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Abstract
[bookmark: _GoBack]The United Arab Emirates' vision for progress is linked with important values such as citizenship, responsibility, strengthening national identity and social responsibility, principles, and values of Islam, simultaneously by emphasis on human values such as communication, tolerance, moderation, peace, and voluntary work. Also, skills, competencies, and values are crucial foundations for the achievement of the national vision and are closely linked to training. Thus, this study aims to identify which key management skills, competencies, and values are considered significant in achieving management excellence. In addition, the study investigated whether there was a correlational relationship between two sets of variables. The first set included the possession of ethical "values" and a "successful management personality". The second set included the selection of "appropriate training initiatives" and "desired educational outcomes". The study revealed that "communication and team management", and "compassion" were considered to be the most important managerial skills, whereas competency and values were needed to achieve leadership excellence for managers. In the main hypothesis, the study revealed that there is a moderately positive relationship between the possession of ethical values and a successful educational leadership personality, whereas, appropriate training initiatives are strongly correlated to desired educational outcomes. Moreover, the study also found that values are broadly evident in managers and there was a significant application of values in institutions. Furthermore, the study revealed that most organizational training initiatives were sufficient to achieve attendees' desired objectives, however, there were a significant number of participants who reported that training initiatives were not sufficient to achieve their desired objectives. In light of these findings, this study provides a set of recommendations to further ameliorate the existing paradigms around training and managerial development.
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Background of study

The twenty-first century has witnessed rapid progress in the fields of science, technology, and education; however, this has been accelerated further by the sudden appearance of the Covid-19 pandemic at the start of 2020. Of all other fields, Education, Training, and Development have seen tremendous change following the outbreak. For the most part, these have undergone significant reconceptualization and reconfiguration to adapt to the new changes in working practices and safety procedures. To do this successfully, managers have had to consider the interaction of values, skills, and behavioral competencies by looking carefully at the optimal-desired outcomes and objectives.
Management training initiatives aspire trainees not to see work as merely the completion of daily tasks but broaden the perspective to consider the work as a team collaboration underpinned by creativity and efficiency across all areas of work for achieving positive outcomes. Therefore, it is essential for training programs to incorporate the best knowledge, skills, and values which facilitate and contribute towards the building of future generations in the best possible way. These elements (skills, knowledge, and values) are necessary and critical ingredients in a modern approach to leadership development. The inclusion of these values via contemporary training initiatives raises efficiency, develops capabilities, and changes attitudes. Nowadays, there is an urgent need to translate ideas into practical outcomes that align with organizational training and development policies. This objective requires advanced training initiatives to select and train competent managers who will exercise their responsibilities with a high degree of efficiency and moral integrity, aligned with international best practices. Values, skills, and competencies are important subjects and central aspects of this research, therefore it is necessary to provide definitions of these terms. According to Schwartz (2012), values are "ordered systems of priorities", Universalism values then take precedence over other values like security, tradition, and conformity. A skill can be defined as the ability to use knowledge to manifest an intended result. Managerial skill describes a person’s ability to successfully complete a given technical or procedural task (Sulieman, 2022). The concept of competencies by Steward and Brown, (2009, cited in Sulieman, 2022, p.197) is defined as the "traits and abilities that persons require to succeed in professional jobs".

To be effective and efficient in today's technologically advanced organizations, managers need to demonstrate the mindset and abilities that match the prerequisites of the field or industry they desire to work. Modern managerial skills are not a fixed phenomenon and are quite distinct from those of the past, thus not only do managers need to achieve appropriate sets of skills in the first place, but also consistently reskill with time (Sulieman, 2022). Therefore, to understand which values, skills and competencies are considered to be most conducive to high-level managerial performance in the UAE, more research and data are needed. Doing so will lead to more informed and effective training initiatives which would facilitate improved organizational performance downstream. Moreover, a better understanding of the UAE's current public and private training initiatives is required to help identify whether the UAE's executive class has adequate support provisions available to them in enabling higher performance.
On the subject of management training, Al-Ahmari (2014) suggests several factors contribute to unsuccessful training outcomes, some of these include inadequate training curricula, unquestioned adherence to routines and norms, unilateral decision-making, and a lack of delegation. It is
 arduous to develop successful, effective, and sustainable training initiatives, especially ones which incorporate values alongside the usual skills and competencies associated with management and leadership. Any successful training and development strategies will need to take a holistic approach to the subject and consider numerous yet related factors such as differences in age, culture, and resistance to change. Furthermore, for any innovative training and development model to be successful, it must negate the possible obstacle of 'group resistance' from current managers who may not be comfortable with its potential outcomes.

Problem statement

Developed countries tend to dedicate plenty of time and resources for training and education initiatives to achieve strategic national and international goals. However, these initiatives often lack adequate consideration to include important societal and skill factors which play crucial roles in their long-term success and sustainability. As a result, there is a prevalence of managers who lack progressive attitudes and the right mindsets to work. This may be partly due to outdated selection criteria such as experience and qualification. Moreover, the UAE is experiencing a skills deficit between what public and private sector employers want and what is available in the managerial labor market. Consequently, many organizations struggle to recruit suitably qualified candidates for the many varied roles that they have available (Sulieman, 2022).
Preliminary reading on this topic reveals that there is limited research available that can explore the prevalence and importance of managerial values, skills, and competencies in the UAE's public and private sectors. Also, a dearth of research focuses on the adequacy and availability of public and private sector managerial training initiatives in the UAE. Therefore, this research has two broad aims, firstly to investigate which values, skills, and competencies are considered most crucial for public and private sector managers to facilitate excellent managerial performance. Secondly, the study aims to probe public and private sector managers' perceptions regarding their current training opportunities, provided by their employers and the private training initiatives.

