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Abstract

The current research is designed to measure tkensaf the gap (misfit) between the outcome chariatics
of the private higher education and the job requoéets in the private sector in Egypt. Specificalyg reasons
related to the businessmerare investigated. The study will be applied in theab Academy for Science,
Technology, and Maritime Transport in the followioglleges: (1) College of management and techno(@yy
College of engineering and technology (3) Collefymaritime transport and technology.

The private sector is one of the most importariayslof national economy of any country, due tovital role
represented in pushing the development wheel ofabetry.

The private sector openly interacts with societygetting resources out of it, either financialoeses or the
human power. It provides goods and services toedgciso and there is also a mutual benefit between
businessmen. Businessmen should play their socialin serving the Egyptian society: employing oasil
workers is a part of it in addition to contributit@preparing and training the unqualified onékhe exploratory
research has shown that the reasons related todsgsnen could be divided into five groups:

1. The effective selection of human resources.

2. The preparation and training before practichegjob.

3. The supervision during practicing the job.

4. The designing and analyzing the job.

5. The career planning.

The researcher found that the effective selectibrnwoman resources, the preparation and trainingrbef
practicing the job, and the supervision during ticaty the job are confirmed by the businessmenitpaf view
to be causes of the gap between the outcome ckastics of the private higher education and jauieements
in the private sector in Egypt.

1. Introduction

The most important and critical factor behind thevgh and development of any country is its hunesources
(Al Kahtany, 1998), which is defined as the knowjededucation and competencies of the countrylgithdils

that can contribute to realizing its national godlse human Resources of a nation begins withritedléctual
wealth of its citizens (Bontis, 2004).

Al Kahtany (1998) highlights the importance of eiiintly and effectively training the nation's hunmrasources
with the ultimate goal of meeting the demands aglirements of the labor market. Thus, universitiest

provide learners with the required knowledge, skiéind attitudes to meet the country's urgent fieetighly

trained graduates (Litova, 2000).

It can be said that achieving the fit between latmarket requirements, and facilitating the taskaving the
chance for graduates to join suitable vacanciesomething that requires continuous coordinatiotwéen
higher education institution and the labor markdt{ahtany, 1998).

Higher education is today recognized as a capitakstment and is of paramount importance for the
socioeconomic and cultural development of a courang it is believed that through the high quatifyhigher
education, a nation can be transformed into a deeel nation. Therefore, the institutions of highducation
have the responsibility of equipping individualgiwadvanced knowledge and skills required for déffe: jobs
that could increase their earnings. Over the la&stry, most countries have invested huge capitdhysuto
improve their higher education sectors. It was gaied that education contributes to the betternaérthe
quality of life, both on a personal and societskle These countries also realized that to beessfal nations in
a highly competitive world, many challenges shduddmet and defeated. Historically, countries thatthe first
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to develop new research and to introduce new tdobies often gain a competitive advantage and oatas it
longer than their competitors (Roger, 1994).

Accordingly, in 1997 the National Committee of Imyuinto Higher Education (NCIHE) in the USA repedt
"opportunities to increase programs which help getels to be familiar with recruiters' requirements"”
Furthermore, in 1998 Blackstone Stated that higlercation should give more knowledge about labaketa
requirements. Thus, it is vital that higher eduarathas effective links with the world of work arabg, where it
can deliver the skills and knowledge to the graglslaBut there are many problems which face thprfitess
between the outcomes of the higher education amthtior market requirements that lead to a gapdsithem
(Ghandora, 1997 and Al Kahtany, 1998).

Egyptian universities are not only public univéesit but also there are private universities wiaichconsidered
to be playing an effective role in the preparatiowl training of human resources (Farag, 1999). Mare work

is considered to be the main source of income. &fbeg, it is important to make the job opportursitaevailable
for graduates and fit with his/her field of spei@ation to ensure their success in practical gradlines. So, this
needs cooperation between the universities fromsadeand the labor market requirements from theraside

(Al Kahtany, 1998).

For this reason, an exploratory research on theatarilabor market in Alexandria was conducted by th
researchers in order to explore reasons of thebgi#ween the outcome characteristics of the privégber
education with the private labor market requirersent Egypt. The empirical part of the research asn
conducted and applied on the Arab Academy for ®eiefa Technology and Maritime Transport "AAST" in
Alexandria, as it is one of the major private higaducational institutes in Egypt composed of tloeléeges:

(a) College of Management and Technology

(b) College of Engineering and Technology

(c) College of Maritime Transport and Technology.

2. The Research Problem

Focus groups were conducted with all of the follegvigroups: (1) a number of top managers, mostlyarum
resource managers who are responsible for trainitigese companies; (2) a number of "AAST" acadestaff
members in the previously mentioned colleges; (3jumber of "AAST" graduates who are working in the
chosen private sector companies in Alexandria. fEsearchers concluded that all the participantseabthat
there is a gap between the outcome characteristittee private higher education and the privatetaibarket
requirements in Egypt.

The participants cited some phenomena which ibistthe gap between the outcome characteristicheof
private higher education and the private labor m@rkequirements in Egypt. These phenomena inclhde
following:

1- The preparation skills level of the graduatedshis in the private educational sector is relgtivew.
Respectively, this leads to a need for traininglstiis before recruitment.

2- The number of graduate students in some ceiitglds is high in comparison to the other specadifields.
This leads to widening the employment-outcomes gapecially in some specific fields such as Busirardd
Tourism.

3- The unemployment job fit, which leads to weakegrtheir skills and knowledge about the job.

This can be considered due to the culture of tmenconity, as the unemployment rate is high.

Based on the previous discussion, the importancehisf study becomes highly apparent, which led the
researchers to investigate this gap in order tatifyeits notion and roots. Thus, the research [mabis
formulated in the following main question:

"What are the reasons related to the businessna¢metid to the existence of the gap (misfit) betweetcome
characteristics of the private higher education jabdequirements in the private sector in Egypt?"

