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Abstract

Human resource developmenspecifically workforce trainingnd talentdevelopment
in the United Arab Emirates (UABN its outcomes are thenain goalsof this study. This
research investigation has focused selectedaspects opublic policy strategies for workforce
and human cpital development in the UAE. More specifically, this investigation is aiming to
investigate the effectiveness of various UAE Scholarship Programmes on workforce
development. The research addresses hdwman capital development strategies for UAE
Natiorals, with specific and primary reference to university scholarship programmes, have had
positive impacts on the development of those Nationals who successfully completed their
programme within the last decade. Additionally this study asks what correlati@re might
0S 0S06SSYy (GUKS &aO0K2fI NAKALAQ &LISOATAO alAftfa
alumni are presently engaged; and in what ways UAE Nationals believe their careers have
developed as a result of the successful completion of theivarsity scholarship programme;
also to what extent UAE Nationals believe they have been able to impact positively on the
institutions and organisations they work for. And indeed how do those participants who took
part in thisstudy feelabout improvementof such programme for scholarship winners in the

future?

A mixed method design approach which integrated both quantitative and qualitative
data was used. The quantitative data were collected through a survey, and qualitative data
were collected from bothihe survey and through more {depth individual interviews and focus
group discussions with both alumand public sector managersThe sample of the present
study comprises a total of 206 alumof both genderswith (a 78% response rate) who
participated in this study; and additionaample of 33 alumni also included, as well as three

public sector mangers who had in=depth interviews.
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That is reactions andatisfaction, learning of the intended knowledge and skills, creation of
behaviour change among patrticipants and resulting in tangible impact on organisatieell
employingother indicators which compared responses before 2006 and after 286resent
research work indicatedhajority of LJ- NJi A Gurndi wéré Qedly positive about #ir study
experience aboard; participants claim#dtey havegained a wide range of skills and experience.
Their future influence could include areas of high priority #®velopment and leadership,
including education, health and governance. Further results also showed that over 90% of
alumni respondents have successfully completed theigpmonmes of studyhencereturned
homeand currently are working in the UAE. )aty of the participantsalsoclaimed that their
programme contributed to international collaboration and partnerships.

Overall evaluation and main outcomes of this study did not offer tangible evidence that
scholarships are having a significant impantinstitutional performance. There was also no

noticeable difference between those institutions which had received relatively larger numbers

of scholarships (Management, Biology, Engineering and Computer Sciences), and those who

had received few. Howevefurther in-depth assessment of individual institutions might be
necessary in future to elicit such evidence and/or relationship links.

Some results suggested that the scholarships offered by differemistries and
departments willenable the transferof skills and knowledge not only to individual award
holders, but also to employers and relevant institutions.

Finally, the main findings of the study leamlda number of recommendation$o better
support not only the integration of scholars in their wplkces but also the achievement of
effective workforce plan to achieve the objective of Emiratisation Scheme and strategic vision

on this important field of study which has been acknowledged at all UAE governmental levels.
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in Dubai.

‘Our priorities of education, health, security, innovation
and economic diversification and the right investment in
human capital through education and training, a safe
alternative to the depletion of oil.”
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Chapter 1

Introduction and Background

Whe prosperity that we have witnessed has taught us to build our country with
education and knowledge and nurture generations of educated men and

women®

Education is the priority of any nation that hopes to occupy a distinguished
position among the countries of the world. It is the means by which it can build a
strong generation, cautious of adhering to its customs and traditions and able to
adjust to the evecchanging needs of our times and to the edereloping

technologies oftte modern world® AlsoAbu Dhabi Crown Prince details UAE

f SFRSNEQ @A aA 2 ynte bst2bldzGaomiBneuniniknDdbai 2 A f
whenit was reemphasisethe importanceof education in shaping the futurand
underlined the challenges in thalecation sector that need to be addressed through a

clear vision for the next 25 years and a strategy for building future capabilities.

1.1 Introduction

Contemporary human resourcdevelopment (HRD)is often consideredconducive tothe

development of a0 2 dzy (i NE kabler &set] its human resources HRD specifically

workforce training anddevelopmentin the United Arab Emirate@JAE) is the main focus of

First president and founder of the United Arab Emirates, Sheikh Zayed Bin Sultan Al ,Nahyan
www.pso.ae/quotes.htrretrieved 27 April 201%

% H.H. Sheikh Mohammed Bin Zayed Al Nahy Crown Prince of Abu Dhaliww.pso.ae/quotes.htniretrieved
27 April 2014
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this study. This research wilhainly addressselectedaspectsof public policy strategies for

workforce andhuman capital development in theUAE More ecifically this investigation

targets and examineshe effectiveness of viaous UAE Scholarship Prognaes and their

contribution to themodel of workforce and talent dvelopmentas it has evolwéin the UAEto

date. One of the objectives of our research ispgmvide indepth informationto all scholarship

sponsorsas tohow their progranmea O2 Y iNAO6dziS 020K G2 (GKS aoOK2f
careers, as well as the way those winners beligwey are now contributing to thé&nowledge

economy through theorganisationghat employ them.Further, previous scholarship winners

who are now fully engaged iremployment, were askedto consider whether and how the
progranmes might be improved to enha® ¥ dzii dzZNB 3 Sy &é sfudyidgalraad. & dzOO S

1.2 Researclobjectives primary questions

This research aims to investigate and address the following questions:

(1) To what extent have UAE human capital development stratefyiedNationals with
specificreference to university scholarship programas, had positive impaston the
developmentof those Nationalsvho successfully completed thigorogranme within the
last decad@

(2) What correlations might be there betweenii K S & O K Bpkedifit¢&illK dnhdac@ment
and the nature of the workn which alumni are presently engaged?

(3) In what waysdo UAE Nationals believe their careers have developed as a reghk of

successful completion of their university scholarship progrea®

(4) To what exént do UAE Nationals believe they have been able to impact positively on the
institutions andorganisationghey work for within the UAE, upon succigscompletion
of their university scholarship prograne?

(5) How do those who successfully completeddolarshipprogranme believe it could be

improved for scholarship winners in the future?

16



The following secondary question will also be addressed

Are there any associatiorbetween educational inputs andhore general wider human

capital development strategs in the UAE?

1.3 Rationale
This investigation took place from 201d 2014.However, because the UAE is a unigunl
very fastdevelopingenvironment, it is also necessary to paint a detailed background canvas to
place the educationaprogranmes, particularly scholarshig into a wider context. This will
achieve greater depth to understanding the reasons for instituting the scholarglyigsoth
government departments as well as industnyith outcomes thatfocus primarily on the
vocational, but alsen the social and economutevelopments

The researcher wishes to point out that for the sake of simplifying a complex political
and legal situation in th&JAEFederation there are significant differences in the gathering and
availability of statistics fronwithin the Emirates. Whilst Abu Dhabi and Dubai are large and
sophisticated urbarcentres such Emirates as Ajman and Um Al Quain are amdlivith no
administrative means to gather fully wpo-date statistics. Since there is no direct taxation,
there isthought to be insufficient need to enhance the public sector there. This means that the
reporting in this investigationis as accurate apossible, based oavailabledata at the time of
writing and may be Emiratepecific.In such cases, thparticular Emirate will be cited. The
researcher will then considevhether the findings areof greatest relevanceao the case in
guestion. A further complicating factor is thahe UAE is part of the Gulf Cooperation Council
(GCG)an amorphous economic and politieation, whichasa widerangingregional backdrop
has an effect oreducational and economic policies in the UAE. From time to time, these

countries are also mentioned as playershe dramas being played out in thdiddle East

1.4 Thegeographicand demographic context

The UAE is located at the southern tip of the Arabian Gulf and has three neighbouring

countries, namelythe Kingdom of Saudi Arabia, the State of Qatar and the Sultanate of Oman.
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The total area of the UAE is 83,600%anmd it has a tropial desert climate with very little
annual rainfall. It is governed by a federal system founded on 2 December 1971. The union
comprisesseven emirates: Abu Dhabi, Dubai, Sharjah, Ajman, Umm al Quwain, Ras al Khaimah
and Fujairah, with Abu Dhabi city as ttapital (Camerapix, 1998). The UAE inhabitants are of
diverse cultural groups and backgrounds. In addition to EmiratUAE Nationalsthere are
various Arakand Asiarpopulations including Iranians, Filipinos, Indiafgkistanis, Sri Lankans,
Nepaleg, various European ethnicities, Australasiaasd North Americans. These are
collectively known as expatriates, often abbreviated as expats (Gaad, 2006).

The UAR gapid developmenimay be attributedto political stability and continuity, as
well asoil revenuesthat haveresulted in robust economic growtimfrastructuredevelopment
and the expansion of publend private industriabectors. In order to support and sustain such
growth, and in the wake of a shortage of supplyirafigenouslabour, the coutry had to rely
and indeed continues to relyn foreign workers primarily frorthe Indian subcontinent to fith
huge gap in workforcavailabilityfor the private and public sectoalike, in both vhite and
blue collar employmen{Halliday 1977). As aesult and over time, the UAE became heavily
dependent on qualified expatriate labour. In addition, some expatriates generally work longer
hours, accept lower wages, and tolerate poorer working conditions and more physically
demanding jobscompared withUAE Nationals(McMurray, 1999). It is worth noting that, in
most GCC countries, over %®f the labour force is foreign (Maloney, 199uppert, 1998).
Furthermore, rapid growth in the country and the need to diversify the economy lkyon
income generation ttough mere oHbased revenue has led to an influx of expatriate workers in
the service and construction industries in particular. Data from UAE census statigtial
Bayan (2008paveindicated the high proportion of expatriates residing in the UAE agpeoed
to the national Emirati population. Furthermore, an analysis of the demographic nature of the
city of Dubai alonesuggests a similar trend in terms of the neéat investment in the
development of local human capital that the country requifesenhancingdevelopment.

The demographic data of Dubai indicate the unique nature of representatitims city,

even when applying a global context. For example the Madar Research Group (2004), indicates

18



that expats represented 82% of the population whilgpplation growth per annum is only 7%,
with the population under 65 years of ageas been calculateto be 99.3%4 An analysis
reported by Tanmia (2006), is shown in Figurk The stark reality is thatven by2006, over
52% of the workforce was employeth the private sector with UABationalsconstituting less

than 2%o0f that total.

Figurel.l

Percentage of wrking population proportion

Europeamn
Otiher 10,873 Locals
10,104 Sos 13,400
Other Asian 2% °, - 29 Armbu
651,558 53,064

112

Iramiam

1 7. 806

330

Bangladeshi

23,045
%0

Pakistani
F4.628
1 3% Imdiamn
200,608
54%G

SourceReported inRanderee (2009)

Expats make up 8862 F (G KS O2dzy GNBQa&a (20t Ligaadzatl G A2y ¢
947,997 nearly 11.9% of the total, giving the UAE among the Gulf countriesthe lowest

proportion of Nationalsto the overall population. The UAE had 7.2 million people at the end of

2011 and the figurevasexpected to grow by around 3%6to 7.6 million at the end of 2012. The

O2dzy WNSHIQAYAIANI A2y NI GS adlryRrRa |d uwmoermMI GKS
projected to form only 10% of the populatidn.

® http://lwww.slideshare.net/jaleelshahid/expatriatem-the-united-arab-emirates
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The population of the United Arab Emirates grewy@d 8.26 million people in the fit
half of 2010 compared with the same period in 2006. EmMationals accounted for 11% of
the population at the end of Jun201Q or about 948,000 people, the data showed. The
O2dzy G NBE Qa SELIJI (i NA%fidrS 20062td dtef endiok 2uy2016/E &.8 miltiqn
people. In 2010 there were 5.8 million neNational males and 1.6 million neNational

females?

The proportionately largevorkforce coupled with a reliance on expatriate employeesladgo
high levels of indigenous unemployment and tdades in terms of capacHyuilding As the
knowledgebased economy experiences continued growth, the nation has recognised that long
term development should be placed in the hands of a growegjdent workforce that is
gualified to assume greater locaksponsibility for economic growth and leadershipo
overcomethe lack ofhome-grown managerial and professional coefence governments in
the GCC have now provided tools fie development ofhuman capitalthrough valuable

scholarship programes forsdected candidatesrom the indigenous workforce.

Studies conducted bya number of researchergHalliday, 1977; Maloney, 1998
Randeree, 2006ahave indicated that there are a number othallenges facing the UAE that
need to be addressed if advancement agrdwth are tocontinue. Somef these investigations
went further addingthat for the Arabian Gulf region to succeddaining and development of
the local population human resource base must take place first, followed by work placement

according to theipotentialand abilitiegRanderee2006b).

TheUAER considerable economic growth over the past two decades was initially due to
its discovery of oil, but that growthosed its owrchallengesA number of problems within the
management of human resourcdgmve been identified, some of whigboint to the multi
cultural nature of the UAE workforc&Employeesin the private sector in Dubai alone, for

example,comprise2.4% UAE localanostlyemployedin banks and insurance companies,%.9

* http://lemirateseconomist.blogspot.ae/2011/04/emiratiare-115-of-population.html
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Europeans, 9% Arabs 84.8%6Asians and 1% BthersQFifty-eight per cent ofall companiesn
Dubaiare officially owned by UARationals but a high proportiorof them are silent partners

and the eypatriates are parbwners andften the operators’
1.5Main contribution of current research work

As mentioned above, human resource management theories suggest that there is a close
correlation between availability of development opportunities and performance of people in a
country. Developmeninvolvesthe increase of skill, tough training, that is necessary for job
performance Hippo, 1984). However, generating human capacity is one thing; using it to
create and sustain economic growth and improve national welfare is another. Therefore, the
main objective othe present stug is to understand the management, functioning, institutional
arrangement, potential impact and constraints related to government scholarship schemes in
the UAE. In this context, the study also uncovers some issues and information on the
impact/effectiveness, concept and intention of scholarships and what practices the government
of the UAE is pursuing to develop their human capitaptepare themto work ina changing
environment. An attempt, therefore, has been made to study the human resource
developmen strategies in the UAE with a due focus on scholarship opportunities provided to
employees and local graduates, measurihg investment madein them, and examininghe
effectiveness of such opportunities in the UAE. In addition, corsagfptmployee benéts and

future challenges to such incentive schemes have also been asséss@mh the level of
investments by the regional Governments to develop human capital through scholarship
initiatives and other training programmes, it is surprising that hardly systematic research

has been carried out to determine the effectiveness of this apgnoac

It is hoped that thisstudy will contribute to our knowledge of the determinants of

successful human development strategies by investigating the extent to whiclsitb&&gies

> www.emirateshospital.ae/atabout.uae(retrieved 20 April 2014

21



and specifically scholarship programmes have had positive impacts in the last ten years

through:
(1) Increasing the proportion of indigenotmationalsin key sectors of the economy;
(2) Improving individual economic success and achievement;
(3) Increasing job security and status;
(4) Improved innovation, including the introduction of new processes;
(5) Increases in labour productivity;

(6) Accelerated economic growth (World BatR93 Van Den Berg, 200$5mith, 1976Garba,
2002)

(7) Contribuing to the development ofthe body of knowledge that would guide decision
makers and governments to plan, design and implement evidéased effective

programmes

This research will therefore have not merely academic interestwillialsoassist the UE and

other countries in improving their scholarship management processes.
1.6 Publigpolicy strategy and educatioim the UAE

The UAE is evolving as a competitive and knowldrped economy as its educational
enrolment and attainments are increasing oveme. Vision 2021 of the UAE envisages
productivity and competitiveness through investment in science, technology, research and
development (STEM) and can only be increased by prioritising these disciplines and funding
greater financial investments in giaate progranmes and research, increasing enrolment rates
in STEM and building better relationships between academia and industry

The policymakers in the UAE have devised pubttategiesand visiors to achieve high
levek of competitiveness in innovatn and technology. These policy documents include Abu
5KFoAQa 902y 2YAO +A&A2Y H2008) and the2 WAS Nigiong2d 2 F

(2009) mainly addressing the questgoaf competitiveness and the knowledge economy. In

® http://www.vision2021.aelen
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Vision 2021, there are basibafour main elements of the knowledge economy focusing on
collective responsibility, destiny, knowledge and prosperity.

¢ KS T A N&lUnite8 in BrysBeyitiiaddredses four objectives improve education
AY 2NRSNJ (2 0dzAf R T & focwsCoh Natidnal identitySand9cRitdzd) lvaiugs? y Q
curricular reforms and an emphasis on international standards; increasing higher education
enrolment and expansion of vocational education; and finally equal opportunity for students of
all needs and abiliés’

Abu Dhal® &conomic Vision 203Mys stresson Wstablishing a premier education
systentthrough education and training to enhance human capital development in the country.
The vision is to increase employabilityN#tionals(Emiratisation in paricular and productivity
of the labour force in general.

The Ministry of Higher Education and Abu Dhabi Education Council (ADEC) also
introduced curricular reformsparticipation in international assessments anekpansion of
enrolment. The Ministry of Edation devised a policy strategy 201D20 to improve the
jdzZ €t Ade 2F GSFOKAY3a IyR fSFENYyAyYy3I Ay |1 9Q& Lz
improve student outcomes, school life and equality to meet wathlss standard3(UAE
Ministry of EducationStrategy 2010, p. 15).

According tahe Master Plan othe UAE Higher Education Systeifhe Office of Higher
Education Policy and Planning has projected that the number of students that could demand a
place in the higher education system wilciease dramatically beginning in 2016. While the
UAE birthrate has declined over the last two decades, the total number of women of
childbearing age has increased dramatically; meaning that pattern of fewer births per family
has been offset by an increasn the number of families with children. Thiwavet of children
is now moving through the UAE primary and secondary education system andegiiil to

reach college age around 281 few years from now. After 2015, the number of college

7 Ibid.
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students will legin to rise dramatically, with a projected 50,000 students able to efitos will

LX | OS &dzmadlydalt aiNBaa 2y GKS ylLiArz2yQa KAIK
The Master Plan also includehe objectiveof increasinghe number of Emiratis who

will be seeking amess to a quality higher educatipa numberexpected to grow steadily over

the next decade and then begin to rise dramatically beginning about 2016. When adult learners

who wish to continue their education as a partWfielong learningbegin to demandaccess to

KAIKSNI SRdzOI GA2y > (KSe& gAtf FTRR (2 GKS LINBA&adz

1.7 Themain characteristics of th&JAEjob market

The2010annual survey ofhe Dubai Statistics Centre revealed tha®8® ¥ 5 dz0 | A-&gaé ¢ 2 NJ| /
population weremales, and Emiratis comprised just 84f the total workingage populatior?
Differences between Emiratis and expatriates demonstrated that the low overall
unemployment rate of 0.%in the case of expatriates, contrasted with a disconcerBngb
unemployment figure for Emiratis, who made upon®3 ¥ 5dzo I A Q& G20+t 62 NJ
more alarmingo the UAEGovernmentwasthe percentage of the population aged 15 and over

who were categorisedas not®conomically activ@ >  @wiésh mukh higher foEmirais than
expatriates. Approximately 36of Emiratis were not in the workforce, compared with @ 6f
expatriates. The same repocommentedthat Emirati women were scarce in the labour force,

with just 23.96 of the total nationalborn womenin active employment. Another difference

between Emiratis and expatriates was demonstrated in an analysis of jobs according to
industry. More than 5% of working Emiratis had jobs in public administration and defence,

while 42.9%6 of expatriates worked in the consiction industry. This was also reflected in the

differences between incomes, with almost%®f expatriates making less than AED3,Q08,

8

http://planipolis.iiep.unesco.org/upload/United%20Arab%20Emirates/United%20Arab%20Emirates_Higher Educa
tion_plan.pdf
° www.thenational.ae/business/traveburism (retrieved 20 April 2014
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less than $900% month, while 67.% of working Emiratis earned in excess of AED14,0@0
around $4000R month.

A report prepared by the Molhamed Bin Rashid Al Maktoum Fowtithn in associabn
with PricewaterhouseCooperstated, Whe Arab World faces a dilemma with regard to its
human capital development. On the one hatidere is a heightened pressure from a giog
labour force that largely comprises people under the age of 29. On the other hand, it appears
that the skills available do not coincide with market requiremenibere is a mismatch
between the supply of and demand for local human resources. Arab BIB@s this on the

weak links between education, training, skillsvelopment and labour marked’

In summaryEmiratis currently occupy less thafodf the 2.2 million jobs inthé | 9 Qa
private sector. The public sector, traditionally the largest emplogerEmiratis, employs
495,000 EmiratiUAE National Bureau of Statistiéssbour Force Survey, 200@)ccording to
the same surveythe unemployment rate among the Emiratis staridgh and unlessnmediate
policy interventions are made, the severity of tiesueis anticipated tofurther increase with
over 200,000 young Emiratis expectedom® eligible to joirthe workforce by 201@ccording to

age, but they may not have the skills to successfully attain a job and hold it

The private sector job market Emaller than it appears and social prestige, cultural
tradition and religious beliefs create substantial barriers to certain types of jobs among
Emiratis. TC@analysis reflects that the nominal size of the job market in the private sector is
an estimated2.2 million. Of this, S®of jobs lie in industries that are not favoured by Emiratis
because they believe them to be too menial or burdensonidese industries ahude

hospitality, constructiongnanufacturingand a number of service industrie&s a resit, the real

10 www.emirates247.com/eb247/economy (retrieved 28 April 2014).
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number of opportunitiesthat Emiratisconsider open to themis closer to 1.2 million, as a

theoretical maximum.

The lack of integration of the Emirati workforce into the private sed®ran issue
because it has created a dependency by Ensirati the public sectoBut the public sector is
close to saturationand to redress the balance @&ationalisation progranme called
9 YA NI (0 was instititedyb@the UAE Government in stages starting in 2B0Bratisation
was created4d secure jobs agh training & development programes for the UAE Nationals in
order to increase their qualifications and experiences, and to reduce the unemployment rate to
make them competitive employees [through] introducing better educational systems and
providing trainng and seminars that focus on the skills, abilities and commuéés needed in

the workforce®

Despite various Emiratisation initiatives, the bridge linking the Emirati workforce with
private sector businesses remains narrow. On the one hand, Emiraiesally favour a career
in the stable and comfortable public sector. On the other, the private sector overwhelmingly
perceives higher economic value from foreign resoutngsa wide variety of professional skills
are required to succeed in this sectdihis is one of the reasons why the UAE government has

encouraged the scholarship sponsorship progneea forNl- (i A 2 sfublytalradad.

Generous compensation packages and better working hours in the public sector have
contributed to creating an expectation gégtween the Emiratis exploring opportunities in the
private sector. Thigs especially true at the entgvel positions, wh undergraduates expecting
Dh17000 to Dh20,000 monthly pay, compared to the Dh4,000 to Dh10,000 most private sector

entities are pepared to offer, according to a UAE National Bureau of Statistadsour Force

1 http://hmdmtr.hubpages.com/hub/Emiratisatiofretrieved 20 April 2014
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Survey. In addition, the weekly average number of hours actually worked in the private sector is

up to 3®emore than those required in the public sector.

There has been eonstant push by the country's leadership towards a knowlethgsed
economy. However according tbhe Ministry of Higher Education and Research, only b6
Emirati studentsare consistently enrollingh science and technology majors. These disciplines
are vital for leveraging the opportunities available in a knowletbgsed economy. This
mismatch between the type of jobs that will be created and the type of skills Emirati students
are pursuing today could increase the Emirati unemployment levels furthisrolivious that a
multitude of policy interventions and initiatives need to be undertaken to increase the

participation of Emiratis in the main economic stream of activities.

It is important for policymakers to define and communicate the fundamentals of
Emiratisationto stakeholders at all levels. This should serve to provide a uniform interpretation
of what Emiratisationreally means and what it is really supposed to achieAgain, this

requires an education drive.

Government incentives and other inteemtions have attempted to nudge the private
sector to revamp their talent strategies to include Emiratis and focus on the development of
Emiratis, rather than merely thietoken placement A recent initiative by the Sheikh Khalifa
Fund offers tofinancethe costs related to the initial development and induction of Emirati
employees in ay private sectororganisation The National Human Resource Development and
Employment Authority (Tanmia) has also been successfully contributingnioatisation
through ther training initiatives and facilitating job placements. These are steps in the right
direction and should act as an incentive for both large businesseksmall and mediunsized

enterprises 8ME}to hire andcultivate Emiratis?

The real job market 8¢ can be significantly expanded by creating awareness about

specific jobs. This will make them socially acceptable for Emirétinout overstepping cultural,

2 http://gulfnews.com/business/opinion/harnessintpe-potentialof-emirat-humancapitat1.968641
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religiousand perceptuabkensitivities. Also, career orientation prograres need be adopted at
schools to make students aware of the opportunities presented by a progressively knowledge

based economy.

