it seems to be so at a less 
expl ic i t  level . In terms of salary - taking the longer view - many EPEs stated 
that this would make the publ ic sector more attractive: pragmatical ly pay 
aids a better work/ l i fe balance. 

• HRM professionals a l l  tended to agree that cost-wise non-nationals are 
cheaper ( even when factoring in  compulsori ly  health insurance and 

residency visa costs) .  
• For better or worse, non-nationals are usua l ly  more dependent on their  given 

employer for their and their fami ly ' S  l ivel ihoods - "this doesn't make then 

more effecti ve as employees but does make them more dependable and less 

I ike ly to petit ion for promotion or pay increases." 

- Nature of work 
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• e eral reported that UAE national were les l ikely to be sati sfied with the 
nature of ork in the private sector. Th is was more l i kely to be a result of 
the hours of w rk . 

• As a fe HRM prof! sionals poi nted out i f any indi idual has most of their 
fami ly  working in the ( "c ia  sic") publ ic ector, they wi l l  soon real i e that 
the nature of the work environment in the private sector was stricter and 
more rigid. 

- Loyalty 

• Organi ational loyalty was seen as an issue to the extent that H RM 
profe ional s aid that most UAE nationals employed at their organisations 
intended to remain for the longer-term. 

• Turnover is h igh .  
• EPE attributed this to the pul l  of the public sector. 
• EPEs also str s d that as a key pUblic/private sector difference was abi l i ty 

to make an employee redundant, nationals seemed more than wi l l ing to leave 
i f  publ ic  sector positions come avai lable. 

Pul l  off the Pub l ic Sector 

• Both E PEs and H RM professionals saw this as the key issue that made 
longer tem1 retention such an i ssue. 

• Many UAE nationals are wi l l i ng to gain  experience in the private sector but 
t pical l y  see this as "a stepping stone to the publ ic sector '. 

• For h igh-end postgraduates however the publ ic sector did not have such a 
pul l ;  inter iewees suggested that this was a combination of this cohort 
having senior positions in  the private sector and/or placing more job 
sat isfaction in  posit ions that were ful fi l l ing and productive. 

Sociocu l tural  factors 

- Status 

• EPEs mentioned that less social status is attached to private sector careers 
compare to pub l ic sector positions. 

• H RM professionals stressed that tit les and positions were important for 
UAE national employees but a common argument was : "not everyone can 

be a leader"; "government pol icy to say a l l  can be future leaders was 

potential l y  unreal ist ic and thus problematic" . 
• Prestigious sounding ti t les have a short-term positive impact but are not 

long term sol utions. 
• Many pointed to the fact that i n  industrial ised countries, cit izens were 

represented at a l l  levels of the job market and that this was normal in  most 

countries. 



- Gender 

• Gender wa considered to be a factor, especial ly by EPEs. 
• Female nationals were said to be more loyal and happier to adapt to the 

nature of the job. 
• T pical ly,  soc iocultural factors made it more difficult for thi s cohort to 

enter the private ector but it was said to be the same factors that made it 
more l i kel [or males to seek to leave. 

M o n itoring  and  M entoring 

- Agency level 

• EPEs were c lear that effective monitoring was key but current ly  missing. 
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• Rea ons for this are c lear: "there is  no income tax or national insurance to 
pay on salaries earned in the UAE and this leads to a si tuation where 
report ing i s  not constant and rel iable"; there are many agencies that start 
very actively and then fade away". 

• Labour market data is not adequate and ( i f  it is), "usable data is not 
d isseminated. '  

• Ult imately, this is seen as a major i ssue as without such data i t  is  
impossibl to deternline which pol ic ieslindustries/internal H RM 
procedure are most effective. 

- Withi" the organisation 

• H R M  professionals a l l  stated that thei r  payrol l  departments knew the ratio 
of nationals to non-nationals. 

• Many H RM professionals did state that their entity did have spec ific 
pol ic ies i n  relation to their Emirati employee . 

• Al l  saw Emiratisation as a worthy pursuit ("it  is a bit l ike good 'corporate 
responsibi l i ty ' '' ; "helping the government and society is a pol icy a l l  
companies should do"). 

• While most entities were found to have speci fic  procedures (more 
"financ ial a l lowances" for Professional Development programs for UAE 
national employees) mon itoring was found to be "piecemeal" and 
" inconsi stent ' . 

- HRM strategy 

• The consensus among the E PEs was that the Arab M E  H RM Model was a 
construct worth more investigation but, a l l  saw a range of distinctions that 
made the Arabian Gulf  unique and in many ways distinct : 



( 1 )  th ' rul ing bargain", the welfare state' s  deep impact on the labour 
market 
( 2 )  the e 'tent to hich govenmlent finances were available to train the 
nat ional orkforce 
( 3 )  t�e g?vernment' � abi l i t to provide job including the subsidising of 
quasl-pnvate ector Jobs 
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( 4 )  the re ources avai lable for funding education especial ly at tertiary level 
( 5 )  the continued dependence on expatriate labour; "unique global ly". 

• Most H RM professional s stres ed that UAE nationals benefit from regular 
consultations and mentoring and were espec ial ly  interested in  job-related 
learning d velopment opportunities and this suggested a more paternalistic 
and committed H RM strategy. 

• However, both groups of interviewees stressed the point that an ideal H RM 
strateg for UAE national employees was unlikely to be ideal for non
national s .  

5. 1 . 1  HRM Profession a ls- Summary of Key Observations 

This  ection wil l  out l ine the main observations made by the 1 2  H RM professionals 

i nterviewed ( see also the points in  Table 9, above). I t  i s  the general view that UAE 

national employees are more wil l  ing and more capable of performing effecti vely than 

is perhaps commonly thought. Nobody interviewed saw Emirati sation as anything 

other than an " i mperat ive ."  The key i ssue was retention, not recruitment. The fact that 

so many reported h igh turnovers of this cohort meant that this definitely influenced 

h i ri ng deci sions. A point raised many times was that non-nationals were far more 

dependable in tenns of retention' because they are less able to shift jobs and for this 

cohort, , resigning could mean having to leave the country ." 

Whi le many of those interviewed had direct responsibi l ity for recruiting and 

mentoring, managing and developing their entity ' s  human resources, they were not in  

charge of the company ' s  strategic mission. Nevertheless, there was a spl i t  in  terms of 

whether Emirati sation should be compulsory or more organic .  Some argued that i f  top-

down quotas were not more strictly enforced too many companies would choose not 
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to focu on such "anti-Cree market" uggestions. Mo t, on balance, fel t  that quotas 

ometimes a priorit and other times not. It was seen to be strongly tied to 

"Emirati sation dri e ' led by senior government officials .  It was also a commonly 

held vi w that real i  t ical ly large parts of the private sector wi l l  not for the foreseeable 

future be able to attract Emirati . I t  was said that the vast majority of the construction, 

retaiL  transport and hospital i ty sectors would not be able to operate as they do if  they 

v,,'ere obl iged to hire Emiratis. In addit ion, it was said that "poorly paid, unski l led jobs 

are not attract ive to thi cohort . "  A few interviewees did stress that the ultimate answer 

lay in a total refonn of  the labour market : " only wholesale adoption of labour saving 

technologies can make ke sectors feasible for providing the jobs and salaries Emirat i 

jobseekers desi re ." 

I t  doe eem to be the consensus view that only GBEs are l ikely to be capable of 

retain ing large numbers of UAE nationals ( alongside a select few industries l ike med ia 

banking and finance) .  As one EPE emphasised, " regardless of what many may think, 

Et isalat and AD OC are not private sector companies. They went on to explain: 

" whi l e  they are i ncreasingly commercial ly-run, they are government owned . . .  prime 

examples are global brands l i ke Emirates and Etihad [ the two national carriers ] ." 

Again ,  many of  those who were interviewed stressed that this was to be expected : "the 

number of active workers in the UAE is several t imes larger than the total Emirati 

populat ion;  let alone the size of the active Emirati workforce." The point being made 

is that for several generat ions to come, there wi l l  be a "serious need" for non-national 

labour and therefore it is  possible that GBEs can be largely responsible for meeting 

the government ' s  ' private' sector Emiratisation goals. "If the majority of [GBEs] 
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continue t perform wel l  and e en i f  they only part ial ly achie e their strategic vi sions. 
the i l l  be capable  of absorbing all national graduates ." 

The majorit of HRM pro[e sionals did consider the UAE nationals they managed to 

be competent and capabl e  workers. It should be recal led as our sample indicates most 

wi l l  ha e graduated from " Engl ish medium of in tlUction institutions' ( see Table 1 1  

and Table 1 2 , below). I n  addi t ion, emphasis on employabi l ity has been in  place within 

the U E ' s  terti ary sector for some t ime now and so have HE I  internsh ip programs. 

Th common iew is that the majority of UAE national employees in the ' private 

ector' were happy with the day-to-day work and the nature of the job also. 

everthel e  s, few HRM professional s mentioned UAE national employees as 

intending to stay at the level they were at, a l l  were seeking to progress up the career 

l adder. 

5. 1 .2 E m i rat isat ion Pol icy Experts; Summary of Key Observations 

This section wil l  out l ine the main observations made by the nine Emiratisation Policy 

Experts ( see also the points in  Table 9 above). For EPEs it seems to be the case that 

pay and soc iocultural sensibi l i t ies are the two key factors. The issue of pay and 

benefits was raised repeatedly. In short, it is the common view that because c lassic 

publ ic  sector positions are seen to offer much higher salaries (as wel l  as shorter hours, 

more hol idays, less onerous day-to-day chores/responsibi l it ies) this wi l l  make the 

private sector l ess attractive for most workers in the longer term. While ski l l sets and 

qual i fications are important, it was said that not a l l  private sector positions require 

high- level ski l l sets. It can be said that concerns relat ing to attitudes towards work and 

generic employabi l ity ski l l s  are seen as a greater concern than the subject -spec ific 

ski l l sets Emirati graduates have. 
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Whi le it i reported that recent graduates and new entrants to the labour market wi l l  

( 1 )  be  i l l ing to  con ider pri ate ector employment in  the short tem1 and (2 )  typical ly  

con ider th is  sector to provide more fu lfi l l ing and wot1hwhi le positions, most wi l l  see 

it a a "  top-gap measur "- "a place to gain  work experience whi lst waiting for a 

more de i rable public ector position." With regard to the sociocultural factors, 

interest ingly, the consensus view was that more than anything else, this could be tied 

to th salary Ie  el and working hour d ifferences between the publ ic and private sector. 

In terms of money, many pointed out that being able to, for instance, "fund the 

construction of the marital home and dri e a luxury car." was considered to be a 

part icularly important factor for men. The i dea of working hours was explained by 

everal EPEs to be about t ime management : it is  much easier for those in the publ ic 

ector to lea e work at hort notice or take t ime off to attend to fami ly  matters. 

I n  terms of pol icy recommendations, it was hard to identify anything unique of notable 

d ifferent from previous research.  I n  terms of pay the consensus was to freezelreduce 

this in the pub l ic  sector as many fel t  that the salaries offered by GBEs was already 

h igh (making these salaries h igher would make these commercia l ly-run entities even 

more uncompeti t ive international ly"). In tenns of sociocul tural factors, it was argued 

that promoting and championing role  models was a positive approach. The last key 

observation was that many of the Emirati sation pol icy experts stated that no single 

agency had accurate data on the UAE workforce. 

In the West ( "industria l i sed world countries" ) where al l  workers pay some form of 

income tax or national insurance, it is  easy to monitor exact private/public sector 

workforce ratios; determine average remuneration packages in different sectors and 

industries; and determine d ifferences between the genders and age group brackets. 
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ne inter Ie ee aid that the data to "prove" public sector l ike-for- l ike position are 

awarded a much h igher alary is lacking. Much is anecdotal and usual ly based on what 

is aid to be awarded ith in the army and pol ice. In fact, while such data would be 

highl de i rable for academia. it is said that those working within the vanous 

concerned Ministrie and agencie do not themselves know precise detai ls . 

Look ing at the orts of HRM that may be optimal for GBEs in the UAE, the sentiment 

that as most commonly expressed was a dual approach ( refer back to Figures 3 and 

4) .  Imo t a l l  of those that dealt with the more theoretical aspects of H RM strategy 

during the i nterv iews, were of the opinion that it would not be possible to treat local 

talent and i nternational talent in the same way. Their needs were considered to be 

d ifferent. and a point sh'essed several t imes was that typical ly non-nationals would 

al ready have man of the soft-ski l l s  and work aptitude competencies needed, whereas 

many UAB graduates would benefit from the provision of such related courses whist 

employed. 

Whi le i t  i s  assumed that a l l  employees wi l l  want to further their careers through 

professional development opportunities. for contemporary entities it is "often a clear 

trade-off. i nvesting in already employed staff upsk i l l i ng. or simply accepting higher 

turnover and recruit ing those who have the exact ski l l s  needed." This does not, some 

argued, work i n  the context of Emiratisation. It was said that as there were relatively 

few suitable UAE graduates in  relation to the workforce as a whole, retention was that 

much more crit ica l ;  it is, " critical to retain Emirati staff because it is possible that at 

any point in t ime government directives may penal ise companies financial for not 

meet ing their quota". 
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5.2  Q u a n titat ive Fi n d i n g  

A i h wn in  Table 1 0  ( see below), each of this stud ' s  forecast factor groupings 
had high alphas-yet, and a wi l l  be covered later, tll i s  alone is insufficient statist ical ly 
peaking; when test ing for mult i -col l inearity some of these items and indeed factors 

\ ere found to b redundant. The alpha coefficients are : a .945 for "continuance 

intent ion " ; a . 893 for " sociocul tural influences"; a .969 for "pay and benefits" ; a .94 1 

for " tra in ing opportunit ies"; a .944 for "nature of the job" and, a . 87 1 for 

" organisational commitment." A is noted in the l i terature, the Cronbach 's  alpha 

coefficient is the most commonly used for assessing overal l  rel iabi l i ty, or the "internal 

rel iabi l ity", of groups of i tems and alphas of .9 are considered to be highly sati sfactory 

( aunders, Lewis. & Thornhi 1 1 ,  20 1 5 ) .  

Table 1 0. Survey Scale and I tems 

S u b-d i men ions M SD (l 

1 .  ( DV) Con t i n u a nce I n tent ions .945 

T am happy to work in  the private sector 2.9 1 1 .22 

] would move to the public if I could secure employment there ( R) 2 .83 0.95 

I in tend to cont inue work ing for th is organ isation for the foreseeable future 3 .00 0.98 

Working in  the private sector is better than what most Emiratis think i t  to be 3.3 1 1 .29 

2. ( I V) Socioc u l t u ra l l n n uences .893 

Most Emirati s  do not understand the need for private sector Emiratisation 3 .22 0.78 

Soc iety sees publ ic  sector employment as more appropriate for Emirati 3 .93 0.60 

women 

I bel i eve the government should provide all c i t izens with government jobs 3.42 0.86 

Society attaches more prestige to individuals who have)obs in the
. , . 3 .62 0.60 

conventional publ ic sector ( including the arn1Y and police force) vis-a-vIs 

the private sector 

3. ( I V )  Pay a n d  Benefits .969 

In my present occupat ion, I am sat isfied with my salary ( fi nancial 3 .00 0.88 

compensat ion) 

I n  my present occupat ion, I am sat i sfied with my days of annual  leave 2.86 0.92 

I n  my present occupat ion, I am sat isfied wi th my week ly work ing hours 2.87 0.93 

In my present occupat ion, I am sat isfied with my level of job security 2.52 0.69 



.t. ( I V) T ra i n ing  O p port u n it ie  

I n  my pre enl  occupat ion, 1 am sat isfied with my tra in ing opportun it ies 

There are opportuni t ie to discuss my career development and progression 

5. ( I V )  N a t u re of t h e  job  

I do  not face a lot of tres in my job in the private sector 

1 am happy working along non-nat ional (peers and managers) 

My col league help me when I have a work problem/I have a mentor at 

work 

I am happy to use Engl ish (alongside Arabic) as an when necessary 

6. ( I V) O rga n isat iona l  C o m m i t m e n t/Loya lty 

I am happy with the trust management (and mentors) place in me 

I am proud to work for my organ isat ion 

I am happy with the relat ionsh ip I have with my l ine manager (andlor 
mentor) 

J fee l  I am an asset to my organ isat ion and contribute to its success 

3 .49 

3 .28 

3 .46 

3 .55  

3 .82 

3.77 

3 .83 

4.23 

3 .64 

3 .80 

3 .42 

1 25 

.9 1 4  

0.86 

1 .02 

0.69 

.94.t 

1 .00 

1 . 1 4  

0.47 

1 . 1 5  

.87 1 

0.57 

0.52 

0.64 

0.89 

ote. The surve) as d istributed was ba ed on a n  initial p i lot study ( see Appendix C ). based on that revisions 

were made. 

Table 1 1  provides some out l ine demographic data. Whi le it was an aim to achieve a 

broadly representati e sample of the focus population, this was not a key target. The 

main target was in fact to get a l arge number of UAE nationals currently working in 

the private sector to consent to taking the survey. ( I t  wil l  be di scussed later but as no 

UAE wide stati stical data i s  avai lable on this segment of the wider workforce, i t  would 

not in fact be possible to define what exactly is a representative sample. ) .  

Furthermore, more females responded may indicate more females work in  this sector 

compared to males- various authors indicate this is l ikely to be the case (e .g . .  

Marmenout & Lirio,  20 1 3 ; Rutledge & Al-Shamsi ,  20 1 5 ) .  Other noteworthy 

observations. especia l ly i f  the sample is broadly representative is firstly :  four fifths 

hold a university degree or h igher and secondly that two thirds are privately educated . 

Table 1 2  provides some further demographic data. Noteworthy observations here are 

how many ( 3 7 .2%) had actual ly competed their internship at the same entity; almost 
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two third had not been with the current emplo er for a particularly long time and j ust 

how man working in this ector had also members of the fami ly  already working 

ther ( c Io e to 70%). 