The private sector is one of the most importariagslof national economy of any country, due tovital role
represented in pushing the development wheel otdhmtry. The private sector openly interacts veiticiety,
by getting resources out of it, either financiadaerces or the human power. It provides goods andcgs to
society, so and there is also a mutual benefit etvwbusinessmen. Businessmen should play thealsotz in
serving the Egyptian society: employing nationakkeos is a part of it in addition to contributing preparing
and training the unqualified ones.
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The reasons of the gap related to the businessrmaen a

1. Lack of communication channels between businessamd the academic staff members, which allow
them to know the business market requirements fiteenbusinessmen point of view, which in turn
leads to unqualified graduates and thus to the gveefection of the human resource.

2. Shortage of the businessmen's support and batitnn, either financially or intellectually, thigads to
the un-proper training and qualifying of the graggebefore practicing jobs.

3. Improper supervision and insufficient follow-op businessmen side towards the fresh graduatasgdur
their new work.

4. Jobs are not well designed and analyzed whidiurim causes new employees to fail in understanding
their jobs and hence fail to perform them properly.

5. Un-planned career for new employees leads tasingsthe ultimate benefit of them and of their
capabilities.

3. Research Objective
The study aims to achieve the following oljes:

1. Identifying the reasons behind the gap (midi#gfween outcome characteristics of the private drigh
education and job requirements in the private sectBgypt.

2. ldentifying some techniques which can help minérthis gap.

3. Discovering the defects in the private highenaadion outcomes that decrease its ability to fyattse
requirements of the private labor market in Egypt.

4. Locating some techniques which may improve thgypEan private higher education role in the
satisfaction of the labor market requirements.

5. Testing the research hypotheses.

4. The Research Importance

The importance of the study stems from tasi®dimensions:
The theoretical importance

- This study is considered to be the firstgtin Egypt that deals with the reasons of theterise of the gap
between outcome characteristics of the privatedriglducation and job requirements in the privatéosen
Egypt. All the previous studies that dealt withheg education in Egypt were focused on studying bow
improve the higher education sector using certaafstand techniques.

- This study is considered a theoretical frenawx for many researchers in the future in ordeexplore the
real reasons behind the existence of the gap, &l for suggesting solutions to minimize this gap

- The study deals with the labor market frohd#ferent perspectives, including the universitend colleges,
the community, graduates and the labor market.éfbes, we can generalize the results of the stugy the
whole higher education sector whether private dilipiand to make a comparison between them in dader
know which is better and focus on it to accelethgehigher education improvement cycle in Egypt.

The empirical importance
The current study has practical importance on ttieafe higher education institutions level, the rale

higher education level, the Egyptian society anthmainity level, and the level of the private labarket in
Egypt.For example, on the private higher education intstihal level the study can:

- Improve the performance by discovering the reasansing the gap between outcome characteristitsgeof
private higher education and job requirements énpitivate sector in Egypt, thus trying to minimitze
occurrence and solving them.

- Guide and directing the policies and strategiethefprivate higher education sector in order tisBathe
requirements of the labor market from various majakills, experiences and knowledge which must be
acquired by the graduates in every major.

- Provide some tools by which private universities oaalize the gap between outcome characteristittseo
private higher education and job requirements énptivate sector in Egypt.

5. Research Hypotheses
After conducting exploratory research and studyprgvious scientific research in the research fid¢loh

researcher formulated the following hypothesis asbabilistic causes of the gap between outcome
characteristics of the private higher education thedob requirements in the private sector in Egyp
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H;- There is a relationship between the reasonsectltd the businessmen in the private sector andype
between outcome characteristics of the privatedriglducation and job requirements in the privatéosen

Egypt.

We can formulate the following sub-hypotheses fthis main hypothesis, as follows:

H, . There is a relationship between the effectivecsiele of human resources, and the gap between matco
characteristics of the private higher education jabdequirements in the private sector in Egypt.

H,, There is a relationship between the preparati@hteaining before practicing the job, and the gapyeen
outcome characteristics of the private higher etioicaand job requirements in the private sector in

Egypt.

H; 3 There is a relationship between the supervisioindupracticing the job, and the gap between outom
characteristics of the private higher education jabdequirements in the private sector in Egypt.

H.4 There is a relationship between the designing amalyzing of the job, and the gap between outcome
characteristics of the private higher education jabdequirements in the private sector in Egypt.

H.s There is a relationship between the career plagnrand the gap between outcome characteristicheof t
private higher education and job requirements éngdtivate sector in Egypt.

6. Literature review

6.1 Selection of the Human Resources

Today’s management recognizes that manpower isnihgt important resources of a business; the effficie
performance of employees is crucial to the sucoéss enterprise. Employees who stay with the degdion
for several years represent thousands of dollansviestment. Mistakes in hiring are costly not oimterms of
financial investment but also in loss of produdtividisruption of services and depressed moraldodiay’s
market, there are lots of applicants for every apgrHowever, finding just the right person forgesific job is
not easy. Therefore, the greatest need for managédos a hiring system that does not force theneifer,
2002).

Selection is the process conducted by the orgaoizéd select the best applicant to a job. Thisliappt is the
person who has the job specifications and qualifioa required more than others. This selectiopaised on a
specific criteria determined by the organizatiorafidr, 2005)

Many may have appropriate training, experiencetaotnical skills; but only a few may process thizeland
flexibility you are looking for. To find a right pgon to meet the need of a particular job, undedstey the job
is the first step that helps managers to understdran they want to hire. Managers can do this lwekeing
existing job descriptions, talking with the persarthe position, and evaluating employees in the jthe job
description need not be as lengthy as a full jedzdption, but it does need to include whateveorimfation will
give them a deep understanding of what the jolbdai If there is no person in that position, tsépuld talk to
other employees who hold similar positions andthekn what the job involves (Kleiner, 2002).

