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[bookmark: Abstract]Abstract
[bookmark: _Hlk471035680]In recent years, the range of career choices available to undergraduates has grown steadily. Female Emirati undergraduates, however, are much more likely to choose work in the public, rather than private, sector. The preference of female Emirati undergraduates for the public sector, and the difficulties in motivating them to consider and choose private-sector jobs has become a pressing concern. This study examined the factors encouraging female Emirati undergraduates to enter the private sector, and which might increase the percentage of them doing so. The moderating effects of age and internship programs were also examined for their impact on the choices of female Emirati undergraduates. A literature review and an examination of self-efficacy, expectancy–value theory, and the theory of planned behavior provided a conceptual framework, and hypotheses were developed about the relationships between individual characteristics, the institutional environment, the social environment, age, internship programs, and career choice, moderated by age and internship programs. This study used a quantitative approach, which is appropriate for testing existing theories, and produces reliable data. Primary data were collected using hard-copy and online questionnaires distributed among female Emirati undergraduates in both public and private universities. In all, 1303 completed questionnaires were returned, although only 1184 were used, after working students were excluded. In total, 435 hard-copy surveys and 749 online questionnaires were assessed. The results suggest that personality traits, social environment, and institutional environment positively and directly affected career-choice decision-making of female Emirati undergraduates, moderated by age and internship programs. The findings do not support the hypothesis that there is a direct relationship between neuroticism, agreeableness, or socioeconomic status with career-choice decisions. They also do not support the hypothesis that there is a moderate relationship between neuroticism and socioeconomic status with career-choice decision by age or between workplace expectations with career-choice decisions moderated by internship programs. These findings have theoretical implications for the study variables and framework. They also have practical implications for educational institutions and governmental and non-governmental organizations and are useful for understanding the factors affecting why female Emirati undergraduates choose to work in the private sector. Future research should continue to develop our understanding of career decision-making of students from other regions and countries. It should also consider a mixed-methods approach to explore other factors that may influence female Emirati undergraduates’ choice of private or public sector. The novelty of this study is its use of variables that have effects on career-choice decision-making in Bayesian modeling and structural equation modeling, followed by testing of the relationships among the variables.

Key words: female Emirati undergraduates, career choice, private sector, structural equation modeling (SEM), Bayesian structural equation modeling (BSEM), United Arab Emirates (UAE). 
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[bookmark: Intro]CHAPTER 1: INTRODUCTION
 Recent years have witnessed tremendous growth in the public, private, and semi-government sectors in the United Arab Emirates (UAE). This has led to a boom in employment opportunities (Baldwin-Edwards, 2011). However, previous studies have shown that employees prefer to work in the public sector and need additional encouragement to join the private sector (Crewson, 1997). There are some significant differences between employment in the public and private sectors, such as compensation (Al Lamki, 1998; Bergman & Jenter, 2007), benefits (Al Lamki, 1998; Dulebohn, Molloy, Pichler, & Murray, 2009), career progression (McIntosh, McQuaid, Munro, & Dabir-Alai, 2012), and stability (Brauchli, Schaufeli, Jenny, Füllemann & Bauer, 2013). The differences between public and private sector compensation have been the subject of many recent studies (Abdalla, Al Waqfi, Harb, Hijazi & Zoubeidi, 2010; Al Waqfi and Forstenlechner, 2010; Forstenlechner & Rutledge, 2010). Jobs in those sectors may also differ in attractiveness and motivational factors (Al Waqfi & Forstenlechner, 2010; Ng, Gossett, Chinyoka, & Obasi, 2016; AlDhaheri, Jabeen, Hussain & Ab-Rahma, 2017). Chuang and Dellmann-Jenkins (2010) found that women have stronger career intentions and awareness in joining certain sectors than men. Many authors have explored whether and why women are more likely to take public sector (Fink-Hafner & Deželan, 2011) or private sector jobs (Deželan, Fink Hafner, & Melink, 2014). Some studies have suggested that women are more interested in serving others and their country and therefore choose to work in the public sector (Frederickson & Hart, 1985; Mosher, 1978; Ng et al., 2016; Perry & Wise, 1990). Ng et al. (2016) reported that women who choose to join the private sector stand to benefit from salary gains and promotions (Cocchiara, Kwesiga, Bell & Baruch, 2010), social capital (Baruch, 2009), and upward socioeconomic mobility (Pfeffer, 1977). The public sector offers more formal policies and practices, for example, on working hours and job security (Bellante & Link, 1981; Ng et al., 2016), although the private sector is more likely to use workplace policies and rewards to build a motivational environment encouraging high performance, possibly including incentives such as performance-based compensation (Ng et al., 2016), extrinsic rewards, and tangible returns on employment (Cherniss & Kane, 1987; Ng et al., 2016). 
This chapter discusses women’s preference for working in the public sector and examines the reasons for choosing the private sector over the public sector as a career choice. It also sets out the study’s research questions, clarifies the nature of the study and discusses its significance.

[bookmark: GCC_and_UAE_Workforce]1.1. The Workforce in the Gulf Cooperation Council area and the UAE
The rapid economic development of the Gulf Cooperation Council (GCC) area started more than 50 years ago, with the arrival of oil exploration (Baldwin-Edwards, 2011). The GCC countries adopted a liberal policy on foreign labor, as they needed workers to build infrastructure projects and support the growth and development of their economies. These countries required urban societies but lacked the working-age populations to establish them. They relied on short-term labor inflows to meet the needs of the labor market (Baldwin-Edwards, 2011). Foreign labor supported rapid growth in the private sector, as did foreign direct investment, both of which substantially improved the infrastructure of GCC countries (Baldwin-Edwards, 2011). Nationals of these countries had reduced incentives to compete with skilled foreign employees, especially in the private sector where salaries were low (Bremmer, 2004; Forstenlechner, 2009). GCC nationals preferred to work in the public sector (Forstenlechner, 2009; Mellahi, 2007), where salaries were higher (Behar, 2013). Baldwin-Edwards (2011) found that there were a number of common features of the GCC labor force between 1975 and 2008: 
1. Low total participation and employment rates among nationals;
2. Extreme segmentation of the labor market, especially public/private and national/immigrant workers;
3. Rising unemployment rates, especially among women and the young;
4. Employment dominated by services and construction, with women almost exclusively employed in services, particularly housekeeping for migrant women, and education and social services for native women; and
5. The importance of the sponsorship system (kafala) in bringing in a flexible stock of temporary foreign labor. 

Al-Waqfi and Forstenlechner (2010) explored the low levels of workforce participation among citizens in the GCC economies. This is a challenge for the governments of these countries (Al Lamki, 1998; De Boer & Turner, 2008; Forstenlechner & Mellahi, 2011; Mellahi, 2007) as well as to both local and multinational organizations (Rees, Mamman, & Braik, 2007) because it means the GCC countries have a poor capacity for innovation and knowledge production (Samulewicz, Vidican, & Aswad, 2012; United Nations Development Program [UNDP], 2002; United Nations Educational, Scientific and Cultural Organization [UNESCO], 2009). The number of nationals participating in the labor market is lower than the number of expatriates working and looking for work in the GCC area (Samulewicz et al., 2012). Behar (2013) found that 5.1 million jobs were created in the GCC area, excluding the UAE, between 2006 and 2012, of which 4.3 million were in the private sector, and 88% of the private sector jobs were filled by foreign employees. In total, 75% of private sector jobs were staffed by foreign nationals, despite employment quotas designed to increase the employment of nationals in the private sector. Kuwait and Oman have increased national participation in the private sector, but Bahrain and Saudi Arabia have seen increases in foreign participation in recent years, and the private sector in both the UAE and Qatar are completely staffed by foreign workers (Behar, 2013).
[bookmark: GCC_Localization_Program_and_Education]1.1.1. GCC Localization Program and Education
The GCC countries have improved the quality and quantity of education for their citizens and promoted active labor market policies, especially in the private sector (Behar, 2013). These countries spent 3.9% of their national income on education between 2004 and 2013, lower than the global average spending rate of 4.6% (Callen, Cherif, Hasanov, Hegazy & Khandelwal, 2014). They did, however, improve the quality of education by increasing technical education and creating partnerships with international universities between 2014 and 2015. Kuwait had the highest improvement in the quality of education among the GCC countries, and Qatar had the lowest educational spending (Schwab & Sala-i-Martin, 2015; Behar, 2013). These countries increased opportunities for educated women by improving access to children’s services and encouraging flexible work arrangements (Betcherman, Godfrey, Puerto, Rother & Stavreska, 2007). Bahrain, Qatar, and the UAE experienced large increases in the quality of and enrollment in education, although labor productivity has fallen over the past few decades, and only Kuwait and Oman have seen greater employment of nationals in the private sector (Behar, 2013). Saudi Arabia has seen both increases in the quality of education for nationals and rising total labor productivity (Behar, 2013). It has also improved the skills of less-educated employees who were already in the labor force (Betcherman et al., 2007), but the quality of its educational outcomes has lagged behind that of other countries (Callen et al., 2014).
The GCC countries have designed ‘nationalization’ programs to increase national participation in the workforce, and therefore both decrease their dependency on expatriates (Forstenlechner, 2008) and solve the unemployment problem (Swailes, Al Said, & Al Fahdi, 2012). They have achieved goals for nationalization in the public sector, but not in the private sector (Forstenlechner, 2008). Swailes et al. (2012) mentioned that specific studies have emerged on Saudization (Al Dosary and Rahman, 2005; Al Shammari, 2009; Mahdi & Barrientos, 2003; Sadi & Al Buraey, 2009), Emiratization (Al-Ali, 2008; Godwin, 2006; Muysken & Nour, 2006; Rees et al., 2007), Kuwaitization (Al Enezi, 2002; Salih, 2010), and Omanization (Al Lamki, 1998, 2005; Al Hamadi, Budhwar, & Shipton, 2007). These studies suggest that these are effective ways to meet the employment challenges faced by the citizens of these countries (Alserhan, Forstenlechner, & Al-Nakeeb, 2009). 
[bookmark: Nationals_Participation_GCC]1.1.2. Nationals’ Participation in the Workforce in GCC Countries
The nationalizing workforce market in the GCC countries has led to governments in the region working to improve national employment opportunities through active collaboration with private sector organizations (Al-Waqfi & Forstenlechner, 2012). Much of this work has been on the participation of women, leading to 1.5 million women joining the labor force between 2001 and 2010 (Al-Jenaibi, 2015; GCC Women: Challenging the Status Quo, 2012). The proportion of female nationals participating in the labor market in GCC countries, however, remains low compared to male nationals (Tahseen Consulting, 2015), as shown in Table 1. 

[bookmark: Table_1]Table 1: Labor Force Participation by Gender in the GCC countries
	Country
	Male Nationals’ Participation rate (%)
	Female Nationals’ Participation rate (%)

	Qatar
	65%
	35%

	Bahrain
	68%
	33%

	Kuwait
	61%
	30%

	Oman
	45%
	20%

	United Arab Emirates (UAE)
	58%
	20%

	Saudi Arabia
	63%
	16%


Source: Tahseen Consulting (2015)

Governments in the GCC region have successfully created work policies for the public sector, but major challenges still restrict the private sector. Alserhan et al. (2009) showed that salary and job–skill mismatches (Fasano & Goyal, 2004) are the main factors affecting whether Gulf nationals join the private sector. Godwin (2006) provided several reasons why Emiratis prefer to work in the government sector: higher salaries, better employment conditions, job security, and shorter working hours. This has led the government to take action to improve employment policies for citizens in the private sector (Al-Waqfi & Forstenlechner, 2012). Women’s participation in the private sector is particularly low (see Figure 1). 

[bookmark: Figure_1]Figure 1: Percentage of Working Women Employed in the Public and Private Sectors in Various GCC Countries


Source: Tahseen Consulting, 2015

Mohamed (2002) found that recruiting expatriates was seen as a way to help transform the GCC countries into regional economic powers, because the national population lacked the necessary skills and was too small to physically staff the required infrastructure. Governments set new labor force policies: 
“Society shall esteem work as a cornerstone of its development. It shall endeavour to ensure that employment is available for citizens and to train them so that they are prepared for it.” Article 20, UAE Constitution
“Every citizen shall be free to choose his occupation, trade or profession within the limits of law.” Article 34, UAE Constitution
[bookmark: Emiratization]1.1.3. Emiratization
The UAE has tried to solve this problem by following different approaches and strategies to increase nationals’ participation in the private sector. These include changing the negative stereotypes held by many private employers about national employees and graduates (Forstenlechner, 2008; Mellahi, 2007; Rees et al., 2007). In 1999, the UAE created the National Human Resource Development and Employment Authority (Tanmia), which sets government regulations for human resource management in the private sector (RAK e-Government, 2018). This authority has targeted three private sector industries with high growth rates, banking, insurance, and hospitality, to ensure that they more closely reflect public sector conditions and remuneration levels (Al-Ali, 2008). The new focus of the federal government, as well as of Tanmia, is on the education system, and developing connections between graduates’ skills and real workforce requirements (Gulf News, 2008). Tanmia provides Emiratis with training, employment, and development opportunities to help them in the labor market (Al-Ali, 2008). Emiratization is defined as “the strategy [that] aims to use the country’s human resources optimally in the economic process, and to transfer skills and knowledge from expatriates to UAE nationals” (Forstenlechner, 2008, p. 84). Al-Ali (2008) concluded that this program started with structural reform. Alserhan et al. (2009) described Emiratization as the first major systematic form of human resource management regulations implemented by the UAE government. However, the early approach was considered unlikely to change prospects in the short term, because it only acknowledged that there were educational deficiencies among Emiratis. Addressing these required further shifts in the educational environment (Forstenlechner, 2008). The initial approach therefore had some issues, such as the limited amount of information on individualistic effort, the absence of a clear national framework, and lack of consideration of other aspects such as political, social, or economic consequences (focused on demographics) (Forstenlechner, 2008; Rees et al., 2007). Al Subaihi (2015) noted that 2014 was named the Year of Emiratization, an initiative that was intended to increase the number of Emiratis in the private sector, but the results did not meet expectations. In 2018, the Ministry of Human Resources and Emiratization created job opportunities for Emiratis in the private sector and set a policy of appraising Emiratis’ performance on the job. This led to new rules to encourage empowerment of locals in the private sector and ensure the provision of an appropriate and stable work environment (Salama, 2018). However, this initiative has not been implemented across all Emirates and job sectors, and more robust policies linked to implementation are still required at all levels. 