Tabl 1 1 . ample Demographics; Gender, Age, Emirate and Education 

Gender N u m ber Percen t  

Male 284 43 .5% 

Female 369 56.5% 

Age 

> 3 5  43 6.6% 

30-35 24 1 36.90 0 

2 5-30 2 1 9  33 .5% 

< 25 1 50 23 .0% 

E m irate 

Abu Dhabi 263 40. 1 %  

Dubai 1 4 1  2 1 .5% 

Sharjah 1 03 1 5 .0% 

Fujairah 39 6.0% 

Ras AI Khaimah 65 1 0.0% 

Ajman 35 5 .2% 

Umm Al Quwain 1 7  2 .2% 

Ed ucat ion ( Leve l )  

econdary School Cert ificate 1 6  2 .5% 

Col lege Diploma 89 1 3 .6% 

Undergraduate 398 60.9% 

Postgraduate 1 50 23% 

Educat ion  ( Locat ion)  

Federal 245 37.5% 

Private, local 275 42. 1 %  

Private, overseas 1 33 20.4% 

Ole: n=653 



Table 1 2 . am I D I . p e emograp 1 1CS;  Industry, Experience and alary 

Sector of economy 

Manufacturing (w. aviat ion ) 

Banking and Finance 

Telecommunicat ions (w.  
leT) 

Healthcare and Hospitality 

I n tern h ip w .  y o u r  
e m p loyer 

Yes 

0, with another ent ity 

o internship undertaken 

<2 

2 5 

>5 

Fa m i ly i n  t h is  sector 

one 

One 

Two or more 

Sa l a ry range 

< U 05,000 p/c/m 

US05,000-8,000 p/c/m 

> U S08,OOO p/c/m 

Note: n=653 

5.2. 1 Descriptive A n a lysis  

N u m ber  Percen t 

24 1 36.9% 

1 80 27.7% 

1 0 1  1 5 .50 0 

1 3 1  20. 1 %  

243 37.2% 

1 3 1  20. 1 %  

279 42.7% 

377 57 .7% 

1 09 1 6.7% 

1 67 25.6% 

1 97 30.2% 

362 55.4 '70 

94 1 4 .40 0 

1 56 23 .9% 

336 5 1 .5% 

1 6 1  24.7% 

1 27 

This section considers the sample in  relation to the dependant and independent 

variab les ( DV ;  I V )  and deli neates them along demographic l i nes (see Table 1 3 , 

below). Test ing for equal i ty of variances in  both normal ly distributed and non-

normal ly  d istributed data is of merit in order to see to what degree the sample can be 

considered as a whole .  The data was tested in SPSS using one-way analysis of variance 

( A  OVA)- a parametric method-and the Jonckl1eere-Terpstra and Kruskal -Wal l is  
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one- a analy e -non-paranletric method - that are presented in  Tables 1 3  to 1 9  , 
belo 

The ov te ts the null hypothesi s that samples are drawn from population with 

the arne di tribution, in cases where the nul l  hypothesis is  rejected, it means that at 

lea t one of the means is not the same as the other means. The K.ruskal-Wal l i s  test is 

th nonparametric analogue of the parametric one-way analysis of variance. The 

10nckheere-Terpstra Test ( i s  a nonparametric test for an ordered alternative hypothesis 

with in  an i ndependent sample design) ( Sprent & Smeeton, 20 1 6). In terms of the key 

point :  the determin ing of the difference between the sub-group means are statistical ly 

ignificant ( i .e . ,  p = < 0 .05 ) no d ifferences between the results from either set of 

stati stical tool s  were observed . 

The deci sion to go with the latter was in  part due to the point that nonparametric tests 

do not a sume a specific  distribution for the population. Also due to the fact that the 

t-test assumes that the means of the different samples are nOlmal ly distributed ; it does 

not assume that the population is normal ly distributed. It is argued that the t-test is 

i n  a l id for smal l samples from non-normal distributions, but it is val id for large 

samples from non-normal d istributions ( Freedman, Pisani, & Purves, 2007)  (Green & 

alkind, 2008) .  I t  i s  noted that while many hypothesis tests are fOlmal ly based on the 

assumption of normal ity, good results with non-nonnal data are achievable if the 

sample is l arge enough. This depends on how non-normal the data is but a sample size 

of 20 i s  often adequate. The relationship between robustness to normal ity and sample 

size is based on the central l imi t  theorem-that the distribution of the mean of data 

from any d istribution approaches the normal distribution as the sample size increases 

(Tabachn ick & Fide l l ,  20 1 3 ) .  
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Look ing fi rst at ample di fference with re pect to the dependent ariable, "private 

ector cont inuance intention " the fol lowing observations can be made ( see Table 1 3 ) .  

Wi th regard to gender. no stat ist ical ly significant differences were observed. With 

regard to home Emirate. no tati tical ly ign i fi cant di fferences were observed . With 

regard to age, we can sa that the younger somebody i , the less l ikely they wi l l  be to 

intend to continue in  the ' pri ate ' sector ( the survey data was coded in four groups 

� i th o ldest coming f i r t ) .  With regard to level of educational attailU11ent, the higher 

one ' s  qual i fication is the more l i kely it wi l l  be that they intend to remain in the 

' private' sector ( 1  = econdary school ; 4 = postgraduate ) .  With regard to type of 

educat ion ( 1  = Go ernment; 2 = Private; 3 = Overseas) there is a positive and 

significant relationship .  With regard to salary ( 1  = <$5 ,000 p/c/m; 5 = >$8,000 p/c/m) 

there i s  a lso i s  a posit ive and significant re lationship. Lastly, with regard to the number 

of i mmediate fam i ly  members working in the ' private' sector ( 1  = none; 3 = two or 

more) there was also a sign ificant posit ive relationship .  

In terms of the other factors depicted i n  Table 1 3  and their re lationship to the 

dependent variable, " private sector continuance intentions" the fol lowing observations 

can be made. With respect to those considering further education ( 1  = no; 2 = yes), a 

positive and s ignificant re lation is observed. With respect to years participating in the 

workforce prior to the current position ( 1  = <6 months; 7 = >5 years), a positive 

relationship was observed - this augments the observation in relation to age. With 

respect to years at current employer ( 1  = <6 months; 7 = >5 years) there is also a 

sign i ficant positive relationship. With respect to vocational internships, not having 

competed one had a signi ficant and negative relationship with one' s  continuance 

intentions. In converse, those that had completed an internship with the 'private sector' 
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organi ation that th are currently orking with were significantly more l ikely to 

intend to continue in this s ctor. 

Table 1 3 . Correlations, Demographic Factors on "Continuance Intentions" 

Sig. (2-tai led) Pearson • 
Gender .446 .030 

Home Emirate .600 .02 1 

Age .000 - .268**  

H ighest education Ie el  .000 .292 * *  

Type of education .000 . 1 72 * *  

a lary .00 1 . 1 24 * *  

Fam i l) members working in  ' private sector' .000 .352**  

Other  factor 

Considering further education .000 .208* *  

Years o f  previous work experience .000 .202 * *  

Years with current employer .000 . 1 48 * *  

Completed a vocational i ntemship? .0 1 2  -.098* 

Competed intemship with current employer? .006 . 1 06 * *  

ote' n=653 .  a Pear o n  correlation R values * < 0.05: * *  p = < 0.0 I .  

Table 1 4  ( below) separates by gender. Men are significantly more l ikely to be 

adversely  affected by sociocultural influences pride (or "prestige)  and men were 

significantly  l ess happy with the nature (or "environment") of work in the private 

sector. Whi le females were significantly more loyal to the given entity there was in  

fact no s ignificant di fference between the genders when i t  came to continuance 

intentions. That said, the mean ranks ( 3 . 1 75 for males to 3 . 343 for females; Kruskal-

Wal l i s  Test calculations) do indicate it is the men who are less l i kely to consider this 

sector for the longer term . Table 1 5  ( below) shows, in  terms of Emirate ( location. 

home Emirate of survey respondent), no significant di fferences were found in any 

regard. 
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Table 1 4 . Variable in Relation to Gender 

Con t i n u a nce ociocu l t u ra l  Pa and T ra in i n g  N a t u re Lo a lty 
i n te n t ion i n fl u ence benefi t  opport u n it ies of t h e  

job 

Mal a 3 . 1 75:2 3 .4746 3 . 1 664 3 . 3 739 3 .0 1 1 0  3 .0083 

Female a 3 . 3430 3 . 1 1 25 3 .3497 3 . 1 900 3 .4693 3 .47 1 4  

KWT b .254 .0 1 3 * .:202 .204 .002* .00 1 * 

Chi- quare 1 . 3 00 6 . 1 59 1 .629 1 .6 1 7  1 0.077 1 0 .709 

J-T c .254 .0 1 3 * .202 .204 .002* .00 1 * 

Std. J-T 1 . 1 40 -2.482 1 .276 - 1 .272 3 . 1 74 3 .272 

ole: n=653 ( male. 284: female. 369); df= I ;  a Likert 1 -5 seale was used. • Mean Rank derived from Kru kal
'W a l l i s  Test. b K T = Kruskal-Wal l is  Test. A ymp. ig. C J -T = Jonckheere-Terpslra Test; Asymp. ig. ( 2 -tailed) .  

p = <0.05. 

Table 1 S. Variables in Relation to Emirate 

Cont in ua nce Sociocu l t u ra l  Pay T ra i n ing N a t u re Loya lty 
i n tent ion i n fluences a n d  opportun i t ies of t h e  

benefits job 

Abu Dhab i • 3 .22 1 6  3 .2794 3 .22 1 6  3 .2239 3 . 1 7 1 9  3 . 1 920 

Dubai 8 3 . 1 067 3 .3 850 3 . 3 72 1 3 .0238 3 .4473 3 .4284 

Sharj ah • 3 . 5 704 2 . 8985 3 . 5 034 3 . 4004 3 .2725 3 .2293 

Fujairah a 3 . 59 1 0  3 . 1 32 1  3 .3 8 1 8  3 .8032 3 .4968 3 .605 1 

Ras AI  3 .0432 
3 .46 1 8  30 1 .28 345.05 3 . 3035 3 .2884 

Khaimah a 

Ajman a 3 .294 1 3 . 5 3 66 2. 9544 2.9207 3 . 1 643 3 . 1 574 

Umm A I  3 .5 3 82 
3 . 5232 

Quwain a 3 . 1 953 3 .2239 2 .9750 2 .8956 

KWT b . 3 8 7  . 3 5 6  . 567 . 1 1 5  .788 .70 1 

(Chi -Square) 6 . 3 3 0  6 . 6 3 8  4.82 1 1 0.242 3 . 1 68 3 . 823 

J-T c .473 .88 1 .87 1 .2 1 4  . 567 .692 

( Std. J-T . 7 1 8  . 1 50 - . 1 63 1 .242 .572 .396 

Statist ic) 

ote.  n=653 ( Abu Dhabi .  263: Dubai. 1 4 L  harjah. 1 03 :  Fujairah .. 3:; �K. 65; �j�an_
. 
35 :  UA

.
Q_ 1 7 ): d�6: a 

Likert 1 -5 scale was used. · Mean Rank derived from K ruskal-Wal l is  rest. KWT - Kruskal-Wall is Test. Asymp. 

'Sig. C J-T = Jonckheere-Terpstra Test; Asymp. Sig. ( 2-lailed). * p = < 0.05. 
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In  tern) of age ( ee Table 1 6), a number of d ifferences are observable across the range 
of factor . The younger an individual i s  the less l ikely they are to intend to stay within 
the pri ate sector. Younger memb rs of ociety are significantly more influenced by 

ciocul tural barriers and lea t sat is fied with the professional development 
opportunit ies on offer. In terms of educational attainment levels, a number of 
d ifferences are observable across the range of factors ( see Table 1 7) .  A key 

ob ervation (one discus ed in the fol lowing chapter) is that it is those with an 

undergraduate degree that report being the least l ikely to want to remain in the private 

ector and are most susceptible to the sociocultural tigma (as perceived) attached to 

this ector. I n  terms of where an individual ' s  educat ion was obtai ned ( see Table 1 8 , 

below) i t  i s  c lear in  many respects. i t  does significantly affect the given individual 's  

continuance intentions and job sat isfaction levels .  

Table 1 6 . Variables in  Relation to Age 

Con t i n u ance Sociocu l t u  ral Pay and T ra i n ing Nat u re Loya lty 
in tent ion i n n uences benefits opport u n i t ies of the 

job 

> 35 a 4.2256 2 .9234 4 .4436 4. 1 024 4 .3 1 30 4 . 1 988 

3 0-35 a 3 . 5264 2 . 8607 3 .6084 3 .2459 3 . 7228 3 .6858 

2 5-30 a 3 .2 1 69 3 .56 1 8  3 .0 1 70 3 . 7480 2 .7369 2 .8 1 53 

< 25 a 2.66 1 7  3 .6009 2 . 7593 2 . 3 723 3 . 02 1 7  2.9995 

K WT b .000* .000* .000* .000* .000* .000* 

(Chi-Square) 3 1 .990 42.265 2 3 . 5 8 8  59.8 1 8  50. 1 32 42.0 1 6  

J -T ' .000* .000* .000* . 000* .000* .000* 

( Std. J-T -5 .286 - 5 . 893 4 .2 1 8  -4.490 -5.45 1 -5 .20 1 

Statist ic) 

ole:  n=6S3 ( >  3 S. 43 :  30-3S ,  24 1 :  2S-30. 2 1 9: < 2S .  I SO) :  df=3; a Likert I -S scale � as  u ed. · Mean Rank deri cd 

from Krusl-.al Wal l i s  Te t. b K WT = K ruskal Wal l i s  Test. Asymp. Ig. C J -T = JOllckheere-Terpstra Tesl. Asymp. 

Sig (2-tai Jed). * p = <O.OS. 



econdary 
school 
certi ficate a 

Table 1 7 . Variable in Relation to Educational ttainrnent 

Con t i n u a nce 
i n tent ion 

4 .2 500 

ocioc u l t u ra l  
i n n uence 

2 . 8 863 

Pay Tra in ing 
and opport u n i t ies 

benefits 

3 . 5454 3 . 1 227 

atu re 
of the 

job 

4.3636 

l 33 

Lo a l ty 

4. 1 363 

College diploma 

Undergrad. 
degree • 

Postgraduate 
degree a 

K W T b 

(Chi - quare) 

J-T " 

( Std. J-T 

Stat istic) 

3 .6428 

2 .3222 

4 . 3 1 87 

.000* 

3 8 7 . 700 

.000* 

8 . 2 82 

3 .3 065 

3 . 888 I 

2 . 8796 

.000* 

3 1 5 . 1 30 

.000* 

8. 624 

3 . 1 547 3 . 1 784 

2 . 3448 3 .2258 

3 . 7390 4.0056 

.000* .000 * 

279.377 97.3 1 3  

.000 * .000* 

-8.232 8.78 1 

3 .8839 3 .8422 

3 .3 85 3 .5427 

4.5 1 56 4.2828 

.000* .000* 

3 1 4 . 1 52 289.3 8 1 

.000 * .000* 

1 0. 1 78 1 0. 1 75 

ote. n=653 ( econdary chool Certificate. 1 6: Col lege Diploma. 89: ndergraduate. 398: Postgraduate. 1 50): 
df=3 : a L i kert 1 -5 scale was u ed. · Mean Ran k derived from Kruskal-Wal l is Test b KWT = Kruskal-Wal l i s  Test 
Asy mp. ig. C J -T = Jonckheere-Terpstra Test; symp. ig. ( 2 -tai led). * p = < 0.05. ' 

Table 1 8 . Variables in  Relation to Type of Education 

Con t i n u a nce Socioc u l t u ra l  Pay a n d  T ra i n ing Natu re Loya lty 

i n te n t ion  i n n uences benefits opportu n it ies of the 
job 

Federal 2 .9305 3 . 6456 2. 8 1 82 3 .0852 2. 8444 2 . 8454 

institution 

Pri ate - local • 3 .4464 3 . 1 93 3  3 .4237 3 .264 I 3 . 365 I 3 . 3 83 7  

Private - 3 . 53 06 2 . 7368 3 . 7844 3 . 6226 3 . 8574 3 . 8 1 7 1  

overseas • 

K WT b .00 1 * .000* .000* .024* .000 * .000* 

(Chi-Square) 1 3 . 1 83 27 .692 2 1 .652 7.4 I 9 27.73 1 27.239 

J-T c .00 1 * .000* .000* .008 * .000* .000* 

( Std. J-T 3 .480 5 .247 -4 .667 2.636 5.200 5 .  I 82 

Statistic) 

ote:  n=653 ( Federal, 245; Private - local .  275;  Private - overseas. 1 33 ) ;  d f=2: a Likert 1-5 scale was used. • Mean 

Rank derived from K ruskal- Wal l i s  Test. b K WT = K ruskal- Wal l is Test. As) mp. Sig. C J-T = Jonckheere-Terpstra 

Test: Asymp. ig. (2-tai led). * p = < 0.05. 

Looking now at salary on an individual ' s  intentions of remaining in the private sector, 

s igni ficant d ifferences were observed. In a l l  respects those with the lowest salaries 
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were Ie l i kel to want to remain and Ie s sat is fied with the job atisfaction factor 
(Table ) 9, below). I n  terms of having exposure to the private sector. Table 1 9  shows 
that ha ing one or more fami ly  members working in the private sector shows that thi 

ign i ficantly increase individual private sector continuance intentions. 

Table 1 9 . Variables in Relation to Salary ( in  AED) 

Con t i n u a nce Socioc u l t u ra l  Pay and T ra in i n g  N a t u re 
i n tent ion i n n uences benefits opport u n i ties of the  

job 

2 .9068 3 .703 1 2.9739 2.40 1 1 2 .7006 

3 .365 1 3 . 1 1 93 3 .3 807 3 . 5 5 76 3 .52 1 4  

3 .4234 3 . 1 648 3 .3258 3 . 5 1 1 7  3 .2970 

KWT b .0 1 9* .063 .003 * .000* .000* 

(Ch i - quare) 7.88 1 5 .526 1 1 . 3 1 6  46. 1 53 2 1 .508 

J-T c .0 1 5 * .089 .0 1 1 * .000 * .004* 

( td. J-T 2.423 1 .699 -2 .557 5 .294 2 .900 
tatist ic) 

Loya lty 

2.7383 

3 .4923 

3 . 3 2 1 2  

.000* 

1 9.025 

.004* 

2 .877 

ate:  0=653 « U  D5.000 p/clm. 1 56:  US05.000-S.000 p/e/m, 336:  >U OS.OOO p/e/m. 1 6 1 ) : df= I :  a Likert 1 -5 
scale was used. • Mean Rank deriyed from K ruskal Wal l is  Test. b KWT = Kruskal Wal l i s  Test. A ymp. Sig. < J-T 

= Jooekheere-Terp Ira Te I :  Asymp. ig. ( 2 -tai led). * p = < 0.05. 

Table 20. Variables in Relation to Fami ly  Members in ' Private Sector' 

Con t i n u ance Sociocu Itu ra I Pay a n d  Tra in ing N a t u re Loya lty 

i n te n t ion i n n u ences benefits opport u 0 i t ies of the 

job 

one 2 . 5 1 60 3 .6436 2 . 8736 3 . 1 588 2 .7474 2.7445 

One 3 . 3 245 3 . 3 1 40 3 .2458 3 . 336 1 3 . 3253 3 . 34 1 8  

T\ 0 or more 4.6403 2 .3 1 74 4. 1 937 3 .2485 4. 1 522 4.0950 

KWT b .000* .000* .000* .546 .000 * 000* 

(Chi -Square) 83 .283 3 3 .632 3 3 .2 1 4  1 .2 1 0  38 .29 1 3 7 .42 1 

J-T C .000* .000* .000* .474 .000* .000* 

8 . 8 8 1 5 .3 49 -5 . 1 03 .7 1 6  6.06 1 6.055 

ate' n=653 ( one. 1 97:  One, 362: Two or more. 94):  df= I :  • L�kert 1 -5 scale \�as used. Mean Rank derived from 

Kruskal-Wal l is  Test. b K WT = K ruskal-Wal l is Test. Asymp. Slg. C J ·T = Jonekheere·Terp tra Te t. Asymp. Slg. 