Objectives of the Study

The objectives of this research are summarized below:

1. To identify the most important skills and competencies required for managers who are working in the United Arab Emirates public and private sectors.

2. To specify the primary values needed by public and private sector managers in the United Arab Emirates
3. .
4. 
5. To understand the degree to which training provisions serve management-level workers in the UAE and investigate the areas that require improvement.

Research questions

RQ1. What are the key skills and competencies required for managers working in the public and private sectors?

RQ2. What are the primary values which are needed to be instilled in managers, working in the public and private sectors?

RQ3. To what extent values are evident in managers working in the public and private sectors? 

RQ4. To what extent do organizational training initiatives achieve desired objectives?

RQ5. Do training initiatives offer suitable experience and knowledge to achieve predefined training objectives?

[bookmark: _bookmark4]Hypotheses

H1: Values play a major role in building a successful management personality.

Null hypothesis: Values do not have a major role in building a successful management personality.

H2: The selection of appropriate training initiatives has a positive impact on improving educational outcomes.

Null hypothesis: The selection of appropriate training initiatives does not have a positive impact on improving educational outcomes.

Significance of the study

At the heart of the UAE's vision for progress, lies the aspiration to provide an "innovative education for a global pioneering knowledge society" and its most important values are citizenship, responsibility, strengthening national identity and social responsibility, principles, and values of Islam, while emphasizing on human values in dialogue, tolerance, moderation, peace, and voluntary work (UAE Vision 2021, 2014). Consequently, training is one of the most important foundations for the achievement of the national agenda. It provides individuals with the necessary knowledge and skills to successfully occupy vocational roles in the various employment sectors. This also facilitates the achievement of the UAE's objectives for steady future management and leadership, success, and effective individual contribution to society.
Therefore, the focus of this study is on some of the best practices and strategies to develop effective and sustainable training initiatives for its current and future managers. Training takes numerous and distinct forms, some of which are practical through the development of skills and technical capabilities such as how to perform work-related tasks. A good training framework also includes behavioral training such as understanding personalities, raising awareness about the importance of commitment to general core values, and the extent of its impact on the work environment (Salah, 2018).

[bookmark: _bookmark3][bookmark: _bookmark5][bookmark: _bookmark6][bookmark: _bookmark19]METHODOLOGY
Research method and design

The research methodology refers to the choices a researcher makes to investigate a given research problem. To define the matter more specifically, the methodology is related to how the research is designed in a systematic way to achieve the most accurate and reliable results and the overall objectives of the research (Jansen and Warren 2020).
Quantitative



Quantitative and 
Qualitative

This study's questionnaire also contained open-ended questions that allowed participants the opportunity to express their opinions with only the limitations of the question topic. The method of data collection is based on the opinions of participants in the questionnaire and often contains texts or words. For example, what are the values that managers perceive to be important in daily practices? It is a way to record participants' opinions while subjecting the data to extrapolation analysis. Also, the study included a questionnaire that contained a Likert scale style with closed-ended questions facilitating the collection of measurable data. It was then measured in an objective and unbiased manner and also was evaluated by using statistical analysis. Both closed and open-ended questions were made part of the questionnaire
[bookmark: _bookmark21] in this study. This mixed method was chosen to provide richer, more accurate, and more detailed data. This is important because it helps in understanding the contradictions that exist between qualitative and quantitative results. In addition, it was ensured that the results of the study reflect the reality of participants' experiences and enhance the positive educational interaction (Agency for Healthcare Research and Quality, 2013).#
Sampling Plans and Data Collections Methods
Online Questionnaire

This study attempted to include a sample representing managerial-level employees in the UAE's public and private sectors. Therefore, only managerial-level employees of numerous public and private organizations were invited to participate in the study. The sampling technique utilized in this study is probability sampling where all of the participants have an equal chance to be chosen to represent their population. Once the sample was confirmed, questionnaires were sent with a requested response date. The questionnaire was the primary tool used in this study and consisted of a set of questions designed to collect data corresponding to the study's research objectives. Questionnaires were distributed to participants via email to decrease the response time as compared to other traditional methods.

The choice of distributing questionnaires was made based on the following advantages:

1. Quick: Surveys that utilize email-based questionnaires can take a third of the time it takes to collect data compared to the traditional methods as the researcher will not have to wait for paper questionnaires to be sent and the information is collected automatically. Experts state that researchers receive more than half of the responses within the first three days of their submission.
2. Cost-effective: Due to automatic processing, there is no need to allocate time and resources for data entry. Also, the results can be delivered anywhere and anytime with the help of the internet.
3. Practicality: Emailed questionnaires provide an easy method of data collection for the researcher and a relativity simple format for the participant. Generally, whenever easy and clear methods are used in the data collection process, it leads to higher-quality results. Nowadays, questionnaires are preferred by participants and researchers because they can be used in a personal capacity, for work, family while reaching large audiences with little or no additional resources. In addition, questionnaires can be completed by participants using mobile phones who enjoy the preference to choose an appropriate time to complete the questionnaires.
4. Better accuracy: Participants usually record their responses to questionnaires directly, and the margin of error is lower than the traditional methods.