The selection criteria express the characteristicd qualifications that should the applicant haVeese
characteristics and qualifications are determinexinfthe job analysis in order to achieve a higheleaf
performance of these jobs which include the edanatilevel, experience, body, personality, knowkedagd
skills (Maher, 2005)

Kleiner (2002) reported that different jobs requdiferent personality types; therefore, the netdpsfor
managers is to know how to get the right persore filowing are some personality traits, in threefie

categories: personal profile, professional profied business profile; that should be consideredeaaluated
by managers during an interview. Any or all couddilmportant for the job that managers are tryinfilito

In today's competitive environment companies aagtiagy to realize the increasing importance ofrigriThe
first step to effective hiring is to draft a jobs#eiption. This process will force the employeddentify who is
needed and why. It may be helpful to ask existiagspnnel in similar positions to describe theirydéasks.
They may have a better understanding from perfagritie job day- today as to what will be needededqrm

the job successfully. Experts, who study trendsiiimg, find that most employers regardless of sizéndustry
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look for the same basic skills when hiring. Beliéver not, you are most likely to develop thesenpetencies
during college; they include (Hou and Kleiner, 2D02

e Critical thinking.

«  Communication.

e Visionary qualities.

+  Self- motivation.

e Proficiency with information.

e Globally- minded.

e Team work.

6.2 Preparation and Training before Practicing theJob

Preparing and training of the nation's workforceatighe core of a strong economy. This is espgctalle in
today's climate of high technology, e-commercel tiede demand, and intense global competition farkat
share. The focus of a productive workforce is néaefrom the discussion of economic success (Har2e01).

Katz and Kahn (1978) addressed that "Training igesteral word that it should be immediately quedifi The
rationale for this statement is the view that thexrésts a close relationship between training, ation and
development, both operationally and conceptualty.isl also due to the availability of various simila
instructional methods and techniques of training education (e.g. lectures seminars). Howeveruttrout the
literature training is almost similarly defined warious authors. "Training serves to help increagward
mobility within the organization, to adjust workeis the technological changes affecting the wortglaand
often simply to introduce people to the world ofriwat the entry level" (Deutsch, 1979).

The advantages of organizational training actisitieay extend throughout a person's entire careemay help
develop the individual for future responsibilitiesraining, then involves the development of thespals
knowledge, skills and attitudes (Reilly, 1979).idta human resource developmental activity thatlasely
related to increasing or maintaining the produttieif employees (Klinger and Nalbandian, 1985).

The most commonly used definition of training waseg by Nadler and Wiggs (1986): "Training actiegi
focus in learning the skills. Knowledge and att@éadequired to initially perform a job or task owprove upon
the performance of current job or task.

There are four main characteristics in most ofdégnitions of training found in the literature:

1- Training is a learning experience for both th@ividual as well as the organization.

2- Training is a total for behavioral and/ or aittiinal change.

3- Training is concerned with equipping and/ or @sipg personnel to a new set of knowledge andsskill
and.

4- Organization productivity is undoubtedly theimbtte objective of any training system, and is ecbd
by increasing the potential performance of indildu

Therefore, Training is defined as a planned legrripstem aimed at attitude and/ or behavioral ohang
equipping individuals with desired knowledge andiskn order to maximize his/ her potential perfance
and; therefore, increase organization productigAtyhayat and Elgamal, 1997).

Today's graduating school students face the taslkeodming adapted to labor in the new economic itiond,
socially and psychologically. It is the school tmtst help the student to develop specific skibeded for
occupation (Litova, 2000). Occupation of specifidls is those skills needed to work in particutexcupation. A
workers occupation specific skill can range frongibaer or entry level to expert levels. You wilindi
references to specific skills that are requiredanious occupations in the occupational profilest tlollow in
this publication. These skills are obtained throwgh the job training and experience as well agisfieed
education or training. You will need to evaluateetfter the occupation- specific skills being taught
educational and training programs match the demahtise labor market and your career goals (Wortufas
British Columbia Occupational Outlooks, 2000.).

Implementation of the comprehensive programs fepgaring and training school students for laboraigitg a
positive effect on their interests, motives andddag the development of their personality (Litp2800).
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Programs taught at colleges, institutes and untiesavhich teach specific skills that can be diseapplied to a
particular occupation are referred to as appliedyams and include education programs (Work fut@missh
Columbia Occupational outlooks, 2000. edition).

Training on the whole continues to be an esseat@hent for organizations striving for excellengéith the
new emerging organizational reality where changeymetition, workforce demographic changes and lassin
upheavals are eminent, training and developmentbeoc®ming ever more an important method that equips
organizations with the flexibility, adaptability éndurability required for survival (Alkhayyat andgamal,
1997).

Development and training are terms used with dijglitffferent meanings. Some authors distinguishveen
training and development using criteria of time.rther and Davis (1985) Reviewed training as a stesrn
organization concern which involves helping empks/é execute their job. Development on the otlaedhs
concerned with an employee’s future responsibditend/or job. Training is short term, it focuses tbhe
employee learning the skills, knowledge and atétudequired to perform a job or unimprove on the
performance of a current job or task (Alkhaya atghBal, 1997).

6.3 Supervision during Practicing the Job

There are several interpretations of the term "sugien”, but typically supervision is the activitarried out by
supervisors to oversee the productivity and pregofsemployees who report directly to the supergiséor
example, first-level supervisors supervise entieleemployees. Depending on the size of the orgdioiz,
middle-managers supervise first-level supervisongef executives supervise middle-managers, efgelSision

is @ management activity and supervisors have agemnent role in the organization (McNamara, 2005).

The person assigning cases, organizing work andgattecisions on behalf of the agency was basicatly
‘overseer' - and hence the growing use of the tsupervisor". As Peters (1969) has pointed outlitiGnally,

part of the overseer's job was to ensure that waak done well and to standard. This can be vieveedna
administrative task. However, overseers also hatbetdeachers and innovators. These were new fofms o
organization and intervention: "standards weredpsit, new methods developed".