( 2-tai led) * p = < 0.05. 
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5.2.2 Regre ion na ly i 

A is indicated in Table 20 and again highl ighted in Table 2 1 . two of the forecast factor 
groupings were found to be too highly correlated to one another to be considered as 
di t inct independent ariable . A such the factor "Loyalty" was dropped. While 
.. ature of the job" could have been dropped, many of the items, on reflection, were 
arguabJ s imi lar and econd ly, the nature of the job ( the working environment) were 
con idered to be of  more relevance to this study's  objectives. 

Table  22 how the Tolerance and the Variance I nflation Factor ( V IF) .  Whi le these 
are es ent ia l l  measures of the same thing, it is conventional to repOli both; V IF  is 

1 /Tolerance, it is always greater than or equal to 1 (O'Brien, 2007). A V I F  of 5 or more 

is genera l ly  considered to constitute the existence of mult i -co l l inearity between the 

IVs  ( tudenmund, 20 1 6, p. 274) .  As can be seen in Table 2 1 ,  the V IF  val ues for 

,. ature of the job" and " Loyalty: were 6.744 and 6.0 1 9  were rather high .  Dropping 

either from the model would have resul ted in  a satisfactory set of V I F  val ues . I t  was 

decided that as an I V  'Nature of the job" was of more relevance and interest (Table 

23 pro ides the subsequent coeffic ients) .  

Table 2 1 .  Mult i -col l inearity; IV Correlations 

Sociocu I tu  ra I Pay and Tra i n ing N a t u re Loyalty 
i n fluences benefits opport u n i t ies of the  

job 

Sociocu l t u ra l  Pearson 
i n O uences Sill,. ( 2-tai led) 

Pay a n d  Pearson -.72 1 * * 
benefit Sig. ( Hai led ) .000 

Tra i n i ng Pcarson -. 1 84 * *  .208 * *  
opportu n it ies Sig. ( 2-tai led) .000 .000 

J atu re of the Pcar on -.6 1 6* *  .668* *  . 1 29**  

job Sig. ( 2-tai lcd ) .000 .000 .00 1 

Loya lty Pearson -.506 * *  .64 1 * *  .2 1 3 * *  .900** 

Sig. ( 2-tai lcd) .000 .000 .000 .000 
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ote: n 653. "correlation i ' igndicant at the 0.0 I level (2.tai led). 

Table 22 .  Mult i -col l i nearity; IV Coefficient 

Col l i nea rity 

Tolera nce V I F  

.4 1 5  2 .407 

Pay a n d  benefi t  . 3 76 2 .660 

.905 1 . 1 06 

Nat u re of t h e  job . 1 48 6.744 

Loya l ty . 1 66 6.0 1 9  

ote' Dependent Variable:  "continuance intention". 

Table 23 . M ulti-co l l inearity; I V  Coefficients ( Loyalty Dropped) 

Col l inea rity Sta t ist ics 

Tolera nce V I F  

Socioc u l t u ra l  i n fl uence .446 2.242 

Pa a n d  benefits . 394 2 . 5 3 5  

Tra i n i n g  opportu n i t ie .954 1 .049 

N a t u  re of t h e  job  .5 1 6  1 .937 

ote:  Dependent variable:  " continuance intention' " 

The fol lowing set of Tables (e .g . ,  Table 24, Table 25 and Table 26) use the forecast 

factor groupings ( fol lowing tmstfloyalty being dropped as a result of col l i nearity 

i ssues) .  The key points to observe are as fol low. The Cronbach's  as are: a .945 for the 

DV "Cont inuance Intention" ; a . 893 for "Sociocultural Influences" ; a .969 for 

" Remuneration and Benefits'" a .9 1 4  for "Career Development Opportunities" and, a 

.944 for " Nature of  Work". These demonstrate i nter-item correlation - the extent to 

which items are a consistent measure - to be high (>.8) ,  and in instances close to 

possible item redundancy ( Lance, Butts, & M ichels, 2006; Loewenthal, 200 1 ,  p. 6 1 ) . 

The ToleranceN I F  figures are suitable, all being below 5 (O'Brien, 2007). 
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pec i ftcal ly : pa and benefit . 394/2 . 535 ;  sociocultural .446/2.242; professional 
de elopment .954/ l .049 and, the working environment . 5 1 6/ 1 .93 7 .  

Th mod I R 2  i . 745 is acceptably h igh ( ameron & Windmeijer, 1 997) .  the stat istical 
mea ure of how c lose the data are to the fitted regres ion l ine ( the coefficient of 
mult iple d termination) - the percentage of the response variable variation that is 
explained by a l i near model .  The coefficients are : p . 399 for benefits on continuance 
intentions; p - .423 for sociocultural influences; p . 1 63 for professional de elopment 

opportunit ies and, p .072 for the nature of the job.  In other words, the analysis shows 

that "pa and benefit -, significant ly  and positively predicted cont inuance intentions 

( p  = . 3 99, t (652)  = 1 2 .6 1 9, p < .00 1 ) ; "sociocultural influences significantly and 

negatively predicted continuance intentions C p  = - .423, t (652) = - 1 4.239, p < .00 1 ); 
.. train ing opportunit ies" significantly  and posit ively predicted continuance intentions 

( p  = . 1 63 .  t (652)  = 8 .0 1 3 , p < .00 1 )  and "nature of job" significantly and posi t ively 

predicted continuance intentions CP = .072, t (652) = 2 .6 1 3 , P .009). 

Table 24. Stepwise Mul tiple Regression ( Models Summary) 

Cha nge Stat istics 

R Adj usted Std. R S  F Sig F 

Model R Sq u a re R E r ror Cha nge d fl d f2  
Change 

Squ a re 
Change 

.000 ' .6 1 8  .6 1 7  .634 1 8  .6 1 8  1 052.523 65 1 .000 

2 .000 b . 7 1 7  .7 1 6  .54605 .099 228.099 650 .000 

3 .ooo e . 742 .74 1 .52 1 89 .025 62.5 7 1  649 .000 

4 .000 d .745 .743 .5 1 956 .003 6.830 648 .009 

ote' Dependent variable: "Continuance i ntention". a Predictors: (Constant). Pa) and benefits: b Predictor : 
Con�tant) Pa and benefits. Sociocultural inO uences: C Predictors: (Constant). P

.
ay and be�cfits. oClOcultura 

( n 
. 

T )' . 
nun'l t l'es' d Predictors' ( Constant) Pay and benefits. SOCIOcultural 1Il0uences. Tralllll1g III uences. ralll l llg oppo . . • 

opportunit le . ature of the job. 
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Table 25 .  tepwi e Multiple Regre sion ( ANNOV A) 
l ode! df F ig. 

Regression 423.306 423.306 1 052.523 .000 a 
Re idual 26 1 .820 65 1 402 

Total 685. 1 26 652 

2 Regression 4-9 1 . 3 1 7  2 245.659 823.895 .000 b 
Rc idual 1 93 .809 650 .298 

rotal 685. 1 26 652 

3 508.359 3 1 69,453 622. 1 49 .000 c 

1 76.766 649 .272 

rotal 685. 1 26 652 

Regre ion 5 1 0.203 4 1 27.55 1 472. 5 1 0  .000 d 

Residual 1 74.923 648 .270 

Total 685. 1 26 652 

ote: Dependent variable:  "Continuance intention". a Predictors: (Constant). Pay and benefits: b Predictors: 
( Constant). Pay and benefits. ociocultural in fluences: C Predictors: (Constant). Pay and benefits. Sociocultural 
in fluence . Trai n i ng opportunit ie : d Predictors: ( Constant), Pay and benefits. Sociocultural i n fl uences. Training 
opportuni t ie  . ature or the job. 

Table 26. tepwise Mult iple Regression (Coefficients) 

U nstd. 

Co. Std. Correlations Col l i nearity 

Std. Co. Zero Statistics 

1 0del B E rror Beta Sig. Order Pa rt ia l  Pa rt To\. V I F  

(Constant )  .258 .088 2.9 1 5  .004 

.980 .030 .786 32.443 .000 . 786 . 786 .786 1 .000 1 .000 

2 ( Constant) 4.043 .262 1 5 .435 .000 

. 5 7 1  .038 .458 1 5 .2 1 3  .000 . 786 . 5 1 2  .3 1 7  .480 2.083 

-.742 .049 - .455 - 1 5 . 1 03 .000 -.785 - . 5 1 0  -.3 1 5  .480 2.083 

3 (Constant )  3 . 364 .265 1 2. 7 1 0  .000 

. 540 .036 .433 1 4 .94- 1 .000 . 786 . 506 .298 .474 2. 1 09 

SO-CUL - .724 .047 - .443 - 1 5 .390 .000 - .785 - .5 1 7  -307 .479 2.089 

TRAINING .206 .026 . 1 6 1  7 .9 1 0  .000 333 .297 . 1 58 .954 1 .048 

4 ( Constant )  3 .054 .289 1 0.574 .000 

B E  EFITS . 497 .039 .399 1 2 .6 1 9  .000 .786 .444 .250 .394 2.535 

SO-CUL -.69 1 .049 -.423 - 1 4.239 .000 -.785 -.488 -.283 .446 2.242 

.208 .026 . 1 63 8.0 1 3  .000 .333 .300 . 1 59 .954- 1 .049 

.08 1 .03 1 .072 2.6 1 3  .009 .620 . 1 02 .052 . 5 1 6  1 .93 7 

ote: Depcndcnt ariable:  "continuance intention. . .  
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5.3 u m m a ry  

Thi re ult  section has outl ined the key observations arising from the interviews and 

survey; ee Table 9 ( above) .  Turning to the survey a mUltiple l i near regression was 

calculated to predict an individual ' s  continuance intentions ( the model ' s  dependent 

variable) based on sociocultural influences, pay and benefits, professional 

d velopment oppOltunit ies and, the nature of the work environment. A signi ficant 

regression equation was found ( F  (4, 648 ) = 472 .5 1 0, P < .000), with an R2 of . 745 . 

Part ic ipants' predicted continuance intentions is equal to 3 .054 + .497 ( IV l )  - .69 1 

( IV2.)  +.208 ( I V 3 )  + .08 1 ( IV4) .  A l l  four IVs  were significant predictors of 

continuance i ntentions. Put d ifferently, the factor most l i kely to retain UAE nationals 

in  the private sector is the provision of high pay and generous benefits; the factor most 

l i kely to lead UAE nationals to leave is the sociocultural ' stigma' attached to working 

in this sector: the greater the provision of PD opportunities and clarity on promotion 

pathways along with the sati sfaction with the working environment were al 0 found 

to relate significantly to continuance intentions. 
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Chapter 6 :  Discussion 

Thi ection is et out to first address the hypothe es set, then the propositions and 

conclude with addres ing and answering the two overarching research questions. First 

of a l l ,  there are some points fir t to be made about the sample and its general isabi l ity 

to the target population which is: UAE nationals employed in the private sector. In 

tenns of the sample members home Emirate, no signi ficant di fferences were observed. 

With regard to gender ( see Table 1 3) the fol lowing significant differences were 

ob er ed. F i rstly, i t  was men more that women who were affected more strongly by 

sociocultural i nfluences. So, while we might expect females to be more affected (e .g . .  

Farre l l ,  2008 :  Mam1enout & Lirio, 20 1 3 ) they seemingly are not. 

It probably is because for men-as the head of the fami ly  (Abdul l a, 2006)-having 

the status and pride/prestige attached with a "classic" government sector job is that 

much more important for men. For women, it seems, while society-recal l  i ts 

patriarchal nature i s  wel l  known and has been related directly to UAE labour market 

dynamics (e .g . ,  Metcalfe, 2008; Wi l l iams et a I . ,  20 1 3 )-may view them as being better 

off working at a gender-segregated government department or even remaining at home 

( Rutledge & A l-Shamsi ,  20 1 5, p. 5 3 1 ), thi s cohort themselves do not appear as 

sensit ive to the soc iocultural impl ications of a private sector job. Secondly is the 

observation that women were signi ficantly more loyal and content with the private 

sector' s work environment (p  = < .00 1 ;  p = < .002) .  These findings may simply be 

m i rror reflections of  the soc iocultural influences however, there is a possibi l i ty that 

national females are in some way more content with the nature of the work in the 

private ector and wi l l  thus be more loyal . 
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The ize o f  the population i n  not real ly known, E timates place i t  at 20,000 yet a large 

amount of the equat ion depends on what e actly the "private sector" is considered to 

be. Thi tud focused on both the "'real" and the " quasi- "  private sectors that, in the 

context of the U E. may be con ider the "private sector". As one EPE said whi le 

d i  cu ing and c lassi fying sector there is l i tt le point in the UAE or for that matter the 

rabian Gul f in u ing We tem world deftnit ions of private and public sector 

enterprises. In terms of the sample ' s  age brackets, this may be due to the type and 

nature of entry Ie el jobs. As Table 1 5  ( see above) shows, those above 3 5  are the most 

content and l i ke ly to stay wh i le  those under 25 were least content. 

The i ncreased levels of satisfact ion voiced by older individuals may be due to them 

having h igher paid and more senior positions within the private sector ( refer back to 

Table 1 5) .  I n  terms of educational attailUnent levels ( refer back to Table 1 6) ,  it i s  

immediately obvious that those with a "university degree" are the least satisfted and 

are least l i ke ly  to i ntend to remain in the private sector. This at first is hard to interpret 

but it has been mentioned that with a degree many UAE graduates feel that they should 

be able to get a suitab le  job ( i .e . ,  a government job) (A I  Waqfi & Forstenlechner, 20 1 2, 

20 1 4 ) .  

Quite a few HRMPs pointed out that those with more technical diplomas and at the 

other end of the spectrum those with post-graduate quali ftcations seemed more 

content. One i nterviewee explained that those with post-graduate qual i fications not 

only tended to have more senior positions but as many had spent several years 

competing their education overseas, "just somehow seem more wi l l ing to work in this 

sector and probably get more satisfaction with uti l is ing their ski l l s  and expe11 ise as 

opposed to taking it easy in an administrative position in a goverlUTIent department 
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\', her [ non-national ] ould be on hand to do mo t of the boring task ." Another 
I I R1v1 P  pointed out that it is c lear that the country 's  rulers are very keen for nationals 

t accept non-conventional jobs and it may be seen as a patriotic duty by some. The 

arne general point in terms of ' somehow" acquiring a di fferent vocational mental ity 

from pend ing t ime in education over eas can be observed in Table 1 7  ( see above) .  

I n  term where an  individual ' s  education was obtained ( local -government, local _ 

pri ate or overseas). it is c lear to see that those who have graduated from a Federal 

inst i tut ion are much less l ikely to want to stay in the private sector compared to those 

who graduated from a local/overseas private institution. Moving on to the relationship 

bet,.: een salary and an individual ' s  intentions of remaining in  the private sector salary 

c learly does have an impact ( refer back to Table 1 8 ) .  It can be observed that views 

between the salary band were significant ly  d ifferent. Those with the higher salary 

( 3 1 ,000AED or more, which equates to USD8,400 p/m) were more l i kely to intend to 

cont inue compared to those with salaries below US D5,400 p/m ( 20,000AED).  Salary 

levels did not signi ficantly impact on sociocultural influences; somewhat 

unexpectedly.  

Looking at the last demographic del imi ter: the number of fami ly members an 

individual has who work in the private sector does have a significant impact on a 

num ber of  counts. This so cal led 1l00mal isation of pursuing private sector careers 

( F  orstenlechner & Rutledge, 20 1 1 )  does seem to be reflected, to a degree, in the 

findings from the study's survey . As high l ighted in Table 1 9  ( see above), it is apparent 

that having one or more fami ly  members working in the private sector significantly 

increases an i ndividual ' s  private sector continuance intentions. I t  is interesting to Ilote 

that this cri terion had no bearing on training opportunities. Those who had two or more 
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immediate fami ly  members al ready in  the private sector were much less concerned 

about Emirati societ ' iews on private sector careers, much more content with the 

natur of the job and signi ficantl more loyal to the organisation. 

6. 1 A d d ress ing  t h e  Resea rch  H y potheses 

Each of this study' fi e hypotheses wi l l  now be revisited and addressed. In short, has 

the data ( qual i tati e/quantitative) been able to help prove or disprove them. The first 

h pothe i was : ' salary Ie e ls  do not have a signi ficant impact on an individual 's  

i ntention of remaining in  the private sector," th is  can be stated as being false ( see Table 

... 5. abo e) .  Based on thi study ' s  fi ndings salary-as " pay and benefits"-is a very 

strong predictor of cont inuance intentions (a  .969; 4 items; � .399, P = < .00 1 ; on 

"continuance intentions") .  

The second hypothesis wa : "avai labi l ity of career development opportunities. do not 

have a significant impact on an individual ' s  intention of remaining in the private 

sector," was also found to be a significant predictor (a  .9 1 4 ' 3 items; � . 1 63 ,  P = < 

.00 1 ; on " continuance intentions") .  And thus, the hypothesis can be stated as being 

false. As wi l l  shortly be d iscussed, many HRMPs underscored the extent to which the 

UAE nationals employed in this sector are keen on career development opportunities. 

The third hypothesis was: 'the nature of the worklenvirorunent, does not have a 

significant impact on an individual ' s  intention of remaining in the private sector,' this 

again can be stated as false :  a .944; 4 i tems; � .072, p = < .00 1 ; on " continuance 

intentions". I n  other words, the nature of the job, the work environment did have a 

positive relationship on the l ikel ihood of an individual remaining in  the private sector. 

( The fourth hypothesis :  'organisational loyalty/commitment does not have a 
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igni ficant impact on an indi idual ' s  intent ion of remaining in the pri ate ector," was 

not in fact e pl ic i t l  tested. The reason being it as found, as a factor of items, to be too 

highl corre lated to the " nature of the job" factor. With that in mind it can be said that 

10 al ty/tru t on an indi idual ' s  intention is l ikely to mirror the fmding related to 

" nature of  the job". )  

The fifth and final hypothesis was: "societal sentiments towards UAE nationals 

working in the private ector has no sign ificant impact on an individual ' s  intention of 

remaining in the pri ate sector." It is  c lear that sociocultural influences do have a 

ign i ficant and negative i mpact on cont inuance intentions predictor (a . 893 ; 4 items; 

p - .423 ,  P = < . 00 I ;  on "continuance intentions") .  Put d ifferently, the more an 

i ndividual i s  swayed by what society thinks in relation to the appropriateness of 

pursuing a private sector career, the less l i kely wi l l  be their intention of remaining in 

this sector. Therefore, we can state that this hypothesis is  false; societal sentiments 

towards UAE nationals working in the private sector does have a significant and 

negative impact on an individual ' s  intention of remaining in the private sector. 