5. Flexibility: Traditional printed questionnaires make it difficult to rearrange questions, whereas online questionnaires can be easily adapted to choose the necessary imperative questions from others.
[image: ]Planning a survey:

Figure 3.0 Survey Planning Map (Cohen, Morrison, and Manion 2007)

Therefore, considering all the above aspects, the data collection process was carried out using the Google Forms application to create online questionnaires as it enables reaching a large number of possible participants in a short period. It is also very cost-effective. This application is self-explanatory and ensures a relatively high degree of information security. The online data collection method worked perfectly and was useful considering the impact of the Covid- 19 pandemic. All the questions asked were obligatory except for the name, anonymity was kept for
 participants who did not wish to share this information. Participants were able to access the questionnaires easily through a  laptop or phone. The credibility of this research resulted in better recommendations related to professional development.
[bookmark: _bookmark22]
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For statistical analysis of the data collected, this study utilized the Statistical Package for the Social Sciences (SPSS) software system. This software can analyze complex statistical data and support researchers in accurately describing their results (Application of SPSS Programme, 2020).

Variable types

Triangulation
This is one of the most important points in the research and it has its origin in the field of navigation and was originally used to determine a location using angles from two known points. This approach was first utilized in qualitative research in the 1950s and has become widely utilized across numerous fields of research. Ultimately, this approach aims to increase confidence in the research results by proposing the use of a set of results to provide a more comprehensive picture. In addition, the use of triangulated data helps to avoid the expected biases that may accompany the utilization of a single methodology (Heale and Forbes, 2013). This study will triangulate the data with the existing literature on the subject to help ensure the validity of the findings.
Validity
The credibility of a research project depends on the quality of research questions that are prepared along with the research hypotheses in the planning stage of the study (Heale &Forbes, 2013). In this case study, its research questions focus on strategic management in the public and private sectors of the United Arab Emirates and are related to professional development based on competencies, skills, values, and the extent of their achievement. The research questions were formulated, reviewed, and finalized to address the key areas of inquiry that could potentially enlighten the established problems facing managerial performance. By ensuring the accuracy and relevance of these questions, the study's findings are more likely to produce high-quality findings.
Reliability
The reliability of a research project can be ensured via several factors, including sound scientific formulation, clear sequencing, and proper organization, by emphasizing details. This will be reflected in high response rates, especially the importance of the strategic topic (Mohajan, 2017). The study used carefully formulated research questions, data collection, and analysis techniques to ensure reliable findings so that the study can be replicated or repeated in the future as well.

[bookmark: _bookmark24][bookmark: _bookmark25]
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Demographics
Gender
Table 1 contains the gender distribution data of participants including frequency and percentage, while Figure 1 presents the same data in pie chart format. Overall, the number of participants involved in the study was thirty-one. The number of male participants was eighteen which equated to 58% of the group. The number of female participants was thirteen which equated to 42% of the group involved in this research study. In summary, the majority of the participants involved in this research were male.


	Participant Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	
Valid
	Male
	18
	58.1
	58.1
	58.1

	
	Female
	13
	41.9
	41.9
	100.0

	
	Total
	31
	100.0
	100.0
	


Table 1 Participant Gender


Nationality
Table 2 contains data on the nationality frequency and percentage of the participants. Of thirty-one participants involved in this research, all of them were Emirati nationals equating to 100% of the group. In summary, the results demonstrate that all the participants were Emirati.


	Participant Nationality

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Emirati
	31
	100.0
	100.0
	100.0


Table 2 Participant nationality


[bookmark: _bookmark27]	Number of Years Working for Current Employer

Table 3 contains participant data on the number of years worked in their current roles including the frequency and percentage of time scales. The number of participants with 1-2 years' service with their current employer was two, representing 6.5% of the group. The number of participants with 3-5 years of service with their current employer was five, representing 16% of the group. The number of participants with 11-15 years of service with their current employer was ten, representing 32% of the group. The number of participants with 6-10 years of service with their current employer was five, representing 16% of the group. The number of participants with more than 15 years of service with their current employer was nine, representing 29% of the group. Overall, the years of service with their current employer category with the highest proportion of participants in this study was the '11-15 years of service tier.


	Number of Years Working in Current role

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	


Valid
	1-2 years
	2
	6.5
	6.5
	6.5

	
	3-5 years
	5
	16.1
	16.1
	22.6

	
	6-10 years
	5
	32.3
	32.3
	54.8

	
	11-15 years
	10
	16.1
	16.1
	71.0

	
	More than 15 years
	9
	29.0
	29.0
	100.0

	
	Total
	31
	100.0
	100.0
	


Table 3 Number of Years Working in Current role

[image: ]

Figure 3 Bar-Chart: Number of Years Working in Current role


4.1 [bookmark: _bookmark28]Number of Years of experience in Leadership Roles

Table 4 contains participant data on the number of years of experience in leadership roles including the frequency and percentage of time scales. Figure 4 presents the same data in bar graph format. The number of participants with 1-2 years of leadership experience in their current role was four, representing 12% of the group. The number of participants with 3-5 years' service in their current role was eight, representing 25.8% of the group. The number of participants with 11-15 years of service in their current role was four, representing 12% of the group. The number of participants with 6-10 years of service in their current role was 10, representing 32.3% of the group. The number of participants with more than 15 years of service in their current role was five, representing 16% of the group. Overall, the years of leadership experience category with the highest proportion of participants in this study was the '6-10 years of service tier.
	Work experience in Leadership Roles