Going back to the earlier commentators such as Dalwson (1926) who stated the functions of supemim
the following terms:

Administrative- the promotion and maintenance obdjstandards of work, co-ordination of practicehwit
policies of administration, the assurance of aitieffit and smooth-running office;

Educational- the educational development of eadlvigual worker on the staff in a manner calculaieeévoke
her fully to realize her possibilities of usefulags

And Supportive- the maintenance of harmonious wagrkelationships, the cultivation of esprit de gsr

It is a short step to translate these concernstita@urrent language of the "learning organizdtiés Salaman
(1995) argues, managers must have a concern forpleotormance and learning.

The essentially managerial aspect of managers’ Wwotkeir responsibility for monitoring and improg the
work of others; their managerial effectivenessagednined by their capacity to improve the workotiers. If
managers are not able to make this contributicen thhat value are they adding? The only ultimaséfjoation
of managers’ existence is the improvement of thekved their subordinates. If managers fail in thiay they
fail as managers (Smith, 2005).

Kadushin (1992) tightens up on Dawson's formulatiod presents his understanding of the three elsnien
terms of the primary problem and the primary gdal.administrative supervision the primary probles i
concerned with the correct, effective and appragrienplementation of agency policies and procedufés
primary goal is to ensure adherence to policy aratedlure the supervisor has been given authorityhby
agency to oversee the work of the supervisee. @driges the responsibility:

In educational supervision the primary problem Kadushin (1992) is worker ignorance and/or inepttu
regarding the knowledge, attitude and skills reggiito do the job. The primary goal is to dispeloigimce and
upgrade skill. The classic process involved witls thsk is to encourage reflection on, and expionadf the
work. Supervisees may be helped to:
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Understand the client better; become more awatbedf own reactions and responses to the clierdgrstand
the dynamics of how they and their client are @téing; look at how they intervened and the consages of
their interventions; explore other ways of workimigh this other similar client situations.

In supportive supervision the primary problem isrkes morale and job satisfaction. The primary geato
improve morale and job satisfaction (Kadushin 19929yrkers are seen as facing a variety of job-eelatresses
which, unless they have help to deal with them,ld@eriously affect their work and lead to a lekant
satisfactory service to clients. For the workerdhs ultimately the problem of 'burnout'.

Kadushin argues that the other two forms of sugé@mi focus on instrumental needs, whereas supportiv
supervision is concerned with expressive needs.slipervisor seeks to prevent the development afnpiatly
stressful situations, removes the worker from stre=duces stress impinging on the worker, andsha#p adjust

to stress. The supervisor is available and appeddeh communicates confidence in the worker, prewid
perspective, excuses failure when appropriate, tisarsc and shares responsibility for different diecis,
provides opportunities for independent functionamgl for probable success in task achievement.

6.4 Designing and Analyzing the Job

To do an excellent job, you need to fully underdtarmat is expected of you. While this may seem ol in
the hurly-burly of a new, fast-moving, high-pressuole, it is oftentimes something that is easguerlook. By
understanding the priorities in your job, and wbaistitutes success within it, you can focus osehactivities
and minimize work on other tasks as much as passililis helps you get the greatest return fromatbik you
do, and keep your workload under control. Job Asialis a useful technique for getting a firm untierding on
what really is important in your job so that yoe able to perform excellently. It helps you to tubugh clutter
and distraction to get to the heart of what youneedo, (MindTools, 2005).

Recognizing the changing nature of work, many neteas and parishioners conduct "work" analysisuging
on tasks and cross functional tasks of workerderathan "Job" analysis with its focus on statiosjoWork/job
analysis now include personality variable alongdidelitional cognitive, behavioral, and situationakiables,
(Hough, 2000).

Job analysis can be defined as the determinatidimeoéssential activities and characteristics joban order to
produce a job specification. A job specificationaisnritten statement of the essential charactesisii a job
including necessary qualifications, duties, respinlittes and degree of authority of the job holdévaher,
2005).

The purposes for which a job analysis is requirdloe, (Byars and Rue, 1993):

e to establish criteria for selection and performaagpraisal,
e to establish training and development programs,

« for job evaluation

e remuneration purposes,

e toassistin job design, and

» for organizational restructuring and developmenppees
« for work simplification.

« for promotion and rotation

« for manpower planning

It is worth noting that, job analysis is used foree important purposes in the employment procgdsancing
Employee Productivity, 2005).

First, it provides information for compiling job skxiptions. A Job description typically containsheef
summary of the nature of the job, and lists theéedudnd responsibilities thereof.

Second, job analysis assists in the compiling &f $pecifications. Job specifications set out tlaétsrand
characteristics considered to be essential foremsfal job performance. These include educatioal Jeelevant
experience, skill level or physical characteristidsb descriptions and specifications are genenadigd in
combination for recruitment purposes. They enabteugte information dissemination, which, in turn,
maximizes the number of appropriate applicants.
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The third purpose, for which job analysis is usedn the development of selection criteria, cidarmeasures
and predictors.

Job design is the determination of the method ofopaing work, the kind of the required activitiaad tasks,
the responsibilities, the technical tools used, ttaure of the relationships existing in the jolnd ahe
environment surrounding the work condition. Johigleaffect five main aspects of the job, which dhe: extent
of diversification in the skill required for theljpthe extent of performing a complete job; the ami@nce of the
job and its impact in performing another tasks;dbgree of freedom related to the job; the extéptroviding
the employee with a continuous flow of informati@tated to the progress and the performance ojothdt is
worth noting that the first four items affect theefing of the employee for the importance of hig, jahile the
fourth item affect the feeling of freedom and rasgibility, where the fifth item affect the feelirmd knowledge
of what happen, (Hackman and Oldham, 1980).

Job description is the tangible outcome of the golalysis. It is a written detailed definition ofetljob, its
objectives, nature, tasks, responsibility, and ifjoations of the employee. A well defined job degtion
should contain the qualifications, fundamental arwh fundamental job functions. The qualificationgdl w
include required certifications, education, expeci& and necessary skills. To avoid excluding aergadups of
applicants, you may want to explain education magubstituted for experience or vice versa.