Ly ! @SaKl | { BNek? Adidmmad td dedblE@ifatS&iontargets for
UAE private sectofThe National 15 January 2034 Sheikh Mohamnma, VicePresident of the
UAE and Ruler of Dubai is quoted as say4dgrnumber oneNational Agenda includes moving
education towards smart learnifgand he announced that he wished to double the target for
the number of Emiratis employed in the privaieS O 2 NJ 12 LINRPJARS 2®o6a T2
say to my brothers in the private sector, your efforts are appreciated but they are not enough.
And the Government will impose new measures to increaseBheratisationnumbersQand
guoted further, he anounced,\®ur goal is for the UAE to be the capital of economy, tourism,
and trade for more than two billion peop@n so saying, he included the entire Middle East
NBEIA2Y QA YI NJ S lcompinsésitief Guli EsbperatidprkK Godkil (GCC) nations of
Sudi Arabia, Qatar, Bahrain and Kuwait. He made these comments in pursuit of development
projects aiming to provide &ecent lifeF 2 NJ 0 KS | 1 9 Q& LJS2 L)Y aw KA OK
increase of 65 per cent in GDP per caisheikh Mohammed concludedam optimistic in
you [citizens of the UAE] and your team work, and optimistic in the [diAEeven Emirates].
Even the number seven is a reason to be optimistic because it represents goodness and a
blessing. Seven days each week we will wank-stop and seven Emirates will work together in
their done house [bait mtwahdin Arabi¢ and seven years will be filled with accomplishment

leading to our Golden Jubilee.

The GCC countries have benefited enormously from oil and gas reserves and assets that
have g@eerated significant financial liquidity in the six years between 2001 and 2007. The
present wealth poses an interesting question for those interested in the future of the GCC
countries, and one which these scenarios seek to address: How can this wealil tbeuse to
ensure that the GCC countries expand in affluence, while overcoming the internal and external

pressures that could shift them from the path of sustainable prosperity?
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Twokey themes consistently emerge being crucial to the future of th@CC countries,

and they are discussed below.

1.8 Education and innovation
The GCC countries face the challenge that their collective oil reserves, while vast, will not last

forever. Nor are oil and gas always a reliable source of wealth; there have been tmas

where GCC budgets were in deficit and public debt rose as a result of falling energy prices.
However, in attempting to diversify from oil, the GCC countries face a major problem in that

their existing skill base for workers is low by world standaahd relatively little research,
development and innovation are occurring in the region. This creates an impediment to
development and exacerbates other problems associated with importing both foreign workers

and technologies. As a result, the way in Vhieducation policies are handled by GCC
I320SNYYSyiGa oAttt 0S || aAIYATFTAOIYyG RSOGSNNAYLF VY

based economies that do not wholly rely on natural resources.

1.9 Leadership andjovernance
The GCC countries are ruled lraditionallyorganised royalties with varying underlying

executive, legislative and judicial models. Leadership and governance will therefore be
instrumental in determining the path that the GCC countries will take over the next 20 years.
Although muchis being undertaken today in terms of reform to improve the efficiency and
openness of these systems, the strategies chosen and the rates of change vary béteeen
different Emirates as well as t&@CC countries. In managing both internal stability afdrms,
leadership plays a critical role at all levels of GCC government as well as in the private sector.
Figures1.2 and 1.3 demonstrate crude oil price trends and GCC economic growth as two
important and related factors in connection with the regionatoeomies. Whilst they
demonstrate economic growth, social services such as education still lack parallel levels of

growth.
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Figurel.2 Crudeoil price Figurel.3 GCQconomic growth
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1.10 Salariesand cost of living
Based orthe Gultalent.com2011 survey of professionals working in the GCC, salaries in the

region increased at an average rate of 6.1% during 2010, compared with 6.2% in 2009 and
11.4% in 2008. Qatar and Saudi Arabia enjoyed alweeage increases, given their more
buoyant job markets. The UAE and Bahrain hadltwest rises. Among sectorgtail ledthe
increase, with 6.4%, whiledacation had the lowest increase at just 3.8%. Among job
categories, human resource professionatfgoyed by far the highest increases at 7.4 %ith

the HR function rising in prominence as companies shift their focus from job cuts to driving
performance. Lawyers had the lowest average increase at 4.3%.

Among nationalities, Asian and Arab expatriatepged higher pay riseduring the past
years¢ mainly driven by economic growth and large salary increases in their own domestic
markets. Western professionals received much lower raises, given sluggish growth and high
unemployment in their home countries

In absolute terms, Western salaries still remain well above those of other expatriates,

but the gap is narrowing. Inflation was modest or negative across most of the GCC, particularly
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in Dubai and Dohahe capital of Qatanvhich have seen rents plummé&bm their 2008 peaks

but which have since risen agaiAs a result, for the second year running, salary increases
actually exceeded the increase in cost of living, allowing many professionals to improve their
standard of living. Meanwhile, with fast gming populations and rising consumption, GCC
governments are looking for ways to reduce their slimg burden of subsidies on food and
utilities. The UAE and Qatar have increased fuel prices, while Saudi Aragbiasisg out its

heavilysubsidiseddlomesgic wheat production.

Employment by Sector Employment by Country
et %% of firms which increase d headcount in 2010 Met 26 of frms which increased headcount in 2010
—1 1
Healthcare || B =0 P I B =7
Retal & FMCGS || P o= |
Saudi Arabia I P -
Telecom & IT | a6 |
Banking |EEE = Qatar || P s
onl 5 Gas |EEE w0 — .
Logistics | ==
Bahraimn 3%
Censtruction | [ se%
Hospitality |gEl 5 LLAE 229
=

Seource: GuliTalent com Survey of HR Managers Sowurce: GuliTalent.com Survey of HR Managers

Figuresl.4 and1.5 aboveshowthe percentages from 2016oncerning employment by sector
and employment by country, both of which are indicative of consideralda/r following the

2008 Recession.

1.11 Employmentlegislation
Legislative changes in 2010 continued to follow two broad objectiesreasing the share of

employment opportunities dedicated to Gulf citizens, and improving the rights and protections
of expatriate employees. All states continued to raise the bar on nationalisation. In a new
initiative, the UAE announced a tibased system of targets, with financial incentives and
penalties designed to encourage firms to achieve higher levels of workfatenalisation.

GCC governments are also stepping up efforts to diversify the demographics of their expatriate
workforce, largely to address concerns over national identity. This is further putting pressure on
employers, who now face a cap on the maximproportion of their staff that can be sourced

from any one nationality. It is also limiting the career options of expatriates from countries with
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the largest representation in the GCC, as they find some employers unable to hire them due to
having reachedrteir caps.

Gulf States are also taking measutesincrease protectiorfor expatriate employees.

The UAE now requires companies to pay employee wages through a central authority, radically
reducing the common practice of late payment or mpayyment of wags. Meanwhile, Kuwait

has started implementation of a new labour law that offers expatriates greater entitlement to
leave and other benefitsAlsa labour-source countries such as India and the Philippines have
been stepping up their own measures to proteiee rights of their citizens who come to work

in the Gulf, particularly trying to enforce a minimum wage.

Overall, the population growth rates in GCC countries have been very high, with these
states accounting for the fastegrowing populations in the wid over the last few decades. Of
course, the population grew faster in the first decades of development, and slowed down
somewhat when major labotintensive construction projects were completed. In the United
Arab Emirates (UAE), in less than half a wgnthe population increased almost 40 times.
Therefore, one of the questions that need to be answered is whether the size of the scholarship

programmes has kept pace with this expansion.

Figurel.6 Attraction of expatriates Figurel.7 Retentionrate of expatriates
Attraction of Expatriates Retention of Expatriates
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In terms of numbers, the average annual growth rate for GCC countries in the decadé0950
was 2.84 in 1960 70, 4.24 in 1970 80, 5.84 in 1980 90, 5.24 and in the 1990s it has been
3.4% Inthe late 1990s that high population growth hasntinued in all GCC states, ranging
from 3%to 7%annually. These rates have been the highest in the Middle East and rank at the
top world-wide (the annual average growth rate for all countries in the world wa%in5.995;

0.2%6F2NJ 6 KS WY XOBrieRBOIMTRING RicK2a S WPSaa RSOSt 2 LISF

The population is expected to continue to groapidly. Most GCC countries are likely to
have doubled their populations within the span of a single generation. Taking the average
growth rate of over %as sen in the 1990s as a base, the total GCC population would reach
230 million in the year 2050. Although it is very unlikely, even impossible, that such an increase
will occur, these projections stress the seriousness of the demographic problems for the futu

of the GCC states.

1.12 The UAE as multi-cultural and melting-pot

In the past, the indigenous Arab populations of the Gulf countries were very small in number
and local Arabs were in a clear majority among them. This population structure quicklyechan
after the discovery of oil because of the massive influx of foreigners necessary for its

exploitation and the followup development.

In 1997, out of 27.7 million people living in the GCC states, about 17.1 million were
Nationals ¢ that is 61.86 of the total population, and about 10.7 million were foreigners,
constituting 38.84 In Qatar and the UARationalsrepresented a small minority around one
quarter of the population. In Saudi Arabia, Oman and Bahrain they constituted a larger
proportion of the total population, but foreigners stithade up a substantial part of the total

numbers (30«40%of indigenous population

13 www.scad.adretrieved 1 September 20)4
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The average annual growth rate of national populations from 1985 to 18#%3.8%
much lower than the previous decade when itatbat 5.8a The decline is mainly becausk
the lower number ofnaturalisedpersons in the later decade, as well as a lower birth rate, a

phenomenon very typical of more developed countries.

The overall average annual growth rate of expatriate populatimom 1985 to 1995
was 5.9% which although lower than in the previous decade %9.6is still much higher than

the comparable growth rates of the national populations.

As was the case for the total population, some projections can be also made for the
future size of the national communities. Taking into account the most probable scéntuad
is, an average annual growth rate fdationalsof 3.3%during the first decade after 1995 and
declining by 0.% each subsequent decadethe GCC national populan would pass the 60
million mark in the year 2050. Projections for the expatriate community are, of course, much
more uncertain, as their numbers can be decreased or increased rather quickly at short notice,
in response to economic development and/or ingmation and labour policies. Nevertheless, if
the expatriate populations continue to grow at an average annual ratéoftbeir size in the
year 2050 would pass 130 million. The size of the expatriate community would be considerably
lower if, as can be rpdicted, the growth rate continues to decline in the years to coie.
Nationals are to sustain governance in the public sector and have a significantly greater

representation in the private sector, they must increase their educational achievements.

1.13 Nationalsand expatriatesworkforce in the UAEworkforce

The dominance of foreigners is even more pronounced in the labour market than it is in the
total population. In the GCC states, in 1997 there were some 7.5 million working expatriates as
opposed to R million Nationals Expatriates constitute a majority of the labour force in each
country with an overall average of @9 reaching as high as B80%in Kuwait, Qatar and the
UAE. The lowest rate is that for Bahrain and Saudi Arabia, but even their iatgmtstill

constitute over 6@0f the workforce.
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The demand for foreign labour has continued line with § KS D/ / O 2 dzy (i N
development. Moreover, the expatriate inflow has been a -fs#fding process. The
employment of foreign workers increases the dder housing, serviceand consumergoods
for example,creating an additional demand for manpower that can be met only by more

immigration.

The situation within labour markets has, of course, always depended on the state of the
economy. Nevertheless, e when oil prices have declined, or when regional wars have
required large, unplanned expenses, GCC countries have had to adjust their development
policies only to some extent. As a result of their huge capital reserves, it has usually been
enough for then to temporarily cut some expenditure and limit certain projects. Only Bahrain
has been the exception to this rule, often facing serious economic and social problems because
2T GKS 1 01 27T -réakell untest WithiRttieScounts. THisKsEtiOnA libBever,
may change overall in the future as oil wealth continues to decline, at least in relative terms. Oil
revenues in the 1990s constitdeonly about 3050% of the per capita level GCC countries
experienced during the peak in the 1970s. Coupleith further population growth, this
diminishing trend is likely to continue. Therefore development of human resources will remain

particularly crucial to the overall development process.

The supremacy of foreigners in the populations and labour marsbthe GCC states
has very serious security, political, economic, social and cultural implications. First of all,
governmentauthorities are afraid that their dependency on expatriate labour could lead to
vulnerability in their governing systems. As marpariates siginate from the mospoliticised
countries in the Middle East or from not necessarily friendly neighbg states, the
Fdz K2NAGASE KIFI@PS 06SSy 2NNASR |o2dzi GKSY g2NJ
spreading radical foreign idé&mies, which have often propagated the overthrow of
governments. Secomyg (KS SELI GNAIF GSaQ Kdz3$8 KI NR OdzNNB
impact on the GCC economieBhirdy, the negative impact olWesternisationon national

cultures, on identities andialues as well as on social structures, remains a big concern. In
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particular, authorities are worried about the influence on local children from their Asian
nannies or from the expatriate teachers who form the majority of the staff in local schools.

They ae also unhappy at the growing influence of foreign media and of foreign women married

to Nationals Jamilal dz2 Af I y> { SONBGIFINE DSYSNIf 2F (G4KS D
problem of expatriate workers istarting to represent a danger for GCEa A 2y aQ®d | 002 NF
KAYSX WiKSe L1l2asS 3INIQgS &a20Altx SO2y2YAO | yR
O2YLX AOIF 4GSR Ay GKS FdzidzZNBEQ FyR (KS 2yfeée &a2f dz
G2N]J SNE GAGK yIFraA2ylFfaQo

¢ KS NI 3IAYS atlals sh&idn hiss YeerSto maitain as tight a control over the
immigrant population as possible and maintain their separation from the rest oStuogety
The authorities have also been trying to limit the negative impact of foreign cultures by
promoting the edication ofNationals and by stressing the importance of maintaining Islamic

values and Arab identitgt the same time

GCC governments have to find jobs for all of them. This will onlgaliy possible
through the creation of new workplaces. To a lamdent, it can be accomplished by the
replacement of expatriates employed in the private sector. The authorities thus have to devise
a system of teaching, recruiting, selecting, placing and traififagionals to suit the
requirements of this highly compéve sector, while at the same time reducing the
RSLISYyRSyOe 2y SELIGNAIFGS tl102dNJ Ay &adzOK | g1 @

In an attempt tolocalisethe workforce successfully, GCC governments have introduced
various policy instrumentsaffecting the quantity of theNational labour (quotas and
employment targets), prices (wage subsidies to the private sector, government wage restraint
and fees, and charges on foreign labour), as welltaguality (education and training of
Nationalg. The earliest measures applied were ones to guarantee the employment of large
numbers ofNationals Laws were enacted giviridationalsa priority in the labour market: an

expatriate cannot be employed if Mational with the required qualifications can be fod. In
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the public sector, this law, of course, has been easy to execute. Employment in this sector was
also met with great interest amongationalsbecause of the prestige associated with the job, a
non-competitive environment, and the fact that it has adly offered better salaries and less
demanding work than the private sectofherefore, the degree obcalisationof the public

sector has been high, ranging now from%4h the UAE and Qatar to 600% in Oman and

Kuwait and 9@ in Bahrain and Saudi Arab Additional to quantity, thanks to the specific

policies of the authoritiesNationals have been put in dp positions in the government,
especially in ministries, the military and security serviesswell as in the economgspecially

in oil firms andbanks becaus of their strategic importanceln reality, Nationals are chief

executive officers in almost all stakeg Yy SR 02 YLI yASa |a ¢Sttt a KSI

and departments.

The process olfocalisationof the public sector, though much aaced, has not yet
been fully completed. Even the armies in several GCC states continued to employ foreign
mercenaries in the 19904.In turn, in the private sector, the law givitationalspriority over
expatriates has very rarely, if ever, bepmnactisal. Different obstacles created by private
employers and lack of interest amomgationalsto look for jobs in this sector have caused its
localisationto become very low in most GCC states, with only Bahrain and Oman crossing the

30%level. In Saudi Arabend the UAE onlyiB%of Nationalswork in the private sector.

A forceful approach tdocalisation like the quota system, has beewgriticised as
potentially harmful to the economy, at least in the short run. It may, after all, negatively affect
the prodl DG A BAGE YR LINRPFAGIOATAGE 2F t20Fft  FANN:
Economic and Social Commission for Western Asia even warned GCC governments that forcing
the private sector to emploiNationalscould adversely affect economic performancenigirly,
according to International Monetary Fund economists, the imposition of quotas and

administrative regulations could ultimately be counterproductizeMany private businessmen

1 population, Labour And Education Dilemmas Facing GCC States At The Turn Of The Century,
http://crm.hct.ac.ae/events/archive/tend/AndKP.html
15 http://crm.hct.ac.ae/events/archive/tend/AndKP. hil.
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share such opinions, claiming that they should not be forced to emigigionalsabove their

market value, as otherwise they would incur unjustifiable losses.

To helpNationalsfind proper employment, special attention has been devoted to the
issue of education and training. All GCC countries have achieved substantiagésgrogr
education in the last few decades. In particultl¥, (i A 2 ifiterécy @tes have substantially
decreased (although they are still high by international standards, ranging fréfnlBahrain
to 37% in Saudi Arabia). New schools, colleges and usitves have been openednany
scholarships have been offerealhd women have started to be admitted to all of them. At the
same time, however, the educational system has not yet adapted well to the needs of modern
economic development. As interaction beten planners of education and planners of the
economic and labour markets have usually been limited, educational systems have particularly
failed to provide an adequate number of accountants, business managers, engineers, computer
specialists, doctors, nges or teachers. For example, in the early 1990s,98éf5graduates of
GCC schools completed work related to social and Islamic studfsn3ducation, and only
18% in technical fields and 10% in business administration. While general secondary
educadion, perceived as relatively easy and appropriate, has always sedatohalsa good
government job, vocational education has been held in low esteem and science studies have
been regarded asxcessively demanding/ioreover, as Ali M. Al Towagry, DirectGeneral of
the RiyadHbased Arab Bureau of Education for the Gulf States, stated, most of the schools in
GCC states have not been up to standarday the least, with the programes offered being
\redominantly theoretical and boekrientedd® AbdallahMograby from the Emirates Centre
for the Strategic Studies and ReseanttAbu Dhabadded to thisevaluation, pointing out that
4o many educators are still using obsolete approacheshsas a heavy emphasis on
memorization instead of techniques desigd to develop innovative though{X] with students
lacking acess to computers and technolo@y What has made the situation at schools even
g2NARS Aa GKS GeLAOrftte ¢SI1 YrylF3aSySyid 27

8 http://crm.hct.ac.aelevents/archive/tend/AndKP.htm
Y Ibid.
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teachers, large classes anthak of cooperatiomy parentswho at times do not understand the
demands made by an education system which they themselves did not experigneeresult,
there has been a high dropout rate bational studentsand graduation standards have been

recogni®ed asrather low.

There has also been an important problem of how to combine a need to produce a
modern, mainly Westentype of highly trained and motivated industrial workforce with the
obligation of maintaining in this process traditional Muslim valu&s. Munira A. Fakhro
described, the educational systems in the West win popular approval by avoiding
indoctrination, and the students who learn to reason, win praise and climb to power in a
technological society® In the Gulf States, however, where Islartéaching often dominates
the educational systems, wedducated people are believed to be those who have learned the
word of God. Students whprove their ability tomemoriserevealed truth correctly, and who
can quote it in appropriate contexts, win aaaiation and respect. Science must accommodate
this. As a result, schools often have problems preparing students adequately for the

requirements of modern economies.

The other category of means adopted by the laurities to increase théocalisationof
the workforce consists of various financial incentivesthe UAE, andsome GCC countries,
governments started to give grants to private companies for edational they emploed,
usually designed to cover the costs of their trainargl sometimes to ine@ase their earnings
closer to publicsector rates Not having their own financial resources, youNgtionals are
provided with preferential loans to set up their own businesses. Pension schemisationals
employed in the private sector have been intrada. The employment dlationalshas also
been promoted bygiving priority to weHlocalised companies during stateontracting by
tender, or in dealings with ministries of labour. Finally, proposalsstbsidisesalaries of
Nationals undertaking jobs inte private sector have also been formulated (including taxing

foreign workers to obtain additional funds for that purpose).

18 en.wikipedia.org/wikiMunira_Fakhro(retrieved March 201}
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1.14 Educationsystems

Since 1990 onwardsGCC countriegh general and the United Arab Emirates in particular
started introduéng meaningful changes in their educational systems. More modern curricula
have been implemented, in particular stressing the importanéecomputer literacy and
emphasisinghe English language as the basic means of communication in the contemporar
world. Ndionwide, standardisedexams have also been introduced. Moreover, many new
technical and vocational schools have beenmgx®and joborientated progranmes promoted.

At the same time, interest in vocational training amaddationalshas increased, as they dia

to see the link between the growing number of unemployed people and their lack of adequate

skills to meet labour market demands.

A step in this direction has been made durthg decade of the 19904.0calisatiorhas
become a very important nationadsue and has figured prominently in the strategic objectives
of forthcoming development plans. Governments in several GCC countries have established
high-ranking bodiesi such as the Vocational and Training Authorities the Manpower
Councilsi to integrate and make more efficient all the efforts undertaken by different
ministries and agencies focalisethe workforce. Special statein offices for the employment
of Nationalswere also opened. Moreover, GCC leaders have started to discuss this idseie in t
summits. The original GCC Statement on Objectives and Policies of Development provided a
number of goals for national manpower development, such as enhanced educational
opportunities, better health standards andmproved work conditions. However, he
educational system has not yet adapted well to the needs of modern economic development.
As interaction between planners of education and planners of the economic and labour
markets have usually been limited, educational systems have particularly failevae an

adequate number of accountants, business managers, engineers, computer specialists, doctors,
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nurses or teachersOne means adopted by the authorities to increase the localisation of the

workforce consists of various financial incentives.

1.15 Conclusion
In light of the above discussioon thosefactors that possibly augment the placement and

retention of UAENationalsin UAE~orkplacesthe requirement is tgpropo< a feasible strategy

for greater job opportunities fothose Nationalsand acheve increased workforce participation.

The policymakers devised different strategiedad out inVision 2030 in terms of focusirap
different aspects ofHuman Capital Theoyysuch as education, skills, and experience; social
capital, such as gender igeality, nepotism and trustand organisational capital such as
culture, English fluency and human resourcenaigement (HRM)In this context ofHuman
Capital Theoryand both the backgroundand the rationale of the proposed research, the main
objective ofthis study is to evaluate the contribution, potential impact and constrairelated

to government scholarship schemes for human resources development in the UAE. An attempt,
therefore, has been made tassesgshe human resource development strategies etUAE

with a due focus on scholarship opportunities provided to employees and local graduates. The
main aim is to explor@n interaction (associatigrbetween thehuman capital development
strategies and educational inputs in the UAE and how such arattten might affect human
capital development in thestate. In a broader sense, the objective is to evaluate the foreign
scholarship programe as one of the main strategic plans which contributed to such workforce
development in the UAE. Thetudy also higlights the institutional arrangements and
conditions under which these scholarships and incentives are offered @a@avito public

sector employees.

Chapter 2will look more closely at theelevant theoretical elements: human capital
development, the baracteristics of higher education in the UAE, and the university scholarship

schemesmade available for study abroad\n investigation of all of these may lead this

9 Structural Barriers to Emiratisation: Analysis and Policy Recommendadising AAli, Himanshu Kumar Shee
and Patrick Foleyttp://vuir.vu.edu.au/15483/

41



researcher to uncover elements which could contribute to educational enhancements in the

U 9Qa ¥ dzidzNB o

42



Chapter 2
Literature Review

Human Capital Development, the Characteristics of Higher Education
in the UAE and the University Scholarship ScherfeedJAENationals

2.1Introduction

This chapter examines some important literature cemming three interrelated fields which will
comprise the core of this investigation. Firstly, it willmmarisesome of the literature that is

NBf SOFyld G2 KdzvYly OFLAGEE RS@OSt2LIVSYd Ay (GKS
be shownthat one complicationconcernsthe two most populous and influential Emiratés

Abu Dhabi and DubaiAt times they do not act in unison; this is a complication from a research

point of view because political and economic forces are occasionally temperedothy
individualgovernments as well as a federal governmeé®gcondlyan investigation of the most

salient points about higher education in the UAH be provided and finallythe chapter will

presenta survey of the ways in which the various scholarship ramgies have been instituted

andhow theyare implemented in the UAE, designed to further its economic goals.
2.2 Thepresentresearch and knowledgéaseeconomy ofthe Middle East

The commentary in thiseviewon higher education in the UAE is basedsecondary sources
which at times may be considered to ldgkademic rigoulIt isfoundedon reported peeches,
newspaper accounts, as well as acadenbigsiness and education journal articles which do not
have the same academic credentials as publishetitles in scholarly journals and edited
publications. This is because in a country that is only 40 years old, such sources are still in the
process of being researched and published without a large collection of antecedents as may be

expected in Europand North America. This highlights the vital function of research such as this

43



thesis It will eventually beome part of a wider knowledgdase focused on Middle East

learnednesswhid at the time of writing in 2018 still somewhat meagre.

