INTERNATIONAL PERSPECTIVES

Malaysian Employer Perceptions
About Local and Foreign
MBA Graduates

I n the mid-1990s, the Malaysian econ-
omy experienced an economic boom.
At the same time, the demand for high-
er education increased tremendously. In
the late 1990s, the country had more
than 500 private institutions of higher
learning offering a myriad of courses.
ranging from the certificate level (i.e.,
postsecondary school education) to the
degree level in collaboration with local
and foreign colleges and universities. In
1995, there were only 10 public univer-
sities in the country, but by the year
2002 there were already 17 public uni-
versities and 10 private universities. The
stupendous growth of the education sec-
tor was attributed to the sizeable num-
ber of voung people in the nation’s pop-

ulation and the perceived value of

education as an “international passport”
for success in one's career, particularly
in the field of business management.

In 1995, there were only 8 public uni-
versities offering postgraduate degrees
such as the master’s degree in business
administration (MBA), but currently
(2002) there are more than 50 different
types of MBAs offered by both public
and private universities, There are also
private educational institutions that have
links with foreign and local universities
or institutions and that market these pro-
grams as “twinning” or “franchise™ pro-
arams. Consequently, two types of grad-
uates dominate the supply of MBAs in
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ABSTRACT. In this article, the
authors examine employer perceptions
of local and foreign MBA graduates
along with the problems encountered
and factors considered important in
hiring them. Based on a sample of 91
respondents, the lindings show signif-
icant differences in perceptions of
local and foreign MBA graduates. as
well as significant differences in
emplovers’ perceptions regarding the
problems encountered with local and
foreign MBAs. The key factors con-
sidered important in hiring MBA
graduates included decision-making
ability, written communication. oral
communication, analytical skills, and
interpersonal skills. The authors dis-
cuss the implications of their findings.

Malaysia; the local and foreign MBAS.
The local MBAs obtain their degrees
from Malaysian universities, whereas
the foreign MBAs are Malaysians who
have obtained their degrees from for-
eign universities, either while studving
abroad or through foreign linkages in
Malaysia.

From the institutional perspective, the
competition for MBA students appears
to be intense. Various institutions, both
publi¢c and private, have been attracting
potential MBAs by promoting the differ-
ences among their offerings in terms of
curriculum, delivery style (full-time ver-
sus  part-time, examination  versus
coursework., modular versus classroom
style, etc.), tuition fees, quality of educa-
tion, prestige, and international recogni-

tion. The intensity of competition has
been even greater among private univer-
sities and private institutions given fran-
chises by foreign universities (namely
universities in Australia, the United
Kingdom, and the United States). Com-
petition among the public universities
has been less intense, as instruction in
most of these universities has been pri-
marily in Malay (the national language)
instead of English. Alhough some public
universities offer the MBA in English,
these are not widely known to the gener-
al public. Furthemore, many public uni-
versities only offer limited places in
their MBA programs.

The economic crisis in 1997 greatly
increased the demand for higher educa-
tion, particularly the MBA. With a slow-
ing economy, many Malaysians per-
ceived that the best strategy would be to
go back to graduate school. The supply
of MBA graduates is expected to
increase in the near future. in anticipa-
tion of better economic growth. Howey-
er. the dual supply of MBAs (i.e.. the
local and the foreign) has raised several
questions. What are employers™ percep-
tions of the local and foreign MBA
graduates? What are the problems faced
by employers with regard to the differ-
ences, il any. between local and foreign
MBAS? What are the key factors con-
sidered important in hiring them? These
questions are critical, given that educa-
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tion providers could modify their pro-
grams to respond to the concerns raised
by the employers.

Therefore, in this study we sought to
examine emplovers’ perceptions of
local and foreign MBA graduates. iden-
tify the problems encountered by
employers in recruiting them, and deter-
mine the key factors considered critical
in hiring them.