An effective job description will help provide aideline when interviewing. The job description Ivaissist in
determining if the applicant is qualified or nd¥lgher, 2005).

The Job analysis differs from the job descriptionthat job description usually appears in nareafiorm, lists
the kind of tasks employees perform, and definejolés place within the organization. In contrabe job
analysis is a process that involves current empleys well as supervisor, and in some cases, sohtes and
clients, entails a breakdown of the nature, extiaguency, and importance of specific types ofawédr that
characterize the job (e.g., ability to negotiatenage tasks, or handle certain types of situatiddi)er words,
job analysis identifies certain characteristicghsas the ability to analyze particular problemshar ability to
read, interpret, and apply a department rule auledign to a practical situation, (Cosner, 2000).

6.5 Career Planning

A career is a process of development of the emp®ydong a path of experience and jobs in the argton.
This definition reflects the notion at career inm@re comprehensive way than the usual definitionsise
because of the internal balance between the orgioial and individual aspects. This difference wated by
Storey (1976) who tried to distinguish between tiwe categories. He called the individual level azmh
"career planning”; while the organizational levppeoach was termed "career managing" it seems rewthat
this terminology does not fit the nature of carpescesses. The individual also has self career geamant
activities (i.e. responding to job posting, chamggiprofession) whereas the organization has, intiaddi
planning activities. Nevertheless there is a diffese between these both approaches (Baruch, 1996).

During the last few decades, career planning andagement has operated to be one of the fastestogavg
areas in the field of human resource managemeniHRhis holds true for theoretical research asl\asl
practical purposes. Halletz (1986) emphasized thportance of career techniques and activities dned t
increasing efforts to apply them exerted by top aggment in many organizations in several, orgapizatare
taking more responsibility within the area.

The management of the new age organization is eotg#fd with a variety of challenges. Changes, sich a
business re-engineering processes, restructuriatierfing, and downsizing or others, bring innowatiand
progress, but they also bring chaos to the manageaiepeople in the workplace. Much of this reciaatis
involved with the reduction of employee numbers aateer opportunities as we knew them in the péestv
concepts such as the ““boundaryless career" tfaciittention of scholars and managers alike. Tineducratic
framework within which  long-term career plannings feasible is being abandoned by both orgapizatand
individuals. New concepts are sought, while it isac that the old paradigms in career managemehtnwi
longer fit the future organization (Herriot and Rmrion, 1995; Peiperl and Baruch, 1997).

Primary processes which occur as a result arewctied in the number of employees' at all hierarahievels,
and the elimination of managerial layers. No matibether it is called downsizing or rightsizing,oaomic
constraints and fierce competition cause orgamimatio become lean and mean. Among other develdpmen
which will certainly continue to have a strong impa&n the management of people at work is the tr@hd
internationalization or globalization of businesaed technological innovations (Baruch, 1999).
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Pazy (1986) suggested that there is scope for isigidyyganizational activities concerning career agament.
An appropriate career management program accotdiPgzy, can contribute to organizational effectess. A
survey by Storey et al (1991) emphasized that inyntases- career planning is done mainly by tharoegtion
and the individual has very little effect on it.

Career Planning and Management (CPM), by this tarenmmean a comprehensive approach to all the esivi
and techniques facilitated by the organization Whare concerned with the career development of its
employees. These include two main aspects: thenjplgn(i.e. preparing for the future) and managengeat
operating and activating those plans), as seenpaniwrmed from the organizations point of view (&,
1996).

The importance and prominence of organizational GRMpart of HRM has been recognized by many scholar
(Hall, 1986; Gutteridge, 1986; Leach, 1977; Van kkm and Schein, 1977; Schein, 1978; Mayo, 1991).
However, the theoretical base of organizationateamanagement is still considered quite thin (4rtét al.,
1989; Gunz and Jalland, 1996). Few conceptual worktheoretical models have focused on career yheor
Sonnenfeld and Peiperl (1988) suggested the exéonnaf career systems according to two dimensisapply
flow, which refers to the labor markets whereinamigations look for managerial potential (i.e. in&d versus
external labor markets); and assignment flow, whéflects the basis for development and promotion.

A new, comprehensive model of career system waarexdf by Herriot and Pemberton (1996), at the cére o
which, is the fit between individual needs and esjuns and organizational requirements. Much eflilerature

on career has focused on the individual view wherere is an acute lack of theoretical formulatain
organizational practices. One exception is the &arand Peiperl model which was developed followémy
empirical investigation, forming a bond among aetgrof organizational career practices (Baruct99)9

7.1 Research Methodology

To deal with any problem or specific phenomenore ehould first precisely realize the main reasosisiral
such problem, so as to find the right way to satv@ his is what the researcher is seeking in gasg of the
research.

The researcher carried out an exploratory res@archme up with the reasons that lead to the defaies in the
private higher education outcomes to fulfill thé&da market requirements in the Arab Republic of @gypy
using a focus group with a sample consisting afdhrategories of people:

1. Businessmen and top managers.

2. The academic staff members of the Arab Academypé€ience & Technology "AAST" in the colleges
of Management & Technology, Engineering & Technglognd Maritime Transport & Technology
excluding maritime department.

3. The graduates of these colleges, working irpthete sector.

As they are concerned with the research problem,résearchers tried to reach the reasons, leadisgadh
problem from their points of view.

By carefully analyzing the results of the focusugrpthe researcher found that all responsible gmidgreed
upon a group of reasons leading to the failure hef private higher education to fulfill the labor nket

requirements in Egypt. They classified the reaselaed to businessmen into five main groups whigh

1. The effective selection of human resources.

2. The preparation and training before practichegjob.
3. The supervision during practicing the job.

4. The designing and analyzing the job.

5. The career planning.

7.1 Study Variables and their Measurements

This research includes two types of variables: dégendent variable and the independent ones.
Dependent Variable:

The dependent variable in the present study ig#pebetween the outcome characteristics of thefrikigher
education and the job requirements in the privatgos in Egypt. This gab was measured through usirg
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statements to measure the fit or miss-fit betwaeroutcome characteristics of the Arab Academysfience &
Technology and the job requirements in the prigaigtor in Egypt. A five-point likert scale was usedneasure
this gap ranging from "strongly disagree" (1) td'&rongly agree".