The researchmay demonstrate that these scholarships be deemed as essential
instruments to enhance specialiskills because the educational infrastructure in the UAE lacks
the depth of those in the UK and the USA. These scholarships are an aspect of UAE education
for the future and they have to be managed, possibly even expanded, by Emirati leaders and
professionalshighly educated and trained in their respective fields as they take over the reins
2T (KA ade@bpngni THE 6utcome of this research will baded on the responses of
0KS a0K2f | NEKALIAQ adz00SaaFdzZ I fdzYyAod

2.3Human capital development

Moussly(2012) reports that the unemployment rate among Emiratis reached almo8t13also
Dajani(2012)reports suggestedbout 736 of Emiratis in Abu Dhabi areelow the age of 30,

and that a large proportion of those are close to their graduation from secondary school and
university®® In an attempt to manage this situationSheikh Khalifa Bin Zayed Al Nahyan,
President of theUAEestablished the Khalifa Fund whiallocated AEDB140 million ($118

million) to help attract and employationalsto work in the private sector. The Fund offers a
package of initiatives to private sector employers to attract and reugtionals with payments

of financial privileges to duce the salangcale gap between the private and public sectors.
CKAA Aa 2yfte 2yS aLlsSod 27 D oSRyhentpymed | GG S

situation. The other main policy plank is education, training and development.

As Edward E. Lawlefaims inWhat Makes People Effectiv@®d Gallos(2006), people
become effective contributors to theorganisationsand therefore their economyf employers
know what motivates and determines how well they can perfokvirtuous spiral can exist
only if people are willing and able to take responsibility for providing upward momergpm.

con0® ¢KS NBExdettincy ATEeof[1978, inSukEhaheromotes the idea that

20 http://hmdmtr.hubpages.com/hub/Emiratisation
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people generally deal with the world as they see it and understand ittlzatcthey direct their

behavilNJ Ay LINRP RdzOGA @S 4l 2ad ¢ KSNEB PrRaethe, futiird ¢ f S NI ?

oriented and motivated to behave in ways that they believe will lead to valued rewards [and]
the attractiveness of that reward depends onlaast two major factors, firstly, how much of it

is being offered and secondly, how much the individual values the particular type of reward
being offered. The more an individual values the type of reward and the more of it that is
offered, the more motivtional potential there iQp.c oc 0 ® . dzi a2YSGAYSax
develop and achieve has to be stimulated. Lawler edsognisedhat @rganizations can have a
significant impact on the knowledge and skills of their employees [and hence their tativa
particularly through orthe-job training and formal training programmes that that help to
acquirea variety of skills (motor, intellectual, and concept@p. 652 3). Hence, e UAE
scholarships a satisfactory motivation for students to spends/eantinuing their education in

a foreign country?

Kessels and Poell, cited in Mankin (2pOfhaintain that work organisationsare
increasingly considered to be key sources of social capital, and they focused Wngbgance
of social networks, partnships, collaboration and interaction, and knowledge sharing they
provide(Ip. 314).

According toOlaniyan and Okemakind@008, Argyris (2006, Mincer (1974), and

Beckern(1962, human resource development and management are key elements not only of an

LJS

iNRA @A RdzE £ Qa &l GA&7TI Qiwkakh/and faweliprospérity.2in tlistcontext, O 2 dzy (i

education plays a vital role in human capital formation. Manf@@09 303), believes thata
seminald@F AYAGA2Y 27T the 8ud/of-attualahdudantial resoukcésyderived from

the network of relationships, possessed by an individual or social unit. Social capital thus
comprises both the network and the assets that may be mobilized through that nedwibrk
Indeed, the quality of education, skill asdmpetency tend to increase work efficiency as well

as productivity. Furthermore, education also produces an efficient and skilleduirdbace.

I OO2NRAYy3If&zr (GKS 321 ta&a |yR 2062S0GA0Sa 27
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development are achievedyleducated and trained manpower. Economists consider education
as both a capitalresource and consumer good, because it provides satisfaction to the
household and it is also used as an input into the production process. The pioneer workers of
the Human Caipal Theory (Mincer, 1974; Becker, 1962) postulated that the main sources of
human capital development are education and training. In addition, the level of education and
training positively and directly influensevork quality and lifetime incomes of thesnvolved.

Heery and Noon (2008) explain Human Capital Theory as folllusian capital theory is
based on the assumption that individuals can affect their value in the labour market by
choosing whether or not to take advantage of educational opportasiind training. If they do

so, they increase their human capital and consequently will increase their value to employers.
Human capital theory suggests employees should be treated as individuals with specific sets of
skills and abilities, so iemphasses competencebased pay as an effective remuneration
system. Proponents argue this leads to a very meritocratic system and helps to achieve equal
opportunities based on talent and ability, and regulated by a market ecor@hy.

Empirical evidence related tché human capital model suggests that investment in
education has a positive correlation with economic growth and development (Olaniyan and
Okemakinde, 2008). Huma@apital Theorypostulates thatthe economic development and
economic prosperity of any coumnt depends on its physical and human capital stock.
Traditionally, the physical capital stock as a determinant of economic growth has been the
focus of economic research for several decadttsman capital represents the investment that
people make in themeves which ultimatelyesults inincreases in the economic productivity of
the nation of which they are a part. Furthermore, Schultz (1971), Sakamota and Powers (1995)
and Psacharopoulos and Woodhall (1997), hdnemrisedthat Human Capital Theomestson
the notion that formal education is highly instrumental and even necessary to improve the
production capacity of a population. In short, the human capital theorists argue that an

educated population is a productive population and so is instrumentahiiomal development.

% ADictionary of Human Resource Managemepp.159 60.
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This theory is principally based on the notion of economic return of investment in
education, both at the macro and micro levels. For the sustained growth of a society,
investment in human capital and education is seen as a necesBary as such investment is
also seen asssentialto provide returns in the form of individual economic success and
achievement (Fagerlind and Saha, 1997). In certain circumstahitesan Capital Theory
provides a basic justification for largealepublic expenditure on educatigriboth in developing
and developed nations. Babalol2003) highlights the rationalbehind investment in human

capital development as follows:

1 A new generation must be given the appropriate parts of the knowledge whacie
already been accumulated by previous generations;

1 A new generation should be taught how existing knowletdgee used to develop new
products, to introduce new processes and production methoaisd provide social
services;

1 People must be encouraged to develeptirely new ideas, products, processes and

methods through creative approaches.

Thus, this research will highlight the applications Hiiman Capital Theoyyits associated
problems and implications fdats development within the UAE workforce. This intgation is
intended to provide an examination of the association between workforce training (education)
and the national development focusing on the UAE as its case example.

Many contemporary economists and policy makers agree now that neither capital nor
material resources of a country, but the human resources of a nation, determine the character
and pace of natior@conomic and social development. Within this context, Psacharopoulos
and Woodhall (1997) argue in short thatiman resources constitute thaltimate source of a
Y6IEGA2yQa 6SFEOGKD /T LAGEE YR yIFddzNFf NB&2dzNOS
are the active agencies who accumulate capital, develop natural resources, build social,

economic and politicabrganisations and create naional development.Moreover, Robert
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(1991) developed a human capital model to show that education and the creation of human
capital create the differences in labour productivity and the differences in overall levels of
technology thatare actually observe in the world. Indeed, some Far East Asian countries have
successfully adopted this model and created skilled human capital through educational
development and these include countries such as Hong Kong, Korea, Singapore and Taiwan
which have (until recety) achieved unprecedented rates of economic growth while making
large investments in education. Additionaligarba (2002) Ayeni (2003gand other sources of
World Bank reportdound that improvement in education is a very significant explanatory
variade for Far East Asian economic growth. Economists have also presented positive
association generated from more investment in an educated labour force d¢aBerg, 2001
Smith, 1976). Smith (1976) arguéhat human capital is viewed as a critical inputr fo
innovation, research and development varieties. Education is further seen as an intentional
input to increase the resources needed for creating new ideas and consequently accelerate
technological progress and national developme@imilarly, Garba (20023hows positive
correlations between educational attainment and economic growth and development.
Odekunle (2001) stated that investment in human capital has positive effects on the supply of
entrepreneurial activity and technological innovation. Ayeni @0délso claims that education is
an investment the main benefitof which are creation of status, job security, generation of
cash and sustainable development.

On the other handin a casestemming fromAfrica Ayara (2002) reports that education
has nothad the expected positive impact ow@omic growth in Nigeria. It was propostt

three possibilities that could account for such resudts follows

(1) Educational capital has gone into privately remunerative, but socially unproductive
activities;
(2) There has been slow growth in the demand for educated labour;

(3) The education system has failed, such that schooling provides few (or no) skills.
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The question is whether the UAE falls into the same category since it has only made the
transition fran a WProntieQeconomy to anEmergin@economy within the last three years.
Expanding on this, Babalola (20@8)d Psacharopoulos and Woodhall (1997) pointed out that
there is a need to properly evaluate educational investment projects and take into @ccou

certain criteria which are:

1 The geographical and social distribution of educational opportunities;

1 The distribution of financial benefits and burdens of education

91 Direct economic returns to investment, in terms of the balance between the
opportunity costs of resources and the expected future benefits;

1 Indirect economic returns, in terms of external benefits affecting other members of
society;

1 The private demand for education and other factors determining individual demand for

education

Generally, RdzOF G A2yt | GdFAyYSyida AYyONBlI &S AYRAODARUz
and allow them to reap pecuniary and npecuniary returns and give them opportunities for
job mobility. Bronchi (2003) considers education as a source of growth and economic
development only if it is amrtiraditional to the extent that it liberates, stimulates and informs
the individuals; and teaches them how and why to make demands upondblees Thus, a
proper and adequate educational strategy can generate four major dpweéntproducing
capacities including the development of a general trend favable to economic progress
through social mobility andn increasen literacy necessary for improved communication. The
second capacityemphasisesthat educated people would benore adaptable to varying
production needs. The third capacity is based on the argument that education has greater
durability than most forms of nehuman reproductive capital, which implies that a given

investment in education tends to be more productitlean expenses incurred on ndruman
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capital. Finally, education is an alternative to consumptiomplyingthat resources not used for
educationwould be wasted in some other form of consumption

Gallos (2006) argues tharganisationsare there to servd.lJS 2 L)t SQ&4 Yy SSRa:x
and organisationsare mutually dependent and that when the fit between individual and
organisationss good, both stand to benefit (847). Therefore, she mandatesganisationgo
Wailor [it] to meet individual needs, traimé individual in relevant skills to meet organizational
need<Ip. 346)

The knowledgeeconomy has been mentioned previously. Peter Drucker concluded in
WnowledgeWorker Productivity ¢ the Biggest Challenged K I 1y2¢6f SR3S
responsibility is to geerate their own contribution, and that they should decide what they
should be held accountable for in terms of quality and quantity because ‘#eeye to have

autonomy and that entails responsibility [meaning that] continuous innovation has to be built

ini2 GKS 1y26fSR3IS 62NISNRE 2206 oF YR8 O2yidAydz2

built into the jokYcited in Gallos, 2006, p23).

The adversaries diuman Capital Theotlyave raised some objections in terms of their
belief that though educatin is good for economic growth, it is difficult to maintain an
equilibrial position. Babalola (2003) indicated that a shortage of educated people might limit
growth, while an excess supply of it might create unemployment and thus limit economic
growth and development. This is quite possible when there is a surplus of ‘&dueated
people in one fieldand limited skill and academic ability apparent in other fieldgmately
skewing the growth and development of an economy. At the individual level, itoisatear
whether, or to what extent, education or other forms of human investments are directly or
indirectly related to improvement in occupation and income. Bronchi (2003) noted that raising
the level of education in a society can increase the ineqaalith income distribution under
certain circumstances. Furthermore, inequalities in income and grades of promotion in the
same department are alsthe result of skill enhancement and educational attainment.
However, these arguments are based on wbakesas an investment in education and training

must give its returns to those who make these investments, even by means of government
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funding. Fagerlind and Saha (1997) went furthaddingthat while governments may adopt
educational plans consistent with sg@éc developmerl goals and strategies, they can only be
partially certain thatthe outcomes of these will correspond to original intentions; the more
political the goals of education, the more problematic the outcomes. In light of this, to view
educatianal investment as a complete solution for the attainment of developrakobjectives
is risky. This isspeciallyapplicable when huge investments are made without identifying the
actual needs, requirements and demanansistentwith the supply outcomesfoan educated
and skilled labour force. Thus, education in general and schooling in particular cannot achieve
the desired societal goals without structural reforms and a clear plan. The UAE, considering the
formation of the Union under the leadership of &kh Zayed bin Sultan Al Nahyan of the
Emirate of Abu Dhabi, was already contemplating such a plan in its imminent future as a state.
It should be also indicated thaduman Capital Theorig also difficult to apply when
there appeardo be a growing gap b®veen peoplé learning efforts and knowledg®ase, and
the decreasing number of relevant jobs which to apply their increasing knowledge
investments, especially in developing nations. In fact, Bronchi (2003), Castronova §20d02)
Crepaz and Moser (20D4rgue that an increase in learning effotias not led to desired
economic gains because of the declining quality of education due to political interference,
nepotism and other forms of corruption.
Overall, the basic implication of the human capital rebis that allocation of resources
on education should be expanded to the point where the present value of returns on
investment is equato or greater than the costef these investments. Many countries have
realised that the principle mechanism for dewwsing human knowledge is the education
system and investment in education to enhance knowledge and skills of individuals; in addition
these impart values, ideas, attitudes and aspirations which are necessary for nébess
development interests.However, careful attention is needed when huge investment in
education is made; as -flanned educational expansion can impede economic, social and
political development. For example, sometimes the accelerated costs of expansion in an

educational system can cqute with other sectors of the respective societies for finite
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resources. These pressures ultimately create dilemmas for governments which theunst
realistically assess and determine spending priorities for scarce economic resources. The UAE
government ha made clear that scholarship spending, in moderation, is such a priority.

Fagerlind and Saha (1997) argue that in developing countries at least, educational demand
must be tempered in order to bring costs and benefits to more realistic levels. Arguabhytyt

years prior to publicatiomf their book the UAE existed in suchstate. Among the suggestions

they offerareincluded the following:

1 The costs of education should be borne by the beneficiary or recipients by means of
family assistance or sdtielp schemes rather than solely the state;

1 The income differential between the traditional and modern sectors should be reduced,
which in effect lowers the benefits according to the educational attainments;

1 The educational requirements for particular jobshd not be exaggerated;

1 The wage structure should be tied to occupational requirements rather than

educational attainments.

Overall, the causal relationship between education and earnings has important implications for
public policy; if education is thprimary cause of higher earnings, then it makes sense to
provide more education to lovincome or disadvantaged groups, to reduce income inequality.
Public policies that promote economic development require two sets of actibirstly
activities that geneate income, improve access, increase welfare and decrease inequities.
Thesemay include improved technology training, removing barriers to learning opportunities
and increasing health facilities. A second set of activities requoesupport and sustairthe

first set could be, for exampleroad building training of staff and the construction of
educational facilitiesAll of these examples point in the same direction. Successful development
is the result of making feasible policy choices that are sugpopy appropriateorganisational

and institutional changes and this applies to education.
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Higher education institutions in the UAE need to make better use ollaimarket information

in their planning for future programmes. In the UAE it is acknowledged that there is a relatively
modest amount of labour market information available that is of an unimpeachable nature.
Efforts have been initiated to expand the range of information available; kewethese
attempts have not always been brought to fruition because of both a lack of sufficient funding
and changing priorities within the Ministry of Labour. However, data do exist which could be
used, but at present, collection, coordination and analyd available dathave not occurred in

a systematic way(Abdelkarim and Haan, 2002), and therefdteere is still not enough
documentation availableThe creation of the Abu Dhabi Statisti@sntreis a welcome addition

to NI (i A 2 yhtefséar®ling of teir own country, albeit still limited® Overall, he labour
market in the Gulf countriesemains unusual in tha#® has the highest levels of labpforce
growth, the lowest levels of female participation, and, except for-Sabaran Africa, the

youngestiabor forceQ

However, unlike labour force growth in developing Asian countries in the same state of
rapid development as the UAE, this growth in GCC countries is not in industry/manufacturing,
agriculture or even in education and technology domainss insteadgrowing in services that
promote the trends of consumption and luxurious life thank$igh oil and gas revenues. Thus,
it is unique to notice in the GCC countries that the number of maids and personal drivers is
more than the number of edutars, medical doctors, engineers and professionals in general.
Furthermore, human capital development in GCC countries is mainly the concern of the
governments while in Singapore, for example, the policy infrastructure for human capital
development ischarmacterised by two distinct features: a tripartite approach based on

cooperation among employers, unions and government; and a +defiartmental approach

2 \www.scad.ae
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involving all relevant government agencies. In the UAE, unions and any union activity are illegal
if engaged in by expatriates, and no Emirati unions exist, although professional associations are
common. Therefore, consultations between grassts labour contingents angovernment are

rare to nonexistent, except to a very limited extemy the partially cemocratically elected
Federal National Counag but not all Emirates are eligibleor membership Consequently,

there is little coherence between the strategies of these countries, including the UAE, yet all of
them aim to be developed/manufacturing coumgs, andhaveunbalanced educational systems
which produce more graduates in humanities and religious studies. Any serious reform in these
countries shouldcommenceby developing the family structurally and functionally, and by
developing elementary andoegational education instead of starting educational refaabthe
university level.

In a recenty-released Arab world competitiveness repart 2011, by the World
Economic Forum (WEF), the importance of quality education in the Arab world in order to
sustan economic growth independent of energy prices was highlighted. According to the
report, seven of the thirteen Arab countries maintained that YWadequately educated
workforceQwas the most serious obstacle to their developméntTo become a developed
country, the UAE government prepared a letgm WisiorQfor developing its economy and
human resourcesip to 2020 in Dubai and 2030 in Abu Dh&biThe strategies of the UAE
32 @S NY Y Sy i QargdHigeiaborig #Fivw QistinctShedBes:

(1) Economic dersification;

(2) Development of human resources;

(3) Expansion of public services needed to support these objectives;

(4) Promoting the expansion of the private sector as a key partner in the implementation of
Vision 2020;

(5) Streamlining andhodernisingthe governance structures of the public sector to meet the

challenges of implementation.

2 http://www.weforum.org/reports/arab-world-competitivenessreport-2011-2012
% https://www.ecouncl.ae/PublicationsEn/economigision-2030ull-versionEn.pdf
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¢ KS 32 0 SWisionsdesse@that economic progress and human capital development are
two sides of the same coin, as is indicated by the experience of mostap@d countries. The
WHAAA2YQ aidNBaasSR GKI (G mheadtraising hez¥ctrical imardgéria@ ¥
and innovative competencies of the labour force through various leanpingesses, along the

following guidelines:

f Raise standards ofethnical and scientific education in different educatbn

institutions;

1 Enhance managerial abilities and skills and innovative competencies of existing

companies through industrial learningaccelerated by producing for competitive
markets since the couny had joinedhe World Trade Organizatioh(TO);

1 Encourage the expansion and the development of technelzged SMES;

1 Support innovation, exchange of technological experience between research and
development (R&Dxentresand private companies for proding quality goods and

services;

1 Support and encourage all companies to upgrade their technology through alliances,

licensing and franchising with international technology leaders, collaboration with

domestic technologgentres and the use of domestic aridreign consulting services.

2.5 Challenges facing the UAE economy

It is recognisedby the UAE government that the list of challenges facing the economy is not
short. There is a wide consensus amaovejl informed scholars of the field ( several of whom
noted above)that the following are theéorief of most importantproblem areado be overcome

for achieving the count ®isionQ

(1) Employment generation (a federal governmental prioyity)
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(2) Poverty reduction, especially in the case of expatriatestraction workers, and general
labourers in the development of infrastructure such as roads;
(3) Improvement in quality of life;
(4) Achievement of sustainable development by:
(a) Diversification of the economy;
(b) Rationalisatiorof water usage;
(c) Pranotion of balanced regional development;
(d) Improving management of public finances;
(5) Improvement in implementation and execution of public policies.
Again, one may notice that evetmough the WisiomQstressed the importance of HRD and
emphasisedhe importance of raising standards of technical and scientific education in schools
and colleges, the policy makers did not develop, at the time, a comprehensive educational
strategy for achieving this ambition. However, the UAE governmeagvssingan agerda for
reforming andimprovinghigher education programes and institutions, which to some extent

are consideredstill by some Emiratis as havikgpugh edge€©See belowsubsections

2.6 Highereducationin the Emirates
The development of formal educatdn the Emirate of Abu Dhabi goes back to the 1960s, but

rapid progress in this sector started in 1971, following the declaration of the UAE Federation

and the creation of the Ministry of Education and YotRfthe ministry assumed responsibility

for all the stages of public education and, within a short span of time, government schools
spread across the natioand the education sector underwent substantial improvements,
ONAY3IAYI |062dzi Yy AYLINBAAAODS aKATFO defades,KS &2 (
the Government of Abu Dhabi has paid particular attention to educationresddopted plans

and strategies designed to develop it to match international standards and support the
32BSNYYSyYyGQa L}t A OA SEiroughyiRpleffiedtatidnsfSits edacatdr@ali A @S & d
strategy of establishing schools and universities, and providing them with teaching and

administrative staff and advanced teaching aids, the Government achieved its goal of building

% http://lwww.cyberessays.com/TerAPaperon-Educationlin-Uae/94256/
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flourished and illiteracy rateretreated from 23.4% in 1995 to 20.7% in 2001, 12.6% in 2007
and 8.3% in 201(see Table 2.1)

Table2.1
llliteracy rate inUAE

Nationality & Gender 2005 | 2006 | 2007 | 2010 | 2011
Total for the Eirate 12.6 11.9 10.7 9.5 8.3
Male 14.2 13.4 12.0 10.6 9.2
Female 9.1 8.7 8.0 7.3 6.6
Nationals 8.3 7.9 7.4 6.8 6.3
Male 5.0 4.8 4.4 4.0 3.7
Female 11.5 11.0 10.4 9.7 9.0
Non-Nationals 13.9 13.0 11.6 10.2 8.9
Male 16.0 15.0 13.4 11.8 10.2
Female 79 7.4 6.8 6.1 5.4

Source: Statistics CentreAbu Dhabi

The UAE has a population of just under 5.07 million (UAE Interact, 2009) and in excess of eighty
universities and colleges of higher education (National Media Council, 2009). It has been
suggestedn the local media that the supply of places in higher education in the UAE already
exceeds demand (Moussly, 2010). However, it is not the ratio of number of colleges or college
places to population alone that indicates a potential problem for the instngi already
operating in the UAE. The urban area of Boston, Massachusetts, with a population of just over
four million, supports over one hundred colleges and universities. Boston can be considered an
education hub, attracting students not only from alleo\the United States but also from all

over the world. The UAE aims to do likewise on a regional basis. However, the UAE is not alone
in such ambitions. During the last decade, new higher education hubs have sprung up in a
number of countries, including @&, a neighbouring country to the UAE on the Arabian Gulf,

and Singapore and Malaysia in the Far East.

The new hubs have grown rapidly, largely by attracting universities from countries with
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established higher education sectors to set up branch campusedeast 49 international
campuses have been established in the last three years. American, Australian and British
universities have particularly benefited from the procesgbalisationthat has occurred, as

the countries in which they are based hawengrally wellregarded systems of higher education

and because English has become the lingua franca in internatcademic circlesA survey of
students taking a British qualification at two institutions in the UAE and Sultanate of Oman
found that 626 of the sample believed that the UK offered the best higher education
worldwide (Wilkins,2010. There are a number of ways in which universities can gain a
presence in foreign countries, including the operation of study centres, the franchising of
programmes to local providers, the delivery of distance learning programmes and the

establishment of international branch campuses.

The term international branch campus implies a bricks and mortar approach, whereby
an institution has a physical presence in a fgrecountry. Students receive their education in
premises owned or leased by the foreign institution, either solely or jointly with a local partner,
and, in addition to rooms for teaching a branch campus might typically also have a library, a
refectory, receational facilities and student accommodation. A branch campus always uses the
name of the foreign institution and offers complete undergraduate and/or postgraduate
progranmmes, usually in a number of different subjects. Students are recruited from ttaé dwc
surrounding regions. They follow the same, or at least usually very simpilagranmes to
those delivered at the home campuses, and, on completion of their studies, students are

awarded a degree from the foreign university

International branch camyses are staffed in a number of ways, including transferring
faculty from the home campus on a permanent or fixedn basis, having faculty from the
home campus fly out for short periods at a time, and the recruitment of new faculty specifically
for the branch campus, either on a fdlme permanent or fixederm basis, or partime basis.
Each of these methods has advantages and disadvantages, which shall be discussed later. The
international branch campus is easily confused with other types of oversghsrheducation

provision, such as satellite campuses, stadptresand franchised courses provided solely by
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local institutions, but there is not yet global consensus on a concise definition for the term.
Altbach etal. (2010) argues that most internatial branch campuses are not really campuses

at all, because they are smaipecialisecand offer limited academic programes2®

Host countries, and universities from countries such as the United States (US), Australia,
the United Kingdom (UK) and Canadada@agerly embraced the international branch campus
model. AlLamki (2002) observed the rapid mushrooming of private-ywar colleges in the
Sultanate of Oman after the issuing of a Royal Decree in 1996 that permitted the establishment

of private collegesPrivate sector providers have been relied upon heavily to increase higher

education capacity in several of the Gulf States. In 2006, three of the four universities in
the Sultanate of Oman were privately owned (Mazawi, 2008). The UAE, however, ishyy far
largest host of international branch campuses globally, with over forty providers in, 2009

though it has been growingp overeightyby 2014, with most sited in Dubai.