Several researchers have attempted to
identify the potential mismatch between
the skills and attributes of graduates of
tertiary institutions and employer
expectations (Aiken. Martin, & Paalillo,
1994; Eberhardt & Moser. 1997: Kelly
& Gaedeke, 1990; Raymond, McNabb,
& Malthaei, 1993; Tanyel, Mitchell, &
McAlum, 1999).

Edge (1985) found that personnel
managers ranked “communication skills™
as the most important, followed by “the
ability to work with others™ and “the abil-
ity to plan. develop. organize and coordi-
nate.” The other skills and attributes con-
sidered important by employers were
interpersonal skills (Down & Liedtka,
1994; Eberhardt & Moser, 1997: Kane,
1993: Ray & Stallard. 1994; Raymond et
al., 1993): oral and written communica-
tion skills (Aiken et al., 1994: Down &
Liedtka. 1994: Eberhardt & Moser,
1997; Kane, 1993; Peterson, 1997; Ray
& Stallard. 1994; Raymond et al.. 1993;
Tanyel. et al.. 1999); listening skills
(Ray & Stallard. 1994): getting along
with others (Aiken et al., 1994): self-
motivation (Down & Liedtka, 1994;
Raymond et al., 1993), leadership skills
(Eberhardt & Moser. 1997): dependabil-
ity (Aiken et al.. 1994; Raymond et al.,
1993); and initiative, problem-solving
ability, and creative thinking (Aiken et
al., 1994), Ray and Stallard (1994) also
found that human resource managers
were concerned with job-related techni-
cal skills, human relations skills, prob-
lem-solving skills, knowledge of soft-
ware applications. and knowledge of
office information systems. Asian CEOs
wanted MBA graduates to be strong in
creativity and innovation, leadership,
and entrepreneurial. communication,
and strategic planning skills (Fung,
1995). Hamid. Salleh, Muhammad, and
Ismail (1983) found that the “human
relations skill”™ was the major organiza-
tional requirement of a manager. This
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was followed by “technical skills.”
“analytical skills,” “oral ability.” and
“conceptual skills.” The least important
requirement was “writing ability.”
Employers also believed that manage-
ment programs in Malaysian universi-
ties and colleges were too theoretical
and did not incorporate the desired bal-
ance of practical realism into the cur-
riculum. Furthermore. locally trained
graduates were not adequately prepared
to assume managerial positions because
ol inadequate technical skills and poor
verbal communication skills. In another
study. the top 10 skills required by man-
agers were lechnical skills, creativity and
resourcefulness, interpersonal skills,
business communication skills. analytical
skills, goal-oriented team-player skills,
lexibility and resourcefulness. decision-
making skills, and leadership skills
(Mohd Nazari & Sharon Ann. 1996).
Md. Zabid and Samsinar (1996) found
that both the private and public sector
employers have different perceptions of
Malaysian graduates. The public sector
has a better perception of local gradu-
ates than the private sector. Prospective
emplovers also have high expectations
for communication skills, initiative, and
proficiency in the English language.
The public sector has higher expecta-
tions for creativity, initiative, and com-
munication skills. Employers in both
the public and private sectors have low
expectations regarding extracurricular
activities and physical appearance.

These studies showed the importance
of certain skills and attributes required
in hiring business graduates. These
skills and atiributes were considered
essential by employers and students
(Kelly & Gaedeke, 1990:; Raymond et
al., 1993).

On the other hand., Ulinski and
O'Callaghan (2002) found significant
differences both between employers and
students and among the students them-
selves, regarding their perceptions of the
importance of oral communication skills.
Tanyel et al. (1999) also found signifi-
cant differences between prospective
employers and university faculty men-
bers in their perception of the relative
importance of atiributes. Prospective
employers placed grealer importance on
oral communication, decision-making
and analytical ability, writlen communi-