[bookmark: Participation_and_CC_Emirati_Women]1.2. Participation and Career Choices among Emirati Women
[bookmark: Higher_Education_UAE]1.2.1 Higher Education in the UAE
Over the last two decades, the UAE has altered the legal rights and economic power of Emirati women to allow them to participate in the workforce, with the support of Emirati presidents, the government, and Emiratis themselves (Al Marzouqi & Forster, 2011). The same legislation also granted women rights to good educational opportunities. Successive UAE presidents believed that women should have the same opportunities as men to complete higher education. Emirati families also started to support and encourage their daughters to complete higher education (Ridge, 2011). This has helped Emirati women to exceed men in education, because they now have the opportunity to improve themselves and want to become financially independent and professionally successful (Al Marzouqi & Forster, 2011). This has led to an increased percentage of women graduating from universities, and their increased labor force participation in different sectors and different positions. 
In 2008, 16,619 Emirati women had graduated from university (Haider, 2016), and this figure had risen to 45,254 by 2013 (Ministry of Education, 2014). Female students have consistently outnumbered male students since 2008, with the female-to-male ratio reaching 1.57:1 in 2014 (Haider, 2016), as shown in Figure 2. The government continues to increase its efforts to promote gender equality and justice by raising awareness of women’s education, increasing participation through the educational system, and gender equality strategies. The government requires equal pay for equal work and encourages women to play a creative role in developing their country (Gallant & Pounder, 2008). This helps to decrease the social and psychological barriers that impeded the full integration of women into the workforce, especially in the private sector (Ministry of State for Federal National Council Affairs [FNCA], 2008).

[bookmark: Figure_2]Figure 2: Emirati Graduates in 2014

Source: Haider, 2016

[bookmark: Government_Localization_efforts]1.2.2. Government and Localization Efforts
Sheikh Zayed bin Sultan Al Nahyan, the former President of the UAE, believed that women should work and contribute to society. He was clear that women should have the right to work everywhere and also said, 
“Women make up half of society; any country which pursues development should not leave women in poverty or illiteracy. I am on the women’s side; I always say this in order to uphold their right to work and participate in the building process of their country” (FNCA, 2008).
He also believed that women should occupy positions on merit: 
“Like men, women deserve the right to occupy high positions according to their capabilities and qualifications” (FNCA, 2008). 
His Highness Sheikh Khalifa has followed in his father’s footsteps by offering increased educational programs and training opportunities to enhance the role and contribution of women (Bashir, 2016). His Highness Sheikh Mohammed bin Rashid Al Maktoum, vice president and prime minister of the UAE, and ruler of Dubai, has encouraged women’s empowerment, for example by the formation of the Emirates Council for Gender Balance during the 2015 Government Summit in Dubai. This organization’s aim is to bridge the gender gap and boost the UAE’s effort to increase women’s roles as key partners in building the nation’s future (Ministry of Cabinet Affairs and The Future, 2018). In March 2015, Her Highness Sheikha Fatima Bint Mubarak, chairwoman of the General Women’s Union, supreme chairwoman of the Family Development Foundation, and president of the Supreme Council for Motherhood and Childhood, launched the National Strategy for Empowerment of Emirati Women in the UAE 2015–2021 (Governemnt.of the UAE, 2018). This provided a guiding framework and reference for all federal and local governmental institutions and civil society organizations in developing plans and work programs to empower women in all areas (Bashir, 2016). 
Emiratization and female empowerment have a significant impact on the growth of employment of nationals in all parts of the economy (Emerson, 2009; King & Mason, 2001; Samulewicz et al., 2012). The government has therefore come to depend on these strategies to help increase the number of women who want to work in the public sector (Forstenlechner & Rutledge, 2010; Godwin, 2006; Nelson, 2004; Samulewicz et al., 2012), even though job availability in this sector continues to shrink. According to Samulewicz et al. (2012), the UAE government wishes to solve this problem by using rules to increase nationals’ participation in the private sector and semi-government sectors (Al-Waqfi & Forstenlechner, 2010). 
The UAE government therefore established the program UAE Vision 2021, based on a vision of how to address challenges such as economic competitiveness, national identity, family ties, health, education, environment, and well-being (UAE Cabinet, 2010). This vision focuses on Emirati citizens working in both the public and private sectors, empowering women in different sectors to reach leadership positions, setting new policies that protect Emiratis, and promoting equal opportunities in health and educational services (UAE Cabinet, 2010). Under this vision, the UAE government has prepared strategies to train Emirati graduates and help recruit them into the private sector (Ahmed, 2017). Abu Dhabi’s government also established the Abu Dhabi Economic Vision 2030 for long-term economic progress, with its main pillars consisting of policies and plans that fully engage the private sector in plan implementation. One of the pillars is a large empowered private sector that maximizes women’s participation in the labor force (Government of Abu Dhabi, 2008). DeParle (2007) noted that women’s rights in the UAE are excellent and that it is ranked 29th globally for supporting gender equality. 
[bookmark: Emirati_Preferences_Labor_Force]1.2.3. Emirati Preferences in the Labor Force 
In recent years, the infrastructure and policies of GCC countries have changed as a result of economic growth and development (Cooper, Gallagher, Collins & Shahir, 2015). This has created employment opportunities in different sectors. Cooper et al. (2015) explored the preferences of employees for the public sector in different GCC countries in 2014, as shown in Figure 3. Kuwait had the highest percentage of student nationals who would prefer to work in the public sector (77%), and Bahrain had the lowest (39%). The UAE was ranked fourth for the level of students preferring the public sector and third for the private sector. The overall rankings by gender for female student nationals preferring the public and private sectors were the same as the general rankings but with different percentages (Figure 4). Kuwait therefore had the highest percentage of female student nationals who would prefer to work in the public sector (85%), and Bahrain the lowest (32%), with the UAE ranked a high fourth for the public sector and third for the private sector.
[bookmark: Figure_3]Al Waqfi and Forstenlechner (2010), Ng et al. (2016), and AlDhaheri et al. (2017) examined whether preferences for different sectors are influenced by motivational and attractiveness factors in general, including between genders. For example, Cooper et al. (2015) mentioned that student nationals in the GCC prefer the public sector, where jobs tend to have good salaries and benefits, security, work–life balance, working hours, job–skill match, prestige, and positive work culture. Salary and benefits, security, and work–life balance were the most important motivational factors. Harry (2007) explored the factors that influence nationalization in the private sector, such as the education system, job–skills mismatch, low salaries, long working hours, and short vacations, with job–skills mismatch being the most important influence on the choice. He also examined how women’s participation in the workforce has increased because of changing cultural norms and women becoming better educated than men. Forstenlechner (2009) provided several factors that may cause UAE nationals to prefer the public sector over the private sector, including higher salaries, better employment conditions, greater job security, and shorter working hours (Godwin, 2006; Mellahi, 2007). To make the private sector equally attractive for nationals, Forstenlechner (2009) suggested lowering benefits in the government sector. AlDhaheri et al. (2017) explored the factors that affect whether female Emirati business and engineering students choose the private sector using an analytic hierarchy process. They included as factors demographic characteristics (income, age, education, and work experience), social and familial background (parents, relative, friends, and instructors), job stability (contingent on employment, job security, flexible working hours, and work–life balance), emotional stability (job stress, social support, and work–family conflict), and job–skills mismatch (education curricula, economic development, and personal development). Emotional stability and job–skills mismatch were the most influential factors on women’s career choices in the private sector.

Figure 3: Students Who Would Prefer to Work in the Public Sector Versus the Private Sector by Country 

Source: Cooper et al., 2015

[bookmark: Table_2]Figure 4: Students Who Would Prefer to Work in the Public Sector Versus the Private Sector by Gender

Source: Cooper et al., 2015
[bookmark: Figure_4]A survey by Oxford Strategic Consulting on career choices among Emiratis in 2015 suggested that most Emiratis prefer administrative jobs (Benchiba-Savenius & Owens, 2016). Other popular choices were engineering, accounting, banking, and finance careers. Figures 5 and 6 show the top sectors in which Emiratis prefer to work, in general and by gender.

Figure 5: Preferred Employment Sectors for Emiratis 

[bookmark: Figure_5]Source: The National Business, 2015

Figure 6: Top Preferred Sectors for Emiratis by Gender

Source: The National Business, 2015

[bookmark: Female_Empowerment]1.2.4. Female Empowerment
The rapid growth of the new economy in the UAE has narrowed the gap between men and women. Emirati society has changed a great deal in recent years, but it is still characterized by a patriarchal culture. Many fathers still control their daughters’ lives and make decisions that affect their education, careers, and choice of marriage partners (Al Marzouqi & Forster, 2011). Family members are encouraged to choose careers from which the family will benefit and that will be accepted by society, such as business, law, medicine, education, or office work. Women were also encouraged to choose careers where they could avoid contact with men. This led to limited career choices at first and a low level of Emirati women participating in the workforce, especially in mixed-gender workplaces (Gallant & Pounder, 2008). However, the number of women who have entered the labor market and their success in their professions have both increased because most Emirati families are now encouraging their daughters to be part of the economic development of the UAE (Al Marzouqi and Forster, 2011; Moore & Forster, 2009). This provides Emirati women with financial and personal support, not only to work in the public or private sector in more professional careers but also to create their own businesses (Al Marzouqi & Forster, 2011). 
Women benefit from the chance to participate in and develop their country alongside men, and 20% of women were active in the national UAE labor force market in 2015 (Tahseen Consulting, 2015). Education, open social attitudes toward women’s employment, income, and developing a personal and professional identity have given women the chance to contribute positively to national development (FNCA, 2008). Emirati women are also obliged to work to enjoy luxuries such as private education for their children and to gain prestige and status for their families (Gallant & Pounder, 2008; Sherif, 1999).
As a result of these changes, Al-Jenaibi (2015) found that women’s roles have changed over time in the UAE. The UAE has gradually become a world leader in relative gender equality and is ranked 29th globally in supporting gender equality. The UAE gives women the opportunity to work in professional careers (Gallant & Pounder, 2008), with many having leading roles in government, such as Sheikha Lubna Al Qasimi, minister of state for tolerance, and 22-year-old Shamma Al Mazrui, minister of state for youth affairs (Bashir, 2016). Dr. Amal Al Qubaisi became president of the Federal National Council (FNC) in 2015, the first woman in the region to lead a national assembly. She had previously made history in 2006 as the first woman elected to the FNC, and in 2011, was appointed as deputy speaker of the FNC (Embassy of the UAE, 2017). Currently, the UAE’s permanent representative to the United Nations (Lana Nusseibeh), ambassador to Spain (Hessa Al Otaiba), ambassador to Montenegro (Hafsa Abdullah Mohammed Sharif Al Ulama), and consul general in Milan, Italy (Noura Mohammed Juma) are all women (Bashir, 2016).
In the UAE itself, women are involved in small business startups involving finance, real estate, fairs and exhibitions, tourism, trading, clothing, jewelry, and other business enterprises. However, the total level of female involvement in industrial and technological areas remains low (Al Marzouqi & Forster, 2011). The UAE needs local labor, including women, to reduce its dependence on foreign labor (Al Rostamani, 2004; Gallant & Pounder, 2008; Hijab, 1988). There has been a growing level of participation in the private sector among UAE women, reaching 11% (Tahseen Consulting, 2015), although the proportion of Emirati women working in this sector remains small (Al-Waqfi & Forstenlechner, 2012). Families have often changed their views about women working as the country developed. They now encourage their daughters to be part of national economic development and create their own businesses (Al Marzouqi & Forster, 2011; Dubai Strategic Plan, 2008).
The changes in labor force participation in the UAE mean that many researchers have used it as a case study. Samulewicz et al. (2012) examined the factors that encourage Emirati women to choose a career in science, technology, and engineering fields, and suggested that they included higher social status, participation in challenging projects, and the increased availability of job openings for graduates in these fields. They also explored the barriers that Emirati women face in these fields, such as job–skills mismatch, lack of awareness of what the job entails, lack of role models for women, and biases expressed in a mixed-gender environment. The study found that women students regard engineering in a distorted and stereotypical manner. It also found that most jobs in the field were concentrated in Abu Dhabi and Dubai, which may be off-putting. The majority of women students seek work that is enjoyable, offers a pleasant working environment, and allows the job holder to make a difference in society, which may not fit with science and engineering work. The study concluded that organizations need to consider the social and cultural contexts in which Muslim women make decisions about their education and career.
Al-Jenaibi (2015) explored the factors influencing satisfaction with work among Emirati women in the private sector, including the government services and facilities that Emirati women use most. She found that the government provides high-quality services for adult continuing education and vocational training, that women are keenly aware that nationals of both genders are given equal employment opportunities in the public sector, and that if the government wants to encourage women to work while keeping fertility rates high, it must enact more flexible and favorable labor laws to ensure the protection of workers’ rights.