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	


Valid
	1-2 years
	4
	12.9
	12.9
	12.9

	
	3-5 years
	8
	25.8
	25.8
	38.7

	
	6-10 years
	10
	32.3
	32.3
	71.0

	
	11-15 year
	4
	12.9
	12.9
	83.9

	
	More than 15 years
	5
	16.1
	16.1
	100.0

	
	Total
	31
	100.0
	100.0
	


Table 4 Work Experience in Leadership Roles

[image: ]

Figure 4 Work Experience in Leadership Role
Skills, Competencies, and Values: Research Questions 1- 3
4.2 The key skills required in the day-to-day workplace of managers working in both public and private sectors


	What skills do leaders need to achieve leadership excellence?

	
	Frequency
	Percent

	







Valid
	· Active listening
· Empathy
	1
	3.2

	
	· Communication
· motivation
· strategic thinking skills
· persuasion
· influence skills
· flexibility
· adaptability
· conflict management
	1
	3.2

	
	· Creativity
· positivity
· communication
	1
	3.2

	
	Delegation of authority
	1
	3.2

	
	· personal
· administrative
· technical
	1
	3.2

	
	Engage youth
	1
	3.2

	
	Experience
	1
	3.2



	
	· Experience
· Wisdom
	1
	3.2

	
	· Flexibility
· decision-making
	3
	9.7

	
	Functional rotation
	1
	3.2

	
	· Listening skills
· Providing Appropriate Support
· Privacy
	1
	3.2

	
	· Good role model
· Genuine care for employees
	1
	3.2

	
	I don't know
	1
	3.2

	
	Technical Knowledge
	1
	3.2

	
	· Change Management
· Communication
	1
	3.2

	
	Leadership skills
	3
	9.7

	
	Moral and Values
	1
	3.2

	
	Negotiations skills
	1
	3.2

	
	People management
	1
	3.2

	
	Practice skills
	1
	3.2

	
	· Problem-solving
· Negotiation
	1
	3.2

	
	Public speaking
	1
	3.2

	
	Religious awareness
	1
	3.2

	
	· Responsibility Skills
· Decision Making
· Development
· Communication Skills
	1
	3.2

	
	Strategic Thinking
	1
	3.2

	
	· Team management skills
· change management
· project management
	1
	3.2

	
	· Time Management
· Decentralization
	1
	3.2

	
	Total
	31
	100.0


Table 5 The skills leaders need to achieve leadership excellence


This table shows the total number of participants, frequency of reported skills, and overall percentage of the required skills that leaders need to achieve leadership excellence. Of the most frequently reported skills, communication is found to be the most commonly cited skill for leadership excellence (reported by 4 participants and representing 13% of the overall responses. The joint second most commonly cited skills were listening, flexibility, experience, decision-making, and negotiation with each being reported by 2 participants and each representing 6.5% of the overall responses.

Overall, the result revealed that communication is the most important skill with 13% of the overall responses. Positive communication can be defined as verbal or nonverbal actions aimed at mutual

understanding and satisfying for those involved. The constituent features of good communication skills are constructive, effective, supportive, and colored with good emotions (Leontovich, 2014).
As this skill was reported by four participants, it was the most frequently cited skill that was considered to be important. Of all of the skills reported, communication made up 13% of the overall responses, the highest proportion of all cited skills. This is followed by listening, flexibility, experience, decision-making, and negotiation representing 32.5% of the overall responses.


4.3 [bookmark: _bookmark29]The key competencies required in the day-to-day workplace of managers working in the public and private sectors


	What are the competencies that leaders need to achieve leadership excellence?

	
	Frequency
	Percent

	














Valid
	Ambition
	1
	3.2

	
	· Behavioral competencies
· specialized competencies
	1
	3.2

	
	Career Excellence
	1
	3.2

	
	Confidence
	1
	3.2

	
	· Continuing Professional Development
· Techniques
· Innovation
	1
	3.2

	
	Cooperation
	1
	3.2

	
	Professionalism
	2
	6.5

	
	Delegation of authority
	1
	3.2

	
	· Effective resource management
· team management
· results-oriented
	1
	3.2

	
	Experience
	1
	3.2

	
	· Frankness
· clarity
· tolerant positivity
· Recognition of employees
	1
	3.2

	
	Fairness
	1
	3.2

	
	I don’t know
	2
	6.5

	
	· Efficiency
· time management
· Empathy
· Problem-solving
	1
	3.2

	
	Knowledge
	2
	6.5

	
	Team oriented
	1
	3.2

	
	· Listening
· analytical
· Strategic
· Reflective
	1
	3.2

	
	Knowledgeable
	1
	3.2



	
	· Responsible
· Proactive
· Change leadership
· Strategic
	1
	3.2

	
	· Self-confidence,
· positivity
· courage
· respect
· vision
· self-awareness
· Delegation
· Team management
	1
	3.2