Independent Variables:

This group of variables can be measured by five-varables which in turn, were measured using five
statements, to measure the relationship betweeimdsasmen in the private sector and the gap. A pviet
Likert scale was used to measure these variabtegng from "strongly disagree" (1) to (5) "strongigree".
These variables are:

1. Effective selection of human resources was mieddoy using one statement.

2. Preparation and training before practicing ttewas measured by using one statement.
3. Supervision during practicing the job was meaduny using one statement.

4. Designing and analyzing the job was measuragsbng one statement.

5. Career planning was measured by using one statem

7.2 The Population of the Study

The population of this study is the businessmen vapwesent the private business sector in Alexandrthe
following sub-sectors:

1. The services sector.

2. The commercial sector.

3. The production sector.

The following Table refers to the number of thevpté sector companies in

Alexandria:
Table (1)
Number of the private sector companies in Alexanda
e No. of Companies
The services sector 147
The commercial sector 82
The production sector 382
Total 611

Source: (Directory of private sector companies iexandria, 2005-2006).

Table (1) shows that the total number of the pe\sgictor companies in Alexandria for the servicemymercial,
and production sectors is 611 companies, accotdititge directors of Egyptian companies (2005-2006).

It was also clear from observation methods thatimaber of managers directly in contact with newies is
about three managers in every company; therefoeetatal number of businessmen contact with newesnin
the private sector companies in Alexandria is 1@3fanager x 611 company) businessman.

7.3 The Sample of the Study

It was found that the census method cannot be inséts study due to the large size of the stuggsulation.
Therefore, the researchers depended on the sampétigod to save time, effort and costs. 150 masagesr
selected to represent the sample of the study.

The sample that the questionnaire will be appliedvas selected based on choosing the least possiblethat
does not exceed 10%. The characteristics of thelsawere chosen to reflect the following charasters of
businessmen:

- The ones who own or work in the private sectofliexandria.
- The ones who have Academy postgraduates workitigtiaem.
- The ones who accepted giving data and informatcahe researcher

7.4 Research Instrument: The Questionnaire
A questionnaire is designed to collect the datthefstudy. This questionnaire includes five sestion
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Section oneincludes the demographic characteristics: worlsitiopm, number of years spent in work, and the
educational level.

Section twoincludes seventeen statements, which are use@asure six variables, the five variables related to
universities themselves. These variables are:

e The policies of the higher education system aresomeal using four statements.

e The qualifications of the academic staff membeesmaeasured using four statements.

e The higher educational techniques and tools aresumed using two statements.

* The availability of resources and capabilities sasured using one statement.

» The fit between the academic courses and laborehagkiuirements is measured using three

statements.

And one variable related to the Egyptian societ tis the private higher education perspective gy is
measured using three statements. Five point Licate is used on all statements.

Section threeincludes five statements to measure the aspedtsliafe in the private higher education outcomes
in Egypt. Five point Likert scale is used on adltetments.

Section fourincludes five statements to measure which teclesigoust be used to face the problem of failure in
the private higher education outcomes in Egypt ftbenbusiness point of view. Five point Likert & used

on all statements. And at the same time dichotomsnade is used on all statements to know whether
businessmen are using these techniques or not.

Section five includes six statements, to measure the dependeigble which is the fit (miss-fit) between
outcome characteristics of the private higher etioicaand job requirements in the private sectdEgypt. Five
point Likert scale is used on all statements.

8. Data analysis and results

Firstly, reliability analysis is used to test thadiability of the questionnaire. Chronbach's Alpgaalculated for
each variable and for the overall questionnairee ®herall reliability was 0.871 which is greatearthgreater
than 0.7; the researchers concluded that the guestire is reliable. Also the Chronbach's Alphacaieulated
for each variable separately, all values are greéhsa 0.75.

Secondly, the normally test is performed to detaemivhether a parametric or nonparametric testeasl.uso
check the normally, the (P.P.) plot is used. Sommgables are proved to be normal while, other slibsame
deviation from normality. In the first case, thetdst (as a parametric test) is used; in the secasé, the
Kolmogorov and Smirnov (KS) test and MW (as nonpegtic tests) are used.

8.1 Testing the First sub-Hypothesis (H.,)

To test this sub-hypothesis, the researchers tetlethe opinions of the businessmen of the prigator in

Egypt about the effective selection of human resesir The businessmen are asked if the effectieetiah of

the human resources is considered one of the stegigeeshniques to be used to reduce the gap oAlsat, they

have been asked if they used this technique or not.

The chi-square test is performed to generalizeitfage of the technique. In this test, the hypothase:

Hq: No = Yes = 50%

Hi: Otherwise

Table (2) shows the observed and the expected énmyuof the test. The null hypothesig id rejected with
significance zero (less than 0.05), see TableT@¢refore, the researcher concludes that the praiges are not
equal. From Table (2), the residual for the businen who used the techniques is positive, whilerdlsalual

for the others is negative. This means that thegrgage of the businessmen who used the techrégqgenerally
greater than the percentage of the businessmemahot use it.
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Table (2)
the observed and the expected frequency for the efftive selection of human resources
Observed N Expected N Residual
no 41 75.0 -34.0
yes 109 75.0 34.0
Total 150
Table (3)
the results of the chi-square test
preparation
effective and training
selection of graduates supervision
of human | befor starting | and follow up | work analysis | planning of
resources job during the job and design the job path
Chi-Square? 30.827 22.427 27.307 .027 2.160
df 1 1 1 1 1
Asymp. Sig. .000 .000 .000 .870 142

a. 0 cells (.0%) have expected frequencies less than 5. The minimum expected cell
frequency is 75.0.