I n  sum, this study based on a significant sample size (653 of c .20,000) reconfim1s a 

number of things: the public sector remains attractive and this does complicate the 

l i ke l ihood of private-sector Emiratisation being a success in the short-term . Whi le the 

usual factors are again exempl i fied. the pul l  that pay and benefits constitute (AI Al i ,  

2008 '  I ssa et  a l .  20 1 3 ) and the push of sociocul tural influences ( Forstenlechner & 

Rutledge. 20 1 0 ;  Harry, 2007) , this study does add considerably more nuance in tenns 

of demographic del ineations and high l ights the importance of on-the-job training a a 

retention factor. Moreover, these quanti tative findings are enhanced by the interview 

analysis. One key point of nuance is that sociocultural influence from the perspective 
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of E national currently orking in the pri ate s ctor had more of an impact on 

men than women . Thi i reveal ing as from the other side it is women who are facing 

i s  ue in  term of gaining acces to this sector. The other point that will be underscored 

i that k i l l  ets and qual i fications do not appear to be a major factor ( some level of 

empJo abi l i ty ski l l  are perhaps lacking) what does and i s  perhaps "the key" concern 

is the d istorti e effect of the c lassic public sector' s pay and benefits ( Badam, 20 1 3 ) .  

Whi le this point i s  not a revelation i t  i s  the first large-scale study to confirm this. 

6.2 Revisi t ing the Resea rch Propositions 

Thi tudy ' s  four proposit ions: ( 1 )  ociocultural in fl uences, (2) the pul l of the publ ic 

ector ( 3 )  the need for government H RD strategies to be overhauled in order to 

i ncrease private sector Emiratisation and (4) ,  the need for the private sector itse lf to 

overhaul its i nternal HRM practices in order to more effectively retain UAE national 

employees, wi l l  no be considered in  tum. As the previous section and indeed the 

summarised observations in  Table 9 highl ight : sociocultural influences and the pull of 

the publ ic  sector sti l l  play a major role. Whi le  H RM practice can be mod i fied it is 

government action at the macro level that is  the only thing capable of leading to 

fundamental change. 

ociocultural factors-induding: gender segregat ion; pride/prestige; social status

are the main reason for why few UAE national s are wi l l ing to work in the private 

sector. This is part ly  true and as has been mentioned in several places already, the 

AE's  conservative soc iocultural norms act as a deterrent for women (e .g . ,  Fan·el l ,  

2008; Wi l l iams et aL 20 1 3 ) · yet th is  study finds that for national men were found to 

be most i n fl uenced by this .  This is not so much due to the nature of the job etc. but 

pride in an indirect sense. In  the Emirati cultural context men are expected to pro ide 
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for the fami l  ; tradit ional ! at lea 1. it is men within the region who provide financial ly 

� r their wives and daughters ( Moghadam, 2006). The pul l  of the publ ic sector

including:  salary; pen ion provision; hours; holidays; easy of taking paid leave-is the 

main reason for why fe UAE nationals are wi l l ing to work in  the private sector. This 

propo i t ion,  more than an other is val id and, it must be underscored that this has been 

a umed to be so for some time now. 

The third proposition was: unless government H RD strategies are overhauled it is 

unl ike ly that the nW11ber of UAE nationals working in  the private sector (as a ratio to 

tho e working in the c lassic publ ic  sector) wi l l  change substantia l ly .  This study clearly 

find this to be the case. Yet, i t is  also apparent that developing indigenous human 

capital can only pay off i f  structural labour market refonns occur. It is inefficient to 

i nvest in pro id ing Emiratis with a first-class education and then to indirect ly force 

them into unproductive public sector positions is not optimal .  

The final proposition was that, unless private sector H RM pol ic ies, practices and 

procedures ( part icularly at commercia l ly-run GBEs) are overhauled it is unl ikely that 

the number of UAE nationals working i n  the private sector (as a ratio to those working 

in the c lassic pub l ic sector) w i l l  change substantial ly .  Based on the interviews and 

survey we can say that this is also a val id point. Whi le less transformative than H RD, 

i t  is  apparent that a dual approach to H RM is l ikely to be optimal for achieving greater 

retention rates. W ithin this wou ld ideal ly be a more hands on and continual 

engagement with Emirati staff and to provide more i ncentive-led training 

opportunit ies. 
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6.3 RQ l ,  Ways to AttractlRetra i n  U A E  Nationals to the Private Sector 

The fi r t re earch que tion was: what range of mea ure ( incentives etc . )  are most 

l i kely to attract, and also retain, UAE nationals to the private sector?" This section wi l l  

c o  e r  four things: ( 1 )  the key points rai ed i n  re lation to recruitment and retention 

is ue (2 )  sugge tion in relation to addressing these chal lenges ( 3 )  the job satisfaction 

lement of pay and benefits, training and promotion and the nature of the private 

ector work envi ronment and (4) ,  the sociocultural factor. 

Throughout this analysis the subject of the pul l  of the publ ic sector wi l l  be referenced ; 

it doe have an 0 erb aring influence on the subject according to almost al l of those 

i nterviewed. (Table  8 and Table 9 above provide out l ine information on the 2 1  

interviewees and, key summari sed observations set out question by question. Here the 

ubsections are an'anged and designed to ful ly  address RQ 1 ;  H RM professionals are 

referred to as HRMP,  Emiratisation Pol icy Experts, be they pol icymakers or 

academics as EPE .  As such, were relevant, survey results wi l l  be referenced). 

6.3. 1 I nterv iew Findings: Recruitment and Retention Chal lenges 

I n  general ,  it was retention that was stated as being the bigger problem. " In  the past 

three or four years we see a large number of graduates at job fairs they apply for 

everyth ing," i t  was said, "getting a government job the day after graduating i no 

longer happening."  Whi le  those with "connections" wi l l  find a govemment job, others 

("the majority now") need to wait for several years. It was said that while a large 

number wi l l  wait, increasingly companies in the private sector find that they get large 

numbers of  UAE national applying for jobs. I ssues though in terms of recruiting are 

said to inc lude short - l isted candidates changing their minds; unreal istic salary 
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demand ; not having nece ary oft- k i l l s  and/or dedication if  emplo ed; treating the 

posit ion in the private ector as a stepping stone to a better paid publ ic sector po ition. 

everal of the EPEs fel t  that recruit ing was far less of a problem than it once was : "yes 

cul ture and perception is a factor but at job fairs we see large numbers of university 

tudents applying for all ort of positions." Another EPE said that from their informed 

di cus ions with undergraduate job eekers the private ector was not seen as a place 

to fear, many reported being "excited by the chal lenge" but the interviewee also said 

that they were pragmatic ;  none said money was the most important factor but 

s imultaneously pointed out that it would be unreal istic to permanently work for less i f  

a better paying job  was to  become avai lable. According to one HRMP, private sector 

operators have a, "heavy responsib i l ity in making Emirati sation successful and to 

create a balance between the Emirati s  and expatriates . . .  it is imperative to understand 

the reason that employers in the private sector prefer hiring expats versus UAE 

nationals" . . .  "they cost less, are more dependable and are easier to reclUit and 

retain/make redundant." 

It was also high l ighted many times by both HRMPs and EPEs that pay and benefits 

was the single biggest issue in relation to retention ( see Section 6 .3 . 3 ,  below), 

soc iocultural sensib i l i t ies were seen to be less of an issue in comparison but this was 

only because: "what most students at job fairs see to the ' private sector operators' are 

in fact government-owned commercial enterprises." It is the case that a job at Strata 

( strata.ae) or Tawazun ( tawazun.ae), Etisalat (etisalat .ae) or Etihad (etihad.com) are 

not seen as socia l ly  unacceptable or inappropriate but as one H RMP spelt out wel l ,  is  

this contradiction : on the one hand the government wants to diversify the economy 

and make i ts commercia l ly-run companies competitive and efficient on the other hand 
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er ame companies to recruit some staff in an inefficient and 

unc mpet i t i  e way. 

e erthele s, another EPE argued that the private sector also has a responsibi l i ty, the 

go ernment of U A  i s  offering a conducive business environment and a business 

friend I structure, 'in turn it hould reciprocate, we understand the arguments about 

national workers being more expensive and less motivated but the executives in large 

h i-techlknowledge-based companies wi l l  need to see Emiratisation is the only 

u tainable solution."  Emiratisation does not mean replacing al l  non-national talent

" there are nowhere near enough suitable Emirat is  to take a l l  such posit ions" -it means 

creating meaningful career pathways for local graduates and putt ing in place 

mechani sms to motivate and retain  them:  "logical ly  this should ultimately reduce the 

opportunity cost of h i ring locals. "  

Another interviewee said that the private sector, "must ensure that when [UAE 

nationals ]  are h i red, they are given the necessary training and an assurance that their 

compensation wi l l  be fair and the harder they work, the more benefits wi l l  be offered. 

I n  terms of  female nationals, the same EPE said, they are crossi ng a cultural threshold 

and must be offered the necessary support l i ke flexible schedul ing or a day care for 

their ch i ldren. Sti l l ,  it was a near unanimous concern that there were not enough 

suitably qual i fied Emirati s  for the mult itude of positions on offer those that push 

private sector Erniratisation need to see the situation from the employ er' s point of 

view, "if s not that we wouldn' t  want to h ire local jobseekers, but more that they either 

don ' t  apply or don ' t  accept the final offers when made. "  
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nother l l RMP argued that Emiratis have de eloped a mind-set that ha been 

fo i l i  cd that sees publ ic- ector job a better than pri ate sector ones. I f  you re iew 

the 1 00 best place to work l i st international ly, you won 't  find anyone seeking publ ic 

emplo ment but ou would ee Google, Apple, and Microsoft top the l ist as desired 

employers but here [ in th Arabian Gulf] case i s  completely reversed. When you 

inquire a local youth about his preferences, they would say a government owned bank, 

a go ernment owned energy company, a government-owned security services and so 

on.  ( Accord ing to this interviewee, the average salaries were not as high in the 

bureaucratic areas of the publ ic sector as many bel ieved, when pushed, most 

acknowledged that the army and pol ice did provide high salaries for positions that did 

not a lways require much day to day work to be dome . )  

An H RM P  from the banking and finance sector highl ighted the fact that throughout 

the globe the private-sector is most prefened sector, this fact must also be shared with 

young local emirates through ways that make them curious about private sector. They 

stated that, " throughout the globe i f  you review the 1 00 best places to work for l ist, 

you fi nd 99 percent private organisations, when you wi l l  glance over most innovative 

companies of the world l i st, again you would find 99 percent of private organisation, 

even fortune 500 l i st is  dominated by private-sector organisations. I f  throughout the 

world people want to work in private-sector than what is the issue with the youth here. "  

One HRMP from the healthcare sector said, "we want to h j re Emirati, we are offering 

them twice the salary that we would pay to [a South Asian] but sti l l  we are unable to 

recruit .  We are doing are business here and would want to get a better understanding 

of the local market but unfortunately [UAE nationals] do not consider this as an 

attractive sector to work in .  Another said, "let us assume i f  there are 1 00 jobs avai lable 
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then there would b 5 native Emirati a ai lable, ob iously we can hire only 5 that even 

in ideal i tuation but the problem i that the government is forcing us to hi re at lea t 

1 0 . ow getting 5 addit ional people mean attracting people who are already employed 

omewhere hence we need to pend more time on recruitment." The same interviewee 

went on to tate that H R  data at their entity showed that there is a c learly visible 

d ifference." the rat io of cost to h ire an Emirati and an expatriate is 4 :  1 and the hire to 

h ire i s  e en longer 7 :  1 rat io. "  

Another H RM P  aid that they could not understand: "a job that matches your ski l l s  

and al  0 pays wel l is  being offered to  you and you would ignore it j ust because you 

don ' t  l ike the designation, which is extreme. I have interviewed many young locals 

who have waited 3 to 5 years as jobless but st i l l  don ' t  accept a private job. I once 

i nterviewed a person who had gained 3 masters and sti l l  he decl ined a position in the 

private sector. "  I n  a connected example from the IT sector, one HRMP stated that, 

"offered posit ions as trainees to 40 local female students and a l l  decl ined. Whereas for 

the same posit ion ( the exact number of positions was eight) we received more than 

2,000 resumes from non-national and a l l  wi l l ing to work for half the amount offered 

to locals. 

To sum up, the recrui tment chal lenges cover matching the supply with specific 

positions avai lable; the additional t ime and cost required to find a suitable ( in al l  

regards) local candidate as compared to a non-national. The fact that almost al l H RNPs 

stated that turnover was much higher among nationals compared to non-nationals 

factors onto the recruitment cost and exempl i fies the fact that retention is the bigger 

problem. Retention of younger employees is seen as particularly hard as many - even 
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i f  r port d to be happy with their da to day ork - intended to move to the publ ic 

ector if an opportunity were to ari . 

6.3.2 I n terv iew Finding : Way to I ncrease UAE National Retention Rates 

Th re were a number of solutions suggested in re lation to the chal lenges faced in terms 

of recruitment and retention : one EPE argued that, ' graduates must be given awareness 

that havi ng a job in pri ate- ector is more prestigious than been jobless in pursuit of 

getting a government job." However, the main suggestion was macroeconomic in 

nature and not one that could be addressed at the company leve l .  Put simply, it is  the 

pul l  of the public sector. One interviewee suggested that there should be a protracted 

publ ic sector pay freeze unti l  the private sector could match present ones 

competit ively. Another interv iewee even suggested that a period working in the 

pri ate sector be made compulsory ( "at least if they have benefited from free 

uni ersity tuit ion at a Federal establ islunent") as recently has been national 

conscript ion for 1 2  months to the army. 

A l l  i ndependent EPEs did not rea l ly  see how the retention chal lenge could easi ly be 

resol ed. Whi le  a popular idea is among some is for the government to subsidise the 

salaries of UAE national working in the private sector, i t was pointed out that this 

would not be susta inable and would, " lead to strained relationships between national 

and non-national workers doing the same job.' ( Yet, as many of the H RMPs pointed 

out this a l ready occurs within their entities and most Asian and non-Gulf Arab staff 

seem to accept this wage disparity . )  Whether or not exaggerations, several H RMPs 

stated that their national staff had to be paid several times more ( factors of "three" and 

" five" were voiced) than their non-national ones for doing l ike-for- l ike job . Statistics 

referenced by one H RM P  from the banking and finance sector indicated that in  this 
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ector national would typical ly b awarded two-thirds more than non-nationals 

for the ame jo thi was ometimes "hidden by s l ightly different title for hat 

amount to the same role ." 

In  ternl speci fical l  of increasing recruitment rate , one EPE set out a number of 

mea ur , which al though they thought were unl ikely to be enforced in the short term, 

would have a positi e impact. F i rstly,  smal l companies with less than 1 00 employees 

must be given grants or easy loans to enhance their fac i l i ties l i ke day care fac i l i ties for 

emplo ees (or indeed create them in  the first place ) .  econdly. newly graduated UAE 

nationals. "must get the sanle salar whether he or she works in the private-sector or 

publ ic  ector." Third ly the government should hold or freeze the unreal istic high 

alaries of public-sector for as long as it takes unt i l  the private-sector can catch up. 

Fourthly,  "the government should reduce public -sector holidays or at least increase 

the working hours per day to match the private sector, either one of these is essential ." 

As the next section wil l  h ighl ight, training and promotion were a l l  seen to be ways in 

which to help prolong retention. One H RMP said that the average number of training 

days per employee at their entity was three days, but i f  you want analyse it more 

deeply, the average number of train ing per non-national Employee is 32 hours, 

whereas for Emiratis it is 1 22 hours; the strange fact is that, " local don ' t  lack in any 

competency or ski l l  that would compel us to an'ange so many trainings for them but it 

is a foml of employee engagement init iative, they would want to enrol in any training 

i f  they don ' t  even need i t ." This study' s  survey finding analysis found: a significant 

regression equation ( F  (4 ,  648 ) = 472 .5 1 0, P < .000), with an R2 of . 745. in which this 

cohort predicted cont inuance intentions i s  equal to 3 .054 +.497 ( I V  1 )  - .69 1 ( IV2) 

+.208 ( I V 3 )  + .08 1 ( l V4) .  Of the three positive cOITelations, train ing opportlUl ities 
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( IV3 ) a the econd trongest. Therefore, after pay and benefi ts; the factor mo t 

l ikely to lead to U E national retention was the provision of PD opportunities and 

c larity on promotion pathway . 

nother uggestion made in  arious ways was the need for the government to much 

more comprehensi e ly eparate benefits from salary in the publ ic sector. Real istical ly, 

this could only be done with pen ions and health insurance and education subsidies. I t  

was stated that, " i f benefit , where possible are del  inked it wi l l  then be the case that 

a l l  working Emirati s  could gain the same . . .  th is would level the playing field and shift 

the d i  ide to working/non-working as opposed to the one now . . .  haves: with nice 

go emment jobs and, the have-nots: those in the private sector." Nonetheless another 

EPE stressed that it was not j ust a question of pay, " there is a widely held view that is  

partly  true i n  fact, that those in the publ ic sector have many more hol idays . . .  and . . .  

can take paid lea e much more eas i ly" it was mentioned by several that in  local cul ture. 

" being able to meet fami ly  members in maj l ises at short-notice is very important, 

especial l y  for men" and is a, "key part of local customs and l i fe." 

In l ight of these known differences between the two sectors ( l ssa et aI . ,  20 1 3 ), some 

of the in terviewees advocated that the private sector adopts more flexible hours and 

job-sharing positions. Yet, one EPE pointed out, working arrangements such as 

flexible hours and job-sharing, may be "okay at the menial lever' it, "just doesn ' t  

function at more senior levels, where the switching between two people wastes t ime 

and cause m iscommunications. ' As recently as 20 1 3 , it was stated that Emiratis 

account for only 20.000 of the four m i l l ion workers in the UAE's pri ate sector and 

the most recent unemployment statistics suggest a 20.8 percent unemployment rate 

among UAE national . It was further pointed out that a local who, "works with the 
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publ ic e tor work fi e da a week and with salaries three t imes more than [ their] 

counterpart in  the pri ate sector, while the per on in  the private sector works more 

hours and with Ie s pay" ( I  sa et a l . ,  20 1 3 ) . 

e eral  EPE recommended that new laws be put in place to safeguard employers in 

si tuations wher they anted to make a national redundant due to poor performance. 