cation, and creativity and creative writ-
ing, whereas university faculty members
attached greater importance to ethical
values, project management, and persua-
sive ability. Human resource (HR) pro-
fessionals also viewed MBA graduates
as more textbook oriented and lacking
real-world experience (Rau, 1996),
Almost 80% believed that the graduates
needed to complement their education
with real-world experience. MBA gradu-
ates were found to lack communication
skills. have unrealistic expectations
regarding job responsibilities and salary
levels, and display arrogance and unwill-
ingness to learn. On the positive side, HR
professionals liked MBA holders’ well-
rounded background in business and
their energy and enthusiasm (Rau). In
Taiwan, employers believed that local
MBAs have a theoretical bias, lack prac-
tical training, are impatient. possess poor
coordination and communication train-
ing, have an elitist attitude, and lack
teamwaork and leadership training (Liu,
1989). Management graduates were also
found to be lacking in oral communica-
tion skills, human relationship skills,
decision-making ability, leadership abili-
ty. entrepreneurial spirit, and a global
view (Lin, Wu, & Hung, 1992, cited in
Hsu, M. L. A., 1996}. On the other hand,
Han (1995, cited in Hsu. M. L. A, 1996)
found that 80% of the respondents in a
study considered that MBA graduates
were superior to other new employees in
logical thinking and professional knowl-
edge. About 75% of the respondents con-
sidered the working ability of local MBA
graduate to be equal to that of overseas
MBA graduates.

Previous studies have indicated many
areas of concern and problems for grad-
uates in business studies. With the
plethora of MBAs in the Malaysian
market, we believe that these issues
should be reviewed so that action can be
taken to improve the program offerings
to better respond to employers’ needs.

Method

We developed a structured question-
naire based on previous studies that
were mentioned above. We asked the
respondents to rate each of 15 items on
perceptions of local and foreign MBA
graduates on a 5-point interval scale




ranging from | (soongly agree) 10 5
(srremgly disagree). We also asked them
to rate each of 14 items relating to
problems encountered with MBAs on a
scale ranging from 1 (very serious
problent) 1o 5 (no problem) and each of
12 factors considered important in hir-
ing MBAs on an interval scale ranging
from | (nor important ar all) 1o 5 (very
important).

We conducted an internal consistency
test for each ol the sections. The Cron-
bach alpha coeffecient was 0.9003 for
employers” perceptions of local MBA
graduates, 0.9135 for employers’ per-
ceptions of foreign MBA  graduates,
(1.9376 for the problems encountered
with local MBA recruits, 0.9307 for the
problems encountered with foreign
MBA recruits. and 0.8205 for the fac-
tors considered important in hiring
MBASs. These results suggest a high
level of internal consistency in the
responses.

We selected a total of 600 organiza-
tions from the “Graduate Guide™ direc-
tory, which provides a comprehensive
guideline on career opportunities in var-
ious organizations in the private sector,
and sent questionnaires to the human
resource managers. We randomly se-
lected only those organizations located
in the capital city (Kuala Lumpur and
Klang Valley). The questionnaire was
self-administered by the respondents.
To enhance the response rate. we con-
tacted respondents through e-mail and
telephone calls. After 2 months, 131
completed questionnaires were re-
turned, representing a response rate of
approximately 22%. In this article, we
analyzed responses only from those
who had employed MBA graduates
(N =91).

In Table 1. we present the respondent
profile. About 65% of the respondents
were managers in various organizations.
Nearly 535% were in the human resource
department, 23% were in the finance
and accounting departments, and 109%
were in sales and marketing. Nearly
73% of the respondents had over 3 years
of experience in their present positions.
Nearly 42% of the total respondents
were in the financial services sector,
17.6% were in professional services,
13% were in trading, and 7.7% were in
manufacturing.