The problem which the UAE government masogniseds that it cannot be certainhiat
the quality ofBrancitrampuses is the same as the parent campus. The impact of branches has
not been in existence long enough for it to have undergone adequate evaluation within the
community. Therefore, the government believed that scholarship fiodys abroad would be a

goodmeasuremenbf educational growth.

The Emirate of Abu Dhabi is home to nine universities (government andseven
private) andsixteen other institutions of higher educationtiree government andthirteen
private). In the acadmic year 2010/2011, the total enrolled student cohort in local institutions
was 34,955 consisting of 77.8Mationals and 22.2% noilNationals Some 4850 students
graduated from higher education institutions in that year. Students on scholarships abroad in
the academic year 2007/2008 totatl 823, of whom 173 students graduated during the same
academic yeafsee Tables 2.2, 2.3 and 2.4)

26

https://openknowledge.worldbank.org/bitstream/handle/10986/2357/646680PUB0Oacad00Box361543BO00PUBLICO
.pdf?sequence=1
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Highereducation institution by type and sectqr2010 11

Table2.2

Type/Sector Government | Private Total
Emirate’s Total 5 20 25
Universities 2 7 9
Colleges 2 10 12
Institute 1 3 4

Source: Statistics CentreAbu Dhabi

Table2.3

Highereducation students by nationality, sector and gend&010 11

Nationality & Sector/ Males Females Total %
Gender
Nationals 8973 18239 27212 100
Government 4950 15766 20716 76.1
Private 4023 2473 6496 23.9
Non-Nationals 3487 4256 7743 100.0
Government 800 1421 2221 28.7
Private 2687 2835 5522 71.3

Source: Statistics CentieAbu Dhabi

Table2.4

Highereducation graduates by natiorldy, sector and gender2010 11

Nationality & Sector/ Males Females Total %
Gender

Nationals 1445 2783 4228 100.0
Government 1224 2650 3874 91.6
Private 221 133 354 8.4




Non-Nationals 217 405 622 100.0
Government 106 240 346 55.6
Private 111 165 276 44.4

Source: Statistics CentreAbu Dhabi

2.7 Development and structure of higher education in tHeAE

The UAE University, established in 1977 in Al Ain, was the first institution of higher education to

be created in the UAE. Then, in 1988, the HiglaleGes of Technology (HCT) were set up to

offer mainly vocational and technical programs, although they now offer a wide range of

courses including undergraduate and postgraduate degrees. The HCT currently has a network of

16 campuses across the countryith separate colleges for males and females as befitting Abu
5KF0AQad O2yaSNBFGAGS LatlkYAO Odz GdINBd %l &8SR |
Abu Dhabi and Dubai, was the third and final institution to be established by the federal
governmen. The three higher education institutions (HEIs) controlled by the federal state are
1y26y Fa (GKS WLzt AO0Q 2NJ WFSRSNITQ AyaidaAdildzAa
institutions?’

Article 23 of the UAE Constitutiorecognisesthe role of elucation in national
development, and the federal government has pledged that education shall be provided free of
charge to UARlationalsat all levels. As a result, all UN&tional school leavers are entitled to
attend one of the three federal HEIs ifS®2 Y SSG GKS Sy GdNEB NBIjdzA NSYS:
commitment to education was reiterated in 2001 when the largest single allocation of federal
funds was for the provision of education for UARtionals(Godwin, 2006). However, the

grants given to the thre&deral HEIs have remained static in many of the years since.

The private universities fall into one of two categories: they are either owned or
controlled locally by individual emirates or loaaiganisations or from abroad, by foreign
institutions of hgher education that have established branch campuses. Examples of private

locally owned universities include the American University of Sharjah, established by the ruler

2" http:/ vww.encyclopedia.com/topic/United_Arab_Emirates.aspx
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of Sharjah in 1997; the University of Dubai, established as Dubai Polytechnic Duliae
Chamber of Commerce and Industry in 1997; Paasbonne University Abu Dhabi, established

by the Abu Dhabi Education Council in 2006; and Al Ghurair University, owned by the Al Ghurair
Group, a company with diverse interests, which include banknetpiling and cement

manufacture

The first international branch campus was established in Dubai in 1993 by the University
of Wollongong, a weltegarded university from Australf¥.Many others have since opened,
including Middlesex University and Hertatt University from the UK, and the University of
t dzy ST 2y S -Baikedlsiit® univedsities,ivBith established a campus in the free trade
zone of the emirate of Ras Al Khaimah in 2009. More recently, New York University and the
government of AbiDhabi have formed a partnership to create New York University Abu Dhabi,
which enrolled its first students in August 2010. The government of Abu Dhabi will fund the

19 AyalAddziaAzys a2 FAYlIYyOALFIT NBaA2dzNDS8Sew gAf €

York.
2.8 QUpply and demand for higherducation in the UAE

h¥ GKS 1 9Q& podnt YA %Aare YAENGRohadgithe temmainder aré Saa G
expatriates (UAE Interact, 2009). The largest source countries of expatriates are India (1.75m)
andt  1Aadly OMOHPYOUD® ! LILINREAYL ( $V6a i pafrdtesn n NB &
FNRY ! dzAGNIXEAlL FYR bS¢g wSIFHfFyR a ¢Sttt Ia O2c
population was estimated to have increased by%i8 2009 (UAE Interact, P0). In fact, the

number of expatriates increased by more than UA&ionalsasthe latter grewby less than

4% Cultural and religious influences keep the UAE birth rate relatively high, although it is now

far lower than the 1015% annual growth rates seein the 1970s and early 1980s. The high

birth rate of UABNationalsin that period, combined with an increased recognition of the value

of higher education, has resulted in a substantial increase in demand since the early 1990s. The
UAE University enrolie400 students in 1977 when it was established (Hgazl, 2008); it

now has over 12,000 students.

% http://ro.uow.edu.au/cgi/viewcontent.cgi?article=1210&context=dubaipapers
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entry requirements of the three federal HEIs will be guaranteedaagylhas put tremendous
pressure on these institutions to expand capacity. Between 2003 and 2008, for example, the
number of students enrolled at Zayed University increased 19¢ B2t during the same period

the funding received from the federal governmesmiais broadly constant each year . The public
higher educationKB sector has not expanded quickly enough, and as a result it is believed that
thousands of UARationalshave been denied places at the federal universitiesegent years
(Bardsley, 2009)Though, aly a relatively small number of expatriates are admitted into the

public HEIs.

The leading universities in the UAE have shown a greater determination during the last
few years to produce high quality, wortdass researcland studentsthrough higher quality
instruction. The UAE University, for example, aims to achieve a significant improvement in its
placements in regional research and in the world university ranking tables over the next five
years. It is, however, unable to invest more into resbgprojects and developing new PhD and
particularlyDoctor of Business AdministratioDBA progranmes, as well as increasing capacity
of undergraduate programes, without increased government funding. The vice chancellor of
UAE University recently threéty SR G2 NBRdzOS (KS @a200p8skidng) i & Q a
as a solution to its funding dilemma (Bardsl291(). The job cuts, if they went ahead, would
involve both academic and support roles. Zayed University has also recently suspended the
launch of a new researchcentre. International branch campuses operating in the new
education hubs across the Middle and Far East are facing increasing pressure from their
partners and local governments &xpandtheir research activities. For example, the Ckme
partners of the University of Liverpool recently requested that their campus in China become
more researckocused because the University of Liverpool is a reselaatiniversity in the UK
(Altbachet al, 2010).

It is clear that the demand for places public/federal institutions significantly outstrips
supply. Edwards (2008pservedthe negative social impacts that can result when supply of HE

places lags behind demand. For example, his study revealed that young people from lower
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sociaeconomic grops became increasingly disadvantaged. If UMdEionals from poorer
backgrounds, or those living in rural areas, such as the Emirates of Um Al Quain and Fujairah,
are unable to participate in higher education, then it is also possible that they will békielys

to participate in the labour market. Eventually, the situation could result in social
dissatisfactionif not unrest. Given that the UAE still relies heavily on expatriate labour, it has
been a key government objective for many years to increagepidticipation ofNationalsin

the labour market.

The UAE achieves very high rates of participation in higher education. S&nef @8
females and 8% of all males who complete thefinal year of secondary school apply for
admission to higher educatiofNational Media Council, 2009). In 2008 the UAE University
admitted 3355 new students; the Higher Colleges of Technolo@0Z7students; and Zayed
University 1558 students (National Media Council, 2009). Of thational students who
graduated in 200, 66.80were female (Hijazt al, 2008). Many males prefer to join the armed
forces or to take up employment in family businesses or relatively-paétli administrative
positions in the public sector. Even though thare shortages of places in the pulz HEIs, each
@8SEFENJ YIye YIS aoOKz22t SIFOSNER 6K2 | NS 2FFSNBR
the start of the academic year.

The level of federal funding per student in public $1BRs now fallen below
international standards . It is cleardhsignificantincreases in fundingre requiredfrom the
federal government so that they can increase the number of places on their undergraduate
programmes. Further funding is also needed in order to develop and expand postgraduate
provision, including dctoral progranmes, and to support the development of more research
activity. The individual emirates have introduced various incentives, such as the establishment
of free trade and education zones, to attract foreign institutions to set up in the UA&n Giat
at least eightyplus private institutions are now operating in the country, it would seem that the
local governments have been successful in adopting this strategy as a means to increase the
supply of places in higher education. In 2001, the pet@ga of degrees awarded from private
institutions was 26.9g in 2006, this figure had increased to A gHijaziet al., 2008)
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Most of the new private institutions have set up in Dubai and Abu Dhabi, the two
emirates with the largest populations. Ras hbhknah and Sharjah are two other emirates that
have enjoyed some success in attracting foreign institutions. The private education system is
open to the entire UAE population, but both UNRtionalsand expatriates are expected to pay
full tuition fees, whch are relatively high and unaffordable to many families. Only a limited
number of scholarships have been made available for study at the private institutions, offered
either by the government or the institutions themselves. Approximately-tmel of UAE
Nationalundergraduates are currently studying at a private institution rather than at one of the
three federal institutions,and a question arises over the perceived quality of educational
standardsFor some students, it was a forced choice because dietyot achieve the entrance
requirements of the federal institutions. In this case, foreign private institutions typically
require the student to take some sort of foundation or language prognanbefore enrolling
onto an undergraduate degree. For exampbf the 3,565 students enrolled at the University of
22ff2y32y3IQa 5dzolA OFYLWza G GKS SYyR 2F wHnnd2
and Culture on courses below undergraduate level. For most such institutions, the entry
requirementunder the International English Language Testing Systi&hTS} 5.5, and that is

the most difficult requirement to meet for many Emirati students.

UAENationalsmay have a range of other motives for studying at a private institution,
including the chance to studsubjects not offered at the federastablishmentsthe possibility
of gaining a more highly respected degree from overseas which may enhance their career
prospects in the international labour market, or simply that their chosen institution is in a more
convenient location. An increasing number of mature emplofationalsare choosing to study
on a parttime basis. In 2002, approximately twethirds of the UABNational students at
Dubai Polytechnic (since renamed the University of Dubai) were studying parttime
(evening) basis. At various institutions, such as the Abu Dhabi School of Management, a wholly
owned subsidiary of the Abu Dhabi Chamber of Commerce, weekend classes are popular with
mature students in work. At Abu Dhabi University, DBA ctasse solely conducted during

weekends.
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2.9 Quality of higher education in the UAE

It is possible that the large number of HE providers in the UAE has a positive effect on quality,
as institutions are forced to compete by improving their prognaes and tke employability of

their graduates. However, market forces alone cannot be relied upon to guarantee the quality
of HE programmes delivered in the UAE. An examination of online forums such as
www.dubaifags.com/universitieand www.desertspeak.comeveals ttat many students are
concerned about the quality of higher educatiocBomehave expressedlisquiet about the
quality of faculty employed in universities, the high faculty turnover that exists in some
institutions, the quality of learning resources and emuent, and the nordelivery of

advertised optional modules.

The Ministry of Higher Education and Scientific Research (MHESR), through its various
departments, is responsible for HE planning, policy development and implementation, quality
management, datacquisition and analysis, the provision of admissions services for the federal
institutions and the awarding of scholarships to Ud&tionals The three federal institutions
are subject to the quality assurance process of the Higher Education Coundditiorg all
three federal institutions have sought to achieve international accreditation, mainly from US

regional accrediting bodies.

The higher education hub concept, as recently established in several countries in the
Middle and Far East, is still aom in progress. Whilst the University of Wollongong has
successfully existed in the UAE for 21 yearss et to be seen how it will cope in the
AYONBIaAy3Ite O2YLISGAGAGBS YIENQSGLXFFOS GKFG Aa
establishing the BE as a regional higher education hub. Nevertheless, international branch
campuses have already made higher education available to thousands of students who may
otherwise not have had access to it. It is probable that some institutions will prosper amd gro
while others fail. Foreign universities cannot continue opening branch campuses that only offer
similar business/management and information technology progreasi there is already over

supply of these in several locations, and as a result many instisitave operating under
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capacity. It has yet to be seen how foreign universities react when their international branch
campuses fail to achieve enrolment and profit targets in the future. Some will probably give up
the fight and close down, atid George Maon University in the emirate of Ras al Khaimah and
the University of New South Wales in Singapore. Yet at the same time that George Mason
announced its decision to withdraw from Ras al Khaimah two other institutions were in the
process of moving in: thécole Polytechnique Fédérale de Lausanne (EPFL), based in
Switzerland, and the prestigious University of Pune from Ifith&lhilst the first programmes to

be introduced by the University of Pune included Business Administration and Information
Technology, HR.specialisesn the sciences and plans to offer prognases in subjects such as

engineering and courses on energy supply.

The new higher education hubs of the Middle and Far East and the international branch
campuses located in them are in the early stagd their evolution. The most prestigious
international institutions, such as New York University and Faorbonne, both in Abu Dhabi,
will probably survive, at least in the medium term, by using their strong brands to attract
students and also by rehly, if necessary, on guaranteed funding from the Abu Dhabi
government. In the longer term, even these institutions face considerable challenges. Witte
(2010) notes that New York University Abu Dhabi intends to enforce strict entrance
requirements, and thatAmericans are expected to make up around 3®% of the student
body and UAHNationalsonly a very small proportion. The absence of a foundation year
programme will do nothing to helpenrol more UAENationalsin the future. Whether the Abu
Dhabi governmentwill be satisfied funding the university in the longer term if more UAE
Nationalsare not admitted is not known. Generous financial aid packages are currently offered
to students enrolling at New York University Abu Dhabi, but if these were reduced or

withdrawn then the very high tuition fees could prevent a lot of students from appf{ing.

29

http://www.academia.edu/1123649/Higher_education_in_the_United_Arab_Emirates_an_analysis_of the outco
mes_of_significant_imeases_in_supply_and_competition
30 [

Ibid.
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2.10Strategy formeeting labour market requirements anthe role of higher educationin the

UAE

A key policy and strategic issue for the future is the ability to attu@and train Emiratis for
positions of leadership, ownership, and employment and staffing in the new economy of their
own country.

The federal colleges and universities, the United Arab Emirates University, Zayed
University, and the Higher Colleges of Amalogy, as part of thdlinistry of Higher Education
and Scientific Research, are the foundation for the enrolment of Emiratis and their preparation
for employment. Over 34,000Emirati students enrol at no cost in programas from the
diploma level to the hccalaureate degree, and graduate prograss arealso available with
tuition.®* However, building and maintaining the capacity of these institutions to enrol all
National students in quality programes has become a challenge for the future. Key policy
choies need to be made to increase the capacity of tertiary education and improve social and
economic benefits for the country. Although oil revenues are high, national investment in
public higher education has not kept pace with fiscal needs.

In the important area of education policy coordination, thadvisory Committee (
MOHER,201Gpund thatthere are nofederalpolicies or practices requiring broad coordination
of missions, degreegrganisationsor programmes between or among federal institutions
While there is coordination of application processes, there is no coordination function or
position at the Ministry for the Federal institutio@MOHESR 2010). It recommends the
creation of federal policies, as decisions were carpased and unrelated to eamther.

These and other considerations led the Committee to recommend the creation of an
Office of Higher Education Policy and Planning for Fedeséitutions within the Ministry of
Higher Education. Theffice was established in July 2010 and has bedasked with

accomplishing the effective coordination of education policy and the development of long

3L THE UNITED ARAB EMIRATES: Policy Choices Shaping the Future of Public HighefAtdusat2iy,
Warren H. Fox, PhDffice of Higher Education Policy and PlannMigpistry of Higher Education and Scieittif
ResearchAbu Dhabi, United Arab Emiratdgtp:/files.eric.ed.gov/fulltext/ED502853.pdf
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range plans to improve the capacity of the Ministry of Higher Education and Scientific Research
to implement effective policies that meet the changing nseof the UAE. The challenge,
however, given the stratified nature of political leadership, and the traditions of the federal
campuses, is to integrate a systanew of policy decisions. Traditional social relationships are
strong and influential, data fodecisions are often lacking, and collaboration is only now
beginning. Responding to this need, the policy office created the strategic plan of the Ministry,
Educating the Next Generation of Emiratis: A Master Plan for UAE Higher EdQ®atibith
was pullished in 2007 and clearly delineates national goals to:

(1) Provide access and educational opportunity for all Emiratis

(2) Provide high quality education

(3) Contribute to UAE economic development.
The latter goal state&¥he academic programes andresearch efforts of the UAE system of
higher education shall better link to national needs of the economy, prepare Emirates for
participation in the private sector, and expand leadership in energy production and economic
development researcddMOHESR 2019. The achievement of this goal is critical to raise the
number of Emiratis employed in the private sector, andhie support and expansion aheir

impact oneconomicgrowth.

2.11 Keyissues for UABigher education

As outlined in the strategic plamur key historic decisions were made in the 1970s in the UAE
that shaped the character and structure of higher education in the coufitfhese policies
honour the values andpractisesof an Arab nation but also recogai modern demands of
international edication. They also have a major impact on the fiscal needs of public higher

education that exist to this day. There are four original pillars of policy for the UAE:

32 http://planipolis.iiep.unesco.org/format_listel_en.php?Chp2=United+Arab+Emirates

%3 THE UNITED ARAB EMIRATES: Policy Choices Shaping the Future of PuBhbtigloe(August 200,
Warren H. Fox, PhDffice of Higher Education Policy and PlannMigistry of Higher Education and Scientific
ResearchAbu Dhabi, United Arab Emiratdgtp:/files.eric.ed.gov/fulltext/ED502853.pdf
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The UAE would build and operate its own universities, separated by gender.

(i) A qualified mo8y international faculty would be employed;

(i) Instruction would be in English to enhance potential for economic diversification and

integration with the rest of the global world;
(i) Education was to be free for all qualified iEatis in federal universities;
(iv) Education wuldinclude women (MOHER 2007)

These key decisions were the pillars upon which federal higher education was established, and
they continue to serve the nation. In this respect, the UAE is similar to higher education in
Germany wherétuition fees are [also] regarded as per se a deterrent to participation and their
imposition would signal the sudden end to participatidiegele, 2006p. 265). These policies
contribute to higher education costs than found in other countries for severaloreag
importing faculty has an associated requirement of housing provision and transport home each
year, and separating campus facilities by gender increases the number of faculty required. Both
fixed and capital costs are greater. However, they are palwjices based on cultural values

and social expectations, and are legitimate for a country with the fiscal resources to support
such options if it chooses to do so, as they also contribute to broad access and quality

instruction(Abu Dhabi Strategic Pla230).

2.12 Fundingand access for UAEitizens

The number of Emiratis is increasing and more UAE citizensrbewgnisedhe importance of
education; this has led to a steady increase in the number of applicants for admis$eatetal

higher educatio institutions in the UAE. Enrolment is expected to increase by approximately
10,000 students over the next 10 years, and 20,000 by 2MOHER 2012). The
consequences of this trend were noted by the Advisory Committee for Planning of Higher
Education inthe United Arab Emirates a decade ago. Established by His Excellency Sheikh

Nahayan Mabarak Al Nahayan in 1996, the Committee observed that there was a crisis in
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higher education because of chronic undanding and the projected increases in student
enrolment. These concerns now appear to be welinded. Data developed by the Ministry of

| AIKSN) 9RdzOl A2y Qa hFFAOS 2F | ATKSNI 9RdzOF GA2Y
the higher education system to provide access to all qualified studengsnioh only been

reached, but exceeded. This was published in a rep8unding Students First: Access to

Quiality Higher Education Programas in the United Arab Emirat@8VOHER 2010). However,

the accuracy of this is debatable.

As is the case in any aoy, the adequacy of support for higher education depends
upon two key factors; enrolment and inflation. As enrolment increases, without commensurate
increases in financial support, the revenue per student declines. Similarly4&hi@value of
static revenuei even with unchanging enrolmefitwould usually drop over time as the actual
purchasing power of revenue declines. Enrolment from 2000 to 200506 grew by
approximately 18oacross the UAE. By comparison, the real revenue declined by an estimated
14% Together, enrolment and inflation conspired to decrease the real value of federal support
per student, as it declined by over a quarter ¥géetween 2001 and 2006.

The funding situation is leading to less than desirable outcomes for access ang qualit
education for UAE students. Per student expenditures as a percentage of GDP are low
compared to other countries. This lack of funding shows that studambeing turned away or
are being placed in institutions that do not have the funds to adequatedetiheir needs. In
order to be competitive with other countries and to achieve international standards, an
increase to a level of over 3.5% in GDP funding for higher education should occur in the UAE
(MOHESR 2010). Again, this highlights the need for8ch I NB KA LJA F2NJ G KS ! 1 9Q.
have opportunities in institutions abroad.

Economic and GDP growth have been substantial in the UAE over the last several years.
Between2000and 2006 nominal GDP for the UAE has more than doubled. Over the sarge ti
period higher education funding has been comparatively flat. Clearly the capacity for higher
levels of support exists, though policy decisions have not been made for fiscal increases. If

allowed to continue, the present situation is likely to have gigant consequences for UAE
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society. Frustrated students, unable to meet their educational goals, may opt for other
activities that will either misuse, underuse or redirect their capacities. Students that do not
have the chance to achieve their potential the higher educational system are likely to be
marginalisedn the increasingly global and sophisticated economy that is now characteristic of
the UAE.

In addition to funding to adequately support approximately 20,000 new students that
are anticipatedby the year 2020, it will also be necessary to support the quality of education
the students receive (MOHER 2012). In an important policy development, and in recognition
of the funding issue for public higher education, in early 2007 the Ministry of Rresadl
Affairs commissioned a study tie financing of federal institutions. This is an indication of
awareness by policy makers of fiscal shortfalls that affect primarily access of Emirati students
and progranme quality. The study explored enrolment trds and Ministry of Finance and
Industry appropriations over time. Funding alternatives are being considered, including a
possible funding formula based on the number of students, though final recommendations are
not yet available. However, there are poskiles that improved funding levels could be
achieved, most likely with increased accountability and reporting requirements on budgeting
and student outcomes. The government is demonstrating interest in improved data on

institutional performance, studennformation, accountability, and planning.

2.13 Participation of males in higher education
Of the many policy issues that are confronting the higher education system in the UAE, the low

level (28%) of male student enrolment is one of the most troublifigere are numerous
reasons for thisand correcting the problem will require policy initiativdismandingsignificant
resources andequiringa cooperative effort among many institutions in the UABefore
initiating major policy changes, the dimensiarfshe problem and its causes must be carefully

assessed.

% THE UNITED ARAB EME&TPolicy Choices Shaping the Future of Public Higher Edyéatijust 200Y,
Warren H. Fox, B, Office of Higher Education Policy and Planning, Ministry of Higher Education and Scientific
ResearchAbu Dhabi, United Arab Emirates: http://files.ericgav/fulltext/ED502853.pdf
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Data developed by the Institutional Planning Unit and the Admission and Registration
Department ofthe United Arab Emirates Univergi{UAEL) indicate that male enrolment has
lagged behind female ealment for the past twenty years. A 201€urveyby the National
Admissions and Placement Office (NAPO) showed®ar half of the male students (current
school leavers) who have been approved for admission at the UAEU and HCT for September
2003 did notshow up for registratioNAPO, 20103

Interviews conducted during the development of this research suggest that there are
many reasons for this low rate of male enrolment; young males have more opportunities
available to them, such as joining the naty, the police, participating in a family or other
business, or working in some capacity for the government. Other comatmstexpressed the
view that young men perceive it takes a long time to complete a higher education proggam
and in the UAE the sl custom is that couples marry young and start a family soon after that,
with concomitant expenses. The requirement to have demonstrated competency in English has
also acted as a deterrent, because in many cases a year must beis@hievinga standard
that will allow collegdevel work. The academic progress requirements were also identified as a

possible hindrance to male enrolment.

2.14 Revisiting human capital development in thedJAE

Most of the developing countries are growing too slowly fanmtan capacity to expand rapidly.

In the process of economic growth and development, human capital needs to acquire and
reinforce attitudes that sustain behawo that encourages economic growttand rapid
economic growth rewards those who invest in boogtiteir capacity (through higher wages,
productive employment and improved welfare), while stimulating further investment in human
capacity (Sachs and Warner, 1997). As a matter of strategy, governments need to match their
policies toavailable humancapadties and as a matter of policy, governments need to be

selective.