In summary, the researcher can conclude that fhete®e selection of human resources is consideredof the
techniques that can be used to reduce the gapthahdhis technique is used by the majority of bessmen.
Therefore, there is a relationship between thectife selection of human resources, and the gawdmst
outcome characteristics of the private higher etloigand job requirements in the private sectdEgypt.

8.2 Testing the Second sub-Hypothesis (5

To test this sub-hypothesis, the researcher celletite opinions of the businessmen of the privatgos in
Egypt about the preparation and training beforetmiag the job. The businessmen are asked if tepgration
and training before practicing the job is considenae of the suggested techniques to be used teedte gap
or not. Also, they have been asked if they usesltdghnique or not.
The chi-square test is performed to generalizauta®e of the technique. Table (4) shows the obdeand the
expected frequency of the test. The null hypothekiss rejected with significance zero (less than }).G8e
table (3). Therefore, the researcher concludedtiteapercentages are not equal. From Table (4yetidual for
the businessmen who used the techniques is pqsitivie the residual for the others is negativeisTiheans
that the percentage of the businessmen who usetitheique is generally greater than the percenthdbe
businessmen who do not use it.
Table (4)
the observed and the expected frequency for the pparation and
training before practicing the job technique

Observed N Expected N Residual
no 46 75.0 -29.0
yes 104 75.0 29.0
Total 150

In summary, the researcher can conclude that gggapation and training of candidates before primgtithe job
is considered one of the major techniques thatbgansed to reduce the gap, and this techniqueeis long the
majority of businessmen. Therefore, there is aimiahip between the preparation and training leefwacticing
the job, and the gap between the outcome charstitsrof the private higher education and the gfuirements
in the private sector in Egypt.

8.3 Testing the Third sub-Hypothesis (H.3)

To test this sub-hypothesis the researcher colteet®pinion of the businessmen of the privatesseot Egypt
about the supervision during practicing the jobe Tlusinessmen are asked if the supervision duriactiping
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the job is considered one of the suggested techsitpube used to reduce the gap or not. Also, lilagg been
asked if they used this technique or not.
The chi-square test is performed to generalizauizgye of the technique. Table (5) shows the obdaawd the
expected frequency of the test. The null hypotheiss rejected with significance zero (less than }).Gge
table (3). Therefore, the researcher concludedtiteapercentages are not equal. From Table (5)yetidual for
the businessmen who used the technique is positiviée the residual for the others is negative sTiheans that
the percentage of the businessmen who used thaidgeiehis generally greater than the percentagehef t
businessmen who do not use it.
Table (5)
The observed and the expected frequency for the segvision
during practicing the job

Observed N Expected N Residual
no 43 75.0 -32.0
yes 107 75.0 32.0
Total 150

In summary, the researcher can conclude that thergision during practicing the job is considered of the

techniques that can be used to reduce the gapthémdechnique is used by the majority of businessm
Therefore, there is a relationship between the rsigien during practicing the job, and the gap ledw

outcome characteristics of the private higher etlogand job requirements in the private sectdEgypt.

8.4 Testing the Fourth sub-Hypothesis (ks

To test this sub-hypothesis, the researcher celletite opinions of the businessmen of the privatdos in

Egypt about the designing and analyzing the jole Blisinessmen are asked if the designing and angltze

job is considered one of the suggested technigube tsed to reduce the gap or not. Also, they baea asked
if they used this technique or not.

The t-test is performed to check the significantéhis opinion. The calculated t-statistic is 7.6@jreater than
1.645) and the significance is zero, see TableTbBgrefore, the researcher rejects the null hymishiat the
businessmen disagree that the designing and angljtzé job is considered one of the suggested igebs to

be used to reduce the gap.

Table (6)
the t-test results
Test Value = 3
95% Confidence
Interval of the
Sig. Mean Difference
t df (2-tailed) Difference Lower Upper
work analysis and design 7.637 149 .000 .76000 .5633 .9567

The chi-square test is performed to generalizautage of the technique. Table (7) shows the obdeand the
expected frequency of the test. The null hypothklsiss accepted with significance 0.870 (greater tb&b),
see table (3). Therefore, the researcher concltitgdhe percentages are approximately equal. mbk&ns that
the percentage of the businessmen who used thenigeehis generally equal to the percentage of the
businessmen who do not use it.
Table (7)
the observed and the expected frequency for the dgaing and analyzing the job

Observed N Expected N Residual
no 76 75.0 1.0
yes 74 75.0 -1.0
Total 150
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In summary, the researcher can conclude that teigrniag and analyzing the job is not confirmed édme of
the techniques that can be used to reduce theagabthis technique is used by approximately 50%hef
businessmen. Therefore, there is no clear reldtiprizetween the designing and analyzing the joH,tha gap
between the outcome characteristics of the prikateer education and the job requirements in thefe sector

in Egypt.
8.5 Testing the Fifth sub-Hypothesis (kls)

To test this sub-hypothesis the researcher collabie opinions of the businessmen of the privatéosén Egypt
about the career planning. The businessmen aral askareer planning is considered one of the ssiggke
techniques to be used to reduce the gap or nad, Aisy have been asked if they used this techroquet.

The t-test is performed to check the significantéhis opinion. The calculated t- statistic is 202@reater than
1.645) and the significance is zero, see TableTBgrefore, the researcher rejects the null hymithidat the
businessmen disagree that career planning is emesidbne of the suggested techniques to be useduoe the

gap

Table (8)
the t-test results
Test Value =3
95% Confidence
Interval of the
Sig. Mean Difference
t df (2-tailed) Difference Lower Upper
planning of the job path 4.220 149 .000 46667 .2481 .6852

The chi-square test is performed to generalizauizgye of the technique. Table (9) shows the obdaawd the
expected frequency of the test. The null hypothklsiss accepted with significance 0.142 (greater t©db),
see table (3). Therefore, the researcher concltidddhe percentages are approximately equal. meesns that
the percentage of the businessmen who used thanigeehis generally equal to the percentage of the
businessmen who do not use it.