It happens to be the case that many think it is " i l legal to fire Emirati s", this view is not 

\: i thout some ba is .  I n  2009, Tanmia sought to make law a proposal aimed at 

afeguarding UAE national private sector jobs. It st ipulates that any company in the 

private sector forced to terminate Emiratis as part of restructuring pol icies aimed at 

increasing competit iveness etc . should duly inform the mini stry of labour about such 

a mo e before any dec ision : "no company wi l l  be al lowed to sack an Emirati before it 

has exhau ted a l l  avenues to find a suitable solution" ( l ssa, 2009) .  

I t  a lso stated that a company should mandatori ly  satisfy before tem1inating Emiratis 

such as i mplementing a part-time system, relocating them withi n  the company or 

train ing them to handle other positions in the company. Additional ly, an employer in  

the private sector wi l l  a lso not be al lowed to terminate an Emirati on the pretext that 

he/she does not have the required qual ifications ( I ssa, 2009) .  It remains unclear, one 

H M RP said whether this is in fact the law, technical ly an EPE said that it wasn ' t  but 

it depended on context and moreover, "the intended ambiguity is supposed to support 

Emiratis in the private sector, and while it may do, it wi l l  equal ly  deter some private 

sector operators from recruit ing Emiratis in the first place." 

Interviewee responses would reflect that money was the clear winner as the biggest 

motivator across a l l  age groups. However, it was argued that older UAE nationals 
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pre£ r job securit and a rei a ed working en i ronment, they would l ike to be 
UlT und d by people who would speak the same language be it from other parts of 

the rabian Gulf  but the younger generation is more restless. The mi l lennials or 

generation Y want everything immediately, they want a clear career path that would 

h igh l ight and e en guarantee certain route, the learning and development opportunities 

and a leadership role .  The ounger lot are impatient and desire a management role 

from day one. 

Though, to overcome this we have redesigned the job tit les and designations, we have 

named the Management Trainee Program as Future Leaders Program and created 

catchy designation l i ke an HR Office would be cal led a Human Capital Champion and 

an accounts officer wou ld be cal led a Strategic F inancial Marshal . As one HRMP 

argued, UAE nationals are accustomed to a better qual ity of l i fe, thei r parents may be 

working for government jobs and are gett ing more salaries or higher perks hence when 

they demand or ant ic ipate a high compensation, and they are asking a justified amount 

from their point of view even if from ours it is unreal ist ic .  Others stated, "salary is a 

very important and tangible element and i t  is the key to attracting locals to the private 

sector;" "sociocultural infl uences do pay a major role but money and salary have much 

greater i nfluence." 

As wi l l  be rei terated in  various place in this chapter, no interviewee saw private sector 

Emiratisation as anything other than essential . Yet, few believed this was to be 

achie ed by the private sector taking the lead or by arbitrary top-down quotas being 

imposed. everal of the independent EPEs blames the "frankly mediocre response" on 

the social contract ( Forsten lechner & Rutledge, 20 1 0) ;  it is "never going to work while 

the ru l ing bargain remains as i t  is ." "Government jobs [of an easy nature] are a main 
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way th go emment keep local societ cohesive and part of the oi l  \ ealth equation." 

I t  [011 w th n that rea l istica l ly  only certain industri s/professions are going to be able 

to retain the majority of the nationals they employ for the longer tenn. 

Another EPE tre d that the issue of demographics, "too many foreigner ", and 

dep ndence on non-nationals, "al l get put into the Emiratisation mix . . .  but should not 

b ." The interviewee aid that the large number of unsk i l led mostly Asian migrant 

labour could be addressed by way of adopting labour saving technologies and 

"changing the Khaleej i  l i festyle .  It was explained that, "having a maid to permit both 

parent to work is a net benefit, but having mult iple domestic belpers for a family unit 

wbere only one parent does not have a net economic benefit". 

The point is that the "demographic di lemma" could be hugely reduced by measures 

otber than Emiratisation. In the same vein it was pointed out that the UAE's active 

workforce (" i t  could be wel l  over four m i l l ion"� " nobody knows how many are 

formal ly  employed") is several t imes larger than the total population of Emiratis are 

under 1 5  or i n  fu l l t ime education, "the UAE's economy even if  streaml ined via 

productivity gains wi l l  require far more workers than there are UAE nationals. "  Thus 

many interviewees argued the wbole concept of Emirat isation to be better understood 

( explained and framed in l ight of labour market and demographic real it ies) . "The UAE 

and Qatar, un l ike say Oman and Saudi Arabia, wi l l  need a large number of foreign 

talent even i f  every Emirati want ing a productive job was to bave one". 

6.3.3 Pay, Tra in ing  and  N ature of the Job 

Looking now at some of the factors tested in  this study'S  model ( refer back to Figure 

1 )  it can be said that many have a signi ficant impact on cont inuance intentions. In this 
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ub ection pa and benefit , training opportunities and promotional pathways and, the 
nature of the job wi l l  be focused on; a l l  had a po iti e impact. In other word , and in  

order of  signi ficance. the higher the pay/the better the benefits, the more l ikely it is  

omeone wi l l  i ntend to continue in the private sector, fol lowing this was training 

opportunitie , the more the given entity could offer, the more l ikely it was that UAE 

national would remain with the entity, the final factor was nature of the job: the more 

positively perceived the working environment was. the higher retention would be (pay 

and benefits :  � . 399;  for professional development opportunities: � . 1 63 and, for the 

nature of the job :  � .072) .  The only tested factor that had a significant and negative 

i mpact, soc iocultural influences, is dealt with in the fol lowing subsection (6 .3 .4, 

below). 

One H RM P  direct ly blamed the government for the difficulty or attracting and 

retaining UAE nationals, "when the government wi l l  offer 70 per cent increase in 

salaries, e eryone would want to work in  publ ic sector . . .  instead, it should hold or 

even cut pub l ic sector salaries unti l  a l l  the unemployed Emirati s are employed. "  

A lmost every H RMP stated that Emirati employees prefer government jobs because 

the offer much h igher salaries. Having said this, one HRMP said that UAE nationals 

in the are paid, "at l east three times more than expats and the banking sector.' An 

H RM P  in the banking and finance sector offered a candid view: " we offer nationals a 

better package but the market is very competit ive .  I can get an ACCA of a C IMA 

Qual i fied professional from India or Paki stan or Phi l ippines for one-third of the salary 

and I know he wi l l  not switch in a year. The turnover rate for Emiratis is too high and 

they expect salaries of three people and demand holidays ofthree people." The general 

fee l ing was expressed in this comment : "we can ' t  offer financial perks l ike our 
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go ernment-owned comp ti tors; we aim to offer them better training but unfortunately 

they would ul t imatel \ i tch over to a government-owned competitor." 

One HRMP in the te lecommunications sector said that in a recent employee survey 

conducted to re iew the entit 's compensation and benefits plan, a l i st of perks ranging 

from increa e in  alary to a day care faci l ity and foreign trips and higher education 

opportun i t ies were presented, but a h igher base salary was, "the most desired benefit 

among a l l  Emirati employed."  Pensions and benefits such as access to day care and 

maternity lea e should be standardised across both sectors. A l ine should be drawn 

between c l assic publ ic  sector and the new wave of government-owned, but 

commercia l ly-run entities, especial ly  those set up in the past decade ( Mubadala, 20 1 4, 

20 1 5) .  Over a gradual period, the benefits and incentives should become signi ficantly 

larger for the more product ive and growth-generating parts of the publ ic sector ( i .e . ,  

G B Es) .  On one side of the l i ne, pay freezes could be enacted, and future entrants to 

this sector could be obl iged to serve for a 30 to 3 5-year period and accept fixed 

salaries. On the other side, salaries should start at a higher rate and afford more 

opportunit ies for perfolmance- l inked salary increases. 

One EPE  est imated that the publ ic sector receives 1 5  publ ic hol idays and 1 04 weekend 

days a year- 1 1 9  days off-whereas, the private sector has j ust 1 0  publ ic hol iday 

and 52 weekend days-62 days off-added to this are big differences in days of paid 

annual leave and also, maternity leave. As reported by Badam (20 ) 3 ), regulated 

working hours are among the main reasons for why Emiratis prefer the public sector. 

Of the work environn1ent factors that J .  Abdul la  et a l .  (20 1 1 ,  p. 1 3 8 )  tested for, pay 

and benefits were found to be the most powerful  detenninant of job satisfaction. 

Although salary can be seen by a larger percentage of labour in  the industrial ised West 
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a a ource of appreciation and recognit ion ( Locke, 1 976), it is argued that in the UAE, 
particularl for national , it al o ha ign i ficance for pride and prestige in a tribal sen e 

and econdl in  a s l ightly broad Arab patriarchal sense ( Wi l l iams et a 1 . ,  20 1 3 ) .  

The third factor in  terms of importance wa " publ ic  perception" which, it was argued, 

" hows that respondents thought that they were viewed favourably by the public" 

( Abdul l a  et a I . ,  2 0 1 1 ,  pp. 1 38- 1 39) .  Th is is  underpinned by earl ier j ib  satisfaction 

re earch in "col lectivist cul tures" where employees report high satisfaction levels 

ba ed on the social perception and status of the sector in  which they work (e .g . ,  Abu 

E lanain, 2009; H uang & Vl iert, 2004). There are only 20,000 Emirati s in the private 

sector out of more than four m i l l ion people, compared with 225 ,000 Emiratis in the 

publ ic sector ( Badam, 20 1 3 ) .  

For A l  Waqfi and Forsten lechner ( 20 1 2, p. 623 ) ,  pol icies to rect i fy the dual i ty in  the 

labour market and reduce imbalances between the publ ic and private sectors work 

environments could gradual ly  reduce dependency on public sector jobs and induce a 

stronger sense of internal career orientations among recent UAE national graduates. 

They recommend that these pol ic ies, 'address imbalances in the legal framework as 

wel l  as d iscrepancies in compensation and working conditions" between the publ ic 

and private sectors ( see also:  Abdal la et a i . ,  20 1 0; A l  Waqfi & Forstenlechner, 20 1 0 ; 

F orstenlechner & Rutledge, 20 1 0) .  Other measures to encourage internal career 

orientations may i nc lude incorporating career planning concepts and ski l ls into the 

curriculums and school activit ies in secondary and tertiary educat ional programs. 

As argued previously by AI  Waqfi  and Forstenlechner ( 20 1 4, p. ] 85) ,  wage differences 

between publ ic and private sectors and the h igh reservation wages demanded by locals 
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a a re ult  of their c perience with wage i n  the publ ic s ctor need to be addressed as 

wel l to enhance the effecti ene s of Emiratization in the private sector. Th current 

pa Ie e ls  in the public sector might not be achievable in the private sector without 

j eopardizing the effic ienc and profitabi l i ty of private sector employers as indicated 

b finding from our fie ld tudy. 

A wage pol icy for Emiratis who work in  the private sector need to be developed with 

the aim of achieving a minimum level of consistency of wage levels  between the 

publ ic and private sectors. Govemment subsidies and incentives for employers to hire 

and train local workers in  the private sector might be needed . A mechanism need to 

be e tabl ished to regularise wages of c it izens who work in  the private sector in a way 

that is consistent with principles of opt imising labour productivity. The move from 

entit lement to accountabi l ity mental ity i s  needed among local job seekers, and HR 

practices that l ink pay and rewards to performance should be encouraged. 

6.3,4 Addressing the "Sociocultura l  Factor" 

As th is study' s  stepwise mult iple regression model demonstrates, the predictor that 

made UAE national continuance intentions least l ikely was sociocultural in fluences, 

there was a sign ificant and negative relationship W -.423 ) .  In other words, the more 

suscept ib le an i ndividual is to prevai l ing sociocultural sentiments, the stronger wi l l  be 

their desire to leave the private sector and secure a more conventional government job. 

As one i nterviewee stated, ' [ Emirat i J  society puts pressure on young Emirat is and they 

can ' t  fight with the strong t ides of pressure . . .  society forces them to fo l low the 

footprints of their other fami ly  members who are all involved in publ ic-sector jobs." 

Another common perception within Emirati society is, "private-sector jobs result in 

anxiety and high blood pressure due to the nature of the job." Another, emphasising 
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th trength of tribal tradit ions within the UAE aid " if  private-sector employers 

v anted to retain more national employees they hould hire several from the same 

tribe ." When prompted the interviewee did acknowledge that this was not " putt ing 

merit before a l l  el e" but was nonetheless a pragmatic approach and "a necessary 

compromi  e i f  the government forces more compulsory Emiratisation." 

A numb r of EPEs tressed the problem of cul ture, in  our culture we want the females 

to tay at home, many fami l ies bel ieve that it is a matter of insult i f  their daughter is  

earn ing but if we evaluate the academic records and statistics we know that more 

females are enro l l ing into educational programs, when one large portion of the 

population won ' t  be wi l l ing to jo in the labour market than it wi l l  create problems. We 

know many people espec ial ly females enrol led with T A WTEEN are not actively 

eeking job. many have rejected offers too. 

The b iggest chal lenge is bringing a greater percentage of these degree educated 

females to the productive sectors of the labour market. Al Waqfi and Forstenlechner 

( 20 1 2, p. 624) contend that the almost total l ack of exposure to private sector norms 

and real i t ies by Emirati s  makes the private sector a foreign environment for them and 

therefore represents another disincentive to seeking employment in this sector. This 

necessitates mechanisms to increase the exposure of young cit izens to the private 

sector. Such exposure currently does not happen natural ly, but needs to be fostered by, 

for example, governmental programmes such as student internships in the private 

sector. We part icularly recommend structured methods of combining c lassroom-based 

education with practical work experience, such as the cooperative education 

programmes common in many developed countries. 
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One I I RMP aid that the often con ider the i ue to not be of, " UAE national being 

unemplo ed but it i basical l  employers being unable to employee." The government 

shouldn t j u  t re trict companies on hiring locals but they must also make it mandatory 

on youth to work for orne time in private-sector. "  Others reinforced this by arguing 

that ocietal forces are working against Emirat isation a the there is a perception 

prevai l i ng that ideal jobs or good jobs are the one which are provided by the 

government. The government is assumed to be a caring employer and the private

sector is genera l ly  considered to be a profit oriented monster. There must ads 

promoti ng the open think that even if a l l  your fami ly  members are working 1 11 

government sector you can work in  the private-sector and this won ' t  be a stigma. 

" If companies are obliged to hire Emiratis. Emiratis should be obliged to work un the 

private sector." 

With respect to strategies employed, Mam1enout and Lirio ( 20 1 3 ) p. 1 60 note that 

continuous learning and further educat ion was a major driver for most of work ing 

Emirati woman. J ust l i ke Western women with higher education are the mo t l i kely to 

return after a career break, Emirat i women, with higher levels of education are more 

l ikely to remain i n  the workforce-simi lar to the global context ( Hewlett & Luce, 

2005) .  HRM practit ioners can leverage this strategy by offering more on-the-job 

train ing or sponsored further education to Emirati women as a retention tool . The 

working women in the study be Marmenout and Lirio (20 1 3 ), appeared to be, 'sk i l led 

in  crafting and tapping into social support systems, both in tern1S of emotional and 

instrumental support ." Emotional support was found to be in fl uential , it should idea l ly 

emanate from high-status male individuals, mostly fathers, husbands or uncles

again, not d iss imi lar to the global  context (Burt, 1 998) .  As Burden-Leahy (2009. p. 
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536) ,  tates, education i iew d b 'tradit ional parents, many of whom may ha e 

b n fited only from primary Ie el education, as an acceptable reason for daughters to 

be outside the home environment, whereas employment has yet to become general ly  

acceptable .  " 

The AE Women' Federat ion considers the education and employment of women to 

be a uccess but iew the main occupational areas of medicine, health and teaching 

a too narrow. Having said this, female UAE nat ionals have entered al l  the professions 

i nc luding the m i l i tary and pol ice ( Rutledge & Al-Shamsi, 20 1 5 ) ( Marmenout & Lirio, 

20 1 3 ). I t was stressed also that the dist inction between mentorship and sponsorship as 

et out b I barra, Carter, and Si lva (20 1 0) ,  is highly relevant here : male sponsors come 

from the fami ly  rea lm rather than the professional environment; female col leagues can 

act as role models and mentors. 

A l ign ing expectations from fami ly  and supervisors by direct ly negotiating mutual ly 

suitable terms appears to be key to making longer term retention a greater l ikel ihood. 

H R M  practitioners could leverage thi s  strategy by equipping their female employees 

with negotiation ski l l s  needed to ach ieve. Yet as Mannenout and Lirio (20 1 3 ) are at 

pains to stress, H RM practit ioners must be aware that, "the boundary between fami ly  

and work contexts may be very permeable and that certain suggest ions could be j udged 

i nappropriate. "  En l i st ing the help of an Emiratisation Officer ( i .e. , a UAE national 

H RM administrator responsible for encouraging the development of Em irati nationals)  

to review the proposed intervention would be a prudent strategy to employ. 

This ties in wel l  with extant government po l ic ies of championing female role models 

who are pursuing, regional ly speaking, atypical career paths (see e.g. ,  A l  Khoori , 
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20 1 5 : Malek, 20 1 6a) .  Another exampl i s  that of Etihad ( the UAE ' s  govemment

backed but commercia l ly operated national carrier) which opened a several large, a l l 

female cal l centre that operate spl it-shi ft systems and even have on-site creches (1 .  

Hi lL 20 1 6 ) .  A l though i t  might be argued that such gender-segregated workplace do 

not break-down prevai l i ng gendered sociocultural barriers. they do, to an extent help 

normal i se the notion of women working in  commercial ly-run and targets-based 

ocational environments. 

M uch l ike the motion of using GBEs as a transformational mechanism from the public 

sector to the ' true' private sector, government- led H RM strategies such as that adopted 

i n  this regard by Etihad can also be seen in such l ight. Turning to the ways in which 

GBEs such as STRATA, Mubadala ' s  aviation manufacturing enterprise, and the 

Emirates uclear Energy Corporation are seeking attract more UAE nationals to these 

non-conventional sectors, it is  apparent that incentive based training is key. With 

TRATA, a variety of train ing programmes targeted at different sections of the 

national population - manufacturing training to a l l  interested cit izens, vocat ional 

train ing for youth, and specia l ised train ing for engi neers - provide the key to bui lding 

capabi l it ies i n  aerospace ( WEF, 20 1 6) .  