TABLE 1. Respondents’ Profile (N = 91)

Frequency G
Job title
Director/Munager/General Manager 59 64.8
Executive 32 356
Functional area
Human resources 50 349
Finance/accounting 21 23.1
Sales and marketing 9 9.9
Operations/production 4 4.4
Information systems/computing 3 5.3
Research and development | Il
Others 3 33
Years in present position
<3 34 374
3-5 23 253
610 26 28.6
> 10 years 8 8.8
Qualilications
Diploma 10 11
Degree (h 748
Prafessional 13 14.3
Age
< 30 27 29.7
3040 48 527
> 40 16 17.6
Type of industry
Finance, insurance, and banking 3¢ 41.8
Professional services 16 17.6
Manufacturing 7.7
Trading/services 12 13.2
Information, communication, and technology (1CT) 7 7.9
Others I 12.1
Type of company
Multinational corporations 20 2
Local companies 7] 8

Findings and Discussion

Employers’ Perceptions of Local
and Foreign MBA Graduates

In Table 2. we show the employers’
perceptions of local and foreign MBA
graduates. The paired 7 test showed sig-
nificant differences in the perceptions
about local and foreign MBAs. There
were significant differences in percep-
tions of sociability, aggressiveness, pro-
ficiency of English language, indepen-
dence, and communication skills
(significant at p < .001). We also tound
significant differences in the percep-
tions regarding initiative, creativity,
good blend of theory and practice,
knowledge, understanding of general
management practices, and analytical
skills (significant at p < .01) and rational
and logical thinking ability (p < .05).

We found that the mean score was
higher ftor the foreign graduates com-
pared with the local MBASs. Therefore,
employers perceived foreign MBAs to
be better prepared than local MBAs.
This perception may be related 1o the
attitude that foreign products are better
than locally made ones. Furthermore, in
previous decades (the 1970s through the
1990s), many Malaysians whose acade-
mic performance was excellent at the
secondary school level went abroad to
obtain their undergraduate degrees.
They were granted scholarships to pur-
sue their studies overseas. Those who
did not excel in their studies at the sec-
ondary school level pursued higher edu-
cation locally. However, after the 1997
crisis, the Malaysian government re-
duced its support as the educational
funds were limited. The number of
Mulaysians going abroad dwindled.
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TABLE 2. Employers’ Perceptions of Local and Foreign MBAs: Mean and

Paired Test
Local Foreign
MBAs MBAs
Employers™ perceptions (M) (M) r value
1. Very sociable 323 3.68 5.40%#
2. Aggressive 38 358 G pFE
3. Well mannered 343 344 0.17
4. High initiative 346 371 RIS
5. Pleasant personality 3.38 345 1.35
6. Adequate proficiency of English language 31 4.00 10.34
7. Highly creative 16 346 358
8. Rational and logical thinking 346 164 2.55%
9. Good analytical skills 351 3.78 AR
10. High commitment 332 343 1.53
11, Very independent 3.28 3.83 (103 R
12, Good communication skills 3.26 391 LS
13. Good blend of theory and practice 345 368 344
14, Well-rounded understanding of” general
management practices 3.52 3.69 K0 o
15. Knowledgeable 3.55 3.78 3

5 (stremgly agree).

tp< 05 %*%p< 0. *#4p < (0L

Note. Rating scale anchors were 1 (stromgly disagree). 2 (disagree), 3 (indifferent), 4 (agree). and

TABLE 3. Problems of Local and Foreign MBAs: Mean and Paired Test

Local Foreign
MBAs MBAs
Problems M) (M) t value
|. Leadership guality 416 4.59 2T s e
2. Practical experience 4.02 439 3]s
3. Writing ability 3.93 4.54 4.5]1%*
4. General knowledge and awareness of
current issues 422 442 1.97*
5. Ability to work independently 444 4.69 233
6. Analytical skills 4.55 4.59 0.45
7. Motivation and drive 4.37 4.62 20704
8. English language competency 3.93 4.59 5.8k
9. Self-confidence 4.24 4.65 3.82¥wn
10 Oral ability 427 4.59 26T
11. Conceprual skills 4.43 4.602 U9
12. Socializing ability 443 4.69 2.82%%
13, Teamwork 443 4.50 0.82
14. Computer literacy 4.50 4.57 1.09

4 (very minor problem), and 3 (no problen).
ps 08 ps 01 S 001,

Nore. Rating scale anchors were | tvery sevieus problem). 2 (servious problem), 3 (minor problem).