Table (9)
the observed and the expected frequency for the cagr planning
Observed N Expected N Residual
no 84 75.0 9.0
yes 66 75.0 -9.0
Total 150

In summary, the researcher can conclude that theecglanning is not confirmed to be one of the anaj
techniques that can be used to reduce the gapthasidechnique is used by approximately 50% of the
businessmen. Therefore, there is no clear reldtiprisetween the career planning, and the gap betules
outcome characteristics of the private higher etlogand the job requirements in the private selct&gypt.

From the previous analysis, the researcher canlubacthat the effective selection of human resajrce
preparation and training before practicing the jaig supervision during practicing the job, areficored from

the businessmen’s point of view to be causes ofifipebetween the outcome characteristics of thatgrihigher
education and the job requirements in the privatdos in Egypt. While, there is no conclusive opimithat
designing and analyzing the job and career planaiegauses of the gap.

Therefore, there is a relationship between the reass related to the businessmen in the private sect@nd
the gap between the outcome characteristics of th@ivate higher education and the job requirementsi
the private sector in Egypt

9. Discussion

The study aims at knowing the reasons leading éogtip (miss-fit) between the outcome charactesisifcthe
private higher education and job requirements énghvate sector in Egypt, identifying some techeis which
lead to minimize this gap, knowing the drawbacksthie private higher education outcomes to satibfy t
requirements of the private labor market in Eggpil reaching some techniques which may improvetivate
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higher education to play its role in the fulfillteof the labor market requirements.

Table (10) shows the research hypotheses andsiifise

Table (10)

the research hypotheses and the results of

hypothesstest

Hypothesis

results

There is a relationship between reasons relatedhég
businessmen in the private sector and the gap batiee
outcome characteristics of the private higher etimicaand

job requirements in the private sector in Egypt.

Was partially supported b
academics’ and businessmen’s pd
of view.

int

Hl.l

There is a relationship between the selection ahdmn
resources, and the gap between the outcome chistcss
of the private higher education and job requiremémtthe

private sector in Egypt.

Was fully supported by academid
and businessmen’s point of view.

[77]

Hl.2

There is a relationship between the preparationtaiding
before practicing the job, and the gap betweerptiieome
characteristics of the private higher education &gob

requirements in the private sector in Egypt.

Was fully supported by academid
and businessmen’s point of view.

[72)

Hl.3

There is a relationship between the supervisionindu
practicing the job, and the gap between the outc
characteristics of the private higher education &gob

requirements in the private sector in Egypt.

rWas fully supported by academid

Jr%%d businessmen’s point of view.

[72)

H 14

There is a relationship between the designing aadlyaing
the job, and the gap between the outcome charstitsrof
the private higher education and job requirementshe

private sector in Egypt.

Was not supported by academi
and businessmen’s point of view.

S

Hl.5

There is a relationship between the career planming the
gap between the outcome characteristics of theafar

higher education and job requirements in the peisactor|

in Egypt.

Was not supported by academi

Vand businessmen’s point of view.

S

The research hypothesis measures the relationgtipebn reasons related to the businessmen in thater
sector, and the gap between the outcome chardicterié the private higher education and job reguients in
the private sector in Egypt. To test this hypothetfie researcher tested five sub-hypotheses wpresent the
reasons related to the universities which can Insidered causes of the gap.

For the first sub-hypothesis, which measures tliecebf the selection of human resources on the s
researcher found that the selection of human ressus considered one of the techniques that carsée to
reduce the gap and this technique is used by theritgaof businessmen. Therefore, there is a retehip
between the selection of human resources, andapdetween the outcome characteristics of the terivigher
education and job requirements in the private sectBgypt.
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For the second sub-hypothesis, which measuresffibet ef the preparation and training before pi@Eng the
job on the gap, the researcher found that the padipa and training before practicing the job imsidered one
of the techniques that can be used to reduce tpeagd that this technique is used by the majority o
businessmen. Therefore, there is a relationshiydmat the selection of human resources, and thégapeen
the outcome characteristics of the private higlaeication and job requirements in the private seot&ygypt.

For the third sub-hypothesis, which measures tfeciedf the supervision during practicing the jabthe gap,
the researcher found that the supervision duriagtfming the job is considered one of the techrsghat can be
used to reduce the gap and that this techniquesed by the majority of businessmen. Therefore etligera

relationship between the supervision during praagithe job, and the gap between the outcome cteaistics

of the private higher education and job requireménthe private sector in Egypt.

For the fourth sub-hypothesis, which measures tieeteof the designing and analyzing the job ondhe, the
researcher found that the designing and analyniagotb is not confirmed to be one of the technigbhescan be
used to reduce the gap and that this techniquseid by approximately 50% of businessmen. Theretbeze is

no a clear relationship between the designing amalyaing the job, and the gap between the outcome
characteristics of the private higher education jabcdrequirements in the private sector in Egypt.

For the fifth sub-hypothesis, which measures tlieceof the career planning on the gap, the reksearfound
that the career planning is not confirmed to be @inihe techniques that can be used to reduceaheagd that
this technique is used by approximately 50% of tessmen. Therefore, there is no a clear relatiprisétiween
career planning, and the gap between outcome dkartics of the private higher education and job
requirements in the private sector in Egypt.

From the previous analysis, the researcher canludmdhat the selection of human resources, thpapation
and training before practicing the job, and theesvision during practicing the job are confirmed the
businessmen’s point of view to be causes of thelgdaween the outcome characteristics of the pritaaber
education and job requirements in the private sectBgypt.

10. Conclusion

For the reasons related to the businessmen in thetprsector in Egypt, the researcher observed that th
selection of human resources, the preparation ratirtg before practicing the job, and the supsovi during
practicing the job are considered causes of thefrgapthe academic staff members’ and businessnpairg of
view. Besides, their application can reduce the gap

With respect to graduates, the researcher found rtiwst of them faced problems when they started the
practical life and they can overcome these problexisidually, by the help of management or by btitrough
following some procedures as mentioned before.
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