* bid.
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The strategy to generate human capacity begins with an assessment of the existing
stock of human capitalThisconsists of the general populatiasf a countrywith its store of
knowledge, EKills, talent and experience. Human capacities and human capital can increase
through population growth and net immigration of healthy and educated expatriates. Time and
resources are required to sustain and enhance human capital and to ensure that uradsvid
remain motivated and engaged. Education and learning, both formal and informal, are critical
to this effort (Askary, Kukunuru and Pech, 2014, Birdsall and Gupta, 2004). The performance
and effectiveness of formal education depends heavily on the @oadntext from which its
inputs are drawn and within which its graduates gain their livelihoods.

The use of human capacity is determined primarily by demand. Public sector ministries
and departments have derived demands for human capacity and generallg frelatively
flexible resources as compared tioe private sector for the enhancement of human capacity
through human capital development. Accordingly, the use of human capacity by the public
sector is at a minimum, to avoid activities that destroy valBince there are many potentially
profitable and valueenhancing activities, government departments have a considerable scope
and flexibility inorganisingheir use of human gaacity.

The public sector in many developing countries has made extraordieiiioyts to
generate human capacity to boost their economic growth and development. However, this
strategy ofHuild the capacity and it will be us€das not worked for many countries and they
have failed to create an environment to absorb the newidgated capacities mainly due to
underutilisation, misuse or most oftennot used policy (McPherson and Zinnes, 1992; IRIS,
1996; Duesenberry, Goldsmith and McPherson, 1999; Gray and McPherson, 1999).

Private and public sector performance is typically measagainst three benchmarks:
Efficiency, equity and effectiveness. Efficiency is important in termeffettive allocation of
resources to achieve given objectsvat the lowest resource cost and resources are wasted
without attention to efficiency. Equitysi a crucial social objective with two dimensions;
horizontal and vertical. Horizontal equity requires the same treatment for individuals and

groups in similar circumstances. Vertical equity implies that beiteindividuals and groups
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beara larger sharef any burden, or receive a smaller share of any benefit than those who are
less well off. Effectiveness measures the goals of public policy and the actual outcome of
investment. Effectiveness of policy poses a special challenge as few managers and
adminstrators are familiar with the potential (both positive and negative) of human capacities,
need and supply. Progress can be made if policy makers are helpedagnisethat potential

and types of changes in the skilix required using effectively the man capacities.

Human capacities are also related to attitudes, and these are changing, even in a
conservative environment like the Middle East, and the UAE specifically. In the 2014 Arab Youth
Survey conducted bfrabian Businesshe outcomes indicat some significant shifts amongst
young Arabs aged 184 years of age. A number tiiese may be summarisedas follows,

written from the point of view of a typical Arab respondentdescribedon the journal cover:

Traditional values are outdated and belomgthe past. | am keen to embrace modern
values and beliefs. | am confident my national government can deal with living
standards, economic stability and unemployment. But | am not sure they can address
wealth creation. The biggest obstacle to my futureiigl unrest, which | worry about
more than lack of democracy or the threat of terrorism. | feel that entrepreneurial
spirit is high in the region, and | hope one day to start my own business. | am no longer
reliant on the public sectofArabian Busines¥ol. 15(15) April 1319, 2014)

The rapidly growing economy of the UAE is continuously expanding in construtctioism,
ports and shipping as well dance and energy. The importance of human resources was
overlooked in the early phases of developmén Gulf Countries athe regionhasdepended,

for the past severalears, on higly skilled expatriate labar for economic development.
However, technological advancement, information explositre changing mixof personal
values of the workforce anahereasing domestic as well as global competition have created an
environmentin which emphasis is being placed upon the development of human capacity in

the UAE. Consequently, human capital expansion has gained increasing importance and
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occupies a centrgbosition in the National strategy for sustainable improvements as human

capacity is fundamental to economic growth and social development

2.15Thesuccess okcholarshipsprogrammes

Evidence from prior research on scholarships awarded in variousnsatidicates thathey are

conducive to successful academic outcomes, and that these lead to further success as
knowledge and skills are propagated (Ziegele, 2006; Carter, MardeMaton, 2009; Ramsey

and Gorgol, 2010; Bukhari and Denman, 2013; Masterdoss, Korin and Watters, 2014)por

example in Australia, Masterton et al (201410) reported that according to their evaluatiorsh

survey was undertaken of 34 eligible [medical] sch@¥ansd they concluded thatWhe

programme [funded by scholarstagor the 34] has resulted in potential and actual leaders
returning to their home countries where they positively impacted on health and surgical
ASNPAOSad ¢KAA KFa NBadzZ SR Ay | NBRdzOSR 0 dzNR

measured byess death, disability and deformfy

Likewise, the Meyerhoff Scholarship Prograain the UnitedStateswas evaluated by
Carter et al(2009:442)and they concluded that it wa®onsidered a successful intervention
program for increasing the number ofnderrepresented minorities who earn PhDs or

MD/PhDs and pursue research careers in science, technology, engineerintadramatics.

Similarly and closer to the UAE, Bukhari and Denm@013) investigated the
scholarship programe in Saudi Arabia, andni‘8tudent Scholarships and Saudi Arabia:
Implications and Opportunities for Overseas Engage@émey deduced that in their country,
the focus has shifted from meeting the identified needs of the Kingdom to meeting the specific
professional and personaleeds of individual studen®p. 151 Their final opinionwas that
whilst there were 120,000 Saudi students studying abroad, theyuld not as yet offer
conclusions about the effectiveness of their program H remains to be seen whether
returning Saudscholarship recipients will win favour over the home educ&dddeed, Bukhar

and Denman repodd that there was overseasscepticismabout the integrity of the scheme,
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with some authorities at universities abroad believing that ther@sa hidden Islanu agenda

(Ibid,, p. 158).

It was therefore considered useful to investigate the scholarship situation in the UAE,
and the following materiascrutinisessome of the scholarships available to UAE applicants, as

well as the entitlements that go with them.

2.16 The nature and framework of foreigscholarshipprogrammes

For Abu Dhabi, the inevitable need of diversifying away from oil now builds momentum for
change. Coordinating a strategy towarcsnstructinga knowledgebasel economyrepresents
an opporunity, the capturing of which requires thorough tweay communication and

engagement of the relevant stakeholders in an evolving inclusive process for policy change.

With an eye on developing an Emirati labour force that can meet the requirements of
local employers, the Executive Council (EC) of Abu Dhabi recently announced two new
programmes that will boost the provision of education and professional training to UAE
Nationalsh ¢ KS 3I20SNYyYSyidiQa LIilFya AyOfdRS (S SELIN

students, as well as the establishment of additional vocational schools at the secondary level.

On 13 June 2013, the EC announced that it had approved the establishment of a new
scholarship and academic delegations administration system to be run éyAbu Dhabi

9RdzOF GA2Yy [ 2dzy OAf 6159/ 0% GKS LINA YLI3NTe BCS 3 dzf | (
also said that it would grant an additional Dh197m ($54m) over the next four years to expand

GKS SYAN) 1SQa ma forldcadl dtdaats.LJ LINR I NI Y

NnGdKS 41 1S 2F (GKS 9/ Qa RSOAaA2Yy>S 159/ 2F

committee would be responsible for drafting new scholarstgfated regulations, as well as

% http://ww.oxfordbusinessgroup.com/news/abdhabifundingscholarship
37 \ja;
Ibid.
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identifying the countries, institutions, disciplines and majors that will be coveredhby

expanded system.

ADEasalreadyoffered scholarships to more than,@00 students since 1990s, mostly
for individuals enrolled in technical and professional areas of study, such as electronic,
electrical, chemical and mechanical engineering; econsmaccounting;and finance and
medicine. Indeed, support for students in these disciplines will likely go toward helping the
governmentrealiseits plans for an innovaticted economy, as laid out in Economic Vision
Hnons (KS $eMiebdhding @&lopienyraadmap®

According to Mugheer Khamis Al Khaili, the dire@losy SNI £ 2F ! 59/
scholarships will also hetp ensure that the skills of the Emirati workforce match the needs of
employers stating that the scholarship programe aimed to create a stronger alignment

between the human capital resource and labour market requiremé&hts.

Among the scholarship programmes already offered by ADEC is the Al Nokhba Elite
Scholarship for Advanced Technology, which sponsors students thootghheir
undergraduate and graduate engineering studies at universities in the UAE and abroad.
Students enrolled in this programme also have access to internships and employment
opportunities at the semiconductor manufacturing company Global Foundries, or hatr ot
technology companies nominated by the Advanced Technology Investment Company, a

government entity that sponsors the scholarship alongside ABEC.

While progranmes such as Al Nokhba are aimed at university students, the Emirate is
also working towards t development of a skilled labour force by expanding vocational

training at the secondary school level. According to the EC, five new secondary technical

% http://ww.alpencapital.com/downloads/GCC_Education_Industry _Report_July_2014.pdf
¥ https://www.adec.ac.ae/en/AboutADEC/Pages/Executiamagement.aspx.
40 http://www.oxfordbusinessgroup.com/news/abdhabifundingscholarship.
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schools will be set up in the near future, joining the four that the Abu Dhabi government has

alreadyestablished in Abu Dhabi, Al Ain, and the emirates of Ras Al Khaimah and Al Bjairah.

To help ensure that its graduates are ready to meet the needs of the local labour
market, the Abu Dhabi Vocational Education and Training InstitAl@\(ETIhas designedts
programmes in consultation with local industry and businesses. The creation of a skilled labour
force isan important partin helping the governmentealiseits economic development plans.

By supporting programes such as those offered by ADVETI, afi as providing additional
scholarship funds for students at universities, Abu Dhabi is taking steps towards ensuring the
development and diversification of its economy in this waydetaied description of the
framework and nature of some of the majact®larships is given in one specific chapter of the

study?*?

The main objective of this research is to examine how human capital for professional
positions in the UAE has been planned and developed; and how government in the UAE is
investing in the policyaforms that are relevant to workforce development. In this context, the
study aims to answer a number of questions concerning one important aspect of local human
capital development: the functioning, effectiveness and contribution of scholarship

programmesthat have been created for UAE citizens, both in the pubitthe private sector.

As mentioned above, human resources management theories suggest that there is a
close correlation between availability of development opportunities and performance ofl@eop
in a country. Developmentrelates tothe increase of skill, through training, that is necessary for
job performance (Sabetti, 1984). However, generating human capacity is one thing; using it to

create and sustain economic growth and improve nationdfave is another.

In the context of the above discussion related uman Capital Theorand the
backgroundand rationale of the proposed research,should be reemphasized here thte

main objective of this study is to evaluate the contribution, pdtal impact and constrais

1 bid.
“2 bid.
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related to government scholarship schemes for human resources development in theatlAE
well as its perceived contribution to the professional careers of the aluntignce, to assess
Ff dzYyAQa LISNOSAGBSR ieyitid Soatcomes yand effectiiReSess [ of Such LI2

opportunitiesprovided to the UARationals

In the next chapterwe discuss the nature and framework of scholarship prognas

with reference to workforce development strategy in the United Arab Emirates
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Chapter 3

Nature and Framework ofhe Foreign Scholarship Progranein
SelectedOrganisationsf the UAE with Referenceto Workforce
DevelopmentSrategies

3.1 Introduction

Somecountries including many in the Gulf Cooperation Counttdye recently turned their
natural endowmentsnto a source of strength and displayed higtonomicgrowth in recent
decades.

The United Arab Emirates, in general, andet Emirate of Abu Dhabin particular,
possessa distinctly different economy mialy dependent on oil and gaone of the best
performingin the modernworld. Huge reservesf hydrocarbonsare continuously generating
massive revenues and the Emirate keeps investing in infrastructure and real é3tatently
however, Abu Dhabi has entereal reform phase with the primary emphasis placed on
diversifying the economy away from the dependency on oil and gas through investment in

people, innovation and the development okaowledgebased economyKBE).

For Abu Dhabi, theeed to diversify theeconomy has already createdn@mentum for
changeand thestrategy towards building knowledgebased economys showing its positive
results In this context of Public Policy Strategy, the Executive Council (EC) of Abu Dhabi devised
progranmes to boost the provision of education and professional training to UMdfionals
¢KS 3I32@0SNYyYSyiQa LXlya AyOfdRRS GKS SELIyairzy

well as the establishment of additional vocational schools at the secondary*fé{éi.

BYPekKS RSPSt2LIySyd 3F2rta 2F GKS !'YyAGSR I N} o 9YANIGSa |yl
support of a sophisticated and entremeurial workforce. His Highness Sheikh Khalifa bin Zayed Al Nahyan,
President of the United Arab Emirates and Ruler of Abu Dhabi, has defined education as a pillar that will enable
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As per the decision of the Eindicated above ADEC announced that its scholarship
committee will be responsible for drafting new scholarstefated regulations, as well as
identifying the countries, institutions, disciplines and majors that will beeoed by the

expanded systerf, 4’

In many developing countries, higher education foreigtchatarshig are being
considered as a means to improve the access, participation, enrolment and achievemeat of th
talented students Like many developed and develogi countries, the UAE government
introducedvarious forms of the scholarship programesin the Public Sector Departments and
Ministries under the direction of Ministry of Higher Education and Scientific Research. A brief
description of thefinancial suppar, framework and nature of these scholarshigisall below

follows.

3.2 Scholarshigunding, financial and othemean ofsupport

The Department of Scholarships and Cultural Foreign Relations at the Ministry of Higher
Educationand Scientific Research, UAE the mainoffice that manages the study abroad
scholarship programe. It is responsible for the students pursuing studies in institutions
located overseas. The department performs its duties through its employees at the ministry as

well as cultural atichés in the UAE embassies abroad. The strategic plan and policy developed

08 (GKS RSLINILIYSYOd FAY G LINBLINAY3I KdzYly NB

comprehensive developmentHowever, different departments have their own internal

Abu Dhabi to meet standards of excellence achieved in the most high@edi SR O2dzy 4 NA Sa 27F
https://gsec.abudhabi.ae/Sites/GSEC/Navigation/EN/PolicyAndStrategy/soaddiuman
resources%2cdid%3d89950.html#id89942

“ http://www.oxfordbusinessgroup.com/news/abdhabifundingscholarship

> http://www.adec.ac.aelen/Stdents/Scholarships/PagestMokhbaScholarship.aspx

“© http://www.oxfordbusinessgroup.com/news/abdhabifundingscholarship

" http://lwww.adec.ac.aelen/Students/Scholarships/PageshdkhbaScholarship.aspx
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scholarship mangement offices and maintain different structwwef financial and logistal
support for the holders of foreign scholarship

Generally each departmemtrovides financial support to scholarship awardees studying
abroad andthis varies in terms of the diffrent requirements for undergraduate and graduate
progranmes. The financial support includeoavances fnonthly scholarship stipend from the
department and a yearly books, computelothing and travel allowance), edical coverage
(full medical and dentalcoverage, as per each department’'s standard policy), and
reimbursements are provided for atandardisedtesting and preparation courses as per the
scholarship rules and regulations. Scholarship holders receive a yearly-rquiidket from
their depatments and some also arrange tickets during the summer vacations according to the
Scholarship rules and regulations.

In most caseshe departmentsmakeno changeli 2 | & LJ2 y & 2chidhifttedd G dzZRS y
and assigned field ofesearch university, country and dation of study as per his/her letter of
sponsorship However, special provision is allowed in some cases by each departnieat
student wants to changany aspect of their sponsorship terms it can be arranged, but only with
departmental approvalThereis no coordinated official setup to evaluate and monitor the
funding and other requirements for scholarship awardees tede is a requirementor a joint
office for identifying national research priorities, raising and allocating funding among
scholarshp programmes, and develomg a model for accomplishing this objective which
includes collaborationbetween each department and degredevel institutions abroad.
Departments do not document their individual scholarship awatusvever, the Ministry of
Presdential Affairs managed torganisethe data from 2001 onwards whichre given in the

tablesbelow.

3.3 Ministry of Presidential Affairscholarships

The Ministry of Presidential Affairs (MOPA) awards scholarships to distinguished students from
across thaJnited Arab Emirates. These students pursue academic studies in a myriad of majors

including Engineering, Business Administration, Information Technology, Computer Sciences,
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Media, Humanities, Law, etmitially, the scholarship wadesignedfor the seleted students to
attend United Arab Emirates Universities only; however, there are students who have been

sent to the United States, Great Britain, New Zealand and Canada.

The United States is among the common destinations for M§#dAsoredstudents.
While engaged in their academic studi#isey follow certain scholarship regulations and failure
to do so results in early termination of the scholarship. The main rules include: students can
only change their major or university if written approval is recdifeom the Ministry. In
addition, they may not accept assistance, financial or otherwise, from any other agency while
they are scholarship students. Finally, MOPA recipients are expected to complete employment
within the UAE government for a period of ness than twice the time he/she spent studying

and/or for whatever duration the ministry deems.

MOPA provides financial support for all its scholars in foreign countries as they pursue
their studies in a range of undergraduate and graduate progmasm The number of
scholarship awards by the MOPA ggven in the tablesbelow as MOPA Scholarship

Management Office managed to maintain the data from 2001 onwards.
3.4 Abu Dhabi Education Council (ADEEholarships

As noted earlier andnian effort to encourage AENationalsto major inspecialisedsubjects

Yy SSRSR T2 NJ gtodgthlzand $ustadnabidity, ADEC offers thEalented Scholarship
ProgrammeXo gifted andmotivated students. Abu Dhabi Education Counairently offers a

number of scholarship opportuties basedn various criteria and is also developing a policy for
scholarship programes for undergraduate and postgraduate degrees with the aim
supportingk dzY' I 'y OF LIAGEFE RS@GSt2LIVSyd GKIFEG Aa FEA3IyS

goals?®

“8 http://www.uaecd.org/adeescholarshigprogram-highereducation
http://www.studyandscholarships.com/2010/08/abdhabieducatiorrcouncitadec.html#.VNJRmzronmi
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I 5 9/ Whblarship division runs all aspects of its scholarship progemn
encompassing development, criterend coordinationwith the Scholarship Committee on
candidate decisiondollow-up with students on finances, academic progress, and any issues

and corcerns throughout the completion of their degrees.

The advanced developed countries in North America and Europe are the destinations for
1 59/ Qa aO0OK2fl Nar (G2 VYSSUG GKS ySSRa 2F GKS Syl
expands its range of industrial dmommercial activity as part of the growing economy, a-well

educated and qualified UA¥ational workforce is a key element in sustaining its success.

The goal of ADEL&cholarship Programe in higher education is to lay the foundation
for an innovationbased, knowledgeproducing society by levating the quality ofhigher
education to international standards through partnerships with weeldss universitieshigh
licensing and accreditation standardsrequirements and incemies for continuous
improvement promoting andincentivisingnnovatiory scholarship and discovery through major
research funding in areas of strategic importance to Abu Dhabi, thereby building a strong
community of scientists and scholgrand arefully aligning Higher Education withbbur
market and socigeconomic needs, guided by the Abu Dhabi Economic Vision 2030 and Abu
5KFoAQa t 2 Ade ! 3SYRI D

With a keen interesin developing the young talent of UAE and offering them a chance
to serve their community, the Abu Dhabi Emirati emgldélge Talented Scholarship Prognae
AN Rdz 6S&a Ay (GKS 9YANIGSQa Lzt AO aSoOthe2 NE | a

country® !

9 https://lwww.adec.ac.ae/en/MediaCenter/News/Pages/HigkrformingEmiratistudents.aspx
*0 http://www.uaecd.org/adeescholarshigprogramhigher-education
L http://lwww.uaecd.org/adeescholarshipprogramhighereducation
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3.5 Presidential Scholarshiprogramme

The Presidential Scholarship Prograestarted in 1998 by a decree from thHeate Sheikh
Zayed Al Nahyanspecifically gearedo distinguished United Arab Emirates students who

graduate from their high schools and who meet specific acaderiigria

A Presidential Scholarship Award is considengghly prestigious and most lucrate in
terms of financial and other related support for studies. This award is very competitivihand
most talented students achieve the scholarship through a competitive selection process.
Generally, Presidential Scholarship undergraduate students rexeiyS$53,000 monthly
allowance. Graduate students receils5$3,500 monthly allowancelThe student is allowed a
onetime annual travel allowance for the academic yeajO(8) due each summeprovided
he/she has completed a minimum of either two semestdlse® quarters during that year. If

he/she starts school after spring allowance is paid for that academic year.

3.6 Dubai Policenighereducationforeign scholarships

The15,000strong Dubai Police Forceas established od June 1956 in Naif Fovthich is still
operated as a police statioti The Dubai Police vision comprises excellent performance
standards with highly defined descriptions of tasks, duties and jurisdictibhsy have
developed institutional performance criteria in the application whtegic planning, simplifying
procedures and managing human and financial resources more proficiently. They take pride in

their creative initiatives, appreciate personal excellence and work as one team.

Accordingly, the DubaPolice have established a Salarship Department which is
responsible for the administration of the scholarship progrnaethat funds students who are

approved for study abroad. Substantial amounts of federal funds are invested each year in

2 Naif Fort is a locality in the Deira side of Dubai, with the first police station being known as 'Naif Fort, with only
29 members. The size of the force increased gragutl105 in 1960 and to 430 by 1967 and now comprises
Ffy2ad mpXnnn 2F GKS WwWyz2ad LINPINBIaAaAGSQ LREAOS Ay GKS
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providing study opportunities in other coumds. Competition for a limited number of

scholarships is keeH.

In order to assist students in finding appropriate placements in higher education
institutions abroad, to assist in the cultural and academic adjustment of the student and to
monitor the studg/ 1 Qa LISNF2NX I yOSz (KS {OK2fl NAKALI 5SL
AttachSQ Offices (CAO) attached to the United Arab Emirassassiesin the various

countries.

Dubai Police provides financial support for all its scholars in the US as they puesue t
studies in a range of undergraduate and graduate prognas Tte financial and other support
for study abroad is almost as prestigiousaas the rewards forrecipientsof the Presidential
Scholarship ProgrameQ

3.7 Abu Dhabi Investment AuthoritfADIA)

The Abu Dhabi Investment Authority (ADIA) sponsors a select number of students each year
GAOGK (GKS K2LJS 2F 3INB2YAY3d G(G2Y2NNRgQa fSIFRSNAO®
inclusive of interview, aptitude testing, and academic achievem@nte a student is accepted,

they begin a rigorous programe of academic study, personal development and extracurricular

activities

I 5L Qa LS2LXS IINB Fa RAOGSNES FYyR AYUOGSNyI
nationalities combining to create a highlyollaborative work environment. ADIA attract,
develop and retain worldlass talent and provide the resources by investing significantly in
SYLX 285SaQ RSOSt2LIYSyids GNIXYrAyAy3a FyR OF NBSNJ 1L
marketbased compensatiorand benefits.ADIA offers a wide range of targeted employee

development programmes at all levels. These include a curriculum of core financial training,

%3 http://lwww.uae-embassy.org/uasationals/students/scholarshiprograms/dubaipolice
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which aims to provide employees with the tools and knowledge to share ideas and contribute

to internaldebate, irrespective of their seniority.

For UAE National graduates, ADIA offers the Year One Graduate Pmogravhich
provides an immersive introduction to ADIA and the key skills and financial knowledge needed
to succeed. This includes guided study &velop financial skills, interactive simulations, as well
as work experience within different investment departments, domestic and foreign, to build
core analyticalskills andramiliarisetrainees with all parts of the business. Upon completion of
this intial year, graduates are assigned to a department where learning becomes more
departmentspecific and aimed at developing advanced interpersonal skills. As a whole, this
training provides UAE National graduates with a smooth entry into the work environamena
strong platform from which to build successful care¥r§tudentsenrolled in the Scholarship
Progranme enjoy the most lucrative benefits as ADIA Scholarship is considered the best among

talented National graduates of the UAE.

3.8 Abu Dhabi NationhOil Company Scholarship Programe (ADNOCY

The Abu Dhabi National Oil Company (ADNOC) started its Scholarship Pnegraad74, to

assist UARationalsin achievingeducational goals and to meet the needs of the oil industry, a

vital sector of the natig  f SO2y2Y&8d ¢KS {OK2fF NAKALI 5SLI NI
and prepare UAE Nationals to take up leading positions in the oil and gas industry, as part of its
commitment towards the process d&miratisationof jobs both for ADNOC Headquartersdan

the ADNOC Group of Companies.

The Scholarship Prograne aims at providing both opportunity and assistance to UAE
Nationalsby introdudng students to the majors most required by ADNQO®Ge most talented
are offered the opportunity to follow undergraduatend postgraduate programes in

engineering and applied sciences at some of the most reputable academic institutions around

* http://www.adia.ae/En/People/Training_developmeaspx
%5 http://www.adnocscholar.ae/index.asp?mid=61&adnet=1
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the world, mainly in the USA, UK, Australia, Japan, and in the TU#dSelectioncriteria for the
award of Scholarshgare similarto other departments in the UAE as the requirements include
UAE Nationaktatus. Admissionis into a reputable institution which ranks among the best
twenty universities Generally theDl Yy RA R (i S & Qardjralelvantitiie Gdvdiakcary a
Petroleum Institute Abu Dhabi disciplines, namely: Mechanical Engineering; Electrical
Engineering Instrumentation and Controls or Power; Chemical Engineering; Petroleum

Engineering; Petroleum Geoscienegsl Management Information System

3.9 Ministry of Higher Eduation & Scientific Researc(MOHESRProgramme

The Ministry of Higher Education and Scientific Research prevagportunities for UAE
Nationalsto attend the most prestigious universities in the world through the scholarship
programme. The main objectivés to improve higher edud¢®amn performance levalin the UAE

as per the public policy strategy and Vision 2030.