	
	Sharing ideas with others
	1
	3.2

	
	· Strategic
· team building
	1
	3.2

	
	· Strategic
· leadership
· integrity
	1
	3.2

	
	Strength of personality
	1
	3.2

	
	· Team management
· change management,
· project management
	1
	3.2

	
	· Trust
· Responsibility
	1
	3.2

	
	Resilience
	1
	3.2

	
	· Teamwork
· Innovative
	1
	3.2

	
	Total
	31
	100.0


Table 6 The competencies that leaders need to achieve leadership excellence

This table shows the total number of participants, frequency, and percentage of the required competencies that leaders need to achieve leadership excellence. Of the most frequently reported competencies, team management and work are found to be the most commonly cited competence for leadership excellence (reported by 5 participants and representing 16% of the overall responses. The second most frequently reported competency was being strategic which was reported by four participants representing 13% of the overall responses. The joint third most commonly cited skills were confidence, innovation, and positivity each cited twice and representing 19.5 of the overall responses.
Overall, the result revealed that team management and work is the most important competence with 16% of the overall responses. This is followed by confidence, innovation, and positivity representing 19.5% of the overall responses.

4.4 [bookmark: _bookmark30]The key values needed to be instilled in managers working in the public and private sectors


	What Values do leaders need to achieve leadership excellence?

	
	Frequenc
y
	Percent

	

















Valid
	Accountability
	1
	3.2

	
	Ambition
	1
	3.2

	
	Appreciative
	1
	3.2

	
	Compassionate
	2
	6.5

	
	Compassionate
	1
	3.2

	
	Commitment
	1
	3.2

	
	Cooperation
	1
	3.2

	
	Don’t know
	1
	3.2

	
	Efficiency
	1
	3.2

	
	Empowering
	1
	3.2

	
	· Empowering
· Equality
	1
	3.2

	
	Equality
	1
	3.2

	
	Honesty
	1
	3.2

	
	· Honesty
· Accountable
	1
	3.2

	
	Humility
	1
	3.2

	
	· Humility
· Resilience
	1
	3.2

	
	Influential
	1
	3.2

	
	· Integrity
· Objectivity
	1
	3.2

	
	Curiosity
	1
	3.2

	
	Neutrality
	1
	3.2

	
	Passionate
	1
	3.2

	
	Passionate
	1
	3.2

	
	Resilience
	1
	3.2



	
	Respect
	2
	6.5

	
	Responsibility
	1
	3.2

	
	Compassion
	1
	3.2

	
	Transparency
	3
	9.7

	
	Total
	31
	100.0


Table 7 The values leaders need to achieve leadership excellence


This table shows the total number of participants, frequency, and percentage regarding the key values that need to be instilled in managers working in the public and private sectors. Of the most frequently reported values, compassion is found to be the most commonly cited value that needed to be instilled in managers (reported by 3 participants and representing 10% of the overall responses). The joint second most commonly cited values were accountability, empowerment, equality, honesty and humility, resilience, and passion with each being reported by 2 participants and each representing 6.5% of the overall responses.
Overall, the result revealed that compassion is the most important value with 10% of the overall responses. This is followed by accountability, empowerment, equality, honesty, humility, resilience, and passion representing 39% of the overall responses.


4.5 [bookmark: _bookmark31]The extent that values are evident in managers working in the public and private sectors


	Do you think that there is a significant application of values in your institution?

	
	Frequency
	Percent

	


Valid
	Strongly Disagree
	1
	3.2

	
	Moderately Disagree
	5
	16.1

	
	Moderately Agree
	18
	58.1

	
	Strongly Agree
	7
	22.6

	
	Total
	31
	100.0


Table 8 The extent that values are evident in managers working in the public and private sectors

This table shows the results of participants’ responses to whether there was a significant application of values in their institutions. Of the participants who disagreed, 16% were in strong disagreement while 3% were in moderate disagreement. Overall, 19% of participants reported that there was an insignificant application of values in their institutions. Of those who agreed, 58% were in moderate agreement while 23% were in strong agreement. Overall, 81% of participants reported that there was a significant application of values in their institutions. The category selected by most participants was that of moderate agreement (58%) that there was a significant application of values in their institutions.
Training Initiatives and Management Success: Research Questions 4-5

4.6 [bookmark: _bookmark32]Organizational training initiatives and desired objectives


	Are the training initiatives in your organization sufficient to achieve the desired objectives?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	


Valid
	Strongly Disagree
	2
	6.5
	6.5
	6.5

	
	Moderately Disagree
	9
	29.0
	29.0
	35.5

	
	Moderately Agree
	18
	58.1
	58.1
	93.5

	
	Strongly Agree
	2
	6.5
	6.5
	100.0

	
	Total
	31
	100.0
	100.0
	


Table 9 Organizational training initiatives and desired objectives


This table shows the results of participants’ responses to whether their organizational training initiatives achieve their desired objectives. Of the participants who disagreed, 7% were in strong disagreement while 29% were in moderate disagreement. Overall, 36% of participants reported that training initiatives in their organization were not sufficient to achieve the desired objectives. Of those who agreed, 58% were in moderate agreement while 7% were in strong agreement. Overall, 65% of participants reported that training initiatives in their organization were sufficient to achieve the desired objectives. The category selected by the majority of participants was that of moderate agreement (58%) that training initiatives in their organization are sufficient to achieve the desired objectives.

4.7 [bookmark: _bookmark33]Training initiative providers: experience and knowledge to achieve predefined training objectives


	Do training initiatives offer suitable experience and knowledge to achieve
predefined training objectives?