[bookmark: Reserach_Gap]1.3. Research Gap
[bookmark: Figure_6]The private sector is one of the most important sectors in the UAE, because it is responsible for various functions that enable the economy to operate. The private sector is an engine of growth, in which new products, new services, and new companies can be created, bringing new jobs and new sources of revenue (National Editorial, 2017). However, public sector jobs have more flexible arrangements, greater productivity, more job security, and improved salary packages, and are therefore more attractive than private sector work to both men and women (Al-Jenaibi, 2015). According to Al-Waqfi and Forstenlechner (2012), the risk of working in the private sector is greater than in the public sector, but the numbers of practitioners and researchers choosing the private sector for a career, especially among women in any field of study, have grown significantly in recent years (Al-Waqfi & Forstenlechner, 2012). The private sector is attractive for studying the career choices of women in the UAE, because of its many barriers, such as job security, evening and morning shifts, and salary packages (Al-Jenaibi, 2015). The limited literature on private sector employment includes the factors influencing the decision of Emirati students—especially women—to join the private sector (Al-Waqfi & Forstenlechner, 2012; Pech, 2009). The UAE ranks fifth in the GCC for female employment in the private sector, but second for women employed in the public sector (Tahseen Consulting, 2015). Among employed female nationals, 11% were in the private sector and 89% were in the public sector, for reasons including work conditions, salary, job security, and flexible working hours (Tahseen Consulting, 2015). Benchiba-Savenius & Owens (2016) mentioned that a survey by Oxford Strategic Consulting (2015) showed the importance given by Emirati employees to the private sector as a career choice (see Figure 7). These data were the starting point for this current study, which aims to determine why Emirati nationals have changed their views on working in the private sector. 




Figure 7: Importance of the Private Sector for Emirati Employment
 
Source: Benchiba-Savenius & Owens, 2016
Previous studies, such as Al-Ali (2008) Samulewicz et al. (2012), Al-Waqfi and Forstenlechner (2012), and Al-Jenaibi (2015) examined the factors (e.g., workplace expectations and educational mismatch) that influence female students and female employees in their choice of the private sector. None of these studies, however, mentioned or combined individual characteristics, the institutional environment, and the social environment. The aim of this study is therefore to examine the career choice decisions of Emirati female undergraduates by identifying the variables affecting the process of making a career choice and establishing the main obstacles faced by them in making their decision. In line with Samulewicz et al. (2012), the study focused on female students because of the major improvements in women’s roles. There is, however, tremendous potential in the UAE for expanding the economic, intellectual, and leadership responsibilities of women (Samulewicz et al., 2012). An in-depth assessment will be used to identify the issues faced by women through their education and the process of making career choices. This study will focus on Emirati women’s participation in the labor force because of the disproportionately high number of women graduates in higher education (UNDP, 2002; UNESCO, 2009) and just 20% participate in the labor force (Tahseen Consulting, 2015).

[bookmark: Research_Objectives]1.4. Research Objectives
The objectives of this study were:
1. To understand the factors that influence female Emirati undergraduates’ choice to work in the private sector.
2. To investigate individual, institutional, and social environmental variables related to career choices in the private sector.
3. To examine how age and internship influence decisions about career choices among female Emiratis.
4. To establish the relationships among the identified variables using structural equation model (SEM) and Bayesian Structural Equation Modeling (BSEM).
5. To provide theoretical and practical implications for encouraging female Emirati undergraduates to choose a career in the UAE private sector.

[bookmark: Research_Questions]1.5. Research Questions
The research questions were:
1. What determines the career preferences of female Emirati undergraduates?
2. How do individual personality, institutional environments, and social environments influence female Emirati undergraduates’ career choices?
3. What role do age and internship programs play in female Emirati undergraduates’ career choice decisions?
4. What is the influence of internship programs on female Emirati undergraduates’ career choice preferences? 
5. What is an appropriate framework to understand female Emirati undergraduates’ career choice decisions about working in the private sector?

Table 2 shows the research objectives, and the questions and hypotheses that will be used to address each.
[bookmark: Table_3]Table 2: Research Objectives, Research Questions and Research Hypotheses

	Research Objectives
	Research Questions
	Research Hypotheses

	· To understand the factors that influence female Emirati undergraduates’ choice to work in the private sector.
· To investigate individual, institutional, and social environmental variables related to career choices in the private sector.
· To establish the relationship among the identified variables using structural equation model (SEM) and Bayesian Structural Equation Modeling (BSEM).
· To provide theoretical and practical implications for encouraging female Emirati undergraduates to choose a career in the UAE private sector.
	· What determines the career preferences of female Emirati undergraduates?
· How do individual personality, institutional environments, and social environments influence female Emirati undergraduates’ career choices?
· What is an appropriate framework to understand female Emirati undergraduates’ career choice decisions about working in the private sector?
	H1a: Neuroticism among women is negatively related to career choice preferences in the private sector.
H2a: Conscientiousness among women is positively related to career choice preferences in the private sector.
H3a: Agreeableness among women is positively related to career choice preferences in the private sector.
H4a: Social support positively influences female Emirati undergraduates’ career choices.
H5a: Work–family conflict positively influences female Emirati undergraduates’ career choices.
H6a: Socioeconomic status negatively influences female Emirati undergraduates’ career choices.
H7a: Attitudes towards higher education positively influences female Emirati undergraduates’ career choices.
H8a: Workplace expectations positively influence female Emirati undergraduates’ career choices.
H9a: Perceptions of government efforts positively influence female Emirati undergraduates’ career choices.

	· To examine how age and internship influence decisions about career choices among female Emiratis.
· To establish the relationship among the identified variables using structural equation model (SEM) and Bayesian Structural Equation Modeling (BSEM).
	· What role do age and internship programs play in female Emirati undergraduates’ career choice decision?
· What is the influence of internship programs on female Emiratis’ career choice preferences? 
· What is an appropriate framework to understand female Emirati undergraduates’ career choice decisions about working in the private sector?
	H1b: Age moderates the relationship between neurotic personality and career choice.
H2b: Age moderates the relationship between conscientious personality and career choice.
H3b: Age moderates the relationship between agreeable personality and career choice.
H4b: Age moderates the relationship between social support and career choice.
H5b: Age moderates the relationship between socioeconomic status and career choice.
H6b: Internship experience moderates the relationship between attitude towards higher education and career choice.
H7b: Internship experience moderates the relationship between workplace expectations and career choice.




[bookmark: Significance_Study]1.6. Significance of the Study
There is an increasing number of females in higher education, with 14,746 admitted for the first semester of academic year 2017/2018 (Ministry of Education, 2018). Encouraging students to choose a career in the private sector is central to UAE government strategies to increase the number of Emirati graduates working in the private sector (Ahmed, 2017). Questions arise, however, as to how to increase female Emirati undergraduates’ desire to join the private sector as well as which factors influence their decision to apply for private sector jobs. This study aims to determine the factors that influence female Emirati undergraduates’ preference for private sector careers. This is expected to help Emirati policymakers and academics prioritize the factors affecting the growth and success of Emirati women who enter the private sector. This research is an exploratory investigation to identify the factors that encourage female Emirati undergraduates to join the private sector, which, it is hoped, will encourage effective action to increase the percentage of women working in the private sector in the UAE.
This study is in line with efforts by the UAE government and higher education to improve the factors that promote Emirati employment in the private sector, including empowering women to reach leadership positions in the private sector. Over the last 5 years, various UAE-based and international studies (AlDhaheri et al., 2017; Alshaiba, 2014; Al-Waqfi & Forstenlechner, 2014; Jabeen, Faisal, & Katsioloudes, 2018) on career choice have highlighted the variables that affect career choice decisions, such as social and familial background, and personality. 
Career choice decisions have been analyzed by various researchers in the UAE and elsewhere. For example, Al-Waqfi and Forstenlechner (2012) explored the factors that influence career choice behavior and the underlying career expectations and perceptions of young citizens using semi-structured interviews among young Emirati jobseekers. AlDhaheri et al. (2017) examined the influence of a range of factors on the decision of female Emirati undergraduates to join the private sector as a career choice using the analytic hierarchy process to prioritize the factors affecting Emirati students’ choice of career. They found that emotional stability was the most important factor encouraging female Emirati engineering undergraduates to choose private sector jobs, but job–skills mismatch influenced business students more. Jabeen et al. (2018) explored Emirati nationals’ perceptions of the role of workforce localization policies in their professional aspirations and growth and determined the role of higher education and job attributes in the achievement of their goals. The study used a quantitative questionnaire-based survey approach followed by developing an Interpretive Structural Modeling (ISM). They found that Emiratis under 30 years old, but not those over 30 years old, considered that localisation had supported their professional success. Working female Emiratis were significantly more positive about the contribution of localisation than men. However, both genders believed that there was a mismatch in efforts being made to better equip them for the workplace. Researchers (Agarwala, 2008; Chuang & Dellmann-Jenkins, 2010; Da Silva Añaña & Meucci Nique, 2010) have also analyzed career choice in other countries, but did not use quantitative methods.
This research attempted to reach a large sample of Emirati female undergraduates and classified the sample age by age using the UN definition of young people as those between the ages of 15 and 24 years (UNESCO, 2016). It then analyzed the career choice preferences of young and older female Emiratis. There is a shortage of studies involving Bayesian structural equation modelling (BSEM) in general and in the UAE in particular. This study used the BSEM approach to test the relationships among the various variables, and developed a framework to show the career choice decision process. The answers to the research questions will add to the existing literature by filling gaps in the research on career choice decisions in developing countries. 
The study will provide insights for a number of groups, including government policy-makers, private sector practitioners and academics and higher educational institutions, to allow them to set new rules and policies and formulate better strategies to improve private sector female employment by looking at the homogeneous nature of socio-cultural and demographic factors affecting career choices. This research contributes towards government and higher education efforts to increase the rate of Emirati female employment in the private sector. 

[bookmark: Thesis_Structure]1.7. Thesis Structure
The sequence and structure of the remaining chapters are as follows.
Chapter 2: Literature Review
This chapter discusses the findings of previous studies on the aspects of individual personality and social environment that influence the career choices of female undergraduates as they join the private sector. It also explores the role of universities in changing graduates’ career decisions by focusing on the efforts of higher education and female students’ expectations of the workplace. It then examines government efforts to improve career choices and how to encourage women to join the private sector, and also explores the theoretical framework of career choice, using self-efficacy theory, expectancy–value theory, and the theory of planned behavior. By directly analyzing these theories, possible internal and external factors were identified that may influence whether female undergraduates choose to join the private sector. A model was created with factors that may affect career decisions of female Emirati undergraduates, and a detailed explanation of these factors and their importance in the UAE is provided.
Chapter 3: Research Methodology
This chapter describes the research methodology, which includes the research design, data collection method and sample, measurement instrument and scales, pilot test, and description of SEM and BSEM. The quantitative approach adopted in the study is discussed and justified. 
Chapter 4: Statistical Results/ Findings
This chapter describes the findings from the statistical analysis used conducted to test relationships among individual characteristics, the institutional environment, the social environment, age, internship, and career choice, and the SEM and BSEM used to analyze the structural relationship between measured variables and latent constructs.
Chapter 5: Discussion of Findings
This chapter summarizes the results from the SEM and BSEM, and compares the study results with the literature.
Chapter 6: Implications, Limitations, and Scope for Future Research
This chapter discusses the importance of the findings to practice, and sets out the study’s contributions to theoretical knowledge. The focus is on the practical implications of the research findings and recommendations to employers, and decision-makers in government and nongovernment organizations. The limitations in the research are examined, and recommendations are made for future studies.
Chapter 7: Conclusion 
This chapter presents the study’s conclusions, summarizing the findings in relation to the research objectives.

[bookmark: Research_Process]1.8. Research Process
Figure 8 shows the outline of the research plan for this study. It shows the method, program and outcomes of the three steps (literature review, main study and conceptual model) and finally the conclusion and recommendations.

[bookmark: Figure_7]Figure 8: Outline of the Research Plan
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Literature review

Step 2
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 Step 3
Conceptual model

Method
6. A review of definitions & cycle of career choice.
7. A review of factors that influence career choice.
8. A review of dominant theories in career choice.

6. Conduct a survey using a random sample of 1200 female Emirati undergraduates in public and private universities.
7. Presentation of results.
8. Statistical analysis to validate the model inferred from literature review and observe the relationships among latent variables.

Synthesis of data collection from survey

Program
6. Establishing a problem statement, research objectives, research question, and research hypotheses
7. Adopting a conceptual framework of the relationship between career choice variables 
8. Developing a methodology inc. quantitative method (survey).
9. Adopting a conceptual framework to determine factors encouraging women to choose private sector careers.
· Assess the validity of the factors contributing to career choice adoption.
· Assess the validity of the model developed.
· Detailed analysis of the relationship between all identified variables
· Conduct a descriptive & in-depth analysis
· Explore the various career choice applications.
· Understand factors affecting female career choice
· Recommendations by female Emiratis to improve the policies.

Adopting a conceptual model of factors influencing choice of female Emirati undergraduates to join the private sector.


Outcome


[bookmark: LR]CHAPTER 2: LITERATURE REVIEW AND THEORETICAL PERSPECTIVE
Various studies have researched factors influencing career decisions in various demographic segments, including men (Chusmir, 1990; Twomey & Meadus, 2016), women (Adya and Kaiser, 2005; Afiouni, 2014), and students (Agarwala, 2008; Willis, Shann, & Hassell 2009). This study focuses on female undergraduates. This chapter sets out research and theories that support the chosen approach to the study of career choice. The first section explores the career choices of students in general and how they choose the private sector. The second section examines the impact of individual personality and social environment on career choice. The next section discusses the university’s role in shaping the career choices of undergraduate students. The fourth section notes the role of governmental institutions and how they affect the career choices of Emirati women. The next section discusses why this study used age as a moderator variable between the independent and dependent variables. It then links the hypotheses to the study variables in the literature review. Following the discussion on career choice, the theoretical framework is set out, including how it influences factors in career choice through reviews of the self-efficacy theory (Bandura, 1977), expectancy–value theory (Ajzen & Fishbein, 1970), and Ajzen’s (1985) theory of planned behavior. 