The Scholarship and Cultural Foreign Relations Department (SD) of the Ministry of
Higher Education and Scientific Research plays an importétimananaging the scholarship
programme for studies abroad. Students are sent to institutions of higher learning in the United
States of America, United Kingdom, Canada, Australia, New Zealand, European Union countries,
and neighbaring Arab countries. Aong the programmes sponsored abroad are health
sciences, medicine, engineering, computer sciences, information and computer technology,

business, management, economics, and environment studies.

Through Cultural Attaché Offices (CAO) within ¢énebassie®f the UAE abroad, the SD works

to place UAE students into institutions of higher learning in that couhtrwashington DC, the
Cultural Division is responsible for the placement of MOREponsored students into higher
education institutions within the Uted States and Canada. The Cultural Division also serves
the students, who range from undergraduate through graduate levels, with other services such
as scholarship disbursement, academic monitoring and advising, as well as ensuring the general

welfare ofthe students while enrolled in their programes of study. The Cultural Division is the
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direct link between the students and the sponsoring agencies in the UAE. It strives to assist
these students so they may accomplish their scholastic goals as wellheesreagersonal

growth.

In addition to working with the MOHERsponsored students, the Cultural Division also
serves as MOMERD 4 NB LINBASYy Gl GAGBS Ay GKS !'{ FYyR /Iyl RI
with faculty and staff from institutios of higher earning from around the US and Canada to
further discuss matters aimed towards better partnerships for the benefit of the students as

well as the United Arab Emirates.
3.10 Dataanalysisand evaluation preliminary results

The focus of theevaluation here aims to provide a wideanging and detailed analysts
measure the impact award holders have with referencehe EmiratisationProgranme and

Vision 2030to improve our understanding of how international scholarships can contribute to
wider society, ando demonstrate the benefits of the scheme to government institutionat

fund it . As noted, he main focus of our analysis is development impact, in line with the
objectives of Vision 203 his study presents data obtained from the Ministry of Prediidén
Affairs on scholarship recipients, covering the period 20@2 This is consolidated data tinat

it represents a valid sum of a number of recipients in different categories and courithes
individual institution data is also available but only soldated data is available from Ministry

of Presidential Affairs. An analysis of availaddéa over timeis pregntedin the appendixThe

table presented in the appendix show the number of scholarships awarded to alumni in different
categories over thgear from 20042012. The data is also presented in terms of number of
scholarship awards to alumni in different countries of the world. The purpose of presenting this
data is to show the trend of scholarship in terms of different field of studies, diffevets of

study and scholarship awards in different countries of the world.
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Looking more closely at scholarship awardise following table and graphs highlight the
percentagén each category from 2001 to 2012. The data show the percentage of sgb®liarsh
different fields.

Table3.1 Percentageof scholarship in eaclbategorybetween 2001 2012

Accounts &
Year | Biology | Botany | Engineering Finance Management | Computer
2001| 3143 | 1.71 8.57 0.00 21.71 8.00
2002| 30.30 | 0.00 9.70 0.00 24.85 7.88
2003| 23.76 | 0.35 10.64 0.00 31.21 9.22
2004| 16.90 | 0.28 14.93 0.00 32.11 9.01
2005| 13.76 | 0.41 18.28 0.62 34.29 10.27
2006| 10.90 | 0.74 18.26 0.00 37.26 9.87
2007| 8.61 0.40 23.18 0.26 40.66 6.75
2008 | 8.33 0.67 26.34 7.80 34.01 6.18
2009 | 7.49 0.35 26.92 8.97 32.75 479
2010| 7.75 0.70 33.80 10.56 23.38 4.65
2011| 14.10 | 0.00 34.62 8.33 16.67 4.81
2012| 7.59 1.12 41.07 10.49 18.97 2.68

Table 32 Percentageof scholarshipn eachcategorybetween 2001 2012

Political Education & Tourism &
Year | Humanity | Science| Science Training Hospitality Law Media
2001 4.57 7.43 1.71 9.14 1.71 1.14 2.86
2002 0.61 3.64 3.64 12.73 0.00 4.85 1.82
2003 1.06 3.90 3.19 8.87 1.06 3.90 2.84
2004 0.85 3.66 3.10 11.55 0.00 451 3.10
2005 0.62 2.26 2.67 11.29 0.00 3.70 1.85
2006 1.03 1.47 4.27 11.19 0.15 3.09 1.77
2007 0.93 2.12 3.84 8.08 0.00 2.65 2.52
2008 0.13 2.02 3.49 5.11 0.13 2.82 2.96
2009 1.83 1.22 5.05 5.14 0.44 2.96 2.09
2010 0.42 1.27 5.49 5.77 0.14 3.38 2.68
2011 0.96 3.21 5.45 4.17 0.00 4.49 3.21
2012 0.89 3.35 6.25 3.35 0.00 3.13 1.12
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Scholarships in the field of Biology were high from 2001 to 2003 and then continued to
decrease from 2004 to 2012. Engineering scholarships increased continuously from 2001 to
2012. Scholarships in the field of Management also increasad 2001 to 2007, but then
dropped each year to 2012. Other fields show consistent trends as the share of scholarships is
relatively small compared to Biology, Management and Engineering. The graphs below show

the trend of allocation in each field of study.

FHgure3.1

Scholarship in the subject of Biology
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FHgure 3.3

Scholarship in the subject of Engineering
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Hgure3.5

Scholarship irthe subject ofManagement

Scholarship in the subject of Management
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FHgure 3.6

Scholarship in the subject of Comput&tudies

Scholarship in the subject of Computer

0.12 1 0.10 p10

o
o}
©

0.10 ¥ 0.08 i

0.08 - 0.07 006

0.06 - 0.05 0.05 0.05
0.04 - 0.03

0.02 A1

D_DD T T T T T T T T T T T
2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012

94



Hgure 3.7

Scholarship in the subject of Humanities
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FHgure 3.8

Scholarship in the subject of Science
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Scholarship in the subject of Political Soee
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FHgure 3.10

Scholarship in the subject of Education & Training

Scholarship in the subject of Education & Training
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Fgure3.11

Scholarship in the subject of Tourismospitality
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FHgure3.12

Scholarship in the subject of Law
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Hgure 3.13

Scholarship in the subject of Media
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Table 33 below shove a summary of the percentage sholarshiin different fields of study

from 2001 to 2012;

Table 33 Summary otthe percentage of scholarship in different fields of stuflypm 2001 12

Subject Min % Max %
Biology 7.49 31.43
Botany 0 1.71
Engineerig 8.57 41.07
Accounting & Finance 0 10.56
Management 16.67 40.66
Computer 2.68 10.27
Humanity 0.13 457
Science 1.22 7.43
Political Science 1.71 6.25
Training 3.35 12.73
Tourism & Hospitality 0 1.71
Law 1.14 4.85
Media 1.12 3.21
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Hgure3.14

Description of percentage of scholarship in different fields of study from 20QR

Description of Subject wise % of Scholarship from 2001-2012
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Table 3.3 and Figure 3.Jabove show thamostnumbers of scholarships were awarded in the
fields of Biology Managementand Engineeringvhile the share of scholarshipsather fields of

studieswere very small. :

Table 34 Scholarship®ffered for bachelor, master and doctoral studidsetween 2001 12

Education Degree

Bachelor Master Doctor
Year | Male | Female | Male | Female | Male | Female | Male | Female | Total
2001 | 66 53 10 13 11 22 87 88 175
2002 | 55 31 24 16 18 21 97 68 165
2003 | 113 56 36 33 24 20 173 109 282
2004 | 159 47 67 45 18 19 244 111 355
2005 | 254 66 77 50 16 24 347 140 487
2006 | 379 113 101 53 19 14 499 180 679
2007 | 514 82 74 43 25 17 613 142 755
2008 | 516 100 51 42 16 19 583 161 744
2009 | 750 141 114 82 40 21 904 244 1148
2010 | 473 99 56 57 13 12 542 168 710
2011 | 201 50 24 19 10 8 235 77 312
2012 | 307 74 34 23 5 5 346 102 448

TOTAL| 3787 | 912 668 476 215 202 | 4670| 1590 | 6260

Total
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The highest numbers of scholarghi were awarded for bachelor degrees as compared to
masterand doctoral programmesThe highest number of scholarships were awarded in 2009
and the lowestnumber in 2002. Out o total of 6,260 scholarships, the percentage of male

recipientsis calculatedas 75% while the percentage of femageipientsis 25%.

FHgure 3.15 Percentageof bachelor, masterand doctoral sholarships2001¢12
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Table3.5 shows the allocation of scholarships for bachelor, master and doctoral studies.

Table 35 Allocation ofscholarships forbachelor,master anddoctoral studies

Year | Bachelor| Master | Doctor | Total
2001 119 23 33 175
2002 86 40 39 165
2003 169 69 44 282
2004 206 112 37 355
2005 320 127 40 487
2006 492 154 33 679
2007 596 117 42 755
2008 616 93 35 744
2009 891 196 61 1148
2010 572 113 25 710
2011 251 43 18 312
2012 381 57 10 448
TOTAL| 4699 1144 417 | 6260
%age | 75.0639 | 18.2748| 6.66134| 100
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Table 3.5above shows thathe majorityof scholarshipsvere awarded forthe bachelor
programme as compared tanastersand doctoralstudies. More than 75%on scholarships for

undergraduate studies and onlabf candidateseceivedfunding for doctoral studies.

Table3.6 shows the percentage of scholarships for bachelorastersand doctoral

progranmesfrom 2001 to 202.

Table3.6 Percentage obcholarships for bachelor, master and doctoral programwiéered
between 200i 12

% %
Year| % Bachelol Master | Doctor
2001 68 13 19
2002 52 24 24
2003 60 24 16
2004 58 32 10
2005 66 26 8
2006 72 23 5
2007 79 15 6
2008 83 13 5
2009 78 17 5
2010 81 16 4
2011 80 14 6
2012 85 13 2

Table 3.28hows thatthe percentageof scholarships increased ftéine bachelor programme
from 2001 to 2012 while a gradual decreasean be observedn the percentage share for

mastersanddoctoral levelscholarships.

The following chapter presents further outcomesf the analysis in terms of survey

guestionnaires, processe®f data collectionanalysis andesults
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Chapter 4

Methodology usedto Evaluate the Effectiveness of

the Scholarship Rygramme in the UAE

4.1 Introduction

As noted in the previous chapter, thissearchproject has used archive data and data collected
through a mixed design approach (sel®hnson,Onwuegbuzie, & Turner, 2007; Morse &
Niehaus, 2009 Tashakkori & Teddli@010; Teddlie & Tashakkori, 2009 hat isthrough a
survey and interview Indeed, the integrationof quantitative and qualitativemethodology
approaches in the social and behavioural sciersd@scominga benchmark standardecessity
As well as lookingt the effectiveness of the scholarship programmes, this sedimh what
follow will highlight theoutcomes of the surveyprocesses of dataollection, data analysis

resultsand main discussion

The higher education sector is now widegcognisedas a vital contributor to socikeconomic
development and growth.That is adopting the notion of knowledge based economy.
International scholarshipm particular mayplay an important role in this. This research aims to
understand what formeltJAEScholars ad Fellows have beeachievingsincereturningto their
jobs in the UAEand henceto assess the impact ohé awards in key priority areas/er the
pastten years.

This chapteaimsto provide detailed analysisf the impact of award holders against the
objectives of the UAE Government Scholarship Scheme and its funding .bodilese
specifically, thedata of the researclsurvey sought to investigate the impact of scholarship
awards at three levelg, on the individual respondents, nothe institutions in viaich the
participantswork and on wider society. In each case, the intention is to look not only at the

overall level of achievement and impact, but also to consider the extent to which the award had
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contributed to this, for example, by enabling recipietsundertake new or more senior roles
in their occupations, pass on skills, or introduce rewd /or bestpracticesto his/her work
settings

Focusing orthe main sample othis study and the archive data presented earligr,
worth indicating thatthe man participants othis studywere collected througla survey of 206
alumni and in-depth interviews conducted with a sample of four managers represented
scholarship programme of different institutions, as well as interviews with additional three
purposely selected public sector manager#t the initial stage though daotal of 236
respondents agreed to be contacted; ten declined and twenty did returned the

guestiomaire (for detail of sampling proceduresee 4.1%elow).

4.2 Measuring effectiveness dhe scholarship programmesample and procedures

Out of more than 6000 former scholarship award holders, the preseesearchwasable to
select 250 participants; and around 80% of those participated took part in shevey. The
samplewas randomly selected. However, it wascomprehensive in many wayand included
variables such agender, programme of study and country of studylhe dataare skewedin
some aspectsnainlydue to aspects of year of award, occupation and geographical location
important to note that it is likely that older award holders will have reached more @eni
positions than younger oneandthis may serve to underestimate impact. Scholarshipst be
regarded as longerm investment;the costs arejuite clearhowever, benefits wil appearover

the full working life of lhe recipient.

The surveyusedrequestedrespondentsto provide factual data, such as their career history,
public offices held, awards and hams received, plus their views on how they felt the award
had benefitedthem and their society, with detailed examples. Specifically, respondents were
asked about their involvement idifferent development priority areas, and asked to give details
of specific roles, projects and activitid3ata collected andesponseseceived wereanalysed
accordingto several variablesand these include$ 02y 2 YA O &a4SO02NE &dz 2SO0l

region, and length of time since award. In addition, throughout this resegpecbject , the
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reader will find some case examples of alumniexplaning how they used the skills and

knowledge acquired on thedegree courses specific projects and in their careers.

Effectiveness was measured via alumasponses tayuestionnaire about the effects of
the scholarship on their personal and professibrcarees and on social and economic
developmens in the UAE. Our hypothesis waessed on the concept thahe majority of alumni
return home, are able to put their knowledge and skills to good use and claim to have

contributed to social and economic ddepment in the UAE.

It should be indicated herthat limitations ofthis method were highlighted anskeveral
guestionswere raised. And thesmclude howreliable are theoutcomes? Do the small groups
of alumni who participate in theurvey represent ahlumni? Wasthere anygroupbiases and
hence to manypositive responses? Is it true that most scholarship hol@despublic sector
employees whocould have better opportunitiesin work and caree?®® Are the funding
ministries and departmentsonfidentwith the results would the aluminaapplywhat they have

learned?

However, measuringhe impact of scholarships is quite roplex and the biggest
challenge here The results of acholarshipimpacts are clearer at the level of the direct
benefitsto the alumni; to his/her organisationsand institutions and thelongerterm changes in
society In fact, todeal with these issues in a measurable formopre sophisticated research
methods need to be used and a number of methodological problems need to be tackled.
However, me of the problems is that objectives of scholarship progras may change over
time. This is an important factor to consider because impact is directly related to the stated
objectives of a programe. Another problem is that of attribution. The are many factors
which influence a change in our lives oraisociety. The more yeatbhat are spentn receiving
the award andcompletingscholarshipand study,the more difficultit is to attribute certain

changes to itAnother important aspect of easuring the effectiveness tfie UAEScholarship

% The majority of UAE nationals prefer to work in the Government sector and the majority of alumni still prefer to
work in Government departments and ministries.
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Progranme is trying to establish the cosffectiveness of scholarship5.ls it possible to
establish the return on investment rate of scholarships compared to other types of
interventions such as settingpuan education course in a developing country? It may be
possible to calculate and compare the economic benefits of two interventions, but what about
the less tangible benefits for individuals or society? Scholarships provide individuals with
knowledge andskills, but also expose them to new situations and cultures. They may change
attitudes and introduce people to valuable networks. Can we calculate the effects of these

opportunitiesand if so, how?

4.3 Approachto assessmenand methodology
The conceptun. F NI YSG2N] F2NJ 0KS NBadz ( adouSieveld afzZl G A 2y

evaluatiorQfor training progranme assessments. The four levels are response (individual
satisfaction level), learningacquired knowledge, skills and attitudes), performafiogividual
success in learning transfers) and results (changesonganisational efficiency and
effectiveness) with the addition of assessingraining effectiveness in terms of capacity
building>®

The evaluationis conducted in two phases: Phase | rereesults indicators for
progranme delivery, resources and processes, aielelopstheories to consider in impact
measurement. Phase | was based on three research t®asiew of existing documentation;
strategicinterviews with sample representatives tife progranme managers (old and new);
and benchmarkingpf the programme compared with similar programes elsewhereusing
some secondary data sources

Phase Il emphasisesimpact analysis of the Scholarship Prograen This phasehas
used the following data research tools: oline survey of former scholars in selected

organisationsuch as ADIA, ADNOC, MOHESR and focused interviews with scholars and in

*" Cost effectiveness is useere in terms ofmplicit cost as neexplicitdata are available in terms of expenditure
costs of scholarship programmes in the selected department, either because the scholarship management office

no longer exists or because of data confidentiality.
This conceptual framework was explicitly used in Aguirre International (20@8nerations of Quiet Progress: The
Development Impact of U.S. Lefigrm University Training on Africa from 1963 to 200SAID, Bureau for Economic Growth
and Trade, Education Office
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person with their employers on visitsstrategic interviews with scholarship authorities in
relevantfields and withmanagers and coordinators dfie Scholarship Programe in selected
organisationsof the UAE; meeting with other managent officials at headquarters such as
ADNOC, ADIA, MOHESR atd other relevant representatives in the field to comptethe

benchmarking exercise.

4.4 Evaluationlimitations and challenges of data collection
The survey may encounter the following three main limitatiansl challenges

(1) The lack of monitoring system$ 2 NJ A OK2f | N& Ay @I NioXda LIKI &
collection;

(2) Theresponse rateobtained from various stakeholders depends on the limitations of
systems for monitoring scholars;

(3) The lackf previousinformation and datahusimpacton evaluation

The analytical approaches used to psie the effectiveness and impagtielded different
results. Given the lack of a system for monitoring scholars, these approaches resulted in
validating 506to 70% It should be noted, however, that all estimates will always reflect the
situation at thetime of the survey or field visits, whereas the mobility of scholars is a dynamic
process. The evaluation documented cases where scholars returned a number of years after the
scholarship ended.

Potential direct and indirect impacts of higher education on economic growth
and socieeconomic developmentare of particular interest when assessingli KS W@ f dzS
I R R $aeté of higher education.In this respect,although the literature is contradictory,
it is possibleto understandthe many routes through which higher education is critical
for developing countries ¢ and particularly least developed countrie$LDC} Highlighting
these routes is important tdouild a consistent theory of change against which investment in

higher education can be mapped, measured andrgually evaluated.
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4.5 Bvaluation methodology
In order to analysethe effectiveness othe UAEScholarship Programe framework, certain

empirical data need tobe collected. The objective of this section is to revid®wy aspects of

the scholarship programe evaluation framework and make recommendationbased on
evidence andoutcomesof the UAE scholarships scheme. Empirical studies assessing the
outcomes and impacts of investment in higher education in general, and of providing higher
education grants in articular, are scarce. For instance, an evaluation of the Canadian
Francophonie Scholarship Program (CFSP)undertaken by the Canadian International
Development Agencghows little evidence of wider societd impacts andoutcomesfor the
progranme.® Similary, an evaluation study of the Austrian grants progranme
commissioned by the Austian Development Agency concludedthat ‘the relationship
between scholarshipprograms and Millennium DevelopmentGoals (MDGsjs complexand
indirect i.e. dependson the impact of the programson capacitybuilding and betteraccess

to modern technologies and economic growthQand hence that Heyond some success
storieQ it was claimed thata Positive contribution e.g. on poverty alleviation is difficult to
sustainand predic€{OSB Consulting, 200°%).

4.6 Organsgational and institutional effects
Assessmentof the ScholarshipProgramme impacts on governanceby asking individuals

whether they have a personal impact on tharganisationsthey work in or work with.
suggested there ere neither the magnitude of this impact felt nor its nature is
determined. Collecting such particulatatasystematicallyvas challenging In addition to this,
it is interesting to consider not onMullCbut also‘PushtX¥actors: an individual mighhot have
an organisationalimpact, not because of a lack of personal potential, but doeobjective
difficultiesin achieving it,i.e. institutional inertia. A more indirectquestion could be to

ask graduates (and eventually employers) whether they coneidthat the organisationin

%9 http://www.acdi-
cida.gc.ca/INET/IMAGES.NSF/vLUImages/Evaluations/$file/Evaluation%200f%20the%20Canadian%20Francophon
e.pdf.

89 http://Iwww.entwicklung.at/uploads/media/4076_annex_5_review_sshrship_programmes_01.pdf
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which they operate isBlockinglheir potential impact (e.g. in universities). This question can be
asked to both employees and employers with multipleoice answers i.e. the
relevance/irrelevance of positiomomparedto obtained skills, hindrance due to existing

organisationalconstraints or inertia or responsivenes®f organisationaktructure.

4.7 Private economic outcomes

Although the objective of U A E scholarshipss not to enhanceprivate economicgains but
to maximisesocial wealth, numerous private economic outcomes are relevant for a wider
sociceconomic evaluation framework. For example, average economic conditions of
graduates after return tahe UAEenables possible emigration to other countried weak
sustainabity of return can naturallyreduce wider societal impacts e.g. if the individuals
choose to re-emigrate. Additional information to capture evolution in a dynamic way
could consistin askingthe extent to which (e.g. in percentage terms) the economic

condition of graduateshas improved comparedto prior conditions.

Two adjustmentsare proposed (1) ask about the standard of livingof individuals
before participation and after completion; (2) ask for the incogrewth pattern(for instance
as a percentag increas¢ Ideally,the Scholarship Programe could directly ask for income
(before and after completion) but this is likely to be unanswered oriedplith biases (i.e.

Wtrategi€answers not reflecting actual income).

4.8 Labaur market effects
The Scholarship programe does not include any labour market impact in its evaluation

framework even though it isa key aspect of higher education investment and scholarship

provision.

In the context of highly educated individuals in developing countries|dteyir market
outcomes are less about knowing whether the individual is employed or not, and more about
1Y26Ay3 6KSGKSNI (akdspesialisatiomave Redplorfdifgio |abduri rhafkeit

shortages. Thisncludes universities Evidence suggestshat shortagesof professorsand
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researchersare very high in numerous countries for variousdisciplines On the other
hand, a surplus of academicshas been recorded in specific fields¢ such as agricultural
sciencesin some countries.Designing questions rpending to this outcomecan notably
evidence whether ex ante selection criteria respond to perceived labour market needs in
respective countrie§! For addressing potential lao market outcomes,wo solutions can be

envisaged:

(1) The first solution conerns individuals for example working in academia,for which

the following questions are suggested:

(a)Haveindividuals launched a new departmént

(b) Havethey developed new courses/clas®es

(c) Werethe classes they teach taught by someone else teefoen'?

(d) Can they providean estimation of the amount of vacancies in their depaent (as

objective criteriony

(2) The objective of our research is to conduct extensive fieldwork asking directly employers

of graduates:
(a) Are theyexperiencingpersonnel shortage®

(b) Do they consider that graduategarticipating in a scholarship programe cover

shortage®

(c)Whatare the strategies used by employers when facing shortagas information is

collected through multiplechoice questionsind focusgroup discussions

4.9 Innovation
The evaluation has one question on innovatemd asksvhether the individuals haver have

not published academic papersncluding the amount of publicationsif applicable The

scholarship programe does not suggest any particular indicator for capturing this

% https://wwwz2.ed.gov/about/inits/ed/internationaled/background.pdf
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outcome.However innovation of any form can constitute a key outcomboth for academics

as well as for priia or public sector employees.

The other studies similar to owuestionnair€” have suggestedhat in addition to an

evaluation question,additional indicators could include:
(1) Whether the individuals have submitted a patent for any innovation;

(2) Whether individuals working in academia have developadnew department or

new course which did not exist prior to their return;
(3) Whether the individualshave started a business;
(4) Whether they have applied any innovative techniques(detailing which).

Furthermore an additional specification required could be to identify the impact of

this innovation tetinique in the workplace

4.10Knowledge, skills an&now-howClransfers
Evaluation addressébrain availablegairCby directly asing graduates whether theyccessed

equipment and expertise not in the UREand to what extent. Perhaps this questionncbe
asked in a more straightforward manner.g. Wo what extentdo you consider you could have
acquired a similar level of skills’lknowledgeumiversitiesof your homecountryXSimilarly, an
additional question linked to internationahvolvementcould consistof asking graduates the
extent to which their contacts with foreign institutions or individuals (e.g. researchers) are
critical for their work and professional development. Multiple possible answers can be

proposed when asking this question.