	
	Frequency
	Percent
	Valid Percent
	Cumulative
Percent

	


Valid
	Strongly Disagree
	1
	3.2
	3.2
	3.2

	
	Moderately Disagree
	6
	19.4
	19.4
	22.6

	
	Moderately Agree
	19
	61.3
	61.3
	83.9

	
	Strongly Agree
	5
	16.1
	16.1
	100.0

	
	Total
	31
	100.0
	100.0
	


Table 10 Training initiatives: experience and knowledge to achieve predefined training objectives


This table shows the results of participants’ responses to whether training initiatives offer suitable experience and knowledge to achieve predefined training objectives. Of the participants who disagreed, 3% were in strong disagreement while 19% were in moderate disagreement. Overall, 22% of participants reported that training initiatives did not offer suitable experience and knowledge to achieve predefined training objectives. Of those who agreed, 61% were in moderate agreement while 16% were in strong agreement. Overall, 77% of participants reported that training initiatives did offer suitable experience and knowledge to achieve predefined training objectives. The category selected by the majority of participants was that of moderate agreement (61%) that training initiatives in their organization are sufficient to achieve the desired objectives.

Hypotheses

Hypothesis 1

Hypothesis 1: Values have a major role in building a successful educational leadership personality.

Null hypothesis 1: Values do not have a major role in building a successful educational leadership personality.

Correlation
The Pearson correlation analysis technique was used to investigate the relationship between the two variables of values and educational leadership personality. This test is suitable for the hypothesis of this study as it allows the researcher to examine whether there is a relationship between the participants’ values and educational leadership personality.

	Correlations

	
	Values
	Educational Leadership
Personality

	
Values
	Pearson Correlation
	1
	

	
	Sig. (2-tailed)
	
	

	
	N
	31
	

	Educational Leadership Personality
	Pearson Correlation
	.431*
	1

	
	Sig. (2-tailed)
	.015
	

	
	N
	31
	31

	*. Correlation is significant at the 0.05 level (2-tailed).


Table 11 Leadership personality and Values Correlations



Figure 5 Scatter Plot 1: Leadership Personality and Values Correlations
Table 5 shows the results of the Pearson correlation analysis carried out on the data collected. The table shows the total number of participants which is denoted by (n = 31) and the Pearson correlation value illustrates the strength and direction of the relationship. The significance value shows whether the relationship between the variables is significant or not. The benchmark value of significance is 0.05. If the significance value is less than 0.05 that shows the relationship between the variables is significant, but if the significance value is greater than 0.05 that shows the relationship between the variables is not significant.
The Pearson Correlation value for this data set is r = .431 which indicates a moderately positive relationship between the participants’ value scores and educational leadership personality scores. Furthermore, the result demonstrates that the relationship between the participants’ values and their educational leadership personality is statistically significant because the significance value is p = .015 which is less than the 0.05 benchmark value. Consequently, the results indicate that the null hypothesis of this study can be rejected as the data indicates that values have a significant role in building a successful educational leadership personality. Consequently, the results indicate that the null hypothesis (that values do not have a major role in building a successful educational leadership personality) of this study can be rejected. Moreover, the findings reveal that if the value score increases, then so do the scores for educational leadership personality.
Hypothesis 2

Hypothesis 2: The selection of appropriate training initiatives has a positive impact on improving educational outcomes.
Null hypothesis 2: The selection of appropriate training initiatives does not have a positive impact on improving educational outcomes.

Regression Analysis
The Regression analysis technique was used to investigate the relationship between training initiatives and educational outcomes. This test is suitable for hypothesis 2 of this study because it will demonstrate whether there is a positive, negative, or non-correlational relationship between the two variables.


	Model Summary

	Model
	R
	R Square
	Adjusted	R
Square
	Std. Error of the Estimate

	1
	.900a
	.811
	.804
	.37786

	a. Predictors: (Constant), Training


Table 12 Regression Analysis


Table 6 shows the value of R and the value of R Square. The R-value shows the correlation between the independent variable and the dependent variable. The R Square value indicates the level of variation in the dependent variable due to the dependent variable. Therefore, this result shows that training initiatives and educational outcomes are highly correlated to each other because R = .900. Moreover, the R Square value shows that the 81% variation observed in educational outcomes is due to training initiatives because R2 = .811. Hence, the analysis demonstrates that training initiatives are strongly correlated to educational outcomes and that the high variation observed in educational outcomes is due to training initiatives.

	ANOVAa

	Model
	Sum	of
Squares
	Df
	Mean Square
	F
	Sig.

	
1
	Regression
	17.747
	1
	17.747
	124.297
	.000b

	
	Residual
	4.140
	29
	.143
	
	

	
	Total
	21.887
	30
	
	
	

	a. Dependent Variable: Educational Outcomes

	b. Predictors: (Constant), Training


Table 13 Analysis of variances (ANOVA)


Table 7 contains the findings from the analysis of variances (ANOVA) and includes the value of the degree of freedom, F value, and significance. If the F value is high, this indicates that the research model fits. This table shows the significant value and the benchmark value is 0.05. If the significance value is greater than
0.05 indicates the research model does not fit but if the significance value is less than 0.05, this indicates the research model fits and is suitable. The results indicate that the value of the degree of freedom is df = 1, the value of F = 124.29 which is high and the significance value is .000 which is less than 0.05. Hence, the result revealed that this research model fits and is suitable.