[bookmark: Career_Choice_Decisions]2.1. Career Choice Decisions 
Career choice is an important and difficult decision (Chinyamurindi, 2016; Vilhjálmsdóttir & Arnkelsson, 2013). Choosing a career has always been challenging, and career change is often an ongoing process (Yoon Kin Tong & Fa Tong, 2012). Career decision-making must therefore begin with a broad exploration of interests and talents, continuing with the tentative crystallization of a narrow set of specific career options, and culminating in concrete choices about careers (Feldman & Whitcomb, 2005; Germeijs & De Boeck, 2002; Taylor, 1985). Career opportunities are a major concern for students in their first job, and career planning is a significant issue during early adulthood (Super, 1990). Several studies have investigated the factors influencing career choice, providing a static view of career development (Chinyamurindi, 2016; Hirschi, 2011) and addressing the complex issues affecting individual career choice and development (Chinyamurindi, 2016; Maree, 2015). 
[bookmark: CC_Decisions_before_Employmen]2.1.1. Career Choice Decisions before Employment
Some researchers have defined a job search as a dynamic decision-making process in which job and organizational attributes affect a final career decision (Guillot-Soulez & Soulez, 2014; Montgomery & Ramus, 2011). Others have found that actively making occupational decisions and managing personal developing throughout this process for a substantial proportion of their lives helps people produce meaningful achievements and make substantial contributions to society (Jung, 2012). Career decisions are complex phenomena that are difficult to predict and understand (Sibson, 2011). 
Individual degree of certainty about career decisions is called career decisiveness (Gunkel, Schlaegel, Langella & Peluchette, 2010). Early-career indecision is affected by practical and philosophical factors. It is harder to investigate the reasons why people do not make practical decisions than to examine the practical causes underlying poor decisions. Philosophical problems, including whether young adults should be encouraged to make vocational decisions based on some kind of self-imposed time schedule (Feldman & Whitcomb, 2005), are difficult by nature. Many researchers have investigated the career choice problem by identifying the interplay between individual agency and structural contextual factors (Hallissey, Hannigan, & Ray, 2000; Johnes, 1999; Özbilgin, Küskü, & Erdoğmuş, 2005) or examining the role of emergent opportunities (individual and environmental) (Chinyamurindi, 2012, 2016; Watson, McMahon, Foxcroft, & Els, 2010) that shape career choices (Kyriacou & Coulthard, 2000; Kyriacou, Coulthard, Hultgren, & Stephens, 2002; Özbilgin et al., 2005). Özbilgin, Küskü and Erdoğmuş (2005) defined career options as incorporating two components: the availability of alternatives that present an objective reality and preferences, which involve subjective processes. 
[bookmark: Career_Choice_Decision_Cycles]2.1.2. Career Choice Decision Cycles
Career choice is one of the most critical decisions for an individual (Jung, 2012). There is a rich literature in the field of decision-making that investigates how choices are made and how they influence decision-making in general and by gender (Feldman & Whitcomb, 2005; Highhouse & Yüce, 1996; Kahneman & Tversky, 1984). Yoon Kin Tong and Fa Tong (2012) found three career decision-making cycles that graduates and employees go through, and found that some go through all of these, while others only go through some:
1. Students choosing academic subjects and making career decisions;
2. Early employment among college graduates pursuing the first phase of their career; and 
3. Strategies to adjust an existing career and job fit. 
Jepsen and Prediger (1981) used four measures of career choice: career exploration, career decisiveness, career planfulness, and involvement in career-planning activities (Cassie & Chen, 2012; Turan, Çelik, & Turan, 2014). Gunkel et al. (2010) suggested that career planning is a fundamental first step in the course of career development, and examined the process of general and vocational decision-making. According to Taveira (2001), choosing a career is part of the life process of career development. 
Based on career decision cycles, research has been conducted on the heuristics that decision-makers (especially students) use in picking jobs. Studies have found that people tend to pick an implicit favorite option very early in the decision-making process and then fail to give serious consideration to other options later on (Feldman & Whitcomb, 2005). It is important to prepare well for making career choices, to meet individual and social needs (Park & Han, 2016), because not all career choices by graduates result in positive outcomes, and not all students use effective processes for making career decisions (Chinyamurindi, 2016). Having alternative career routes available, and examining the dynamics of choosing a career are important considerations in career choices (Özbilgin et al., 2005). Balu, Margina, and Ratezanu (2014) found that graduates were best prepared for choosing a career through careful planning, choosing a suitable field, and having the confidence to achieve career goals. Much previous research on career decision-making, however, has focused on content or process models of career choice (Feldman & Whitcomb, 2005). 
Many researchers have examined career decision self-efficacy, or individual confidence in ability to successfully perform tasks in the career decision-making process (Betz & Hackett, 1986; Gati et al., 2011). Higher levels of career decision self-efficacy are associated with lower levels of career indecision (Betz, Klein, & Taylor, 1996; Creed, Patton, & Bartrum, 2004; Gati et al., 2011; Guay, Ratelle, Senécal, Larose & Deschênes, 2006; Nota, Ferrari, Solberg, & Soresi, 2007). Researchers such as Betz et al., (1996) and Luzzo, McWhirter, and Hutcheson (1997) have found that college students with high self-efficacy are more proactive in discussing career opportunities with their advisors in their majors and obtaining career information from multiple sources.
[bookmark: Students_Career_Decisions]2.1.3. Students’ Career Decisions
Students’ career decisions are often in flux, and the factors that influence their choices also change throughout their education (Tanova, Karataş-Özkan, & İnal, 2008). The factors influencing students’ career choices can be categorized into extrinsic, interpersonal, and intrinsic variables (Auyeung & Sands, 1997; Beynon, Toohey, & Kishor, 1998; Dockery & Barns, 2005; Mudhovozi & Chireshe, 2012; Paolillo & Estes, 1982; Sibson, 2011). Sibson (2011) examined the general factors influencing students’ career choices to clarify how to attract and recruit students, eliminate career misconceptions, and enable university courses to be more realistic. The results showed that the most significant factors were having enjoyable work in areas of interest, particularly sport and events; having a variety of good career opportunities; and pleasant working conditions. Several studies have found that students’ career decisions were influenced by self-awareness of their abilities, skills, and personality (Earl & Bright, 2007; Yoon Kin Tong & Fa Tong, 2012) and by their working environment (Durr & Tracey, 2009, Yoon Kin Tong & Fa Tong, 2012). Laughland-Booÿ, Mayall and Skrbiš (2015) found that in Australia, personal ability and individual choice, rather than socioeconomic status, are guiding principles for graduates in their future career options. Mehtap, Jayyousi, Gammoh, and Al Haj (2016) found that social, cultural, and environmental factors negatively affected women’s participation in the labor force in Jordan. Jung (2014) focused on students, suggesting that students’ own abilities and personal preferences may play central roles in their career decisions (Achter, Lubinski, Benbow & Eftekhari-Sanjani, 1999; Lubinski & Benbow, 2006; Lubinski, Benbow, & Ryan, 1995). More specifically, Gokuladas (2010) explored the factors that encouraged undergradustes to join the private sector (software service companies) in India on graduation, and found that first career choices were more likely to be influenced by intrinsic reasons than extrinsic or interpersonal reasons, and that students felt free to choose any company when they started their career. Ng et al. (2016) found that individual personality factors were related to the choice of private sector of public sector in Batswana. 
Studying factors affecting career choice helps organizations in various sectors to attract quality students and both meet their sector or industry’s need and provide what the students are looking for in their future career, by understanding their thinking (Kim, Markham & Cangelosi, 2002). Many studies have examined why students choose to work in different sectors (Kusluvan & Kusluvan, 2000; Nutt, 2006; Richardson, 2009). For instance, according to Ng and Gossett (2013), millennial students in the US prefer to work in the public sector, because the government has better enforcement of antidiscrimination practices (Benhamadi, 2003; Lewis & Frank, 2002). A number of studies have suggested that individuals choose jobs in the public sector for job security, good working conditions, and work–life balance (Buelens & Van den Broeck, 2007; Houston, 2000; Lewis & Frank, 2002; Wittmer, 1991).
Other researchers have explored why people choose to work in specific occupations (Agarwala, 2008; Auyeung & Sands, 1997; Gallagher, Clarke, & Wilson, 2008; Kim et al., 2002; Kyriacou et al., 2002; Tanova et al., 2008), such as a teacher, dentist, or nurse (Chuene, Lubben, & Newson, 1999; Dockery & Barns, 2005; Gallagher et al., 2008). Studies have also examined business and specialized degrees (Agarwala, 2008; Kim et al., 2002; Tanova et al., 2008) and event, sport, and recreation management (Sibson, 2011). Some of the most common reasons for people choosing jobs in sport and recreation management are that it is enjoyable and interesting work, has pleasant working conditions, and offers a variety of career opportunities (Sibson, 2011). Özbilgin et al. (2005) explored micro-individual, meso-institutional and relational, and macro-structural influences (individual characteristics and organizational constraints) on the career choices of MBA students in Great Britain, Israel, and Turkey, ranking 20 factors for these three countries. Structural conditions significantly influenced the career choices of MBA students in Israel and Great Britain, but Turkish students were more likely to study for technical occupations than students in the other two countries. Chuang and Dellmann-Jenkins (2010) examined the variables that influenced Chinese students’ career choices, including personal variables (gender and age), contextual variables (academic and transfer status), and experiential variables (internships or work experience). 
[bookmark: Influence_Early_Employment]2.1.4. Influence of Early Employment
In researching the third of the career decision-making cycles found by Yoon Kin Tong and Fa Tong (2012), many scholars have focused on why employees stay in a job or search for another one. Understanding the decisions by employees on which occupation to adopt and on what basis requires the consideration of several important variables, such as income, education, work experience, age, and family size (Borah Bortamuly, Goswami, & Hazarika, 2013). Gabriel (2003) pointed out that less attention has been devoted to the rate at which employees move from one occupation to another. For instance, Ituma and Simpson (2009) showed that the moves of Nigerian IT employees were constrained by institutional forces, including ethnic allegiances, personal connections, gender discrimination, educational qualifications, and work history. Both environmental constraints and individual choices (Afiouni, 2014; Dany, Louvel, & Valette, 2011; Duberley, Cohen, & Mallon, 2006) have been suggested as reasons why the motivations and behaviors of academics are determined by the structural foundation of social systems in different cultural contexts (Afiouni, 2014; Baruch & Hall, 2004; Kaulisch & Enders, 2005; Richardson, 2009). 