"E EC i s  working to ensure Emiratis play a decisive role in  the UAE's nuclear energy 

industry, and we are proud that our rapid growth has been achieved while maintaining 

the organi sation' s  commitment to Emiratisation,' said Mohammed Al Hammadi ,  the 

chief executive. Enec ' s  Energy Pioneers programme works to attract and de elop 

Emirati science students engineering graduates and experienced professionals, and 

provide them with an opportunity to join the UAE's emerging nuc lear energy sector. 

o Ie s than s ixty percent of the ENEC staff are Emirati and the ent ity provides a wide 
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range of teclmical and degree cholar hips that offer the opportunity to de elop the 

pecia l i  ed knowledge and practical experience to join the indush), as a qual i fied 

technician or engineer ( Malek, 20 1 6b) .  

ha b en argued b Al Waq fi and F orstenlechner ( 20 1 2, p. 609), two things should 

recei e part icu lar focus .  F i rst ly, train ing and orientation of young citizens to enable 

them to confidently pursue job opportunities in the pri ate sector. This may also 

inc lude ways for providing young UAE cit izens with private sector exposure, as 98 

percent of the national workforce is currently  working in the publ ic sector and a lot of 

\ hat young UAE ci t izens think they know about the private sector is not founded in 

real ity. econd, interventions to address structural and i nstitutional chal lenges 

h indering employment of c i tizens i nc luding gaps in employment conditions and 

remuneration levels for c i t izens between the public and private employment sectors. 

The rationale, however, is not only rooted i n  salary differences, as posited by pre ious 

research ( Bremmer. 2004 ; Godwin, 2006), but in a combination of factors c learly 

favouring publ ic  sector employment, a lot of which can be traced to the legal 

framework and the current makeup of the labour market, a causal ity previously 

suggested by Mel lahi (2007) .  According to Al Waqfi and Forstenlechner (20 1 2, p. 

622), the dual i ty in  the labour market described above and the resulting expectations 

of both employers and job seekers represent a major obstacle to employment of 

Emiratis appl ications and apply more effective hiring procedures. Interviewees also 

said private sector employers need to boost salary levels for cit izens to a level 

comparable to the pub l ic sector ( i n  this regard, consult :  Swan, 20 1 6) .  Other 

suggestions for the private sector to improve representation of cit izens in their 
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work for e er to reduce qual i fi cations to more reasonable levels ( 1 8  percent), reduce 

working hours ( 1 3  p rcent), and improve job ecurity ( 8  percent) .  

ccording to AI  Waqfi and Forstenlechner (20 1 2, p. 622) ,  the fact that UAE nat ionals 

mak up uch a smal l  fraction of the private sector workforce leads them to feel sel f

con C IOU when working in the private sector. uch pressures may also, "significantly 

reduce the most central mechanism of personal agency sel f-efficacy." As has been 

explained by Bandura (200 1 ) the various chal lenges from a ' personal agency 

perspecti e" inc lude the reduction of expectations of posit ive outcomes, when a 

per on i s  considering a job opportunity in  the private sector, as compared with the 

more secure and more predictable  publ ic sector environment. To cite one of the 

jobseekers i nterviewed, "} knew what to expect when I took a local government job, 

most of my fami l y  work there . . .  [ the private sector was not a] possibi l ity or something 

I bel ieved I could do" (AI Waqfi & Forstenlechner, 20 1 2, p. 622 ) .  

6.4 R Q 2 ,  H RM ,  Gove rnment  H RD a n d  E m i ratisation Strategy 

With regard to RQ2 ( 'What role can/should H RM executives play in  terms of shaping 

government pol icy so as to ensure Abu Dhabi ' s  strategic HRM goals  can be achieved 

without compromising this sector' s  international competitiveness?") .  

6.4. 1 I n terv iew F ind ing  : Mon itoring Emirat isation 

Since the Ministeria l  Orders No. 4 1 ,  No. 42 and No. 43 of 2005 that made it 

compulsory for a l l  private-sector organisation to implement a quota or reservation 

system to recruit the local Emiratis and maintain a proper payro l l  of them and even 

retain  them we were properly mon i toring the workforce statistics. It is a part of our 

H R  Strategy to properly maintain the workforce analyt ics hence we monitor these 
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national but all nationali ties that are work ing in our 

compan . There is a 2 percent quota [or commercial entities with more than 50 

emplo ees. One EPE e plained that as per UAE Labour Law, there are three bands of 

Emirati ation quota. 

ommerc ia l ly run organi ations with more than 50 employees must ensure that two 

per cent of  their workforce compri ses of the local Emiratis, for banks the percentage 

is l ightly h igh and is about 4 per cent and for insurance companies its five per cent. 

The locals a lso prefer working in banks and insurance companies as they pay a lot 

better. One HRMP said that their entity, "constantly monitor and share Emiratisation 

data with the UAE Central Bank." They went on to state that the government wanted 

bank to ach ieve a 3 5  per cent Emirati sation target by 2020 - yet, " our goal is to 

increase the ratio to 50 percent by 2020' . 

6.4.2 I nterview Findings :  Em ployabi l ity Skil ls 

I t  i s  c lear that the need for suitably qual i fied UAE nationals is  sti l l  an important factor. 

Part of this wi l l  necessari ly  entai l a more comprehensive l ink between academia and 

industry. One EPE, did say that l i nks do exist, "not least with the internship programs 

that are now being made compulsory by many tertiary- level Federal institutions." 

Moreover, the UAE M in istry of Education has set out a range of employabi l i ty ski l l s  

( also known as "generic ski l l s" or  "key competencies" in  the UAE is refen'ed to as  the 

"CoreL ife Sk i l l s") (UAE National Qual ifications Authority, 20 1 2b) p .75 .  An EPE said 

that the UAE's  CoreL ife Ski l l s  "cover and promote the general intent and nature of 

the range of i nternational ly required employabi l i ty ski l l s  . . .  they form the foundation 

for workforce abi l i ty and adaptabi l ity and therefore, aid performance and funct ional ity 

in work and day to day l i fe . '  In this general area a HRMP stated that : 
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students mu t be  encouraged to  look a t  various options and make 

conscious effort in regard to career explorations, not simply take the 

ea.\y option orfollow their friend ' . 

1 69 

The changing nature of the employment market was also stressed : " i f  you graduated a 

decad back in 2005,  you had no idea what Twitter was or how to communicate in 1 40 

characters . . .  There are many business models that were not there a decade back and 

after a decade there wi l l  be many more business models that we have no idea about 

now." The same i nterviewee stress that the UAE' s education sector, "must be strong 

to produce people who can work with the business models of future, the education 

y tem must produce human capital for tomorrow not today ' and concluded that, "this 

can only  be done when the industry and the education sector shake their hands and 

synergies." The interviewee continued : "they make the choice either based on what 

they perceive to be an easy subject and would be able to get good grades or where 

their best friend is studyi ng rather than assessing the scope of the section or even their 

interest in the domain" . 

One H RM P  stated that. " whenever they were invited to a career fair or for a talk to 

students at any educat ional institute, I tel l  them fol low your passion, study the subject 

that makes you happy, that make you passionate that gives you joy and moti ates . . .  

[unfortunately] this advice usual ly fal l s  of deaf years. "  The san1e interviewee went on 

to say that they had observed many interviews where interviewees with even good 

grades but they knew nothing about the field and when I inquire why did you opt for 

this field or subject  the answer infuriates me. They would respond because my parents 
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told me to tud thi or m be t friend was stud I' ng the b' arne su �ect and I wanted to 

be with her" 

"Per onal agency" ( Bandura, 1 997 )  also plays a part in the newly graduated UAE 

nationals bel ie e they can overcome these challenges, nor that they are i nsufficient 

control of their en i ronment when it comes to the private sector. This further the 

concl usions drawn by Jones ( 2007) that highl ights a genera) lack of wi l l ingness to take 

responsib i l i ty for themselves. According to a number of those interviewed by Al 

Waqfi and F orstenlechner ( 20 1 2) ,  the appl ication procedure for positions in  the pri vate 

sector wa " unduly lengthy and potential ly demeaning." 

uch dissat isfaction may be caused by the fact that in the publ ic sector, jobs are often 

given to applicants on the spot and based on personal re lationships, which makes any 

alternative appl ication procedure lengthy and inappropriate. As Harry ( 2007, p. 1 32 )  

previously put i t ,  " c it izens are reluctant to  apply for jobs because having to  apply 

hows that they have no power to get a job using relationships and connections." Al 

Waqfi and F orstenlechner ( 20 1 2, p. 622) concluded that as a consequence, " public 

sector jobs are associated with a sense of prestige and a false sense of career success 

due to priv i leges easi ly achieved for the mere fact of being a cit izen. "  

According to  Briscoe, Hal l ,  and Frautschy ( 2006),  a career in  labour markets such as 

those of  the Arabian Gul f, employment is viewed "an entitlement and a service to be 

expected from the government' and also, an individua l ' s  social networking ski l ls. "as 

opposed to a project of the sel f  as is the case with a protean career perspective and a 

sel f-directed attitude towards career management." As has been set out by Al Waqfi 

and Forstenlechner ( 20 1 2, p. 624) ,  the UAB's labour market dual ity, in addition to the 
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col lecti i t cul tural ori ntat ion, create a v cational environment that reduce . " an 

int mal career p r pective." Thi can be related to career achievements typically being 

achieved by way of per onal striving and uti l i sation of all internal strengths and 

re urce are easi ly  bestowed on individuals based on cit izenship and social contacts 

( Wa fa). 

6.4.3 S H RM ;  Can One Model Fit Al l? 

If  Figure 3 ( see above) is  consulted it wi l l  show that Bamberger et a l .  (20 1 4) 

e senti a l ly  depict two l ine , one where at one pole is retention and the recruitment ( the 

other c l i ne has process orientated outcomes to outcome orientated outcomes) .  Several 

of the H RM Ps and several EPEs stressed that any Arabian Gulf HRM Model would 

ideal ly  b one that is dual in  approach:  "it  is what we say is horses for courses . . .  

i n  estment i n  staff training is a risk . . .  i t  is  better to take that risk with Emirati 

employees to i ncentivise them to stay . . .  expatriates are better recruited with the ski l l s  

and adaptabi l ity we need in the first place .  " Another said that a paternal istic SHRM 

strategy " almost sounded patronising" but argued in  some respects this would "suit 

local employees." 

I f  one attraction of the publ ic sector i s  job security and a job-for- l i fe, then larger state

owned enterprises [could] afford to take the longer view." Suggestions included 

regular meetings where Emiratis employees and H RM admini strators could share and 

di cuss concerns and opportunities. In this way, "those think ing of leaving can be 

provided wi th dedicated mentoring. At such meet ings incentives could be clearly set 

out such as, "after three years of  serv ice such and such professional oppoltunities wi l l  

become avai lable and after five years of service an  even more generous range of 

professional development opportunities wi l l  become avai lable and so on." 
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Look ing back a Figure 4 ,  it i c lear that private sector operator in the UAE do face 

three external factors and-pos ib ly with all other regions of the open economy 

w rld-the e factor do not compl iment or sync with one another; indeed, they almost 

contradict one another. The EPEs and H RMPs who discussed SHRM in a more 

ab tract theoretical way felt that top-down Emiratisation was a pol i tical force which 

\ a nonetheles "an under tandable request" but it was at odds with economic forces 

" in a free market people are recruited on need and merit", these interviewees did not 

di count that any discrimination in  the EU i s  i l l egal so al l  genders, age and nationality 

are treated as equal s ("yes maybe recruiters do ha e subjective preferences but we can 

a nonnal l it is the person 's  qual i fications and interpersonal ski l ls that get them 

employed"). 

Yet. with Emiratisation, " we face a situation where we are recruiting in an anti -market 

i l logical way:' Several H RMPs saw it as posit ive discrimination and some as a form 

of  taxation or social responsibi l ity. I t  was interesting to observe how many fel t  

sympathy for the average Emirate graduate. "These guys come from fami l ies where 

most fathers, older brothers and w1cles work for the army, [ local government] or 

pol ice, yet are being encouraged to take more chal lenging jobs for less pay and ones 

where longer hours are the international practice. ' As has been mentioned, it was the 

majority view that most Emirati graduates were competent. has good qualifications, 

were o ften c lose to b i l ingual and had of course, local knowledge. 

Yet it was the third external factor "culture" ( see Figure 4) that causes many , 

organisations "issues."  One interv iewee stressed, "with expatriates you feel 

comfortable, they know the [ ways things work in  the company] they fol low orders and 

it is natural to [ give them instructions and expect them to fol low these] ."  "With 
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mi rati , it i more di ffi ult, many in  HR and management act d ifferently, I cannot 

real J  explain the workplace dynamics but it is di fficult to treat them as you do [ South 

A ians ]  or non-Gul f Arab ." Another interviewee put it l ike thi s :  "thi s is their country 

and mo t of us are [ non-nationals ] ,  we depend on this country and feel strange having 

to gi e local orders ." It was explained by another H RMP from the aviation sector that 

Emirati management were used to manage Emiratis staff Several also explained that 

the cultural aspect was very d ifficult when interacting with local women. 

"Doing the wrong can get you deported, actual ly locals are much more relaxed but, 

there are stories we hear and I can say I see staff acting in a strange way when deal ing 

with local staff"  Another interv iewee said, "we are told when we arrive here never to 

shake hands with a local lady or look at them even; not to discuss sensitive subjects, 

whatever exact ly they are, this is j ust not normal vocational behaviom at most 

multinationals . "  It is hard, to sum up, these views but somehow it appears that working 

relation h ips are not as smooth as they could be but the reason is "exaggerated fear 

and oversensit ivi ty' an E PE explained this wel l :  "typical ly HRM practit ioners, 

manager and employees are not accustomed to working above or alongside UAE 

nationals on a day-to-day basis" this i s  especial ly  the case i f  "when they are peers and 

neither is superior to the other . . .  the rulebooks say that al l  staff be treated equal ly but 

it j ust doesn ' t  apply here . '  The same i nterviewee explained how they noticed team

leaders being more patient with locals " if  a [ "j ust in ti me" ] situation was to arise, i t  

would be an expatriate who would be obl iged to stay late or  come in on a Friday." In 

terms also of t ime management, the same interviewee said that he regularly observed 

and heard that, " l ine managers are more deferential and patient with Emirati staff than 

they are with non-national staff" 
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0, mirati ation \ hen it i forced. be it by quota or making some roles just for locals 

( the "pol it ical force " of Figure 4 )  it is  seen to be at odds with hiring and managing 

taff on an optimal and international ly competit ive way ( the "economic forces" of 

Figure 4 ) .  dding to the complexity is "cultural forces" ( the th ird external force on 

the organi ations a depicted in Figure 4) .  There is so cal led 'organisational culture'  

which in  "toda globa l i  ed and interconnected economy is not matched with any 

national cul ture but a corporate business one." Alongside this, "you have expatriate' 

culture [s ]  and the ' local culture . '  , As another interviewee explained, "there is Arab 

culture and I l amic culture and here in the [Arabian] Gulf there is tribal pride, support 

and the preservation of honour." I t  was said that a l l  of these factors compl icated the 

adoption of any "off the helf Western H RM pol icy and procedure book." 

One EPE said that whi le  mult inational corporat ions had a global culture and global 

standardised approaches to H RM,  compromises had to be made when operating in the 

Arabian Gulf. For ' real ' private sector operators, "they came to the UAE as it is 

profitable" . . .  " it makes sense" and the opportunity cost: "having to navigate the UAE 

dynamics l i ke attracting and retain ing talent to come here, employ nationals to meet 

quotas and p lease authori t ies and deal with contradictory cultural issues is al l a price 

worth pay ing ."  The problem is this. said an EPE from academia: because there is this 

assumption from both sides ", some H RM executives see Emiratisation as an indirect 

tax ; Emiratis fee l  they ' re being hired to an extent to be 'window dressing' '', that the 

hiring of nationals by private sector operators is based on something other than merit, 

"it casts intel lectual ly and psychological ly the whole progran1 as inefficient." Much 

research has been done on this (e .g . ,  Al Waqfi & Forstenlechner, 20 1 0, 20 1 4). 
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I t  i under tandable to a degree h Emirati ation has been cast l ike this; the media 

ta lk of it b ing impossi ble to fire UAE nationals, of their wage demands being everal 

factor h igher than that of imi larly quali fied and experienced non-nationals and that 

e en i f  uch demand are met, this cohort wi l l  soon migrate to the publ ic sector 

regard le  ( Gal lup/ i latech, 20 1 1 ) . It is because of this that many of those who 

con ider d H RM operational models argued than an Arabian Gulf HRM Model 

would be needed to e plain the situation here in the UAE.  

' " l f we lea e aside un k i l led ectors and occupations . . .  and cultural ly unsuitable ones, 

end up with entit ies in the hi -tech and knowledge-based areas of the economy, this 

includes o i l  and gas and various engineering type . . .  Many of these entities are in  one 

wa or another government-owned." So it can be said that where an Arabian Gulf 

H RM Model wil l  be of use and relevance wil l  be in  the sk i \ led ("desirable") industries 

and in commercia l ly-run GBEs.  It is no coincidence, one H RMP said, that it is  these 

arne entit ies that are charged with making the government vision of becoming a post

o i l  open and advanced economy. I t  is also these same entities that are l ikely to ' make 

or break top-down sty le Emiratisation agendas and pol ic ies." 

The argument is this: as GBEs and advanced hi -tech/services companies provide 

attract ive and engaging career opportunities, i t  wi l l  be at such companies that almost 

a l l  graduating Emirati s would want to move towards if a [c lassic] public sector job 

was not on offer." And, it is  these companies-espec ial ly government-owned ones

that have the financ ial resomces to pay, train and retain UAE nationals. Therefore, it 

is  at such companies an 'Arabian Gulf H RM Model ' would make most sen e. The 

model would see a dual approach in how best to deal ( the recruit-retain  c l ine) with 

national employees and non-national ones. 
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Interviewees tr ed ho many training opportunities meant to locals, it should be 

the HRM e. ecutiv s job to en ure training wa rele ant to the company and the 

mplo ee. For UAE national employees dedicated face-to-face engagements with 

H R M  mentors, rna be a price worth paying if it leads to greater retention durations. 

In term of cul tural misunderstandings there are, "no quick-fix solutions," most EPE 

aid whi le  fear and concern regarding such incidents was real and, " could not be 

di scounted" better information and re olution procedure on both sides were l i kely to 

be able to keep i nc idents from, "moving beyond the confines of the company." 

The purpose of an Arabian Gulf  H RM Model would be to retain  UAE nationals in a 

mutua l ly  benefic ial way while seeking to remain as competitive as can be real istic, 

i nternational ly .  As one EPE said :  "even if Emiratisation is viewed as a fonn of 

taxation, then the companies that can demonstrate effective and meaningful 

Emiratisation programs could be given tax rel ief or some form of fornlal benefit ." It 

was pointed out that in the West many companies had to pay all sorts of different tax . 

I f  i t  i s  viewed as a tCL,{ then one way to reduce the tax burden would be to retain train 

and motivate UAE national employees to see the given entity as a place from within 

to progress up the career ladder. 