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized
Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.019
	.294
	
	3.462
	.002

	
	Training
	.811
	.073
	.900
	11.149
	.000

	a. Dependent Variable: Educational Outcomes


Table 14 Coefficients


Table 8 shows the value of the intercept, the value of the slope, and the standardized Beta (β) which shows whether the impact of the independent variable on the dependent variable is positive or negative. The coefficient table shows the t value and according to the rule of thumb, if the t value is greater than 2 that shows the impact of the independent variable on the dependent variable is significant. However, if the t value is less than 2 that shows the impact of the dependent variable on the dependent variable is not significant. The benchmark value of significance is 0.05. If the significance value is greater than 0.05 that indicates the impact of the independent variable on the dependent variable is not significant but if the significance value is less than
0.05 which indicates the impact of the independent variable on the dependent variable is significant. The results of analysis for this data set found that the intercept value is 1.019, the value of the slope is .811 and the standardized beta value is β = .900 indicating there is a positive impact of training initiatives on educational outcomes. Furthermore, the t value is t = 11.149 which is greater than 2 demonstrating the positive and significant impact of training initiatives on educational outcomes. Moreover, the significance value is p =
.000 which is less than 0.05 and again proves that there is a positive and significant impact of training initiatives on educational outcomes. In graph 6, the line of the scatter plot also shows that there is a significant impact of training initiatives on improving educational outcomes.
Hence, results revealed that hypothesis 2 can be accepted as a significant and positive relationship between appropriate training initiatives and practical educational outcomes have been found. Consequently, the null hypothesis that training initiatives do not have a positive impact on improving educational outcomes can be rejected as the results show that the selection of appropriate training initiatives has a positive impact on improving educational outcomes.


Discussion of Findings 
Demographics and experience

The number of participants involved in this study was thirty-one, 58% of whom were male participants while 42% were female participants. While the majority of the participants involved in this research were male, the ratio is well-balanced. This broadly reflects the greater gender ratio for the UAE population which is approximately 68.76% male and 31.24% female (United Arab Emirates Population Statistics, 2022). While the gender ratio of the study does not strictly match that of the population of the UAE, it does broadly resemble it and can be considered sufficiently representative of the wider population as a whole. Of thirty-one participants involved in this research, all of them were Emirati nationals equating to 100% of the sample. This was not reflective of the UAE population as a whole where nationals currently only amount to 11.48% while the expat population totals around 88.52% (United Arab Emirates Population Statistics, 2022).
On the subject of the number of years working with their current employer, over 61% of participants reported having spent 11 years or more in their current management role suggesting that many participants from the sample had committed to long-term relationships with their employers. On the number of years of work experience in leadership roles, the results indicated a broad spread of experience amongst the participants. The first 2 categories of experience (1-5 years) made up 38.8% of the sample. The second set of categories (6-15 years of experience) made up 44.3% of the sample while the last category (15 years plus experience) made up 16% of the sample. From this, it can be seen that the majority of participants (60.3%) had amassed considerable experience of 6 years and over in leadership roles. Given the depth of experience in this sample, the data derived from their responses are more likely to be dependable and generalizable given the combined amount of real-world experience between them. Moreover, experienced managers are more likely to provide accurate insights into broader industry trends and the current state of leadership quality and training provisions.
Skills, Competencies, and Values

RQ1. The key skills and competencies required in the day-to-day workplace of managers working in the public and private sectors.
The results of the investigation into which skills are needed to achieve leadership excellence revealed that communication was the most important with 13% of the overall responses. This suggests that communication is a highly regarded skill amongst employees in public and private sector industries in the UAE. This is supported by research conducted on employees of nine organizations who rated their manager's communication competence and leadership effectiveness. The study revealed that communication competence was an essential aspect of effective leadership (Flauto, 1999). Items rated as also important but not as frequently were listening, flexibility, experience, decision-making, and negotiation representing 32.5% of the overall responses.
On the subject of required competencies that leaders need to achieve leadership excellence, the result revealed that team management was the most important with 16% of the overall responses. This is substantiated by research on the importance of team management which found that successful organizational team performance depends greatly on effective team leadership processes (Zaccaro and Klimoski, 2002). Items rated as also important but not as frequently were confidence, innovation, and positivity representing 19.5% of the overall responses.


RQ2.The key values needed to be instilled in managers working in the public and private sectors