Consequently, the Malaysian govern-
ment liberalized and democratized the
education sector by inviting loreign
institutions to provide tertiary education
in the country. which led to the rapid
introduction  of foreign MBAs in
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Malaysia. However, the attitude that
foreign MBAS are better than local ones
persisted. although many of these
degrees were obtained locally under the
“twinning” or “franchise” programs.
Many employers were also not aware

that students had the possibility of
obtaining a foreign degree without
going abroad., Some employers could
not distinguish between a foreign MBA
obtained in Malaysia and one obtained
overseas. This difference is visible in
the academic transcript and not in the
academic certificate, which is rarely
requested by the employer,

Problemys Encountered with Local
and Foreign MBA Graduates

In Tabhle 3, we show the problems
encountered by emplovers in hiring
local and foreign MBAs. The paired ¢
test showed that there were significant
differences on the dimensions of leader-
ship qualities. English language compe-
tency, and self-confidence (significant
at p < .001). We also found significant
differences on items related to practical
experience. writing ability. motivation
and drive. oral communication ability,
socializing ability (significant at p <
.01). general knowledge, ability to work
independently, and conceptual skills
(significant at p < .05).

The mean score of the foreign MBASs
wiis higher than that of the local gradu-
ates, underscoring the degree to which
employers’ perceptions of local gradu-
ates differ from their perceptions of for-
eign MBAs. One of the main concerns
of the employers was related to commu-
nication skills, namely competency in
English language and writing ability.
Many employers have mentioned this
issue. but public universities in
Malaysia are unable 1o resolve it. The
main issue is that public universities,
subject to the national education policy,
teach courses in Malay (national lan-
guage). whereas the Malaysian business
sector uses English as the language of
transaction. Poor writing sKills were
also attributed to the fact that many pub-
lic institutions use the “objective” (mul-
tiple-choice tests) mode of evaluation in
the examination system and make mini-
mal use of the subjective form requiring
essay-tvpe answers. Consequently,
many local graduates have limited
oppertunity to communicate effectively.
These problems begin at the primary
and secondary school level and would
require a significant amount of time to
overcome., We should also note that




those who pursued their MBAs locally
generally did their undergraduate stud-
ies locally, Only a small proportion of
the foreign-educated graduates pursued
their undergraduate studies in the local
public universities. Thus, locally edu-
cated students dominate the supply of
local MBAS.

Factors Considered Important
in Hiring MBAs

We used factor analysis to identify
the key factors considered important in
hiring MBAs. Because there was no
similar previous factor analvtic research
done to determine the key factors or
dimensions in hiring MBAs, we used an
exploratory factor analysis to determine
the key factors. Factor analysis helped
to reduce the 12 items into interpretable
factors. We selected the principal com-
ponent solution with the varimax rota-
tion 1o rotate the factors to an orthogo-
nal solution. We selected only those
factors with eigenvalues greater than
1.00, and the 12 items resulted in 4 fac-
tors. In Table 4, we show the key factors
that were considered important by
employers in hiring MBAs. These four
factors accounted for 66.04% of the
variances explained.

Factor | may be interpreted as “man-
agerial skills™ and accounted for 18.18%
of the variances explained. In this factor.
there were high loadings on leadership
and interpersonal skills. However, deci-
sion-making ability appeared (0 be
loaded more on this factor than the other
groups. This factor was interpreted as
managerial skills because the items
loaded 1n 1t are related to key organiza-
tional management aspects such as lead-
ership, human relations. and decision
making. These are some of the major
skills identified in management litera-
ture. This finding is also consistent with
the findings of Tanyel et al. (1999) and
Eberhardt and Moser (1997).