6.4.4 Structural Reform; the Long-term I mperative 

Both EPEs and H RM Ps stressed that there was a continued need to focus on the qual i ty 

of  the supply of  UAE national graduates. This can be segmenting responses into four 

general categories: ( 1 )  matching the educational subject themes to the needs of the 

market ( 2 ), far greater and mean ingful stakeholder participation- "especial ly 

between Federal ly  funded HEI and government-owned commercial entities" -(3),  

fac i l i tating and maintaining recruitment channels and (4) ,  fostering greater labour 
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market mobi l i t  . F i r  t ly ,  increasing the rele ance and flexibi l ity of education and 

training programmes to the need of the labour market. 

Developing and operational ising national or regional pol icy on qual ifications, 

in titutional arrangements, qual i ty assurance processes, assessment and awarding 

proces e , ski l l s  recognit ion and other mechanisms that l i nk education and training to 

the labour market and c iv i l  ociety. Ideal ly, strategies would focus on matching 

qual i fications with knowledge, ski l ls and competencies. and relating quali fications to 

pre ent and future occupational ( and broader labour market) needs. Attracting 

i nvestment, increasing the qual ity and quantity of jobs and improving res i l ience to 

changing global markets. 

U l timately as one stated, there needs to be, "a sh i ft  within education systems from 

' supply to ' demand driven . . .  this is no d ifferent from the rest of the world, where 

the marketi sation of higher education is now a fact of l i fe" . Secondly. increasing the 

influence of  stakeholders ( part icularly industry and employers) in education and 

train ing, particularly in quali fications design ( i .e .  learning outcomes, competencies, or 

occupational standards through a qual ifications framework) to ensure : qual ifications 

are of the right standard, the system is more responsive to the needs of the labour 

market and faci l i tates better recognition of individuals' ski l ls .  

Promoting public and professional confidence in  the integrity and relevance of 

national qual ifications. A third area that was raised by various interviewees was the 

need to helping private-sector employers recruit suitable UAE national job seekers. 

For example. improving employees' understanding of what quali fications mean. 

Another said this could entai l helping GBEs to know what they are getting when they 
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emplo a person ho holds a part icular qual i fication, thereby increasing the trust the 

have [or quali fications. As isting employer with training and human resource 

planning. 

The fourth point wa centred around fostering more labour mobi l i ty, this could entai l  

i mproving regional i ntegration of economjes by reducing barriers to worker mobi l i ty: 

enhancing the abi l i ty of workers from developing countries to find jobs matching their 

train ing and experi nce in other countries, thus increasing remittances sent home. 

Improving the abi l ity of workplaces in developed countries to quickly understand the 

ski l l s  and abi l i ties of migrant workers, thus more easi ly reducing labour shortages. 

Relat ing to international systems in order to participate in global ised labour markets. 

One EPE argued that efforts were now underway to better al ign working conditions of 

public and private sector workers, although the specifics on those al ignments are, as 

yet unclear. As was reported by Badam ( 20 1 3 ), also being considered are pol icies that 

would, "bridge the gap between the public and private sectors in terms of working 

hours, worbng days, annual leave and publ ic holidays"- at the time of writing no 

such regulations had been implemented, indeed, rel igious holidays in 20 1 6  continued 

to exempl i fy  the d ivide between the two sectors (Gu lf  News, 20 1 6) .  

I ncreasing educational requirements for entry to publ ic sector positions is a re latively 

easy sol ution to implement. uch a strategy would also help to undermine any 

perceptions of Wasta - the cul tural phenomena where individuals exert influence 

through their connection to powerful others in relation to recruitment decisions 

(Cunnigham & Sarayrah, 1 994) (Gold & NaufaL 20 1 2 ) .  This is a practice that many 

in academia see as corrupt and undermining productivity and efficienc ( Harry, 2007) .  
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The a lue of educat ion i not al ay pre al nt among orne UAE nationals who iew 

the go mment as an entit re pon ible for their gainful employment rather than 

looking to their own k i l l  ets and abi l i ties as deternl inants of employabi l i t  ( Burden

Leah , 2009) .  Thi must b con idered if the application of more "objective and 

rigorou " H RM election processes are e er to be implemented. 

A l ignm nt of salarie for comparable work between public and private sectors may 

also be d i fficult .  As mentioned previously, any increase in benefits for private sector 

worker , inc luding shorter working days, longer hol idays, or h igher salaries, is l i kely 

to meet strong resi stance from private business. In l ight of the substantial investment 

the A E  has made in the creation of economic free zones to stimulate private business 

in the country, the appl ication of stringent regulatory controls on working hours, 

salaries, and hol idays are unl ikely. Al ternatively, the government can act to cut 

benefits for public sector employees, or at least freeze salaries and benefits unt i l  they 

a l ign more c losel with those of the private sector. Government action in this direction 

is also unl ikely ( Beau grand, 20 1 4) (Coates UI richsen, 20 1 4 ) .  Given the context of 

unrest across the region, citizens are l i kely to perceive any cutting of UAE national 

referent outputs even more negatively than government intervention in increasing the 

outputs for UAE ational private sector employees. 

Although several EPEs stated that until now the government has not taken fi rm action 

on relation to subsidising UAE nationals employed in the private sector, "consul tations 

and feasibi l i ty studies are happening . . .  [and] in some shape or another wi l l  most l i kely 

be implemented."  As has been voiced in  academic circles, "subsidising nationals by 

topping up their private-sector salary . . .  taken at face value, may seem extreme:' but 

as Forstenlechner and Rut ledge (20 1 0, pp. 47-48 )  contend, are less unproductive 
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a l l  cation of tate resource t11an would be h t e case i f  such a worker were to be 

ab rbed into the "c ia  ic" publ ic  sector. GBEs, have the potential to be growth

generati ng inve tments despite uch subsidies. 

6.5 u m m a ry 

this ction ha made c lear, it i s  ult imately at the macroeconomic level that change 

wi l l  need to occur i f  private sector Emiratisation is to become the norm. At th i 

j uncture it is bel i eved that no more than one percent of the UAE ' s  private sector is 

made up of UAE nationals and a many as one fifth of graduates who are seeking work 

remain unemployed ( Issa et al . ,  20 1 3 ) .  As a senior goverrunent official stated at the 

t ime, Emirat is who work for the government, " works five days a week and with 

salaries three t imes more than [their] counterpart in the private sector, while the person 

in the private sector works more hours and with less pay" ( Issa et aI . ,  20 1 3 ) .  

As Forstenlechner and Rutledge (20 1 0, p. 48 )  argue, so long as salaries offered by the 

"cl assic" publ ic  sector are several factors higher than those elsewhere it wi l l  be such 

jobs that continue to attract national s and have the most pride and prestige attached to 

them. I f  the social contract is not updated to reflect contemporary demographic and 

labour market real i t ies, increasing numbers of unemployed nationals-those without 

sufficient amounts o f  Wasta to secure one of these c lassic positions-are more l ikely 

to voice their dissati sfaction going forward. 

With respect to gender and sociocultural factors Marmenout and Lirio (20 1 3 )  found 

that "women engaged in a strategy to seek out suitable employment options." Both 

practical considerations and societal norms resul ted in the preference of Emirati 

women for publ ic sector employment. A key motivator was the shorter working day 
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which the aid, "could be seen a simi lar to We tern women considering part-time 

emplo ment . "  The d ifference ( UAE labour market distOliion) i s  that they do not ha e 

to make any financial sacri fice." a pointed out by Hewlett and Rashid (20 1 0), this 

high l ighted "a flaw" in public pol icy as there is, "no incenti e for Emirati women to 

work in  the private sector." 

Gold and aufal ( 20 1 2, p. 72 )  concludes that there is l i tt le variation across the 

demographic i ndependent ariables and Wasta in the UAE, "despite approbation in 

public rhetoric remains fi lmly ensconced in practice." According to Burden-Leahy 

(2009, p. 540).  when j udged against contemporary mechanisms for evaluating 

economic contribution through ( '  indigenous ' )  human resource capital , the UAE has 

not achieved notable success despite fol lowing the best practice of Western 

consultants. 
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Chapter 7 :  Conclusion 

Th i re earch stud et out to make a number of pol icy rele  ant and contextual ly 

grounded pol ic  recommendations. Recommendations relating to making private 

ector Emirat isation more sustainable ( and thus uccessfu l ). It is a contemporary issue 

and ne that is c learly a priority for the government of the UAE (e.g. ,  Badam, 20 1 3 ; 

For tenleclmer & Rutledge, 20 1 0; I ssa et aI . ,  20 1 3 ) .  Indeed, a comprehensive range of 

employabi l ity ski l l  have been introduced into the HE sector (UAE National 

Qual i fications uthority, 20 1 2b) and these stress, among other things, the need for 

greater interaction between the key stakeholders: industry and educat ion providers. 

The desire to foster greater levels of private sector Emiratisation also features 

prominently i n  the UAE's  inter generational strategic vision (Government of Abu 

Dhabi , 2008) .  The recommendations are tai lored to HRD pol icymakers ( focussing on 

macroeconomic factors) and several are focused on SHRM ( approaches, practices and 

procedures at the company level ) .  This final chapter wi l l ,  however, begin by 

swnmarising the research findings. Fol lowing this, it wi l l  set out the recommendat ions 

and last ly  it wi l l  spel l  out ( 1 )  this study's l imitations and (2 )  suggest areas that merit 

further in est igation. 

7. 1 Su m ma ry of F i n d i ngs 

First of a l l ,  thi s study set a number of hypotheses and then conducted a survey to 

col lect data in order to test these hypotheses. The stepwise multi l inear regression 

model found the fo l lowing s ign ificant relationships (predictors) of a given individual 's  

l i ke l i hood of  the planned behaviour of continuing in the private sector for the 

foreseeable future. A sign i ficant regression equation was found ( F(4, 648 )  = 472.5 1 0, 
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p < .000), with an R2 of . 745 .  Participants' predicted continuance intentions is equal 

to 3 054 + .497  ( I V  1 )  - .69 1 ( I V2)  +.208 ( IV3 )  + .08 1 ( l V4) .  A l l  four IVs were 

signi ficant predictor of continuance intentions. Put di fferently, the factor most l ikely 

to retain UAE nationals in  the private sector is the provision of high pay and generous 

benefits; the factor most l ikely to lead UAE national s to leave is the sociocultural 

, t igma' attached to working in this sector; the greater the provision of PO 

0ppoltunit ies and c larity on promotion pathways along with the satisfaction with the 

working environment were also found to relate sign i ficantly to continuance intentions. 

Thi then mean that H I -salary levels do not have a significant impact on an 

i nd ividual ' s  intention of remaining in the private ector-is " fal se" . H2-avai labi l i ty 

of career development oppoltunities, do not have a significant impact on an 

individual ' s  i ntention of remaining in the private sector-is 'false" ; in fact, the 

pre ence of career development opportunities wi l l  make retention more l ikely. H 3-

the nature of the work/environment, does not have a significant impact on an 

i nd ividua l ' s  i ntention of remaining in the private sector-is "false"; in fact, the more 

posit ively the working environment is considered to be, the higher is the l ikel ihood of 

the i ndividual i ntending to remain in the private sector. H5-societal sentiments 

towards UAE nationals working in the private sector has no significant impact on an 

individual ' s  i ntention of remaining in the private sector-is "false"; in fact, a very 

strong, negative and stati stical ly  sign ificant con-elation was found. ( H4, organisational 

loyalty/commitment does not have any impact on an individual ' s  intent ion of 

remaining in the private sector, was not tested, but as it was found to be highly 

correlated with 'nature of the job" we can here assunle that loyalty/trust would 

significantly and positive ly con-elate with continuance intentions). 
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Thi tud et out to in estigate four propo it ions: ( 1 )  sociocultural influences, ( 2 )  the 

pul l  o[ th publ ic ector ( 3 )  the need for government HRD strategies to be overhauled 

in order to increase pri ale sector Emiratisation and (4) ,  the need for the private sector 

it e l f  to 0 erhaul it internal H RM practices in order to more effectively retain UAE 

nat ional employees. With regard to P I -sociocultural factors, including: gender 

segregat ion; pride/pre t ige ;  social status, are the main reason for why UAE nationals 

might be unwi l l i ng to work in  the private sector-this  does play a large role. Turning 

to P2- The pul l of the publ ic sector, inc l uding: salary; pension provision; hours; 

hol idays; easy of tak ing paid leave, is the main reason for why UAE nationals might 

be unwi l l i ng to work in the private sector-we can state that is the most significant 

factor. This is because if pay were h igher and hol idays more al igned to the publ ic 

sector (or v ice versa) it would most l i kely at the same time make this sector more 

socio-cultura l ly  acceptable. 

W ith regard to P3-unless government H RD strategies are overhauled it is  unl ikely 

that the number of UAE nationals working in  the private sector ( as a rat io to those 

working i n  the c lassic publ ic sector) wi l l  change substantial ly-based on the 

interviews we can conc lude that th is  is true. But, to be clear it is more systemic than 

j ust HRD.  I f  H RD is l imited to ( 1 )  making Federal ly-funded H Ers introduce more 

market-orientated courses (2 )  ful ly  integrating meaningfu l  employabi l ity ski l l s  in into 

the curricu lum-and even focusing on improving Engl ish language competencies 

which i s  needed-and ( 3 ), prov iding/subsidising l i fe-long learning courses for UAE 

nationals in  private-sector employment none of this wi l l  in  of itse lf alter the 

publ ic/private pay and benefits gulf. 
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G ernment agenc HRD could-as was the con en us view of the interviewees

impro e in e eral tangible way ( 1 )  a far more affective monitoring process by the 

M in i  try of Labour that places real -time data in the publ ic domain ( this would aid 

tran parenc , permit academic analysis and al lov companies which are successful to 

gain po iti e exposure (2 ) ,  to consider some kind of token national insurance 

contributions for the whole labour market. Only this would be capable of providing 

ad isors and academic with comprehensive labour market data, including 

nat ional/non-national rat ios in  the publ ic and private ectors; within industries and 

along gender l i ne . ( 3 )  To work in ways in which the ("c lassic") publ ic sector can be 

made less desirable. I f  the private sector were forced to match the publ ic sector, GBEs 

would not be i nternational ly competit ive and "real" pri vate sector companies wi l l  

become ' m uch'  les profitable/viable. I t  is  acknowledged that these points are deeper 

than H RD, but they are the ones that together are capable of bringing about systemic 

labour market change. 

Deal ing last ly  with P4-unless private sector HRM pol icies, pract ices and procedures 

( particu larly at commercia l ly-run GBEs) are overhauled it is unl ikely that the number 

of UAE nationals working in the private sector ( as a ratio to those working in the 

c lassic publ ic sector) w i l l  change substantial ly-we can state that this is partial ly true. 

It is government H RD that has much more transformative potential . At the company 

leve l a dual approach Arabian Gulf H RM Model may wel l  have merit and critical ly, 

the provision of career development opportunities and clear infomlation relating to 

promotion pathways, w i l l  aid private sector retention. 
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A et out i n  ection 5 . 1 and Table 9 ( ee above) ,  2 1  interviews were conducted, their 

purpo e wa to add orne valuable insider infom1ation and qual itative data that would 

help  addre s this stud ' two main research questions. 

RQ l : What range of measure (incentives etc. ) are most likely 10 attract, 

and al 0 retain, UA E nationals to the private sector? 

RQ2 : Whal role can/should HRM executives play 111 terms of shaping 

government policy so as to ensure Abu Dhabi 's strategic HRM goal 

can be achieved without compromising this sector 's international 

competitiveness? 

There were a number of global observations, both groups of interviewees were asked 

to consider private sector Emiratisation at large, it was the consensus view that 

retention constituted far more of a chal lenge than did the in itial recruiting of UAE 

national candidates. Many UAE nationals are wi l l ing to gain experience in the private 

sector but typical l y  see this as "a stepping stone to the publ ic sector' . I t  was stressed 

nationals are usual ly more dependent on their given employee for their and their 

fami ly ' s  l ive l i hoods; "this doesn' t  make them more effective as employees but does 

make them more dependable and less l i kely to pet ition for promotion or pay 

. " ll1creases. 

The practical/psychological consequences of the publ ic/private sector pay and related 

benefits divide is and remains a key determiner. A labour market-wide monitoring 

system-seen as essentia l  but hard to envisage ( un l ike "Western economies, there is 

no short term prospect of income tax/national insurance contributions" factors that 

make workforce monitoring feasible in the industrial ised world)  -was suggested. As 
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j u  t di cu ed , i f  uch data were to be col lected, it should be placed in the publ ic 

dom in. 

In  terms of government- led Emiratisation interventions ( i .e . ,  top-down pol icies it was 

found that the e were neces ary but ran counter to free market principles, were een 

a a ta. ation and ult imately d ifficult to meet. Actual ly finding wi l l ing candidates is far 

from straightforward. Ideal ly then, Emiratisation should be flexible as often the given 

entity cannot find or retai n the set number of individuals required. Many interviewees 

argued that it is simply not possible to find UAE nationals wi l l ing to apply, let alone 

qual i fy for a wide range of posts. Somewhat surprisingly, i f  relying on extant 

l i terature, ski l l  sets are not a major issue yet, work related apti tudes are said to be a 

larger concern. 

Employabi l ity ski l l s  were perhaps more of an issue but again it was fel t  that these 

could be solved without major costs. In terms of language, it was stressed that those 

who had studied in private schools/over eas universi ties, not only spoke Engl ish far 

more proficient ly  but also: "know how to operate and succeed in  a contemporary 

workplace where adaptabi l i ty and interpersonal ski l ls are the most vital assets." 

Therefore, much more focus should be given to the qual ity of Engl ish at Federal HErs. 

As one EPE stated. "to access the UAE's  HErs  requires a level of Engl ish far, far lower 

than would be the case of any HE!  in the West." 

Overal l  most H RM Ps stated that the ski I l sets of most U AE nationals who are seeki ng 

(or w i l l ing) to work i n  the private sector are suited to entry- level jobs that they apply 

[or, even though th is  is popularly seen to be a key impediment to greater levels of 

Emiratisation, interviewe s did not see this as a major issue ( some saw it as a 
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"con enient olution" a pol ic ies to address it can easi ly be planned and rol led out: 
"we ha e a large indu try in work readiness programs" and. "there are man provider 

engaged in providing on-the-job training, and a l l  sorts of soft ski l l  courses") ,  

Both EPEs  and H RM professionals considered the pu l l  of  the publ ic sector the key 

i ue that made longer term retention so problematic .  It was also a common sentiment 

that U E nationals were less l ikely to be sati sfied with the nature of work in the private 

sector. This was more l i ke ly to be a result of having less hol idays and the hours of 

work . As was highl ighted, i f  any individual has most of their fami ly working in the 

("cia  sic' ) public sector, they wi l l  soon real ise that the nature of the work environment 

in the private sector was stricter and more rigid. EPEs also stressed that as a key 

pub l ic/private sector d ifference was abi l i ty to make an employee redundant, nationals 

seemed more than wi l l ing to leave if publ ic sector positions come avai lable .  