[bookmark: IP_SE_Influensing_CC]2.2. Individual Personality and Social Environment Factors Influencing Career Choices
[bookmark: Individual_Personality]2.2.1. Individual Personality 
The least mature constructs in research on students—and the most malleable, because of their nature and scope—are those on personality traits (Adya & Kaiser, 2005). Recently, many researchers have recognized the impact of individual personality on career choice (Jaskiewicz, Luchak, Oh & Chlosta, 2016). They have used complex but fascinating theories to suggest that individual personality plays an important role in forming career choices (Stevens & Macintosh, 2003), with a split along gender lines (Trauth, 2002).
As well as directly influencing career choice, personality traits also indirectly influence mediating mechanisms like work values and career goals (Berings, De Fruyt, & Bouwen, 2004; Furnham, Petrides, Tsaousis, Pappas & Garrod, 2005; Jaskiewicz et al., 2016; Spurk & Abele, 2011). Gunkel et al. (2010) found that studies generally consider personality to play a critical role in the dynamics of career decisions. For example, Goldschmid (1967) demonstrated that personality influences choice of college major. Järlström (2000) showed that students’ personalities are related to their career expectations. Newman, Gray, and Fuqua (1999) found a relationship between personality and career decisiveness and demonstrated a relationship between certain personality characteristics and career indecisiveness. Bacanli (2006) noted that personality characteristics may be seen as predictors for individual students’ career indecisiveness.
Clarifying the role of personality in career decisions is important for preceding and contributing to the formation of identity and other interests. Other studies have found associations between Big Five personality factors and career decision-making, specifically among individuals who were undecided about their occupation or who had higher levels of career indecision (Gati et al., 2011; Lounsbury, Hutchens, & Loveland, 2005; Lounsbury, Tatum, Chambers, Owens & Gibson, 1999; Meyer & Winer, 1993; Page, Bruch, & Haase, 2008; Pečjak & Košir, 2007). Nonetheless, most scholars in behavioral sciences have embraced the five-factor model of personality as a replicable and unifying taxonomy of personality (Digman, 1990; Goldberg, 1992; Holt, Burke-Smalley, & Jones, 2017). This model is the most common personality measure in empirical studies, and it is also widely used in connection with students’ career planning (Gunkel et al., 2010). Costa and McCrae (1992), Schallberger and Venetz (1999), and Jaskiewicz et al. (2016) explored the Big Five personality traits of openness to experience, conscientiousness, extroversion, agreeableness, and neuroticism, and Holland (1992) classified personality traits into six types: realistic, investigative, artistic, social, enterprising, and conventional. 
Gati et al. (2011) and Holt et al. (2017) treated the Big Five personality traits in a different way. Openness to experience is defined as receptivity to learning, new experiences, novelty, and change (Jaskiewicz et al., 2016; Schallberger & Venetz, 1999). Someone with an open personality is more open to experience and views workplace transitions positively (Wanberg & Banas, 2000), thinks creatively about ideas in dynamic ways, and remains open to alternatives. Conscientiousness is defined as being reliable, trustworthy, orderly, dependable, organized, and rule-following (Jaskiewicz et al., 2016; Schallberger & Venetz, 1999). Someone with this trait likes to perform work tasks thoroughly, take the initiative in solving problems, remain committed to work performance, comply with policies, and stay focused on work tasks (Viswesvaran, Deller, & Ones, 2007). Extraversion is defined as having a tendency to be sociable, outgoing, gregarious, warm-hearted, expressive, and talkative (Jaskiewicz et al., 2016; Schallberger & Venetz, 1999). Someone with extraversion tends to be energized in social settings, emerge as a leader (Berry, Ones, & Sackett, 2007), and verbalize more training transfer strategies (Lemke, Leicht, & Miller, 1974). Agreeableness is defined as being pleasant, equable, participative, cooperative, and inclined to interact with others harmoniously (Jaskiewicz et al., 2016; Schallberger & Venetz, 1999). Agreeable people need joint collaboration and action (Mount, Barrick, & Stewart, 1998), strive for common understanding, and maintain social affiliations (Digman, 1990). Emotional stability or neuroticism is defined as the overall level of adjustment and emotional resilience in the face of stress and pressure. Stability is conceptualized as the inverse of neuroticism (Costa & McCrae, 1992; Jaskiewicz et al., 2016). A person who has high emotional stability tends to have better overall job performance, be a more effective leader, exhibit lower turnover, and report higher levels of satisfaction (Viswesvaran et al., 2007). 
Specific careers seem to be associated with specific personality types (Rubinstein, 2005; Tokar, Fischer, & Subich, 1998). Holt et al. (2017) found that students who desired a job in auditing perceived auditors as being open to experience, agreeable, and extroverted. Three Israeli studies indicated that engineering and natural sciences students were more authoritarian than psychology and philosophy students (Weller & Nadler, 1975), natural science students were more authoritarian, religious, and right-wing than social science students (Rubinstein, 1997), and interior and product design students were significantly more creative and less authoritarian than both behavioral science and law students (Rubinstein, 2003). 
Different personality traits also have different effects on career choices of people in the same situation in different cultures. Gunkel et al. (2010) examined the effect of the Big Five personality traits on career decisiveness in China, Germany, and the US, and found that students’ attitudes to career-planning differed with their personality traits. Students in the US and China who were more open had higher career decisiveness. US students, however, showed a degree of neuroticism, which is consistent with previous studies (Lounsbury et al., 1999), and Chinese students had lower levels of career knowledge and, as a result, found career decision-making more difficult, and showed higher levels of worry, tension, and anxiety. Among German students, those with higher agreeableness were more willing to deal with career planning and, therefore, had fewer difficulties in their career decision-making process. According to Smith (2011), the Big Five personality traits are significantly associated with career decisiveness without focusing on gender or major. In particular, neuroticism, conscientiousness, and agreeableness correspond to theoretical suppositions and extend the empirical trail of evidence from previous investigations. 
Neuroticism is the Big Five personality trait that is most commonly reported as associated with career decisiveness. Studies such as Chartrand, Rose, Elliott, Marmarosh and Caldwell (1993), Lounsbury et al. (1999), Shafer (2000), Page et al. (2008), and Jin, Watkins, and Yuen (2009) have agreed that neuroticism is a strong and the only direct predictor of the affective elements of decision. For example, Meyer and Winer (1993) compared three career decision scales and found that neuroticism was the trait most strongly connected to career indecision. Jin et al. (2009) noted that neuroticism played a similar role in the career commitments of Chinese graduate students and was directly connected to career decisiveness, with the relationship mediated by self-efficacy. Kelly and Shin (2009) examined how negative career thoughts and feelings may influence the connection of neuroticism with informational components of career indecision, and found that negative career thoughts and feelings explained a large amount of the variance in lack of information, which is one of the core elements of chronic career indecision. Rottinghaus, Day, and Borgen (2005) found that neuroticism has a significant negative influence on career-related adaptability, optimism, and perceived job-related knowledge. It may therefore be an indicator of career indecisiveness. High neuroticism is indicative of an indecisive information-seeker who shows elevated career choice anxiety, indecisiveness, a need for career information and self-knowledge, and lower-than-normal extraversion. Low neuroticism is associated with well-adjusted information-seekers and uncommitted extraverts, who do not need self-information and show agreeable traits and extreme sociability (Kelly & Pulver, 2003). This study therefore hypothesized that:
[bookmark: _Toc332984251]H1a: Neuroticism among women is negatively related to career choice preferences in the private sector.
Conscientiousness has consistently been shown to be correlated with career decisiveness (Jin et al., 2009; Kelly & Pulver, 2003; Lounsbury et al., 1999, 2005; Meyer & Winer, 1993; Newman et al., 1999; Page et al., 2008). For instance, Meyer and Winer (1993) provided evidence on the connection between career decisions and conscientiousness. Theoretically, a highly conscientious person approaches tasks in the career selection process with discipline. Chartrand et al. (1993) and Shafer (2000) explored the connection between conscientiousness and problem-solving skills and the mediating effect of career tasks on the relationship between conscientiousness and decision-making. Rottinghaus et al. (2005) showed that conscientiousness has a positive influence on career-related adaptability, optimism, and perceived job-related knowledge. It may therefore be an indicator of career decisiveness. This study therefore hypothesized that:
H2a: Conscientiousness among women is positively related to career choice preferences in the private sector.
The findings for agreeableness are less conclusive. It stands to reason, however, that agreeable students may be shielded from the negative aspects of decision-making because of their tendency to maintain positive interactions with others. Three studies by Lounsbury and colleagues (Lounsbury et al., 1999, 2005; Lounsbury, Saudargas, and Gibson, 2004) reported additional evidence supporting the existence of association between agreeableness and career decisiveness. McCrae et al. (2002) extended Lounsbury et al.’s (1999) findings about the existence of an association between agreeableness and career decisiveness by studying students in early and middle adolescent, a critically-overlooked population because this can be a time when personality traits begin to stabilize. Jin et al. (2009) noted that Chinese graduate students with high agreeableness face premature foreclosure in making career decisions less often. This study therefore hypothesized that:
H3a: Agreeableness among women is positively related to career choice preferences in the private sector.
Table 3 shows the significant research studies on personality and its relation to career choices.



[bookmark: Table_4]Table 3: Literature Synthesis on Personality and its Relation to Career Choices
	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Holt et al. (2017)

	To investigate the influence of accounting students’ personality traits on their career interests in auditing.
	Quantitative (online survey)
	Southeastern and Midwestern US
	139 students

	Jaskiewicz et al. (2016)
	To advance a dual-channel model of career choice.
	Quantitative (online survey)
	Switzerland, Austria, and Germany
	6, 23, and 9 universities

	Mehtap et al. (2016)
	To compile a profile of non-working Jordanian women and gauge the socioeconomic factors that affect female participation in the labor force.
	Quantitative (survey)
	Jordan
	145 non-working women

	Tang and Seng (2016)
	To determine the factors that influence Cambodian business students’ decisions to choose accounting as a major.
	Quantitative (logistic regression)
	Cambodia
	240 business students

	Jung (2014)
	To test two models of the career decision-making processes among gifted adolescents using a competing-models strategy.
	Quantitative (CFA and SEM)
	Australia
	687 adolescents

	Smith (2011)
	To further explore the construct of career decisiveness, with specific intent to extend Lounsbury et al.’s (1999) results.
	Quantitative (online survey)
	Southeastern US
	2,571 undergraduate students from public universities

	Gunkel et al. (2010)

	To investigate the effect of the Big Five personality traits on the determinants of career decisiveness in three countries.
	Quantitative (questionnaire)
	China, Germany, and the US
	555 business students from three countries: China (196), Germany (210), and the US (149)



[bookmark: Social_Environment]2.2.2. Social Environment 
Job-choice decisions may be influenced by the social environment (Kulkarni & Nithyanand, 2012), or potential resources that can be developed through membership of social networks (Bourdieu, 1986; Tanova et al., 2008). Several studies have demonstrated that family structural variables and parental influences such as social support, socioeconomic status, and work–family conflict play a role in students’ career choices (Huang & Hsieh, 2011). Tang and Seng (2016) also examined students’ decision-making as a process that is influenced by social and familial background. Afiouni (2014) explained that the focus on family in the Middle East generates specific gender scripts that shape women’s career choices and patterns. 
Social support is one of the most important social environment factors in the process of choosing a career (Cohen & Matthews, 1987; Turan et al., 2014). Chuang and Dellmann-Jenkins (2010), in a study of US students, found that their subjects had the most influence on their own career decisions, followed by their friends and then their parents. Other studies, however, found that students from particular backgrounds, such as those from Asia and India, experienced high pressure to achieve their parents’ dreams (Bhattacharya, 2000; Fouad, Kim, Ghosh, Chang & Figueiredo, 2016). Blanco-Ramirez and Berger (2014) examined the social and intrinsic factors that affect whether students choose a pharmaceutical career. Fouad et al. (2016) used exploratory factor analysis to establish that family has a significant influence on adults’ career decision-making and career development (Hirschi, Niles, & Akos, 2011; Whiston & Keller, 2004) through tools like the parent support scale (Farmer et al., 1981) and the sibling support scale (Ali, McWhirter, & Chronister, 2005). Other studies have found that social support from four sources—parents, friends, teachers, and organizations—influences career decisions, and that there is a relationship between social support and work–family conflict (Michel, Mitchelson, Pichler, & Cullen, 2010; Parasuraman, Greenhaus & Granrose, 1992; Thomas & Ganster, 1995). According to Fouad et al. (2016), many studies have explored the different influences of social members (Paolillo & Estes, 1982), and researchers have reported that the influence of parents and peers was less significant than instructors. Other researchers, however, found that parents and peers were very important in students’ career decisions (Gul, Andrew, Leong & Ismail, 1989; Mauldin, Crain, & Mounce, 2000). Parental influence is particularly important in some countries. For example, parents often make career choices for their children in the Philippines (Salazar-Clemena, 2002; Wen et al., 2018). Yang et al. (2002) noted that Korean college students believe that it is more important to choose a career that will satisfy their family than them (Wen, Yang, Bu, Diers & Wang, 2018). This is supported by Forstenlechner and Baruch (2013), who found that people were willing to choose jobs in the private sector if other family members already had private sector jobs. Families and communities also play a much more significant role in women’s career choices than they do for men’s (Al-Waqfi & Forstenlechner, 2012). Family support and considerations are more important for women than for men, and geographic location is therefore also more important for women than men (Nishiyama, Camillo, & Jinkens, 2014). Social support affects the labor market participation of mothers in Europe (Abendroth, Van der Lippe, & Maas, 2012; Berninger, 2009; Gornick, Meyers, & Ross, 1998; Mandel & Semyonov, 2006) and also their working hours (Abendroth et al., 2012). The support of teachers may be included within “social support” because this includes both the interpersonal interactions between students and teachers and direct instrumental help given to students (Cohen & Wills, 1985; Sarason, Pierce, & Sarason, 1990; Tardy, 1985; Zhang, Yuen & Chen, 2018), or “motivational support”, which sees the help given by teachers as a step towards encouraging greater autonomy in students (Deci & Ryan, 1987). Zhang, Yuen, and Chen (2018) found that teachers support students in different ways. For example, Farmer (1985) found that providing an appropriate level of support allows a teacher to respond quickly and with sensitivity when students need help and guidance. According to Metheny, McWhirter, and O’Neil (2008), effective support from teachers should show care for their students, be easily accessible, and be positive in communicating high expectations for the educational and career-planning success of students. This study therefore hypothesized that:
H4a: Social support positively influences female Emirati undergraduates’ career choices.
Another factor of the social environment that influences career choice is work–family conflict. Researchers have examined the relationship between the roles taken on at work and in the family, and the conflicts within this relationship (Michel et al., 2010). These have been viewed as a form of inter-role conflict, in which pressures from work are incompatible with pressures from family, which affects the quality of both the work and family domains (Burke, 1988; Greenhaus & Beutell, 1985; Thomas & Ganster, 1995). Playing multiple roles positively affects well-being even when the confounding influences of conflict between personal and work roles are taken into account (Ballout, 2008; Marks, 1977; Marks & MacDermid, 1996). The most common work–family conflict models identify three forms: time-based conflict, strain-based conflict, and behavior-based conflict (Greenhaus & Beutell, 1985; Hergatt Huffman, Olson, O’Gara & King, 2014).
Women tend to encounter greater work–family conflicts than men when trying to balance or spend more time on either work and family roles (Ballout, 2008; Frone, Russell, & Cooper, 1992; Lee Siew Kim & Seow Ling, 2001; Noor, 2004). Women are better off in an organization that allows flexible working hours so they can meet the demands of work and family (Afiouni, 2014; Powell & Mainiero, 1992). For example, in Australia, women prefer to pursue academic careers, because these positions allow working from home (Dever & Morrison, 2009). In Arab countries, the flexibility of academic work allows women to fulfill their family responsibilities and is encouraged by family members (Afiouni, 2014). In these countries, extended family systems are common and gender roles are distinct (Karam & Jamali, 2013; Moghadam, 2004). The flexibility can, however, cause conflicts between gender roles (Afiouni, 2014; Powell & Mainiero, 1992), because women may integrate work and family roles more than men do (Carnicer, Sánchez, Pérez & Jiménez, 2004) and have greater responsibilities in their family roles (Davidson & Burke, 2002). Recently, with the increased numbers of women participating in the labor force and changes in views on partnership and couples, both sexes are assessing and cooperating in the management of the conflicting demands of work and family (Kasper, Meyer, & Schmidt, 2005). This means that women must still deal with career-related demands while maintaining their family roles, but men are becoming more involved in family roles (Ballout, 2008; Pleck, 1985). This study therefore hypothesized that:
H5a: Work–family conflict positively influences female Emirati undergraduates’ career choices.
Socioeconomic status is an aggregate concept defined by level of resources or prestige in relation to others (Gallo & Matthews, 2003; Krieger, Williams, & Moss, 1997; Lynch & Kaplan, 2000). Several studies have demonstrated that it plays a crucial role in career choice (Huang & Hsieh, 2011), and explains the significant variance in the career aspirations of students (Ali & Saunders, 2009). This factor measures the income, education, and occupation of individuals, or family economic and social position. Those two are related but not fully overlapping (Gallo & Matthews, 2003). There are two scales for measuring socioeconomic status: subjective and objective. The subjective scale offers participants a drawing of a ladder with 10 rungs, on which they place themselves relative to the rest of society, and the objective scale assesses income, education, and occupation (Adler, Epel, Castellazzo & Ickovics, 2000) and assigns a status. According to Feldman and Whitcomb (2005), students with highly educated parents are more strongly encouraged to explore a wide array of occupation choices (Shea, 2000) and are therefore slower to reach closure in making career decisions.
Huang and Hsieh (2011) examined socioeconomic status in China and found that father’s education and occupation, but not mother’s, significantly predicted socioeconomic status, suggesting that fathers play a greater role in determining household status than mothers. In the Netherlands, socioeconomic status had a greater influence on the career and major choices of women than men in postsecondary institutions, and women with high socioeconomic status were more likely to choose gender non-traditional majors and careers (Trusty, Ng, & Plata, 2000). Family socioeconomic status did not influence the career choice of students who wanted to enter the police force in Sweden and Norway (Fekjær, 2014; Sun, Cretacci, Wu & Jin, 2009). However, Norwegian and Swedish students who indicated an interest in the police tended to have parents with higher levels of education/occupation when the education program was longer and had a more formal academic status, suggesting that their interest was at least influenced by socioeconomic status (Erikson & Jonsson, 1996; Fekjær, 2014). This study therefore hypothesized:
H6a: Socioeconomic status negatively influences female Emirati undergraduates’ career choices.
Table 4 shows the research studies on social environment and its impact on career choice decisions.
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	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Tang and Seng (2016)
	To determine factors that influence Cambodian business students’ decision to choose accounting as a major.
	Quantitative (logistic regression)
	Cambodia
	240 business students