Factor 2 accounted for an additional
16.86% of the variances explained and
can be interpreted as “technical/acade-
mic skills.”" which include technical and
scholastic achievement. The two items
loaded in this factor suggest the impor-
tance ol having a good knowledge of the
subject matter or contents of a particular
job or work area. Technical skills imply

Hiring MBAs

TABLE 4. Principal Component Solution of Key Dimensions in

Key dimensions Factor | Factor 2 Factor 3 FFactor 4
Leadership skills 0.869
Interpersonal skills 0.850
Decision-making ability 0.431 0.384 0.424
Technical skills (1.840
Scholastic achievement 0.8300)
Extracurricular activities 0.767
Written communication 1,598 (1.543
Financial skills 0.512 (0.563
Analytical skills 0.415 0.538 0.420
Oral communication 0.304 (0.490 0.478
Previous work experience 0.772
Teamwork skills 0455 (0.545
Percentage of variances explained 18,180 16.686 15.721 15453
Cumulative percentage of variances

explained 18,180 34.866 50.587 66.040
Eigenvalues 4.245 I.348 1.203 1.129

Nore. Katser-Meyer-Olkin Measure of sampling adequacy; 0,767,
Bartlet's Test of Sphericity: Chi-square value is 365.687 (significant at p < .001),

that the person has a thorough under-
standing of a particular subject, whereas
scholastic achievement suggests that the
person is academically qualified on that
subject. This may explain why many
organizations begin processing potential
applicants by first looking at their aca-
demic achievement and then reviewing
all the other criteria betore calling them
for an interview (Ray & Stallard, 1994).

Factor 3 accounted for an additional
15.72% of the variances explained and
can be interpreted as “business skills.”
The items loaded in this factor include
“extracurricular activities, writlen com-
munication, financial skills. analytical
skills, and oral communication skills.”
This factor is interpreted as business
skills because the items represent over-
all business  knowledge (including
financial and analvtical skills) coupled
with communication and extracurricular
activities. It is believed that extracurric-
ular activities could develop one’s skill
in handling business matters. Although
extracurricular activities have been
rated as the least important skill for
business graduates (Eberhardt & Moser,
1997), one cannot deny that such attrib-
utes are important in enhancing the indi-
vidual's self-development, motivation,

and initiative. Business skill also refers
to the soft skills and “hard™ aspects
required in managing organizations
effectively.

Factor 4 accounted for an additional
15.45% of the variances explained and
can be interpreted as “working skills.”
The items loaded in this factor are “pre-
vious work experience” and * teamwork
skills.” Working skills refer to those
skills required by an employee (o get the

Job done. As such, past work experience

is believed to have an impact on recruit-
ing potential employees (Eberhardt &
Moser, 1997, Ray & Stallard, 1994),
Ability to work in teams was also con-
sidered important. as Tanyel et al.
(1999) found.

The factor analytic solution, there-
tore. identified key factors considered
eritical in hiring new MBA graduates.
Our findings are consistent with previ-
ous findings that business graduates
need certain types of skills more than
others (Aiken et al., 1994; Down &
Liedtka, 1994; Eberhardt and Moser,
1997: Kane, 1993; Mohd Nazari &
Sharon Ann, 1996; Ray & Stallard,
1994: Tanyel et al.. 1999). This result
suggests that employers hiring MBAs
are more concerned with certain skills
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or attributes than others. However, our
findings appear to differ from the previ-
ous studies in that the key factors that
we identified were based on the load-
ings of the items considered necessary
in hiring MBA«.