4.11 Wider development impacts
The evaluation considergider sociceconomicimpacts through direct questia For those

who state clearly Helping government thinkin@and ¥ontributing to wider socigeconomic

821 http://www.acdi-
cida.gc.ca/INET/IMAGES.NSF/vLUImages/Evaluations/$file/Evaluation%200f%20the%20Canadian%20Francophon

e.pdf.
2: http://www.entwicklung.at/uploads/media/4076_annex_5_review_scholarship_programmes_01.pdf
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impact<xhe analysis should stop there. For thastating Having been involved in projeche

analysisshould proceed by asking:

(1) Whetherthe involvement was direct (project design, delivery, implementation etc.)

or indirect (e.g. consulting).
(2) Subsequentlya magnitude of change should bekadfor ¢ for instance:

(a)®na scale of one to ten, how much of the seelconomic impacts of the projects

or intervention can be attributedo your work?X

(b) Po you think you could have had the same impact on the project without

having carried higér education abroa®Q

4.12 Measuring net impacts: attribution and counterfactual

The above improvements are mostly suited to gross outcomes and impacts. A next step is to
investigate the extent to which attribution (amount of credit) of the program and
counterfactual (amount that would have happened anyway) can be represented in order to
obtain a net outcome/impact figure.

Numerous questions asked by evaluasdackle attribution in an indirect form. We
suggest more direct questions: ask applicanteatly about the contribution of theiforeign
educationon their professional development. This question, nonetheless, needs to account for
all other potential factors influencing their current professional developmsath as asking

Which of the folleving elements have helped you with your professional

development®

Yourselfi undergraduate studie§ graduate studiess social contacts in home
country T social contacts abroad, orgasation and management, socEconomic

backgroun®

When analging the alvantages and disadvantages of existing evaluation indicators, particularly

for the purpose of an impact assessment, it is first important to ensure that these indicators are
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meaningful in a selétanding wayi.e. regardless of whether they can be insekt®r not, in a
guantitative framework.

A further issue isvhether these indicators can form the basis of an economic impact
assessmentMore precisely, the question is whether one can derive induced development
impacts even if we assume that (a) net etieand (b) subjective scale of effeatsy yes or np
were obtained.

When wanting to evidence the full stream of costs (financial, economic, social and
environmentalinputs) and benefits (financial, economic, social and environmentphctg two
appraaches are possible, depending on data availability

The first is conducting a full impact assessment; the second is usgrgxaCanalysis.

The frst approachis possible when the full stream of impacts is quantifiable; seeond
approachis useful wha it is not possible to eviden@nd documenthe full stream of impacts
either due to inherent complexities of the intervention or as a consequence of lack of reliable
data. If this is the case, the choice can be made to focus on some key quantifialdatand

that can be used taepresent and reflect rather than accurately predicting, part of the
identified impacts in view of generating meaningful quantitative results. If chooshggoayQ
approach, then additional outcomes and impacts (those notecdfld in the quantitative
analysis) can be presented qualitatively alongside the quantitative analysis.

It is also important to distinguish direct (immediate) from indirect (induced) impacts.
Sometimes indirect/induced impactdough presening acomplete perspective, are difficult to
obtain asthere may arisdurther layers of complexity in the analysis. In this case, the choice
can be made to identify more direct impacts for a preliminary analysis while conducting case

study analyses for investigatingdirect ones.

4.13 Detailed methodology, limitations and reporting conventions
As statedhroughout thiswork, this study waslesigned to evaluate the effectiveness of foreign
scholarship programesin selected departments of the United Arab Emiratese Ekaluation

design is based on consultations witle Scholarship Section of the selected departments and

111



related staff, representatives of donor scholarship prognaes and reviewed documents
including the model and framework dhe UAE Scholarship Prognee. From these initial
consultations, this study presents a draft set of evaluation questidmgrkshopwas heldwith

a small group of scholarships alumni to further develop the evaluation questions. The resulting

evaluation designsge Appendid) stsout four areas of inquiry:

(1) Individual outcomes

(2) Links between people and institutions

(3) Workplaceinstitutional outcomes

4/ 2y iNROGdziA2y (G2 !19Qa RS@St2LIVSy i

The design addresses the Kelpnitoring and EvaluationM&E) questions specifiethy the UAE
Scholarship Programe whichis concerned with

I Return to home country

1 Reintegration into the workplace

f'Maintaining linkages witHoreign country of scholarshipnd networking with other

awardees

1 Applying skills effectively

9 Contrbutingto national development

i Strengtheningorganisationakffectiveness

fImpact on gender, leadership and governance

The evaluation is a mixed method design, integrating quantitative data collected through a
survey, with qualitative data from both the surveynd through more irdepth individual
interviews with both alumni and public sector managef$e evaluation had four distinct

phases:

(2) Document Review

(2) Qualitative Interviewsg with alumni (from different departments) in order to add

depth and ribiness and an element of flexible inquiry in a complex context;
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perspective on scholarship graduates

(4) Analysis and Reporting

The evaluation was conductedwhile liaisingclosely with management othe scholarship

programme and some recipients of funding

4.14 Surveyinstrument anddatamanagement
Based on advice fronscholarshipmanagement,it was decidedto use a written survey

guestionnaire in English and Arabic. Theegionnaire was developed in consultation with the
management, based on thapprovedsurveyquestionnaire The intention of this link was to
contribute to comparability of data over tim&hequestionnairewas pilotedwith a small group
of alumni. As a resulome changes were magdplus the wording of several questiongs

clarifiedand thenumber of questions was rationaliseflee AppendiAfor the final version.

4.15 Sampleselection and interview procedures
Before of their involvementparticipantsof this studywere asked to indicate their consent to

be contacted for the qualitative interviews. A total dd&respondents agreed to be contacted;
ten declined and twenty did not respond to this question. On the basis ofatids consented
participants the researcher used a twstage random sampling process to select 30 aluatni
first instance for interview; followed by afurther five alumni were purposely kted to
complete the sample to becom®&5. In addition, four managers were selected purpodely
provide a perspective &m the public sector employer.

The first stage in the sampling was the random selection of 20 interviewees from the
three departments, Dubai Police, Ministry of Presidential Affairs and Ministry of Higher
Education and Scienitif Research (MOHESR)hich havesuppliedthe greatest number of
scholarships These departments were oversampled in the hope of capturing potential
institutional impacts in the ministries that had the greatest number of scholarships awarded.
The second sige was the random selection of ten interviewees from all other emplogers
both ministries and Abu Dhabi Investment Authority and ADNQ@ich hadoffered fewer
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scholarships.

A sampling interval was calculated by dividing the required sample by théleligi
population. A random starting point was chosen and this was the first respondent chosen. The
sampling interval was then followed to select additional respondents until the sample was
achieved.

The additional sample of five respondents was selecteg@sively in order to include
particularly interesting cases. For example, of the small humber of respondents (n=5) who
AYRAOFGSR GKS& gSNB y2d4 YF{Ay3a O yrom\NR o6 dzil A
amongst those who had offered insightful feedbacknmin questions in thesurvey A further
F2dzNJ WNBaASNIBSQ Ayl SNEBal rupdfor @ossibhanoparkigddion 4 St SO
amongst the initial sample of five.

Four senior managers were also selected purposively with input from ADNOC, ADIA, Abu
Dhabi Police and MOHESR, with the intention of identifyiihgse who would be likely and
willing to provide comprehensive comments on UAE scholarship graduates on their return to

the public sector.

4.16 Interview design and implementation
The researchedevelopedtwo interview protocols: one for alumni interviews and a second, less
comprehensie one, for manager interviews.

Alumni were first approached by representatives frasholarshipmanagement, either
by phone or email, to inform them of their seleaticand to obtain their verbal consent to
participate. At this stage, five of the selected alumni respondents declined to participate in the
interviews and were replaced byrther random sampling from sameategories (three main
ministries or other ministies).The researcher then contacted the respondents to arrange an
interview time and location. At this stage two alumni were unavailable during the interviewing
period (one due to international travel and one due to work commitments) and were replaced
by further random smpling from their categories.

Six alumni were currently living in other countries so phone interviews were planned for
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these respondents. Two of these respondents could not be interviewed despite numerous
efforts to contact them by phone areimail.

Interviews were then conducted bie researcher over three weeks ranuary2014.

The majority of the interviews were carried out in Arabic, or in a mix of English and Arabic.
Most interviewees agreed to have their interviews recorded (only oeelided); telephone
interviews were not recorded. For those interviews not recorded and transcribed (seven in
total), the researcher took detailed notes tmanscribe intowritten records of the interviews.

For all interviews, the transcripts were submitéo interviewees for corrections and approval.

In all other cases amendments wereénor factual corrections only.

Of the four managers selected, and the reserve managers selectedresl digreed to
be interviewed.

Two alumni who had initially agreed fmarticipate could not be contacted to confirm
interview appointments, despite repeated attempts. Because the majority of interviews had
been conducted by this stage the team concluded that the sample was appropriately
represented and no replacement samginvasfurther neededTherefore, by the end of the
interview period a sample of33 alumni interviews wereconducted, this in addition tdour

manager interviews.

4.17 Limitations
Document analysis was constrained through difficulties locating histdrieal To the extent

that this evaluation sought to examine a complete set of data from the commencement of
scholarships for UAE, this was a considerable limitation.

The survey contasia small number of invalid or missing data in most questions. This is
a result of it being a written survey, thus not enabling-tbe-spot validation to ensure all
guestions are answeredorrectly. Nevertheless the number of invalid responses are very small
and do not undermine the overall validity of the data set.

Scholas generally complete up to a year of pteparture English and other training in
Westerncountries2 NJ Ay GKS 193 fSIRAYy3 G2 az2vy$sS 02y 7T dz
WaSI NI 2F RSLI NI @diBoma gespshdemsS Thérefar/ aftstEcleanimnizta
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regarding alumni year of selection and scholarships scheme were replaced with data from the
Scholarship Departmerit&latabase as they were judged to be substantially more accurate

than the reported data from survey respondents.

The survey asked ahni about their employer at the time daftarting theirscholarship,
so for the purposes of sampling for the interviews, scholarship donor departieasrds of
originating employer were used. In most cases, the data are highly skewed, which limits the
statistical analysis of significance. However, generally an analysis of proportions and frequency
is sufficient for understanding the data. Overall, alumni invited to participate in the interviews
stage were eager to share their experiences and give feedlbackhe UAE Scholarship
Programme However some were uncomfortable about being interviewed in their workplaces
and elected to meet at neutral locations such as coffee shops. Of the 91 alumni interviews
conducted in person, only 14 were conducted at goweent offices andhe remaining were

obtained through emails.

4.18 Gnclusion

In the light of existing literatur@and data collectedthis researchhas provided guidance for
future improvementdo the current evaluation framework and identified main apis through
which the socieeconomic impacts of the scholarship prognae evaluation become a
continuous process. Whilst thewmae no Wilver bullefapproaches to ascertaining effectiveness
of the scholarship programe, two options present themselves

A simple costeffectiveness approach can be used relatively easily in terms of data
collection and analysis. Nonetheless, unlike the other two options, it is extremely restrictive in
terms of evidencing impacts. However, the lack of data in terms of sdambarbudget

restricted our investigation in terms of celsenefit analysis.

Applying social codtenefit analysis(option 1) requires considerable primary and
secondary data collection. This will inevitably entail a set of assumpgidmsarying degrees.

Yet, social codbenefit analysis is far more apt to evidence a wider variety of outcomes and
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impacts (albeit sealled Wecondary impac® and can potentially entail a quantification of
development impacts in its most sophisticated versions.

Overall, ve consider social coftenefit analysis to be the optimal methodology. This is
because sociatostbenefit analysiscan be incrementally applied and improved along the
journey as more outcomes and impacts are collected. As shetscholarship programe can
commencewith a relatively simple model and increase in sophistication over time.

Our final recommendationin the context of methodologyis that the scholarship
programme develops a simple social cds¢nefit analysis approach (option 2) alongside a&no
extended form of social codtenefit analysis (optior8) to explore its theory of change and
wider socieeconomic impacts. Ithe immediate term this requires integrating the indicators
and processes required to capture data. In the medium term, selgcamples and individuals
for case studies that are representative ahe scholarship programeQ a Fy®Ra '1 9
development strategiewill be needed

Irrespective of the quantitative methochosen, it is worth indicatinthat a fundamental
principle of so@-economic analysis is to measure what matters and make these outcomes
measurable. Increasingly, valuation techniques allow us to measure less tangible outcomes and
impacts. Nonetheless, it should lkeso acknowledged that outcomes such as institutional
development and governance will probably not be included in such an analysis. It is therefore
critical to improve current data collection for the scholarship progmanevaluation
framework, regardless ahe quantitative analysis. Indeed, suehhancementwill allow the
progranmeto capture net, rather than gross, impacts in a more systematic way.

The suggested evaluation improvements and methodology should be piloted, refined,
learned from and implemented in full if the URR & OK 2 f | NBE KA LJimpadt®ra NI YY S

overall social and economic development are to be understood in a meaningful sense.
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Chapter5

Results

5.1 Introduction

Focusing on UAKision 2030, thegovernment is increasinglgmphasisingon development
effectivenessand evidence of the results of official developmastsistance spending. Becaus
scholarships have such a les@nding and high profile place in the strategic development
planning andEmiratisationprogranme in the UAE. Ris evaluation is designed &xpore the
extent to which scholarshipshave made a positive contribution to development, and the

factors that influence the extent of the impact scholarships can have in the UAE.

The effectivenessevaluationof this studycomprised a survey of 20&lumni dus in
depth interviews with a sample obfir managers othe scholarshigprogranme from different
institutions, as well as interviews with three purposely selected public sector managers. The
survey had a high response rate (78%eitctedalumni) and tle sample was representative in
gender terms. As such, it prolds a good basis for evidenabout the scholarships prograne
impacts Thesampleof this study and maidatawere collected from the selected departments
of the UAE governmentThe participans were selected from thealumni of the Ministry of
Presidential Affairs (MOPA) as only the MOPA maintained the datehotarship awardfom
2001 to 2012. Howevemlumni were also randomly selected from ADIA, ADNO&nd Dubai
Police. Sixty pecent of respondents were chosen from MOPA aihe remaining40%were

taken fromthe other three organisations
{2YS 1aLSO0Ga 2F GKS | fdzYyaQa SELISNASyOSa
sensitivity associated with the employment circumstances of many alu@uestions related to
income and placement after completion of scholarship in a public sector positra quite
common during interviews, but accurate dateere difficult to obtain through the survey

guestions and focus group discussions
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5.2 Responsegate

The response rate for theurveywas ratherreasonable 206 graduates of UAE Scholarships
out of a totalselectedpopulation of 25Q; returned the surveyquestionnaire. Of these, some
respondens did not answer of all question®verallparticipant of the surveywere ( n=20)
participants Thisrepresents more thamn 80% response rate which is comparabledpbetter
than, other similar surveysand provides a strong basis for data analysis and for drawing
conclusions about the scholarships pragme offered to UAE students by various UAE

government agencies

This excellent response rate was achieved largelye to positive efforts and
encouragement on the part ofcholarship management staff, which was aéssisted by the

Directors of relevanMinistries and Departments.

5.3 Reportingconventions
As notedin Chapter 4 the evidence reportedhere is based on mixed designed approach and

the integrationof quantitative and qualitative data from both # survey and the interviews.
The interviewshaveexplored themes and issues arising from the surgégd light on additional
points of interest. Reporting the qualitative data from the survey and the interviews is done
anonymouslyas a general rulewith only the year of selection identified, urde interviewees
explicitly agreed to be quoted and identified as the soufClee questionnaire was prepared

and presented ifboth in English and Arabior the convenience of the respondents.

Data are disaggregated by gender as a general rule, unlessimaggregation reduces
data usefuhess. As much as possible, respongese analysedand comparedto establish

differences in the scholarship experience and outcome®dtin male and female gender

5.4 Main Results
The present section will highlight themain finding of both survey (i.e., outcomes of the

guestionnaire)and interviews The detailare discussed below:
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5.4.1 Outcomes of thaelescriptivedata

There have generally been around 5&tholarshipsawarded each year (on averggefered by
different departmentsand UAE governmentsgenciesalso thereare additional scholarships
offered through other schemes and projects. The survey reached gradumtdsincluded

participantsselectedfrom a range of departmestandsince 2001

54.2 Gender

Of the respondentsand the sample ofthe survey 145 (70%) were men andlL§30%) were
women. This i@ small sample as it was npbssibleto find additional alumni willing to take
part in the survey. As such, theesearcher has also done a great deakép both gender

representation equally divided.

The strategiaevelopmentplan ofthe UAE has had a lorgganding policy of aiming for
gender equity in scholarships programs. Between 2001 and 20QHis was achieved, but the

proportion of women in schakshipsdecreasecdhotably from 2003 onwards.

5.4.3 Country ofresidence

The vast majority (95%) of respondeni® reported asbeing resident irthe UAE at the time of

the survey, withthe additional 5% resident in other countries. Disaggregation of aguof
residence by sex showed no marked difference between men and women, although statistical
significance is not measurable due to the highly skewed data. The interview phase of data
collection shed a slightly different light on this question. Nevertbgldhere is clearly a very
high rate of scholarship graduates returningtb@ UAE emphasisedluring one of themanager

interviews, particularly when compared to scholarship progrmaas from other countries.

5.4.4 Qualifications

Reflecting the longerm strategy of the UAESholarship Programmes to bestow graduate
diplomaand Y I & { IBveyaalifications, the vast majority of alumni (75%) graduated with

bachelor degrees. Once the dateere disaggregated by sex, liecameevident that a slightly
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higher poportion of womenthan mengained postgraduate diplomaand slightly fewetthan
men earnedPhDs, although the statistical significance of these differences cannot be assessed

due to the skewed data.

5.4.5 Achievement obriginal enrolment

Almost all schlars (95%) completed the qualificaticior which they originally enrolled.
Although it is not possible to assess statistical significance on enrolment changes between men
and women, it can be concluddebwever, on the basis of frequency data alortkat there was

no significantdifferenceamongst the respondents
The result of achievement of original enrolment is giveiable 5.1

Table 5.1Achievementof original enrolment

Achievement of original enrolment
Sex
Male Female Total
136 59 195
Yes
93.80% 96.70% 94.70%
9 2 11
6.20% 3.30% 5.30%
No
145 61 206
100.0% 100.0% 100.0%
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ChiSquare Tests
AsSyimp. Exact. Exact.
Value Df (29_" Sig. (2 Sig.
sided) sided) | (2-sided)
Pearson CHbquare .728(b) 1| 0.393
g;ntmwty Corretion 0.264 1| 0607
Likelihood Ratio 0.796 1] 0.372
Fisher's Exact Test 0.513 0.317
Linearby-linear 0.725 1| 0395
Association
N of Valid Cases 206

(@): Computed only for 2x2 table

(b): 1 cells (25.0%) have expected obless than 5. The minimum expected count i¢
3.26

The hypothesis that participants did not achieve the original enrolment is rejected-agwduie
tests appear significant.

5.5 Scholarshi®@ contribution to individual career development
The researchaught to answer thdirst effectivenessvaluation questionwhichwas %ow did

the scholarship contribute to individual career developnfpincluding:
(@ What new skills and knowledge did the scholarship provide?

(b) How have alumni been able to agpthese new skills and knowledge in the public

sector and elsewhere?

() What opportunities has the scholarship brought alumni beyond their public sector

employment?

Question(b) above addresses how scholarships have been able to improve the effecsvehes
target institutions, as the application of skills and knowledge is a central aspect of how

scholarships are contributing to institutional effectiveness.
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As the investigation progressed and themes began to emerge, the study also explored
additional pesonal outcomes from scholarship study abroad. The results of the data collection

and analysis in response to this set of evaluation questions are discussed in detail below.

Respondents were asked about the professional or career outcomes resultingtfeam t
scholarship. After exploring their employment circumstances at the time of their award, the
jdzSaiAz2ya GKSy |alSR lo2dzi NB&ALRYRSyGaQ SELISN
about promotions at work, and were asked to rate a set of statemabtsut their professional
future against afive )2 Ay G aoOFr S FTNRY WRSONBIFaSR I+ f2d0Q
that respondents are likely to be considering their employment in the broad sense when

responding to this section.

5.5.1 Categoryof employment prescholarship

As expected, the vast majority (93%) indicated that they were government employees prior to
their scholarship. A small number of scholarships have been awardpdhbiic sectorstaff of
nor-ministry agencies anarganisationssome of the scholarship schemes were not limited to
government servants onyand asmallnumber of scholarships were awarded to fregidents

-who were not employed andr part of any government agenciesfor undergraduate and

graduate level studies abaal.

It is important to note thatten respondents (a little more than 4% of the total) gave
invalid responses to this question, in most casgsselecting more than one answer. Compared
with the level of invalid responses throughout the surviiys is naiceably considered higand
is the first indication of the complexities and sensitivities associated with employment status
for government employees ithe UAE. These issues recurred throughout the study and are

discussed below.

There areother complexih S& 2F LINRPFSaaAz2ylfaQ ¢2NJ]Ay3
sector salaries ithe UAE are relatively high compared ttee majority of private sector firms
and companies and there is no netat part-time income sources. Therefore the data should

be taken adefinitive rather than indicative. The interviews provided, therefore, an essential
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opportunity to deliver valuable insights into this issue, and their findings are discussed further

below.

5.5.2 Returning towork

While in foreign countries on scholarph65% of respondents report that they retained contact
with their supervisor. There was a differenbbetween male and female participantshowever:
only halfof females(49%) stayed in contact with their supervisor, compatedlmost three
guarters of mag participants(72%), although it is not possible to ascertain the reasons for this

difference.

Studentson Ministry of Presidential Affairawards Abu Dhabi Investment Authority,
ADNOC and Dubai Poliseholarshipsare generally bonded by the Governmesftthe UAE to
return to their government workplace for a specified period, most commonly two years. As a
result, the reported rate of return to the same employer is extremely high amongst

respondents (93%), with no significant differermmweenmalesandfemales.

The qualitative data arising through the interviews shed additional light on this
guestion, indicating that the situation is in fact more compl8gme interviewees only took up
their former positions for an initial period and some alumni indictlat the scholarship was a
direct means of enabling them to find alternative employmenith a primary incentive for this
change being the opportunity to secure a higher income. It was not clear what consequences
might apply to an alumnus who did noteseut his/her two-year commitment to remain in the
public sector.No doubt, many alumniand return do see their foreign qualification as an
important contribution to their public sector employment andtiee! ! 9 Q&4 RS @St 2 LIYSy

is explored in detail dew.
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Table 5.2 Return toformer workplace

Return to former workplace
Sex
Male Female Total
Did you return to your former Count 9 4 13
workplace? No
% within Sex 6.20% 6.60% | 6.30%
Count 136 56 192
Yes
% within Sex 93.80% | 91.80% 93(’))020
Count 0 1 1
Missing
% within Sex 0.0% 1.60% 0.5%
Total Count 145 61 206
% within Sex 100.0% | 100.0% 1?)/00'0
ChiSquare Tests
Asymp. Sig.
Value ) DI (2-sided)
Pearson CHbquare 2.404(a) | 2 0.301
Likelihood Ratio 2.461 2 0.292
Linearby-linear Association 2.361 1 0.124
N of Valid Cases 206

(@): 3 cells (50.0%) have expected count less than 5. The minimum expected count is .30.

Three interviewees (9%) talked about finding it difficult abtain a job at all, vkich is
unexpected when scholarships are awarded to employees with commitments to return to work
on completion.

Of those respondents who returned to their former workplace, the majority (53%)
returned to a position at the same level as before their stsdiand 44% of respondents
returned to a position that was higher than the one thiegld before their scholarshipthis

applying tomarginally more men than women.
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Table 5.3 Returnto former workplace(re-coded)

Return to Former Workplace (reoded)
Recoded Yr Sel part A Total
up to
up to 2001 | 2001 onwards 2%01
Did you return to Count 8 5 13
your former No % within
workplace? Recoded Yr Sel 6.3% 6.3% 6.3%
part A
Count 117 75 192
Yes % within
Recoded Yr Sel 92.9% 93.8% 93.2%
part A
Gount 1 0 1
. % within
MISSING| Recoded Yrsel | 0.8% 0.0% 0.5%
part A
Count 126 80 206
Total % within
Recoded Yr Sel 100.0% 100.0% 100.0%
part A
ChiSquare Tests
Asymp. Sig.
Value | Df (Z)isiged)g
Pearson CHbquare .640(@) | 2 0.726
Likelihood Ratio 0.988 2 0.610
Linearby-linear Association| 0.632 1 0.427
N of Valid Cases 206

(@): 2 cells (33.3%) have expected count less than 5. The minimum expected count is

Appendix Mattachedpresents the contingency table in which the colucategory is

scholarship time (before 2006, after 2006) and the row category I dzS a U

response options. The experience before 2006 and after 2006 based 8yGduie test

and for each category under investigation; it appears that reintegration éspes in

terms of Timing of Return to Work, Level of Position on Return, Promotions
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Scholarship. Technical Skills, Analytical and Critical Skills, Management
Communication Skills, Cre€siltural Understanding, Supportiveness for Divers
Plnning Skills, Chance of Achieving Career Goals, Opportunities from Emplc
Overseas, Increased Salary/Income, Motivation to Work, Confidence in my Ab
Career Ambitions, Interest in Work, Work Satisfaction, and Personal Empowe

shows no sigficant difference before and after 2006.