	Afiouni (2014)
	To examine how female Arab academics enact their careers by context: academia and gender.
	Qualitative (interviews)
	Middle East
	23 female academics

	Al-Waqfi and Forstenlechner (2012)
	To explore the factors determining career choice behavior and the underlying career expectations of young citizens.
	Qualitative (semi-structured interviews)
	UAE
	60 UAE citizens aged 18–23 years

	Huang and Hsieh (2011)
	To investigate the contributions of socioeconomic status in predicting social cognitive career theory factors.
	Quantitative (questionnaire survey)
	Taiwan
	760 students attending eight colleges

	Michel et al. (2010)
	To clarify relationships by comparing three models.
	Quantitative (path analysis of meta-analysis)
	Switzerland, Austria, and Germany
	528 effect sizes from 156 samples
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[bookmark: Attitudes_Towards_Higher_Education]2.3.1. Attitudes Towards Higher Education 
Systems of higher education are expanding rapidly all over the world to satisfy the increasing need and demand for access and education (Deželan et al., 2014; Redpath, 1994), and appropriate educational systems have a significant impact on economic development (Deželan et al., 2014; Redpath, 1994). Increasing the percentage of students who can access higher education enhances both individual opportunities and national economic development. There has been an unprecedented growth in the number of students who attend public and private institutions of higher education around the world (Blanco-Ramírez & Berger, 2014; Kells, 1999). Level of education and major both influence students’ job preferences (Guillot-Soulez & Soulez, 2014; Jurgensen, 1978). Higher education, defined as highly organized activity, occurs through organized academic units at varying levels (i.e., programs, departments, schools, colleges, campuses, and multi-campus systems), governed through various formal and legal organizational structures from country to country (Blanco-Ramírez & Berger, 2014). Lent, Brown, and Hackett (1994) examined how students can choose from a variety of potential career options after university studies or higher education to reinforce their goals and dreams. Higher education is a means of supporting women to act independently (Al-Jenaibi, 2015) and also prepares students for today’s competitive employment market, because this is expected among graduates and employers (Jusoh, Simun & Choy Chong, 2011; Sewell & Dacre Pool, 2010). In South Africa, multifaceted changes that affect higher education are related to the effects of career counselling and vocational guidance (Chinyamurindi, 2016; Wiley & Hiltoon, 2009). Storme and Celik (2017) showed that career counsellors can also help clients with the more chronic aspects of career decision-making difficulties by building their clients’ confidence in their ability to solve complex problems.
To understand how different career decision are made, many researchers have focused on same-sex versus co-educational environments (Adya & Kaiser, 2005). Students who attend same-sex institutions experience much less pressure than those who attend mixed-gender institutions, and have a better sense of belonging (Adya & Kaiser, 2005; American Association of University Women, 1990, 1998; Brutsaert & Van Houtte, 2002; Watson, Quatman, & Edler, 2002). Emirati universities often use online learning to enhance access to a wider variety of programs for students, because mixed-gender classes are unacceptable. Single-gender classes are less likely to be seen in private sector universities or at higher levels. For instance, Abu Dhabi University has a policy of single-sex classes at undergraduate level but mixed-gender classes for its MBA program (Gallant & Pounder, 2008). Both mixed and single gender classes help female students develop open minds, generate new ideas, and learn new skills, which in turn help them become more active participants in the workforce (Mehtap et al., 2016). Sidani (2013) found that the relationship between education and female labor participation is consistent across several countries (Psacharopoulos & Tzannatos, 1989), including the US (Dubeck & Borman, 1996), Taiwan (Cheng, 1999), and Chile (Contreras & Plaza, 2010). Emirati higher education, especially at United Arab Emirates University (UAEU), prepares highly qualified Emirati students to encounter changes in the workplace and to expect different organizational environments through the university’s rules, which include not just teaching, research, and community service but also instrumental elements in development fields (cultural, social, economic, scientific, and technological) through applying the UAEU Strategic Plan (1998–2007) to develop the UAE within the region (Holtzhausen, 2011). 
The pedagogical tools for learning systems that are used in Western classrooms, particularly the US and UK, do not match learning styles in Arab countries (Burt, 2004; Mahrous & Ahmed, 2010; Russell, 2004; Sonleitner & Khelifa, 2005). At the beginning of education in the Arab countries, foreign educators and institutions worked to understand how students in those countries would respond to the various teaching tools used in Western countries (Kaynak, Yucelt & Barker, 1990; Mahrous & Ahmed, 2010). The educational system as a whole in Arab countries is an examination-oriented system, which rewards the passive absorption of knowledge (Russell, 2004). Exams depend on the memorization of facts and not on the application of concepts. They rarely include questions that require students to apply what they have learned to situations outside the classroom (Richards, 1992). However, GCC countries have better educational facilities than other Arab countries (Mahrous & Ahmed, 2010; Rice & Mahmoud, 1996). GCC countries such as the UAE and Qatar have begun to develop the quality of their educational systems, and are moving towards the use of new technology-based educational tools and learning tools such as internship, class discussion, and case analysis. Educational institutions depend on four learning styles: sensate, visual, sequential, and active styles (Mahrous and Ahmed, 2010; Morrison, Sweeney, & Heffernan, 2003), and instructors are gaining flexibility in choosing suitable learning tools (Mahrous & Ahmed, 2010).
Internships are considered a critical component of higher education (Gault, Redington & Schlager, 2000; Hurst, Thye, & Wise, 2014; Sessions, 2006; Stansbie, Nash, & Jack, 2013) and also of career decision making (Gault et al., 2010; Cunningham et al., 2005). They are expected to improve the employability of students after graduation because they assist in a structured transition from the world of education to the world of work (Bayerlein & Jeske, 2018; Guile & Griffiths, 2001; Knouse, Tanner, & Harris, 1999). Internships provide a bridge between students’ experiences and professional careers (Hurst et al., 2014), focusing on career decisions that improve career preparedness and future job opportunities (Mihail, 2006). They provide students with the opportunity to learn more about the types of work assigned to them (Yoon Kin Tong & Fa Tong, 2012). They also help students understand the world of organizations better through practical work experience (Denhardt, 2001; Holzer & Lin, 2007; Ko & Sidhu, 2012). In general, they improve individual career decision-making self-efficacy (Brooks, Cornelius, Greenfield & Joseph, 1995; Callanan & Benzing, 2004; Taylor, 1988) and allow the acquisition of job-relevant skills, which establishes a good mechanism for enhancing self- and environmental awareness (Garavan & Murphy, 2001). More recently and generally, the development of skills and knowledge required for students’ successful transition from education to the workplace has received growing attention (Arum & Roksa, 2011; Bayerlein & Jeske, 2018; Jackson, Sibson, & Riebe, 2014; Rosenberg, Heimler, & Morote, 2012). Hurst et al. (2014) explored the importance of internship experience for students. They found that internships extended learning beyond the classroom and curricula, providing opportunities to interact with industry professionals, offering insight into a specific career, providing an opportunity to refine communication and networking skills, and creating room for flexibility in scheduling (Bayerlein & Jeske, 2018; Eyler & Giles, 1999; Watson, Kim, & Watson, 2016). They also helped students to understand the labor market through practical work experience (Denhardt, 2001; Holzer & Lin, 2007; Ko & Sidhu, 2012). Internships provide positive developmental experiences for college students, and can therefore lead to a number of favorable outcomes and affect career choice (Davy, 1959; Henry, 1979; Ko & Sidhu, 2012). For example, Guillot-Soulez and Soulez (2014) found that professional bachelor’s and master’s students in France who planned to enter the labor force immediately after graduation and who had done an internship were more relaxed in work environments than students in work–study programs. Neapolitan (1992) found that internships have the potential to make students confident about their career choices in the private sector. Gokuladas (2010) found that the most common factors leading students to join private companies were good training and an internship program for students. There have been a few other studies on students’ internship experiences and how they affect career decisions, especially in the field of accounting. In Malaysia, local universities work closely with the Malaysian Institution of Accountants (MIA) and the Ministry of Higher Education by offering accountancy programs to improve the curriculum and achieve the objectives of global development within the accounting profession (Shukor, Ibrahim, Kaur & Nor, 2008). Higher education institutions also ensures that their degrees are recognized by professional bodies and meet the MIA’s requirement for program accreditation (Yoon Kin Tong & Fa Tong, 2012). This study therefore hypothesized that:
H7a: Attitudes towards higher education positively influences female Emirati undergraduates’ career choices.
Table 5 shows studies on higher education and its influence on students’ career choices. 
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	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Chinyamurindi (2016)
	To investigate the factors that influence distance learning students’ career choices.
	Qualitative (unstructured interviews)
	South Africa
	40 participants

	Mehtap et al. (2016)
	To compile a profile of non-working Jordanian females and gauge socioeconomic factors that affect female participation in the labor force.
	 Quantitative (survey)
	Jordan
	145 non-working women

	Al-Jenaibi (2015)
	To determine the level of satisfaction with employment, education, healthcare, and rights among UAE women.
	Quantitative (questionnaire)
	UAE
	1,000 Emirati students and employed and unemployed women

	Blanco-Ramirez and Berger (2014)
	To analyze the internationalization of quality practices in higher education.
	Based on a review of the literature
	US
	No participation

	Hurst et al. (2014)
	To discuss the critical role of internships in the professional development and career preparation of students.
	Conceptual
	US
	Family and consumer
sciences (FCS) students

	Ko and Sidhu (2012)
	To analyze whether internships affect students’ choice between public and private sector jobs.
	Qualitative and quantitative (logistic regression and interviews)
	Singapore
	818 students in university

	Holtzhausen (2011)
	To generate theory on cross-cultural teaching and learning to design a framework and principles on social work education in a culturally-diverse setting.
	Based on a review of the literature
	UAE
	40 social work students from UAEU

	Jusoh et al. (2011)
	To identify differences between what new graduates expect and their actual experiences with the working environment.
	Quantitative (questionnaire survey)
	Malaysia
	128 graduates