For h igh-end postgraduates however the public sector did not have such a pul l '  

interviewees suggested that this was a combination o f  this cohort having senior 

positions in the private sector and/or placing more job satisfaction in positions that 

were fulfi l l ing and productive. In terms of retention, H RM professionals stressed that 

t i t les and positions were important for UAE national employees but a common 

argument was: "not everyone can be a leader"; "government pol icy to say al l can be 

future leaders was potential ly unreal istic and thus problematic". Nonetheless it was 

pointed out that prestigious sounding tit les have a short-term positive impact, but are 

not long term sol utions. 

HRM professionals all stated that their payro l l  departments knew the rat io of nationals 

to non-nationals, but this was not always passed on to government agencies. EPEs 
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ere c lear that effecti e monitoring of private sector Emirati ation was ke but 

currentl lacking. Ul t imately, this i een as a major is ue as without such data it is  

impossible to determine which pol ic ies/indu trieslinternal H RM procedure are most 

effecti e. As was pointed out : "there i no income tax or national insurance to pay on 

alarie amed in the UAE and this leads to a si tuation where reporting is not constant 

and rel iable . "  

Deal ing final l y  with SHRM models and approaches spec ifical ly, the common view 

anlong the EPEs was that the Arab ME H RM Model was a construct worth more 

inve t igation but, a l l  saw a range of dist inctions that made the Arabian Gulf unique 

and in  many ways distinct. Firstly, the "social contact", the welfare state' s  deep impact 

on the labour market; secondly the extent to which government finances were 

avai lable to train the national workforce; thirdly the government ' s  abi l ity to provide 

jobs i nc l uding the subsidising of quasi-private sector jobs. 

Fourth. the resources avai l able for funding education especial ly at tertiary level and 

fifth, the continued dependence on expatriate labour-something that was stated as 

being ' unique global ly . "  Most H RM professionals stressed that UAE nationals benefit 

from regular consultations and mentoring and were especial ly  interested in job-related 

learning development opportunit ies and this suggested a more paternal istic and 

commi tted H RM strategy . However, both groups of interviewees stressed the point 

that an ideal HRM strategy for UAE national employees was unl ikely to be ideal for 

non-nationals. 

7.2 Recom m endat ions  

The fol lowing recommendations are based on  the interview and survey findings. I n  

this sense they are objective. That some, the key ones, are more related to labour 
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market reform and be ond the realm of HRM and HRD pol icy, is ba ed on the 

con en u iew of the inter iewees: the key is to address the imbalance between the 

publ ic  and pri ate sector in terms of benefi ts. I f  thi is not done, private-sector 

mirati ation can never be ful ly  achieved . Set out below are seven recommendations: 

1 )  The first recommendat ion is to set up a UAE-wide Emiratisation monitoring 

stem. Ideal ly ,  this would not be t ied to a HRD agency, but directly overseen 

by the M ini try of Labour. To be of real value the data col lected should be placed 

in the publ ic  domain to enable academic analysis on one hand and to highl ight 

and give credit to the private sector operators that perform wel l .  Indeed, this 

recommendation i not new, as A l  Waqfi and Forstenlechner (20 1 4, p. 1 85 )  have 

argued. an important element of the Emiratisation process is to reconc i le data on 

local job seekers with those on foreign workers currently employed or are in the 

process of being recruited. 

2) The second recommendation is for the Ministry of Labour to consider the 

implementation of some fonn of income tax which probably hould be a token 

or nominal amount. Whi le this may at first seem to have l i tt le to do with private 

sector Emiratisation, it very much does. To be able to manage/develop a 

country ' s  i nd igenous human capital , the characteristics of the workforce need to 

be known ( analy ed by way of effective data col lection). One way to col lect 

universal and standardised data would be to impose a smal l  anl0unt of tax . It 

would provide labour market and labour national isation analysists with rich data 

on sectoral compositions, industry compositions, salary ranges along with 

national/non-national and gender divisions. The revenues raised could 

contribute toward future provision of training courses for nationals working in 

the private sector and an exit gratuity paid to departing expatriates. 
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3) not her recommendation which is again more macro in scale i to del ink non-

cor ben fits from public sector jobs. As both this tudy's  survey and interview 

findings highl ight c learly, more than anything else it is  the publ ic sector's "pay 

and b nefi ts" that attract UAE nationals. It , therefore, fol lows this is the issue 

that more than anyth ing e lse negatively affects private sector Emiratisation 

retention levels .  

4) Whi le overa l l ,  H RMPs did not see a problem with the educational attainment 

levels of qual i fications of UAE national job seekers, levels of Engl ish language 

competency were flagged : a major difference between those who studied 

overseas and those who studied at Federal HE l s  was noted. Some interviewees 

fel t  that with "greater Engl i sh language competency, also came a deeper 

understanding of work attitudes and interpersonal abi l ities." It is recommended 

that a l l  HE l  in  the UAE that make the choice of instructing in  Engl ish, raise 

their entry requi rements. 

5) A very spec ific H RD recommendation is too far more comprehensively integrate 

the seven "CoreLife Ski l l s" into the H E  sector and to monitor their 

implementation and outcomes with outcome assessments that all stakeholders 

could evaluate. 

6)  A very specific  H RM recommendation would be for government agencies to 

develop and fund needs-based career development training options; for private 

sectors that are seen to be making good progress with Emiratisation these off

s ite/on-site courses could be provided for free. I t  is a worthwhi le government 

investment because as this study ' s  survey shows, training and career 

development opportunit ies are one factor that positively influences an 

individual ' s  private sector continuance intentions. 
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7) Th final recommendation is the more formal adoption of an "Arabian Gulf 

HRM Model" that has a a central part a dual approach. ationals and non

nationals may wel l  be better managed if they are provided with differing HRM 

procedures. Unles or unt i l  the pUbl ic/private divide is remo ed, the two groups 

of employee wi l l  perform better i f  they are incenti ised d ifferently. 

7.3 L i m itat ions a n d  I nd icat ions for F u t u re Resea rch 

As \ ith all studies, the present one has a number of l imitations but many of these can 

be addressed in future research.  One l imi tation was that fol lowing the survey no 

employees themselve were interviewed. It would have been insightful to interview a 

representative group of employee with the advantage of the survey analysis in hand. 

Another l imi tation i re lated, whi le the survey and interview analyses provide some 

i nterest ing points i n  re lation to the importance that UAE nationals place on career 

development opportunities; this was not subsequently investigated. 

L ikewise, the fact UAE males are more affected by societal influences than women 

would certa in ly benefit from being better contextuali sed by way of direct examination . 

Probable reasons were captured in  the interviews but this is an area that needs more 

dedicated focus.  Another l im itation of this work l ies in  the fact that with the survey 

data considerably more stat istical analysis could legitimately be done. Whi le this 

document does make some credible, relevant and value-added contributions with 

respect to its mult ip le regression analysis, further and more advanced tests would 

i deal ly be conducted A final and more system-wide l imitation is that the whole 

theoretical construct that seeks to underpin SHRM may not be appropriate for 

providing a basis for research on private sector Emiratisation. 
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I n  term of areas merit ing further re earch, a number of streams have been identified . 

I n  part icu lar. i s  to conduct further analysis including Structw-al Equation Model l ing 

on thi study's  data set. Other area deserving further attention include : 

1 )  Re earch on ho the government might be able to fac i l i tate the better monitoring 

and disseminat ing if l abour market data should be undertaken . ( It was widely 

considered thi wa a necessary precursor for a deeper understanding of 

Emiratisation endeavours and publ i c/private sector imbalances . )  

2 )  Research on how the ociocultural influences affect male UAE nationals 

actual l y  working in the private sector. In what remains a patriarchal soc iety, it 

is especia l ly important to get a deeper insight. To date. most if the research has 

focused on female UAE nationals and the way in which sociocultural i nfluences 

make ' entry' into the labour market. 

3)  Further research i s  needed into the suggestion this study has made of more 

formal l y  adopting a dual approach to H RM pol ic ies and procedure within  the 

Arabian Gulf. This can be bui l t  in the AME HRM Model (Afiouni, Karam, et 

aL 20 1 3 ) and examine the extent to which a model dedicated to the Arabian 

Gu lfs  very much distinct labour markets, would have merit. 
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Appendix 

A :  I n form ation & I nfo rmed Consent Sheet ( I n terviews) 

6�1 iLu }Al 1  LJIJLoPI d.a.o IJ  
Unltrd Arab EmIrate, Unlvr'Slty 

I "' -=U (on ge of 8uilnrn UIi4,I;, �nd Economics 

I nterview I nformation & Consent Form 

Interview Participation Sheet 
Sup ervIsor Or Em i l Ie Rutledge 

OBA Student Khaled AI Kaabl 

Subject of I nterview: Private sector Emlralis.tion: evalualing the pollaes and practices designed to achieve 

Abu DhabI's strategic HRM goal 

Researcher: Khaled Sultan AI Kaabl (+971506633700) 

Supervisor Or EflUbe Rutledge 

College College of Business and EconomIcs, Doctorate of Business Administration 

Researcher Email: 201 1 90006@uaeuacae 

You are Invited to take part In a research study of Private sector Emiratlsation evalualing the polldes and 

practices designed to achieve Abu Dhabi's strategic HRM go.1. The study Is about 10 sel OUl a number of 

concrete steps that govemment agencies and HRM executives operating In the private sector can take In 

order to attract and retain a higher number ofUAE national employees. 

You will be asked a round 20 questions to share your experience and your Input about the Private sector 

Emiratisation evaluating the policies and practices deSigned to achieve Abu Dhabi's strategic HRt-1 goal. this 

will take apprOlamalely 45 mmutes of your lime 

Risks and benefits There are no antICIpated rISks to you If you partidpate in thIS study, beyond those 

encountered In everyday life Your participation will .dd valuable contributions to the researcher's neld of 

knowledge by sharing your experience as a UAE national working In the private sector 

Taking part is volu ntary TaklO& part In thIS study is comple1ely voluntary If you choose to be in the study 

you can withdraw at any time without consequences of any kind ParticIpating In this study does not mean thar 

you are givlOg up any of your legal rights 

Your answers will be confidential The records of this sn.dy will be kept ecurely and privately The report 

of thl5 research that Is made avallable to the public wlll not Include your name or any other Individual 

Informabon bywhich you could be Identified as per the research ethics 

[fyou have questlonsor want a copy or summary of the study results, please contact the researcher at the email 

address or phone number above. You will be given a copy orthls farm to keep for your records. 

Statement or Consent: 

/ have read rhe above InfomlOdan, and have received answers to any questions. / offlnn tho! I am 18 years of age 

or older I consent to toke por� as on Interviewee, In t!J/s reseorch scud)'" 

Parnopant's Signature Date 

Interview I Participant Information and Informed (ansent Sheet 
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B :  I n formation & I nformed Consent Sheet (Su rvey ) 
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Untted Arab Emirates U;'lYersily 
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Survey PartIcipation Sheet 

• I'1l � U College of BlUme» UM"I;;;, and Economics 
S u p e rviso r Or Em i lie R u tledge 

D BA Stu dent Khaled AI Kaa b l  

Survey I n fo rmati o n  & Consent Form 

Subject o f  Survey: Private sector Emiratisation. evaluating the policies and practices designed t o  achieve 

Abu Dhabi's strategic HRM goal 

Researcher: Khaled Sultan AJ Kaabi (+971506633700) 

Supervisor: Dr Emilie Rutledge 

Col lege: Col lege of Bus mess and Economics, Doctorate of Business Administration 

Researcher Email:  201 1 90006@uaeu.ac.ae 

You are invited to take part m a research study of Private sector Emiratisation: evaluating the policies and 

p ractices designed to achieve Abu Dhabi's strategic HRM goal. The study is about to set out a number of 

concrete steps that government agencies and HRM executives operating in the private sector can take in 

order ro attract and retain a higher number o f UAE national employees. 

You will be asked around 45 questions to share your experience and your input about the Private sector 

Em lratisation: evaluating the policies and practices designed to a hieve Abu Dhabi's strategic HRM goal, thIS 

will  take approximately 15 minutes of your time. 

Risks and benefits: There are no anticipated risks to you if you participate in this study. beyond those 

encountered in everyday life. Your participation will add valuable contributions to the researcher's field of 

knowledge by sharing your experience as a UAE national working in the private sector. 

Taking part is volu ntary. Taking part in this study is completely voluntary. [ f you choose to be in the study 

you can withdraw at any time without consequences of any kind. Participating in this study does not mean that 

you are giving up any of your legal rights. 

Your answers will be confidential' The records of this study will be kept securely and privately. The report 

of this resea rch that is made available to the public will not include your name or any other individual 

information by which you could be ident ified as per the research ethics. 

If you have questions or want a copy or summary of the study results, pi ease contact the researcher at the email 

address or phone number above. You will be given a copy orthis form to keep for your records. 

Statement of Consent: 

I hove read the above In[ormadon, and have received answers to any questions. I affirm chac I am 1 8  years o[ age 

or older. I consent co toke port, as a survey pardclpant, In this research study: 

Partici pant's S ignatu.re Date 

S u rv ey I Parti c ipant Info rmation and Info r m e d  ( o nsent Sheet 



c : Pilot  u rvey ( Fu l l )  

Table 2 7 .  Pi lot 
cction B :  Dc mograph ics 

Year or birth 

Gender 

Job categor) ( l ist of predefined ca tegories ,� a 

Em i rate 

I l ighest educational certi ficate/level 

\v here did ) ou complete your studic ? 

l- la \ c  you omplcted a \ ocational internship? 

Did l OU undcrtake an internship at your current employer? 

umbcr o f )  ears in thc com pan} you currently work for 

Pre, iou w ork cxperience ( using Ii t a n d  P u bl ic sector or Private sector) 

What is your Current _alar) ( AED)? 

umber of immcdiatc fam i ly ( i .e. parents. sibl i ngs and spouse) working in the private sector 

Sect ion B: Job Satisfaction and Ca reer Development 

I am happy to work in the pri,ate sector 

Most Emiratis have a ncgative perception regarding a career in the private sector 

bctter than what mo t Emirat is think it to be 

I n  m) present occupation. I am sati fled with my days o f  annual lea e 

I n  m) pre ent occupation. I am atisfied with m) weekly working hours 

In my present occupation. I am sati fied with my training opportunities 

In my present occupation. I am satisfied with my level of job security 

J am happy with the train ing opportunities avai lable to mc 

There are opportunit ies to discuss my career development and progression 

I am happy \\ ith the relationship I ha e with my l ine manager ( and/or mcntor) 

I do not face a lot of stress in  my job in the private sector 

I am happy \\ orking along non-national ( peer and managers) 

My col lcague help me when I have a work problem/I havc a mentor at 1V0rk 

I am happy to use English ( alongside Arabic) a an when nccessary 

I am happy with the trust management (and mentors) place in me 

I fee l  I am an as et to my organisation and contribute to its success 

I feel I have the ski l l s  and managerial support to do my job wel l  

I am proud to ", ork  for my organ isation 

J i ntend to conti nue working for this entity in  the medium term 

Section C: W hat do you t h i n k  about the E m i ratisation Process 
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No. 
0 1  

02 

03 

04 

05 

06 

07 

08 

09 

1 0  

I I  

1 2  

1 3  

1 4  

1 5  

1 6  

1 7  

1 8  

1 9  

20 

2 1  

22 

23 

24 

25 

26 

2 7  

2 8  

2 9  

30 

3 1  

32 

33 

I believe the government should work to create enough " productive" publ ic  scctor po itions ror a l l  34 

Emirat is by 2030 

Emiratis are better o ff working in thc public sector 35 

The GO\ ernment should expand private sector Emiratisation and more strictly enforce the related 36 

Emirati quota rcquirements for pri ate sector entities 

Privatc scctor entities should be free to h i re the most skil led and competitivel} priced indiv iduals. 37 

irrespective of their nationality 



\\> hat, In ) our 'de\v , \\ ould be the most effective strategy to increase priyate sector Emirati 
employ ment'] ( 1  brin,:: rno t e fTect h e  a nd " being teast) 

...  Reduce pubtic sector holida) s a nd i nuea c hours of \\ ork per \\ eel. 

. . .  Reduce (frevc) p u btic sector salarie so t h a t  in t ime t he) " ould be more a l igned to l ike-for- l i ke private 

sector posi tions 

. . .  Ensurc fu t u re rec r u i t m e n t  to t h e  public ector is t rictl) merit based 

. . .  Pha e out t h e  lI afala s) stcm t h a t  tends to resul t  in private sector em ployer seeking q u a n t i t )  over 
q u a l i t)  or l a bo u r  a nd not i l1 \ cst in,:: i n  I I R D 

Lmlrati ociet} considers it more appropriate for Emirati women to work in the public sector 

Emirati socict) attache more . tat us and prestige to individuals who have jobs in the army, police 
force and bureaucratic government positions vis-a- is  a private sector entity 
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38 

39 

40 

4 1  

"Ian) Emirati do not want to wor" i n  the private ector becau e they feel  the Government should 42 
pro\ ide them \\ ith a public sector job (oi l -wealth distribut ion ) 

Man) Emiralis do not want to wor" in the private sector becausc it ha less social  statu compared 43 
to a public- ector po i t ion 

I\lan) Emirat is do nol \\ ant 10 ,,\or" in the private sector becau e Ihey prefer to work in 44 
em ironments "" here most fol lo\\ employee arc also Emirali 

1any Emlratis do nol wanl to \York i n  the private sector beeausc they consider the benefits ( salaf) . 45 
pension elc. ) 10 be u n fa\ ourable 

Many Emirati do not want to \\or" in  the private sector because the) consider the annual 46 
leave,hour per week/levels of d i mculty/stress to be unfavourable 

ection D: Job categorie 

Prod uction related 

o I E nergy indu tf) 

03 I ndustrial _upply & logistics services 

05 Agriculture & food 

ervice related 

06 Security Industry 

08 I l uman Re ouree Management 

1 0  Public relations 

1 2  AdvertiSing & marketing 

1 4  EducatIOn - teaching and management 

1 6  Healthcare 

1 8  Pharmacist 

20 Retai l .  consumer goods / sales assistant 

02 Manufacturing - hemical & Petrochemical 

04 I ndustrial supply & logistics services 

07 Admin istration - including secretarial 

09 Banking, financial & in uranee 

I I Accountancy 

1 3  Legal services & law 

1 5  I T  consultancy & Telecoms & Media 

1 7  Medical doctor 

1 9  Hospitalily, hotels and restaurants 
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