No significant differences were also reported in relation to theection process
countriesof studies nature of job in public sector departmentgen compared before

and after 2006.

DdzA RSR 0@ Y Aléidkl trdiningNavaluhtiomcritdfigdsdeNd.3 andKirkpatrick
and Kirkpatrick, 1994, 2007Jurther analysis of both qualitative and quantitative de
of the scholarshigprogrammeseffectiveness were preformed atfour of the
following levels. i)individual level, thislevel expected to measure individue
satisfaction or reactions to the training & O K 2 fptoddd@nkd iléel two focuses or
learning matters which include how mucknowledge skills and attitudes wert
acquired through trainingThisparticular level measures ared®th before and after
training iii) levekhree of the evaluation modetovers behaviour changs participants
and knowledgdransferemployed in job settingsy) level four has focused omesults
and outcomesas well as prformance, efficiency and effectiveness in organisat
resulted from the applied new information and capacity building resource
development;andindeed overall benefit of the traininopcluding increase productior
improve quality rating, retention rate as well ascustomer satisfaction. Overal
YAN] LI GNAO1 Qa S@FftdzZ GdA2y ONARGIGSNAI | N
measure effectiveness of training since 1959 when it was first published in th

Training and Development Journal by Dontgidkpatrick.

Given the significancef the UAE scholarships as a meanswarkforce

development it is interesting to note thamajority respondents¥ NB | LORIESARG A ¢
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were satisfied withthe scholarship programmes, @a®me ofthese programmedawe

contributed to skills and knowledge development ahe reintegration with the work
settings upon returning to the UAE (sB#tl,5.5, 5.5.2, 5.5.3, 5.5.7, 5.5.8, 5.5.9, 5.5.
5.5.12,5.5.18, 5.5.19 arl7).

Table 5.4Level of position on return

Lewel of Position on Return

Sex Total
Male Female
If YESwvasthat position Count 4 1 5
lower/same/higheP Lower
% within Sex 2.8% 1.6% 2.4%
Count 69 32 101
Same
% within Sex 47.6% 52.5% 49.0%
Count 61 24 85
Higher —
% within Sex 42.1% 39.3% 41.3%
Count 2 0 2
Invalid —
% within Sex 1.4% 0.0% 1.0%
| Count 9 4 13
Missing
% within Sex 6.2% 6.6% 6.3%
Total
% within Sex 100.0% 100.0% 1?)/00'0
ChiSquare Tests
Asymp. Sig,
Value of (2-sided)
Pearson @i-Square 1.357(a) 4 0.852
Likelihood Ratio 1.935 4 0.748
Linearby-linear Association 0.036 1 0.849
N of Valid Cases 206

(@): 5 cells (50.0%) have expected count less than 5. The minimum expected count is .59.
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Approximately one ithree respondents (34%) returned to work immediately on their return to

the UAE with no appreciable different®tween malesand females Within amonth, 73% of

respondents had returned to work and again there is little difference between men and

women.

Table 5.5 Timingof return to work

Timing of Return to Work

Sex
Male Female Total
How soon after return did Count 48 22 70
ies? Immediatel
you resume duties? Y % within Sex 33.1% 36.1% | 34.0%
Less than 1 Count 58 23 81
month % within Sex 40.0% 37.7% 39.3%
Less than 3 Count 26 11 37
months % within Sex 17.9% 18.0% 18.0%
Less tha 6 Count 2 1 3
months % within Sex 1.4% 1.6% 1.5%
More than 6 Count 8 4 12
months % within Sex 5.5% 6.6% 5.8%
. Count 3 0 3
Missing o
% within Sex 2.1% 0.0% 1.5%
Count 145 61 206
Total .
% within Sex 100.0% 100.0% | 100.0%
ChiSquare Tests
Asymp. Sig.
Value of (2-sided)
Pearson Chbquare 1.530(a) 5 0.910
Likelihood Ratio 2.372 5 0.796
Linearby-linear Association 1.256 1 0.262
N ofValid Cases 206
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Table 5.6 Timing ofreturn to work

Timing of Return to Work

Sex Total
Male Female
How did you feel about your Count 6 0 6
. o Very
reintegration into the .
Workplace? negatlve % W|th|n SeX 41% 00% 29%
necative % within Sex 12.4% 18.0% 14.1%
Count 28 15 43
Natural —
% within Sex 19.3% 24.6% 20.9%
positive % within Sex 37.9% 41.0% 38.8%
positive % within Sex 23.4% 13.1% 20.4%
Count 2 0 2
Invalid —
% within Sex 1.4% 0.0% 1.0%
o Count 2 2 4
Missing —
% within Sex 1.4% 3.3% 1.9%
Count 145 61 206
Total
% within Sex 100.0% 100.0% 100.0%
ChiSquare Tests
Asymp. Sig. (2
Value Df sided)
Pearson ChHbquare 8.051(a) 6 0.234
Likelihood Ratio 10.372 6 0.110
Linearby-linear Association 0.082 1 0.775
N of Valid Cases 206
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5.5.3 Reintegratiorexperience

The interview respondentisad a rangeof experienceseintegrating into their wokplacesafter
they returned from studying aboaranuch more widely than most other indicators. More than
half (59%) had a somewhat or very positive experience of returning to \wooke males(61%)
than females(54%) had a positive reintegration experien¢towever a substantial proportion

of respondentshad negativereintegration experience: overall 17% had a negative experience

with very similar proportionef malesandfemales

Interviews explored the experience of returning to wordtaining some detded
accounts especially from those interviewees who had had difficulties in their reintegration. The
majority, however had positive or neutral experiences returning to their workplace. There was
no evident pattern between the different employing miniss with respect to the
reintegration experience amongst interviewees, nor between interviewees from the group of
the three large ministries (MOPA, MOHESR and ADEC) and those from the comparatively
smaller departments like ADIA and ADN@@€e table 5.hext page
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Table 5.7 Reintegrationexperience (recoded)

Reintegration Experience (reoded)

Recoded ¥ar Sel part A

up to
Upto2006 | 298 | 2001
onwards
How did you feel about your Count 6 0 6
: negative | Recoded ¥ar Sel 4.8% 0.0% 2.9%
part A
Count 11 18 29
Somewhat o4 within
negative | Recoded ¥ar Sel 8.7% 225% | 14.1%
part A
Count 22 21 43
Natural | % within
Recoded Yr Sel 17.5% 26.3% 20.9%
part A
Count 50 30 80
Somewhat % within
positive Recoded Yr Sel| 39.7% 37.5% 38.8%
part A
Count 34 8 42
very % within
positive Recoded Yr Sell  27.0% 10.0% 20.4%
part A
Count 1 1 2
Invalid % within
Recoded Yr Sel 0.8% 1.3% 1.0%
part A
Count 2 2 4
Missing % within
Recoded Yr Sel 1.6% 2.5% 1.9%
part A
Count 126 80 206
Total % within
Recoded Yr Sel| 100.0% 100.0% | 100.0%
part A
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ChiSquare Tests
Value Df Asyr;z.ei)ig. @
Pearson CHbquare 19.509(a) 6 0.003
Likelihood Ratio 22.066 6 0.001
Linearby-linear Association 0.143 1 0.705
N of Valid Cases 206

(a): 6 cells (42.9%) have expected count less than 5. The minimum expected count is .59.

Four of the 33 interviewees described negative reintegration experiences, some of which were
cleaty verydemoralisingand disappointing. There was no apparent pattern to thaistries

from which these interviewees came. Some returned to find there was not the same work place
for them; another found that colleagues were suspicious and intimidatedheyrtterviewee on
return; another felt that every suggestion or contribution was routinely rejected by their

managers.

These responses highlight many aspects of the scholarship experience on rethm to
UAE. It is critical that managers are supportiveleir graduates and actively use their new
skills and knowledge. This requires forward planning and resourcing. It is also important that

work responsibilities match the new skills and knowletige have been acquired.

At present the Foreign Scholarskigprogranme does not involve managers or
employers in the selection process for awardgher in the academic and English preparation
programme> 2 NJ AY (KS &0K2f I NDme Neithér &QHere 2ng foenal a O dzR
contact with managers or employ® in advanceor at the time of alumr geturn to the UAE.

Further, there is no support provided for alumni following their return to work.

During interviews, interviewees were invited to make suggestions about how they
thought the scholarships programe could be improved. While this is discussed in more detail

in Chapter 6 (Discussionon Result}, one prominent suggestion was a request fitre
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Scholarshiepartmentof each ministry to be more engaged in, and provide support for, the

reintegration expeence.

5.5.4 Currentemployment

Amongst respondents, twthirds (65%) repord that they still worlked for the same employer

after their return fromscholarship, and there was no substantial difference between men and
women. Correspondingly, 33% of respontie reporied that they no longer workd for the

same employer. Of those respondents who clearly indicated that they no longered/éok

their original employer, their current reported category of employment varied widely. But it is
notable that less tharma third (31%) of respondents who had changed employer repdtiegt

were still working in government. This question had a very high incidence of invalid and missing
NBalLlRyaSad ¢KS uwm:> 2F NBalLRYyRSyilda 6K2 LINROJA
generdly indicated that they hada different category of employment after their return. A

relatively high number alspeglectedanswering this question (14%possibly further indicating

discomfort with disclosing or discussing their employment status

Table 5.8 Still work for same employelby gender)

Still Work for Same Employer
Sex
Total
Male Female ota
Do you still work for the same Count 52 16 68
employer/ministryaswhen you No
left? % within Sex 35.9% 26.2% | 33.0%
Count 91 42 133
Yes
% withinSex 62.8% 68.9% | 64.6%
Count 2 3 5
Missing
% within Sex 1.4% 4.9% 2.4%
Count 145 61 206
Total
% within Sex 100.0% 100.0% 122'0
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ChiSquare Tests

Value Df A(Sg e ds)ig'
Pearson Chbquare 3.669(a) 2 0.160
Likelihood Ratio 3.482 2 0.175
Linearby-linear Association 2.399 1 0.121
N of Valid Cases 206

(@): 2 cells (33.3%) have expected count less than 5. The minimum expected count is 1.48.

Table5.9 Still work for same employe(by period)

Still Work for Same Employer
Recoded Yr Sel part A Total
2001 up to
up to 2001 onwards 2001
Do you still work for the Count 54 14 68
same employer/ministry No % within Recoded
aswhen you left? Yr Sel part A 42.9% 17.5% 33.0%
Count 70 63 133
Yes % within Recodeq
() () 0,
Yr Sel part A 55.6% 78.8% 64.6%
Count 3 5
Invalid | % within Recodeq
0 0 0
Yr Sel part A 1.6% 3.8% 2.4%
Count 126 80 206
Total % withi
o within Recodeq 4 5 gy 100.0% | 100.0%
Yr Sel part A
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ChiSquare €sts
Value Df A(szy rsr:géds)ig.
Pearson CHequare 14.552(a) 2 0.001
Likelihood Ratio 15.330 2 0.000
Linearby-linear Association 1.268 1 0.260
N of Valid Cases 206

(@): 2 cells (33.3%) have expected count less tharh® minimum expected count is 1.94.

The written survey was ineffective in shedding light on these complexities, daspiteing
been piloted Responses to the question asking about how many, and what, income sources
people had elicited such divagent interpretations of the question that the datare not
sufficiently robust for analysis or reporting. The interviews were therefore critical in examining

this aspect of alumni circumstances.

Seven of the qualitative interviewees (21%) made it cleat tthey were entirely
disconnected from their previous gowement employment. For example, one respondent
explained that hehad more experience, abilities and knowledge but not for the workplace
becausethat work wasnot challenging an®R A RhAV@ @ lot 6 activities like the private sectors
(not in terms of financial benefitsHe further explained that hetopped government work and
found a new job outside. In fadte stopped working for the government becaulse wanted to
work in amore challenging envonment, explaining that that would allow him to progss
further. He did not want to work inan environmentwhich had a lot of free time for chaihg
and at the end of the montlgetting paid without having workedwhile neither his personal
productivity nor that of the countryimproved. On the other handheir knowledge, experience

and skills are put awaylot used(Interviewwith male member of 2005 cohott)
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However,the majority of interviewees (70%) made it clear that they contithue be
clearly andsubstantively committed to their government employment (in some cases with

additional workon the side).

The remaining intervieweeg almost 25% of the sample described more complex
employment arrangements involvingsome additional work such as parttime teaching.

However, it is indeed not very common practice for returned alumni in the UAE.

55.5Promotions

More than half (63%) of respondents indicated that they had been promatekbast once.
However more male§68%) have been promotdtian females(51%), and more often, with 6%

of men reporting four or more promotiong, no women were promoted that often.
Nevertheless, the mode (most common) result reported for both men and women is no

promotion at all (30% for men and 43% for wome®ge table 5.10

Table 5.10 Promotionssince scholarship

Promotions since scholarship
Sex
Total
Male Female oa
How many time promoted N Count 43 26 69
since return? one % within Sex |  29.7% 42.6% | 33.5%
1 Count 36 19 55
% within Sex 24.8% 31.1% 26.7%
) Caunt 31 5 36
% within Sex 21.4% 8.2% 17.5%
3 Count 23 7 30
% within Sex 15.9% 11.5% 14.6%
Count 9 0 9
4 or more —
% within Sex 6.2% 0.0% 4.4%
Count 3 4 7
Missing —
% within Sex 2.1% 6.6% 3.4%
Total Count 145 61 206
% within Sex 100.0% 100.0% 100.0%
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ChiSquare Tests
Value Df Asyr:igéj)ig' @
Pearson CHbquare 13.967(a) 5 0.016
Likelihood Ratio 16.810 5 0.005
Linearby-linear Association 2.025 1 0.155
N of Valid Cases 206

(@): 3 cells (25.0%)ave expected count less than 5. The minimum expected count is 2.07.

In follow up, those who indicated they had been promoted were asked if they felt that their
foreign scholarship contributed to this result. Overall 92% of those who were pronagpesd,

at least part of the reasonwas attributedto their scholarship, with marginally more women
(97%) than men (90%) crediting their scholarship for contributing to their career advancement

through promotions.

5.5.6 Chance opromotions with current empulyer

In thinking about their chances of obtaining promotions with their current employer in the
future, 84% of respondents felt confident that they were somewhat or a lot more likely to be
promoted in the future with a qualificatio from abroad. Slightlynore males (86%) than
females(80%) felt this way but there was not a substantial difference between them. However
closer examination hhgights a difference betweemmales andfemales feeling that their
likelihood of promotion with their current employexas increased a lpgas29% of maledelt

this way, but only 18% of females

The issue of networks arose in some interviews with reference tolitedihood of
careerpromotionsin existingministry employment Furthermore while many were reluctant to
speak about this sensitive issue, for some interviewees the situat@svery plain This section
of evaluation sheds some liglun the extent of complexity and sensitivity associated with
AO0K2f I NAKALI K2f RSNAQ NXBGdzNY fiadrangenddils. | YR G KSA N
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Correlation analysis of survey data shows that respondents who returned to work
quickly were more likely to have a positive experience of reintegrating into their workplace.
Because the correlation is relatively weak, it is not possibleatothat the speed of return to
work is the caus®f a positive reintegration experience; other factors will also influence that
SELISNASYOS AyOfdRAYy3I (GKS aGNBy3adk 2F | a0K2f
management changes during the pmat of absence, and changed personal ambitions or

expectations.

Data were re-analysedin order to compare respondents who were selected by their
ministries(i.e. those selected up to the year 2012) and those who applied independently (i.e.
post2001), inorder to explore whether there was any connection between the role of
employingministriesin identifying scholarship awardees, and the experiences those scholars
had on their return to work and beyond. The data show that the independent respondents
were more commaly still with their original employer than the ministry-nominated
respondents. While we cannot assess the causation between these two variables (particularly
as the number of cases is relatively small), we can see that in fact a much largertipropd
independent respondents remaaa with their original employer (79%) as compared to
ministry-nominated respondents (56%), although in both cases more than half exgbtnat
they remaired with their original employer. Because independently selectespondentswere
those from the more recent cohorts (pe2005), it may therefore be thdime since graduation
is a greater influencing factor on retention at the original workplace than whether or not the

ministrywas involved in nominations.

It was immrtant to examine whether the involvement of the employingnistry in
nominating applicants for scholarship awards was an influencing factor on the reintegration
experience of alumni. Hinistry-nominated alumni had a significantly more positive expereéen
returning to work it might suggest that a return to this approach was warranted. The small
number of caseshowever made it impossible to determine the statistical significance

examination of the proportions suggest that Ministnpminated scholars he&e more commonly
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had a positive reintegration experience (67%) than those scholars who applied after 2005
(48%).

Nevertheless, it is important to note that, even amongst those who applied
independently after 2005, 22% reportedsamewhator very negativeexperience reintegrating
in their workplace. In other words, many more scholars from both groups had a neutral or
positive return to work than had a negative one. This analysis does not, therefore, present a

strong case for a return tministry involvementin the nomination process.

5.5.7 Newskills and knowledge

With respect to new skills and knowledge gained through the scholarship, respondents were
asked to rate a set of categories on a fw2 Ay i aOFfS FNRBY Wy2 OKI\
A YLINE @S R (qdestidd® thé dath twere strongly positively skewed, which makes it
impossible to statistically assess the differences between men and women. However

proportional comparisons still provide important insights.

55.8 Technicakkills

All femalesreported that their technical skillsmproved at leasta little as a result of their
scholarships, with 38% reporting that their technical skiése very much improvedSimilarly,
all maleswho gave a valid response also reportedproved technical skills, but a atably
higher proportion (51%) reportedrery much improvd technical skills. Overall 47% of

respondents reported that their technical skills warery much improvedSee table 5.11 next

page
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Table5.11 Technicakkills

Technical Skills

Sex
Total
Male Female oia
Technical Skills Improved a Count 7 5 12
little % within Sex 4.8% 8.2% 5.8%
improved % within Sex 43.4% 54.1% 46.6%
Very much Count 74 23 97
improved % within Sex 51.0% 37.7% 47.1%
o Count 1 0 1
Missing —
% within Sex 0.7% 0.0% 0.5%
Count 145 61 206
Total
% within Sex 100.0% 100.0% | 100.0%
ChiSquare Tests
Asymp. Sig.
Value of (2-sided)
Pearson CHbquare 3.923(a) 3 0.270
Likelihood Ratio 4,195 3 0.241
Linearby-linear Association 0.660 1 0.417
N of Valid Cases 206

(@): 3 cells (37.5%) have expected count less than 5. The minimum expected count is .30.

5.5.9 Analytical ancritical skills

A total of 62% of respondents indicated that their analyt@ad critical skills hadery much

improvedas a result of their scholarship. Thisis obtainedby the responses to several open

guestions, many of which identified these skills as important changes (reported in more detail

in other sections). It islearthat proportionally more women (39%) than men (30%) indicated
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their skills weresomewhat improvedand, in contrast, proportionally more men (65%) reported

their skills werevery much improve@ompared to women (56%fPlease see table 5.13zlow.

Table 5.12 Analytical andcritical skills

Analytical and critical skills
Sex
Male Female Total
Analytical and dtical skills Improved Count 5 3 8
a little % within Sex 3.4% 4.9% 3.9%
improved % within Sex 30.3% 39.3% 33.0%
Very much Count 94 34 128
improved % within Sex 64.8% 55.7% 62.1%
o Count 2 0 2
Missing % within Sex 1.4% 0.0% 1.0%
Total Count 145 61 206
% within Sex 100.0% 100.0% | 100.0%
ChiSquare Tests
Asymp. Sig. 2
Value Df sided)
Pearson CHbquare 2.705(a) 3 0.439
Likelihood Ratio 3.235 3 0.357
Linearby-linear Association 0.994 1 0.319
N of Valid Cases 206

(@): 3 cells (37.5%) have expected count less than 5. The minimum expected count is .59.
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5.5.10 Managementskills

As with the previous skill categories, almost all women resporsi@putorted improvements in
their management skills as a result of their scholarship, with 51% reporting thosewskiés
very much improvedOne man reportecho changein his management skills and, comparable
to the proportion of women, 50% of men reported their management skills wery much

improvedafter their scholarship studies.

Table 5.13 Managementskills

Management &ills
Sex
Total
Male Female ota
Management skills Count 1 0 1
No change
% within Sex 0.7% 0.0% 0.5%
_ Count 8 3 11
Improved a little —
% within Sex 5.5% 4.9% 5.3%
Somewhat Count 62 27 89
improved % within Sex 42.8% 44.3% 43.2%
improved % within Sex 49.7% 50.8% | 50.0%
Count 1 0 1
Invalid
% within Sex 0.7% 0.0% 0.5%
Count 1 0 1
Missing
% within Sex 0.7% 0.0% 0.5%
Count 145 61 206
Total
% within Sex 100.0% 100.0% 100.0%
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ChiSquare Tests

Value df A&szy rsr:geds)lg
Pearson CHbquare 1.325(a) 5 0.932
Likelihood Ratio 2.170 5 0.825
Linearby-linear Association 0.791 0.374
N of Valid Cases 206

(@): 7 cells (58.3%) have expected count less than 5. The minimum expected count is .30.

55.11 Communicatiorskills

All women

reported

improved communication skills with 56%

reporting that their

communication skillswere very much improved Two men (1%) reportecho changein

communication skills but proportionally more men (63%) than women (5éported that their

communication skillsvere very much improveds a result of their scholarship.

Table 5.14Communicationskills

Communication skills

Sex Total
Male Female
Communication skills Count 2 0 2
No change —
% within Sex 1.4% 0.0% 1.0%
Improved a Count 5 4 9
little % within Sex 3.4% 6.6% 4.4%
Somewhat Count 46 23 69
improved % within Sex 31.7% 37.7% 33.5%
Very much Count 91 34 125
improved % within Sex 62.8% 55.7% 60.7%
Count 1 0 1
Missing
% within Sex 0.7% 0.0% 0.5%
Count 145 61 206
Total
% within Sex 100.0% 100.0% 100.0%
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ChiSquare Tests
Value df A(szy rsr:géds)ig.
Pearson CHbquare 3.019(a) 4 0.555
Likelihood Ratio 3.792 4 0.435
Linearby-linear Association 0.521 1 0.470
N of ValidCases 206

(@): 5 cells (50.0%) have expected count less than 5. The minimum expected count is .30.

5.5.12 Crosscultural understanding

Amongst those respondents who gave a valid response to this question, all of ghmoth
males and femdes ¢ reported improvements in their crossultural understanding after
studying in AustraliaSixty per cenbpf the sampleindicatedthat this understandingvas very
much improved; with proportionally more women (66%) than men (57%) reporting their-cross

cultural understandingvasvery much improved.

Table 5.15 Crosscultural understanding

Crosscultural understanding
Sex Total
ota
Male Female
Crosscultural understanding Improved a Count 7 2 9
little % within Sex 4.8% 3.3% 4.4%
Somewhat Count 54 18 72
improved % within Sex 37.2% 29.5% 35.0%
Very much Count 83 40 123
improved % within Sex 57.2% 65.6% 59.7%
Count 1 1 2
Missing % within Sex|  0.7% 1.6% 1.0%
Count 145 61 206
Total % withi
& é"g:'” 100.0% | 100.0% | 100.0%
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ChiSquare Tets
Value Df A(szy rsr:géds)ig.
Pearson CHbquare 1.869(a) 3 0.600
Likelihood Ratio 1.863 3 0.601
Linearby-linear Association 0.496 1 0.481
N of Valid Cases 206

(@): 3 cells (37.5%) have expected count less tham& nfinimum expected count is .59.

5.5.13 Supportiveness fadiversity in the workplace

Amongst respondents, 98% indicdtéhat their supportiveness of diversity in the workplace
was improved as a result of their scholarship. All women repdrthat their support was
increased,while 97% of men indicated improvements. Interestingly, a substantially higher
proportion of women (13%) than men (4%) repadtonly a marginal improvementt is not
possible, however, to assess whether thias because womenwere already more supportive

of diversity and therefordad less capacitfor improvementin this area or whether therewas

another influencing factor on this result.
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Table 5.16 Supportiveness fordiversity

Supportiveness for diversity
Se&
Total
Male Female
Qupportivenesdor diversity in the Count 2 0 2
workplace 5
No change /o
within 1.4% 0.0% 1.0%
Sex
Count 6 8 14
Improved a %
little within 4.1% 13.1% | 6.8%
Sex
Count 66 23 89
Somewhat %
improved | within | 45.5% 37.7% | 43.2%
Sex
Count 69 30 99
Verymuch %
improved | within | 47.6% 49.2% | 48.1%
Sex
Count 2 0 2
Missing %
within 1.4% 0.0% 1.0%
Sex
Count 145 61 206
Total %
within 100.0% 100.0% | 100.0%
Sex
ChiSquare Tests
Asymp. Sig.
Value D' | (2-sided)
Pearsm ChiSquare 7.403(a) 4 0.116
Likelihood Ratio 8.019 4 0.091
Linearby-linear Association 0.909 1 0.340
N of Valid Cases 206

(@): 5 cells (50.0%) have expected count less than 5. The minimum expected count is .59.
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