[bookmark: Perceived_Workplace_Expectations]2.3.2. Workplace Expectations 
Men and women make career choices that are compatible with their expectations and related to the demands of their gender roles to balance career aspirations and career expectations (Riska, Aaltonen, & Kentala, 2015). Wen et al. (2018) examined expectations about the working environment in China and concluded that this was one of the three most important factors affecting accounting students’ preference for entering public rather than private sector accounting (Omar, Zakaria, Ismail, Sin & Selvakumar, 2015). Hakim (2000) presented this insight under the rubric of preferences theory. Jusoh et al. (2011) found that graduating students in Russian colleges and universities had come to expect that they would obtain secure, satisfying, and well-paid work, based on what they were being taught in their educational institutions. They were, however, not able to market themselves to employers in a way that gave them work that would meet their expectations. Shelley (1994) supported this study, finding that students graduating from Russian colleges and universities had come to expect that they would obtain secure, satisfying, and well-paid work. Jusoh et al. (2011) and Schein (1964) mentioned that managers saw these new graduates as overambitious and unrealistic in their expectations about advancement possibilities and gaining new responsibilities. This suggests that graduates may face disappointment when work situations are different from their expectations (Graham & McKenzie, 1995; Jusoh et al., 2011; Keenan & Newton, 1986; Wickramasinghe & Perera, 2010). Studies show that graduates’ first years of work can be a disappointing, stressful, and disenchanting time (Holton, 1992; Jusoh et al., 2011). Previous studies in the private sector have found that graduates are attracted to firms’ reputation for environmental and social responsibility (Greening & Turban, 2000; Ng & Gossett, 2013). Most Emiratis only accept temporary private sector jobs until they find jobs in the public sector, because of the organizational environment advantages in the public sector, like job security, flexible working hours, and employee rights. Most graduates expect these and take them into consideration in their choices of career and employer (Al-Waqfi & Forstenlechner, 2012). Students who view work as more central in their lives may, however, pursue private sector careers because they are motivated by extrinsic rewards and tangible employment returns (Cherniss & Kane, 1987; Ng et al., 2016).
Job security is defined as the expected stability and continuation of a job or its features into the future (Davy, Kinicki, & Scheck, 1997; Greenhalgh & Rosenblatt, 1984; Mahmoud & Reisel, 2014). Meltz (1989) defined it as an individual remaining employed within the organization with no diminution of pay, pension rights, or seniority, or any other negative changes. Herzberg (1968) defined job security as the extent to which an organization provides stable employment for employees, and found that it has a positive influence on job satisfaction in choosing a specific job (De Cuyper, Notelaers, & De Witte, 2009; Heaney, Israel, & House, 1994; Hu & Zuo, 2007; Mahmoud & Reisel, 2014; Reisel, Chia, Maloles & Slocum, 2007; Reisel, Probst, Chia, Maloles & König, 2010). Security can be defined as the employer-provided “relative assurance owned by an employee, that he/she is shielded against damages that would result from the loss of his/her job” (Gélinas, 2005, p. 156). Gélinas (2006) explained that this definition has two implications. First, all jobs fit into a job-security continuum that ranges from total security, with a guarantee of continuous employment and predictable labor income until retirement, to total insecurity, where workers do not know whether they will work the next hour (Rosow & Zager, 1984). Second, the definition implicitly recognizes that job security increases financial, psychological (Witte, 1999) and physical (Ferrie, Shipley, Marmot, Stansfeld & Smith, 1998) well-being. Hur and Perry (2016) explained why people should care about job security in relation to public performance by taking into consideration (a) the integrity of the public sector workforce, (b) employee attraction and retention, (c) individual and organizational performance, and (d) the influence on public trust.
Job insecurity is the threat or fear of losing a job (De Witte, 2005; Heaney et al., 1994; Kuhnert & Palmer, 1991; Turner & Lingard, 2016; Voydanoff, 2007) and reflects vulnerability to an involuntary event (Turner & Lingard, 2016). It is a source of stress involving potential loss, anxiety, and fear (Greenhalgh & Rosenblatt, 1984; Turner & Lingard, 2016). The threat of job loss is a threat to the financial security of workers, their social resources, and their sense of identity (Kuhnert & Palmer, 1991; Turner & Lingard, 2016; Vander Elst, Näswall, Bernhard-Oettel, De Witte & Sverke, 2016; Witte, 1999). Greenhalgh and Rosenblatt (1984), cited in Hur and Perry (2016) developed a theoretical model to understand the nature, causes, and consequences of job insecurity. They defined job insecurity as powerlessness to maintain a desired continuity in a threatened job situation. They also argued that an individual’s subjective threat of job insecurity is derived from the objective threat, filtered through individual perceptual processes. Turner and Lingard (2016) noted that job insecurity is affected by occupation and family stage. Highly-educated individuals suffer from status inconsistency when faced with job loss and increased strain (Schaufeli, 1992). Individuals with low levels of education, however, are more negatively affected by job insecurity given their poor social and financial resources (Cheng, Chen, Chen & Chiang, 2005; Morrison, 2014; Sverke, Hellgren, & Näswall, 2002). People in unskilled occupations have a greater risk of high levels of stress or strain when experiencing job insecurity. 
Workplace flexibility influences employees’ decisions to join an organization or sector, increases their satisfaction, and affects their plans to leave or stay (Afiouni, 2014; Richman, Civian, Shannon, Hill & Brennan, 2008). Kattenbach, Demerouti, and Nachreiner (2010) suggested that flexibility is not one single factor but a multidimensional concept with different time components influencing the success of the overall working time arrangement, because of the variety of flexible working hours models (Janßen & Nachreiner, 2004; Pierce & Newstrom, 1983). Goudswaard and de Nanteuil (2000) found that flexible work arrangements can be classified into two main groups: quantitative and qualitative flexibility. Quantitative flexibility refers to the chance to alter the amount of labor required in the production process, while qualitative flexibility concerns skills and work quality. Part-time work and flexible working hours are typical forms of quantitative flexibility (Origo & Pagani, 2008). Flexible working hours are defined as an arrangement in which employees have some freedom to choose their working hours each day (Elbing, Gadon, & Gordon, 1975; Olorunsola & Ibegbulam, 2003). This means that while the number of hours worked by an employee may vary from day to day during the week or month, that employee is required to maintain the number of hours worked within a specified range (Olorunsola & Ibegbulam, 2003). According to Costa et al. (2003) p. 835, “flexible working hours involve a continuous choice on behalf of employers, employees, or both regarding the amount (chronometry) and temporal distribution (chronology) of working hours”. The definition therefore includes two types of variations in the amount of working time, such as the variable length of a working day, and its variable start or end point.
Working conditions include recruitment arrangements, pay and salary, working hours, and types of leave. Working conditions differ from one country to another and within countries (Sharma, 2015). For example, working conditions are different between typical men’s and women’s work in France, where men are more likely to be exposed to physical risks and exertion and have long working hours, responsibilities, and visible work, and women are more likely to be exposed to relational risks and in jobs involving a high level of care (Lewis & Humbert, 2010). This may be the result of differences in educational and career choices, as elsewhere in Europe (Lewis & Humbert, 2010). No significant relationship was found between financial compensation and the intentions of accounting students in China to choose public accounting (Wen et al., 2018). Ng et al., (2016) noted that public and private sector employment conditions in a developing African country are comparable, with some competition between the sectors such as on pay and benefits. By understanding the factors that can increase accounting students’ interest in pursuing public sector accounting, accounting educators and firms may be able to establish new rules and redesign accounting curricula and the recruiting process to increase interest in public sector accounting. The Chinese government has changed some laws to benefit employees, especially on termination of employment, salary, and financial benefits, but problems with working conditions persist (Sharma, 2015).
The widespread persistence of a gender gap in salary expectations is puzzling, considering changing social attitudes as well as employment and pay equity legislation and increasing representation of women in areas that were traditionally male-dominated (Ng & Wiesner, 2007; Schweitzer, Lyons, Kuron, & Ng, 2014). An important finding that sheds some light on the persistence of the wage gap is that men and women differ significantly in their pay and advancement expectations, even before they enter the workforce (Heckert et al., 2002; Hogue, Dubois, & Fox-Cardamone, 2010; Major & Konar, 1984; Ng, Schweitzer, & Lyons, 2010; Schweitzer et al., 2014). Nishiyama et al., (2014) compared the factors influencing US students of both genders to choose accounting, and found that income stability is one of three factors (together with locational freedom and social status) that encourage women to enter the accounting profession. Previous researchers have attempted to explain why pay scales differ for female labor. Some have linked it to demographic factors such as marital status (Sidani, 2013; Van Der Klaauw, 1996) and working-age population structure (Bloom, Canning, Fink & Finlay, 2009; Sidani, 2013). Others have noted that economic factors such as national incomes, wages, part-time opportunities, demand for female labor, economic uncertainties, economic development, and labor experiences may be relevant (Edwards & Roberts, 1992; Goldin, 1994; Semyonov, 1980; Sidani, 2013). Still others have connected differences in payment with social factors, including attitudes toward gender roles, access to social capital such as networks of friends (Aguilera, 2002; Sidani, 2013), and cultural dimensions (Clark, Ramsbey, & Adler, 1991; Sidani, 2013). Bobbitt-Zeher (2007), in a study in the US, suggested that the gaps in earned income would decrease if educational opportunities were equalized and this education was translated into meaningful work experiences. The UAE government supports the employment of women by requiring equal pay for equal work and equal benefits for working women (Emirates Centre for Strategic Studies and Research (ECSSR), 2003). Working women earning equal payment and salaries allows households to enjoy more luxuries, such as private education for children and material goods that can add to the prestige and status of the family (Gallant & Pounder, 2008; Sherif, 1999). Cocchiara et al., (2010) noted that levels of salary and promotion influenced the choice of a career in the private sector. 
Higher education is the dominant means through which individuals acquire mental skills and capacity to work in particular jobs or professions (Deželan et al., 2014). The question of educational (mis)matching prompted academic debate in the late 1970s and remains relevant today (e.g., Allen & Van der Velden, 2001; Deželan et al., 2014; García-Espejo & Ibáñez, 2006; Green & Zhu, 2010; Johnson, 1978; Jovanovic, 1979; Robst, 1995; Sattinger, 1993; Sicherman, 1991). Examining mismatches between education and skill requirements will add to the understanding of increasingly heterogeneous outcomes for graduates (Deželan et al., 2014). Graduates should consider possible careers on the basis of whether they have the necessary skills, which will narrow their choice (Trusty & Ng, 2000; Feldman & Whitcomb, 2005). The unemployment and overeducation of new university graduates are problems on the supply side of the labor market (Deželan et al., 2014; García-Espejo & Ibáñez, 2006; Green & Zhu, 2010; Melink & Pavlin, 2012). When individuals have poor skills fits, they should take additional training programs (Feldman & Whitcomb, 2005; Werbel & Gilliland, 1999; Wilk, Desmarais, & Sackett, 1995). Graduates experience difficulties in searching for a job in fields with rapid growth in the numbers of graduates (Deželan et al., 2014; Teichler, 2009) or in periods during the expansion of tertiary education (Deželan et al., 2014; Green & Zhu, 2010; Walters, 2004). Forstenlechner and Rutledge (2010) mentioned that the mismatch between the needs of the private sector and the skills of most graduates has led Emiratis to seek public-sector careers. Deželan et al. (2014) examined several key features of graduates in five countries (Italy, Austria, Germany, Slovenia, and Poland), in relation to picking jobs that match their field of study. Sociology and political science graduates found it harder to find a suitable match than science, mathematics, computer science, and health and welfare graduates. Compared to political scientists, sociology graduates had higher levels of overall educational matching in all countries except Slovenia. Slovene political science graduates were again were the only exception in both disciplinary and country comparisons, with better positions than sociology graduates or their political science peers in other countries. This study therefore hypothesized:
H8a: Workplace expectations positively influence female Emirati undergraduates’ career choices.

Table 6 shows the studies on perceived workplace expectations and their influence on students’ career choice decisions.
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[bookmark: Table_7]Table 6: Literature Synthesis on Workplace Expectations and Students Career Choices
	Authors
	
Aim
	Characteristics 

	
	
	Methodology
	Setting
	Participation

	Tang and Seng (2016)
	To determine factors that influence Cambodian business students’ decision to choose accounting as a major
	Quantitative (logistic regression)
	Cambodia 
	240 business students

	Ng and Gossett (2013)
	To explore how millennials make career choices and how public service may help them achieve their career goals, work values, and work/life choices
	Quantitative (questionnaire survey)
	Canada
	34,632 postsecondary students

	Al-Waqfi and Forstenlechner (2012)
	To explore the factors determining career choice behavior and the underlying career expectations of young citizens
	Qualitative (semi-structured interviews)
	UAE
	60 UAE citizens aged 18–23 years

	Forstenlechner and Rutledge (2010)
	To examine how salaries in the private sector attract nationals
	Conceptual 
	Kuwait and the UAE
	Workforce employees

	Feldman and Whitcomb (2005)
	To examine the effects of two decision-framing inductions on young adults’ set of career options
	Quantitative (questionnaire survey)
	USA
	65 males and 94 females