On the subject of key values that need to be instilled in managers working in the public and private sectors, the result revealed that ‘compassion’ was the most important value with 10% of the overall responses. This would make sense from a contextual exploration of recent global events where billions of people have been adversely impacted by the Covid 19 pandemic and the consequential repercussions. Research by Davenport (2015) found that while leaders have many tools available to them, a 'compassionate response is the most appropriate when there is hardship and suffering. Items rated as also important but not as frequently were accountability, empowerment, equality, honesty, humility, resilience, and passion representing 39% of the overall responses.
RQ3. The extent that values are evident in managers working in the public and private sectors
To the extent that values are evident in managers working in the public and private sectors, 19% of participants reported that there was an insignificant application of values in their institutions while 81% of participants reported that there was a significant application of values in their institutions. This finding suggests that both public and private organizations are increasingly committed to their core values and are no longer simply paying lip service. This increasing prevalence of values in organizations also indicates that there has been a concerted effort to move away from the standard and unsustainable narrow focus on improving profitability. Organizations are beginning to address social and political issues and are increasingly likely to adopt and promote core values derived from ethical standards. Research by Talwar (2009) confirms the benefits of this approach and indicates that the practice of values is an integral part of developing a successful strategy and corporate culture.
Training Initiatives and Management Success
RQ4. Organizational training initiatives and desired objectives
On organizational training initiatives and whether they achieved the desired objectives, 36% of participants reported that training initiatives in their organization were not sufficient to achieve the desired objectives while 65% of participants reported that training initiatives in their organization were sufficient to achieve the desired objectives. The finding that the majority of participants perceived their organization’s training provision as achieving desired objectives suggests that organizations are increasingly aware of the benefits that high-quality, consistent, and relevant training can bring. This is not always the case however as 45% of participants felt that their organization's training initiatives were insufficient to achieve their objectives. This indicates that while the majority of organizations are moving towards improved training initiatives, a significant proportion is still delivering inadequate training provisions. This is likely to be due to the short-term cost of time and resources that organizations must endure to be able to provide high-quality training.

RQ5. Training initiatives: experience and knowledge to achieve predefined training objectives
On training initiatives and whether they provide the experience and knowledge needed to achieve predefined training objectives, 22% of participants reported that training initiatives did not offer suitable experience and knowledge to achieve predefined training objectives while 77% of participants reported that training initiatives did offer suitable experience and knowledge to achieve predefined training objectives. This finding suggests that training initiatives are delivering increasingly effective training services that meet the dynamic needs of managers in both the public and private sectors. This is likely due to increased recognition given to training by individuals and organizations seeking to attain an edge that will lead to improved career opportunities and organizational performance. Sharma (2014) notes the emergence of training as an important component of organizational success and highlights the increasingly larger budgets being set aside for organizational training.

[bookmark: _bookmark38]
[bookmark: _bookmark39]Hypotheses
Hypothesis 1: Values have a major role in building a successful management personality
The results of the statistical analysis for this hypothesis revealed that there was a statistically significant and positive relationship between the participants’ value scores and educational leadership personality scores. Research on the subject of managers and values suggested that many executives have an unbalanced set of values, leaning predominantly towards economic values rather than moral or ethical ones (Bruno and Lay, 2008). This would make sense in an age where furthering corporate growth is seen as a critical aspect of management and leadership. A study on this topic which looked at values and their impact on management effectiveness found that there was a strong positive correlation between prominent personal values and leadership effectiveness (Bruno and Lay, 2008).


Hypothesis 2: The selection of appropriate training initiatives has a positive impact on improving educational outcomes
About hypothesis two, the analysis demonstrates that training initiatives are strongly correlated to educational outcomes and suggests that training initiatives have a positive and significant impact on educational outcomes. This finding does not come as a surprise given the increasing recognition that training initiatives have the potential to empower individuals and organizations towards achieving their objectives. Modern managers and business leaders all over the world recognize this, along with the realization that management competence can be improved significantly given the appropriate training conditions. This awareness has created higher-quality training services following the continuous requirement for quality management training (Sharma, 2014).

Conclusion
This study aimed to identify and define the most important skills, competencies, values, and training factors that support the development of the UAE's current and future managers. Drawing on existing literature, the study was based on several key objectives which include determining the most important skills, competencies, and values needed by the managers, working in the United Arab Emirates public and private sectors. Of the sample of 31 managers included in this research, the majority of the participants involved in this research were male (58%) while the minority were female (42%) all of whom were Emirati nationals equating to 100% of the group. Overall, the years of service in the current role category with the highest proportion of participants in this study was the '11-15 years of service tier while the years of leadership experience category with the highest proportion of participants in this study was the ‘6-10 years of service tier.
On the subject of skills that leaders need to achieve leadership excellence, the result revealed that communication was the most important with 13% of the overall responses. This was followed by listening, flexibility, experience, decision-making, and negotiation representing 32.5% of the overall responses. On the subject of required competencies that leaders need to achieve leadership excellence, the result revealed that team management was the most important with 16% of the overall responses. This was followed by confidence, innovation, and positivity representing 19.5% of the overall responses. On the subject of key values that need to be instilled in managers working in the public and private sectors, the result revealed

that compassion was the most important value with 10% of the overall responses. This was followed by accountability, empowerment, equality, honesty, humility, resilience, and passion representing 39% of the overall responses. To the extent that values are evident in managers working in the public and private sectors, 19% of participants reported that there was an insignificant application of values in their institutions while 81% of participants reported that there was a significant application of values in their institutions.
On organizational training initiatives and whether they achieved the desired objectives, 36% of participants reported that training initiatives in their organization were not sufficient to achieve the desired objectives while 65% of participants reported that training initiatives in their organization were sufficient to achieve the desired objectives. On training initiatives and whether they provide the experience and knowledge needed to achieve predefined training objectives, 22% of participants reported that training initiatives did not offer suitable experience and knowledge to achieve predefined training objectives while 77% of participants reported that training initiatives did offer suitable experience and knowledge to achieve predefined training objectives
Regarding hypothesis one and following the statistical analysis, a moderately positive relationship between the participants' value scores and educational leadership personality scores was uncovered. About hypothesis two, the analysis demonstrates that training initiatives are strongly correlated to educational outcomes and that the high variation observed in educational outcomes is due to training initiatives.
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