Study Implications

Previous studies suggest that local
MBAs are comparable to foreign gradu-
ates. In this study. we found that local
MBAs were perceived to have inferior
skills compared with foreign MBA grad-
uates. Employers also indicated that they
had more problems with local MBA
graduates than with foreign ones. This
situation is aggravated by the fact that
local MBA graduates are deficient in
communication skills and English lan-
guage competency, compared with for-
eign MBAs. To resolve this issue, we
must address both the program providers
and the MBA students,

Program providers in Malaysia must
find more creative and innovative ways
to handle the communication problem,
which is perceived as most critical by
many employers in Malaysia and
abroad. One of the reasons for Malay-
stan students’ poor communication skills
is their shyness. Students in Malaysian
schools and tertiary institutions are obe-
dient and passive and believe that they
are demonstrating respect to the teacher
by avoiding questions that could embar-
rass him or her. Local MBASs’ poor com-
munication skills also could be attrib-
wted to the “face saving” concept in
Asian cultures. This type of attitude is
prevalent among MBA students who
have little or no work experience. We
should note that there are institutions
that aceept MBA students with no work
experience provided that they have good
academic results. Program providers
must address the issue of teaching adults
to be more active and to communicate
more openly in MBA classes. MBA
teachers in Malaysia must be willing to
accept the eritical views of their students
and introduce more experiential learning
methods, case studies, and role-playing
to encourage local MBA students to par-
ticipate in their learning methods.

Because many of the local MBA stu-
dents have little work experience and a
passive attitude and are more oriented to
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examinations, instructors must make
changes in pedagogy at an incremental
pace and introduce these teaching meth-
ods in the early phase of the MBA pro-
gram. Program providers also need 1o
change the structure of the course eval-
vation in terms of placing more empha-
sis on presentation, class participation,
and report writing, These exercises will
help students improve their oral and
written communication skills,

To improve students” proficiency in
the English language, program pro-
viders should promote it as the medium
of instruction in the MBA programs and
require its use for students” oral presen-
tations and written reports. These re-
quirements should be compulsory for
students in the core courses and some
elective courses. We should note that,
although the major textbooks and refer-
ences are in English in many graduate
programs in Malaysia, students never-
theless may submit their written assign-
ments in Malay. Thus, those students
who are weak in English may opt to
submit their assignments in Malay
because it is easier. But if the students
are compelled to write in English, they
may improve their proficiency. This role
would not be difficult to implement
today: Beginning this year, the Malay-
sian government is compelling teachers
to teach mathematics and science sub-

jects in English at the primary and sec-

ondary school levels, MBA students
must be informed of their weaknesses
and must take immediate steps to make
their skills comparable to those of for-
eign graduates.

The results of this study also showed
that certain key factors are critical in hir-
ing MBA graduates. For MBA graduates
to be employable. they have to meet
employers’ expectations for managerial,
technical, business, and work skills.
Before registering, potential MBA stu-
dents should seek more information on
the teaching methods and approaches
used in the local universities so that they
get the most value for their money. They
should be aware of how their MBA expe-
rience will enhance their careers and pro-
fessional development.

MBA program providers should
review the existing MBA curriculum
and assess its effectiveness in meeting
employer expectations for graduates’

managerial, technical, business, and
work skills, This review may require
dialogue sessions  with  potential
employers to determine areas that need
to be strengthened in the current MBA
curriculum. In the dialogue sessions,
program providers should present to
employers the current contents of their
program and the processes involved in
its delivery. Potential gaps could be
reduced. and employers would become
more aware of the processes involved in
the local MBA programs, Local pro-
gram providers also need to visit MBA
program providers in the United States,
United Kingdom, and Australia and
exchange information on ways to
improve the curriculum and the delivery
system in Malaysia. Locul program
providers also may consider encourag-
ing local MBA participants (particularly
full-time students) to spend 1 semester
in a foreign university. This exposure
will enhance local MBAS™ perspective
on the business world and improve their
self-development.

Finally, our findings in this study sug-
gest that there are new factors or dimen-
sions considered important by employ-
ers, bolstering our recommendation that
program designers review local MBA
programs for consistency with the cur-
rent millennium’s requirements. More
innovative solutions need to be intro-
duced to meet today’s challenges and
the needs and expectations of the vari-
ous stakeholders in our continuously
changing business environment.
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