[bookmark: Governmental_Institutions_CC]2.4. Role of Governmental Institutions in Improving Students’ Career Choices
Manna and Harwood (2011) found that there was a relationship between state government and policy output and outcomes in higher education. This relationship has received sustained attention in the US (Hicklin & Meier, 2008; Knott & Payne, 2004; Lowry, 2001; Nicholson-Crotty & Meier, 2003). Arab countries, however, have shown the fastest improvements in female education and the government policies that support it than any other region (Gallant & Pounder, 2008; Neft & Levine, 1997). UAE government policy fully supports female education, and women are provided with many learning opportunities that are fully subsidized by the government or available in the private sector (Gallant & Pounder, 2008). 
In general, the government can control ideological commitment to specific labor market outcomes such as women’s career choices (Grosvold, Rayton, & Brammer, 2016; Kahn, 2012; Steinmetz, 2012). A critical factor that influences female participation in the labor force is having supportive legislation, facilities, and attitudes (Gallant & Pounder, 2008; Hijab, 1988). The government could play a significant role in removing the barriers that women face in the workplace by creating laws that ensure a more equitable working environment for women, and demonstrating positive action. For instance, the Canadian government has better antidiscrimination practices than the private sector, and also preferentially hires members of protected groups (Benhamadi, 2003; Lewis & Frank, 2002; Ng & Gossett, 2013). 
Localization is not a new topic. It is defined as “a process in which local officers increase their competencies, and consequently improve their performance, the main objective being to train and develop locals to enable them to replace expatriates with competency and efficiency” (Bhanugopan & Fish, 2007, p. 366). Localization programs are designed to foster the participation of citizens in the labor force by displaying a positive bias toward the employment of locals in jobs that have previously been filled by foreign workers. This helps to give investment and support to locals, building their skills and enhancing their chances in the job market (Forstenlechner, 2009). Scholars have also argued that localization is as important as globalization (Luo, 2001; Petison & Johri, 2008). Luo (2001) reported three main localization drivers, environmental, structural, and organizational isues. The environmental factors included complexity, cultural differences, and local business practices, structural were market competition, content localization, and heterogeneity demand, and organizational were experience operating in the host country, market penetration, and establishment of local network. Previous studies have grouped causes of localization into two main categories: external and internal factors. External factors include threats, such as governmental policies and regulations requiring localization, and market competition, such as customer characteristics. Internal factors include company capabilities, and particularly for international companies, the ability to use and transfer knowledge and technology to subsidiaries (Petison & Johri, 2008).
Rees et al. (2007) gave an overview of Africanization, a particular form of localization. The similarity between localization in the GCC countries and in Africa and Asia (Ahmad, Mansor, and Ahmad, 2003; Jomo, 1993) is, however, limited in the public sector and in government-owned enterprises. Forstenlechner (2009) found that differences in environments dictate the integration of nationals in the workforce and limit the potential contribution of previous knowledge to localization initiatives between the GCC and other countries such as Malaysia (Jomo, 1993) or South Africa (Muthien, Khosa, & Magubane, 2000). In recent decades, the GCC countries have established localization programs to encourage locals to enter the workforce, especially in the private sector. The rapid industrialization of these countries, which encouraged dependence on imported foreign workers at all levels, has made these policies essential. However, despite high birth rates and increasing educational opportunities, the dependency on expatriate workers remains, especially in the private sector, and employment in the much-preferred public sector has reached saturation (Goby, Nickerson & David, 2015; Government of the UAE, 2009). Policies to encourage native-born employment in the private sector include pro-national labor policies that require organizations to hire a minimum ratio of local employees to expatriate employees (Al-Ali, 2008). There is literature on localization on most GCC countries (Saudi Arabia, Kuwait, Oman, and the UAE), but Metcalfe (2007) and Rees et al. (2007) argued that this area is underrepresented in the scholarly literature. The difficulty of finding reliable data and conducting research in the region may be a contributing factor (Harry, 2007; Williams, Bhanugopan, & Fish, 2011).
The UAE government has implemented a nationalization program that emphasizes the need for the employment of both men and women (Gallant & Pounder, 2008). Local government policies in the UAE, unlike South Africa, support education for Emiratis so that they can gain good careers after graduating. This is particularly true for women, to facilitate increased female employment and advancement in the private sector (Tlaiss, 2014). The UAE government fully supports female education as a matter of policy, and women are provided with many opportunities for learning, including fully subsidized by the government and in the private sector (Gallant & Pounder, 2008). The government has designed laws that enable women to balance their work and family, and plays a key role in allowing women to pursue careers by creating institutional infrastructure (Grosvold et al., 2016; Houseknecht & Sastry, 1996). 
Al-Waqfi and Forstenlechner (2014) examined the effectiveness of Emiratization by measuring how Emiratization is defined, operationalized, and enforced. They found that the Emiratization policy was successful in the public sector, but less so in the private sector. This was for several reasons, including wage expectations. They also explored barriers to the effectiveness of Emiratization and proposed new measures to enhance it. Samulewicz et al. (2012) explored an Emiratization policy introducing a quota system requiring businesses in the private sectors to employ Emiratis, to provide employment opportunities for young Emiratis and replace the expatriate workforce with UAE nationals. The UAE government has pushed for Emiratization, with a number of incentives to encourage the public and private sector to employ Emiratis (Raven, 2011), and studies have explored their level of success (Al-Ali, 2008; Pech, 2009; Raven, 2011). The government has been actively seeking to increase women’s participation by strengthening the role of the private sector (Pistrui & Fahed-Sreih, 2010; Tlaiss, 2014). This study therefore hypothesized that:
H9a: Perceptions of government efforts positively influence female Emirati undergraduates’ career choices.
Table 7 shows the studies of perceived effectiveness of government efforts and its influence on students’ career choices.

[bookmark: Table_8]Table 7: Literature Synthesis on Perceived Effectiveness of Government Efforts and its Influence on Career Choices
	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Grosvold et al. (2016)
	To evaluate how a country’s basic institutions enable or hinder women’s rise to the boards of public companies
	Analysis of previously-collected data
	23 countries
	European Commission, Catalyst, Spencer Stuart board indices, and other secondary data sources

	Al-Waqfi and Forstenlechner (2014)
	To address the main challenges facing the Emiratization program in the UAE and the major barriers that the program needs to overcome
	Mixed qualitative and quantitative approach
	UAE
	300 managers and HR professionals and 32 senior managers

	Tlaiss (2014)
	To explore the barriers hindering the self-employment of women entrepreneurs and how culture shapes these barriers
	Qualitative (in- depth interviews)
	UAE
	20 women entrepreneurs in the UAE

	Ng and Gossett (2013)
	To explore how millennials make career choices and how public service may help them achieve their career goals, work values, and work/life choices
	Quantitative (questionnaire survey)
	Canada
	34,632 postsecondary students

	Manna and Harwood (2011)
	To analyze the relationship between US state governance and policies to enhance educational expectations
	Quantitative (cross-sectional regression models)
	USA
	Students

	Gallant and Pounder (2008)
	To evaluate the reasons why the employment of Emirati women is not currently realizing its potential
	Literature survey
	UAE
	Female Emiratis



[bookmark: Age_Internship_as_Moderate]2.5. Age and Internship as Potential Moderating Variables
A moderating variable is one that moderates the relationship between the independent and dependent variables (that is, it affects and influences the strength of the relationship between the two variables). The moderating variable is assessed alongside the independent variable, and the interaction between the two is also measured, to see if it influences the dependent variable. The moderating variable is usually explicitly stated as part of the hypothesis (Fung, 2015). A review of the literature showed that moderating variables play a prominent role in both theory and research. Moderators are important to all theories that specify that the relationship between two variables is contingent upon the level of a third variable. They are also important in empirical research. Race, sex, age, internship, and personality are examples of moderators from other studies (see, for example, Stone-Romero & Liakhovitski, 2002, Zhang, Rashid & Mohammed, 2016). 
[bookmark: Age_Ias_Moderate_PT]2.5.1. Age as a Potential Moderating Variable for the Relationship between Personality Traits to Career Choice
There have been no studies suggesting either direct or indirect relationships for any personality traits leading to indecisiveness about career choices (Chartrand et al., 1993; Jin et al., 2009; Page et al., 2008; Shafer, 2000; Wang, Jome, Haase & Bruch, 2006). However, research has suggested that, rather than being directly influential, academic achievement and demographic variables either mediate or moderate the relationship between personality and career decisiveness (Graef, Wells, Hyland, & Muchinsky, 1985; Holland & Nichols, 1964; Lent et al., 1994; Meyer & Winer, 1993; and Patton & Creed, 2001).
Lounsbury et al. (2005) noted that many studies have linked personality traits to career choice among adolescent students (e.g., Feather & Said, 1983; Hartman, Fuqua, & Blum, 1985; Lokan & Biggs, 1982; Medina & Drummond, 1993). Smith (2011), however, found that there were more significant correlations between personality traits and career decision at twelfth grade (four of the five correlations were significant) than at seventh or tenth grade. This may reflect increased maturity by twelfth grade, with increased links between personality characteristics and other variables, outcomes, and criteria, including career decidedness.
According to Smith (2011), neuroticism had a positive effect on career decision-making for twelfth-grade students (18 years old), and conscientiousness among students in grades ten to twelve (16–18 years old). Middle and high school students increased in conscientiousness over the course of grades six to twelve, and there was continuity over this segment of the life span. Agreeableness was also positively related to career choice among this group, but this relationship was less immediately obvious. This study drew on that of Smith (2011), using the same method with a different sample size and explaining the expected trait associations with career decisiveness. Smith (2011) therefore served as a framework for development of the study’s hypotheses and research questions.
Soto, John, Gosling and Potter (2011) explored previous studies that found that age influenced personality traits. A few studies have examined personality traits in childhood (approximately ages 10–12) or adolescence (ages 13–17) (Caspi, Roberts, & Shiner, 2005; Klimstra, Hale, Raaijmakers, Branje & Meeus, 2009), and found different results. It is unclear whether these inconsistencies reflect differences in the populations sampled, the particular age groups selected, the personality measures used, or a combination of these factors (Klimstra et al., 2009). The results of a particular study depend on the age groups selected. For example, two previous studies that found negative patterns for openness to experience examined age groups from childhood into adolescence (De Fruyt et al., 2006; Lamb, Chuang, Wessels, Broberg & Hwang, 2002), whereas four studies that found positive patterns for this domain examined groups aged 18 to 25 years, and 26 to 35 years (Allik, Laidra, Realo & Pullmann, 2004; Branje, Van Lieshout, & Gerris, 2007; McCrae et al., 2002; Pullmann, Raudsepp, & Allik, 2006). One interpretation of these mixed results is that there is a curvilinear pattern for openness to experience, with a negative trend from childhood to early adolescence and a positive trend into adulthood. 
Lounsbury et al. (2005) found that studies have examined personality traits in a wide range of demographic groups, such as age groups (including groups aged 12–63 years old) (Costa & McCrae, 1994). Adya and Kaiser (2005) found that, in most published studies relating to college women and women in the IT workforce, career-oriented decisions are made much earlier, possibly at ages 11–17 (Barltrop, 1988; Marso & Pigge, 1994). Roberts and DelVecchio (2000) examined previous studies, such as Bloom (1964) and Costa and McCrae (1994), which argued that personality traits should peak at age 20 or 30. Roberts and DelVecchio’s (2000) results support previous theories and empirical findings (e.g., Stewart & Ostrove, 1998) that trait consistency (e.g., personality traits) peaks in middle age (ages 40 to 60). Trait consistency generally increases in the preschool years, in young adulthood (ages 20 to 40), and then again in middle age. This study therefore hypothesized that:
H1b: Age moderates the relationship between neurotic personality and career choice.
H2b: Age moderates the relationship between conscientious personality and career choice.
H3b: Age moderates the relationship between agreeable personality and career choice.
Table 8 shows the studies on age and personality traits and their influence on students’ career choice.



[bookmark: Table_9] Table 8: Literature Synthesis on Age and Personality Traits and its Influence on Students Career Choices
	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Adya and Kaiser (2005)
	To develop a testable model for girls’ career choices in technology fields
	Quantitative
	USA, Australia, New Zealand, Ireland, India and China
	Girls who were preparing for college education

	Klimstra et al. (2009)
	To provide such a comprehensive perspective on personality maturation
	Quantitative (survey)
	Netherlands
	1,313 adolescents from 12 to 20 years

	Lounsbury et al. (2005)
	To examine the Big Five personality traits in relation to career decisiveness among adolescents in middle and high school
	Quantitative (survey)
	USA
	248 seventh-grade, 321 tenth-grade, and 282 twelfth-grade students

	Smith (2011)
	To explore the relationship between Big Five traits and career decisiveness among early and middle adolescents.
	Quantitative (survey)
	USA
	2,571 undergraduate students

	Soto et al. (2011)
	To test hypotheses about age differences in Big Five facets across years
	Quantitative (survey)
	United States, Canada, United Kingdom, Ireland, Australia, and New Zealand
	1,267,218 residents of English-speaking countries

	Wang et al. (2006)
	To investigate the effects of personality and career decision-making self-efficacy on progress in career choice commitment
	Quantitative (survey)
	USA
	184 college students



[bookmark: Age_SS_SES]2.5.2. Age as a Potential Moderating Variable between Career Choice and Social Support or Socioeconomic Status
Hellmann (2014) noted that previous research has acknowledged the quality of parental attachment as an influential and important factor affecting the career exploration processes of young adults (Blustein, Prezioso, & Schultheiss, 1995; Braunstein-Bercovitz, Benjamin, Asor & Lev, 2012; Germeijs & Verschueren, 2009; Ketterson & Blustein, 1997; Lease & Dahlbeck, 2009). Felsman and Blustein (1999) hypothesized that young adults use close peer relationships as support networks when exploring or making career development decisions. Taken together, these studies suggest that parental attachment and positive peer relationships allow individuals to take positive risks when making career-related decisions (Blustein et al. 1995; Felsman & Blustein, 1999). 
According to Kim, Ahn and Fouad (2016), familial influence plays a critical role in career decision-making among Korean young people, especially because most undergraduates are not fully emotionally or financially independent of their parents (e.g., living at home). AlMarzouqi and Forster (2011) noted that family and community influenced the decision of female Emirati undergraduates to choose a career in the information technology sector. Kim et al. (2016) examined how this association varied by gender, age, and socioeconomic status. They noted that the direct and indirect effects of family influence highlighted the complex ways in which family-related factors affect career preparation and life satisfaction. This is consistent with previous findings of the effect of family influence on South Korean college students’ career development (Lee, 2013) and others showing that family support in various forms—informational, material, emotional, and appraisal support—has direct effects on career decision self-efficacy and career preparation behavior (Lim, 2012). Ali et al. (2005) and Schultheiss, Kress, Manzi and Glasscock (2001) found that the social support of relatives is important for career development among young adults.
Ali et al. (2005) concluded that many studies focusing on the importance of socioeconomic status on different ages demonstrate that it influences how individuals perceive opportunities and affects access to educational and career development of young people. For example, Blustein et al. (2002) found that their study participants (mean age = 21.9), who were from backgrounds with high socioeconomic status, were more interested in working for personal satisfaction, better self-concept, greater access to resources, and more career adaptability than those from lower socioeconomic groups. This study therefore hypothesized that:
H4b: Age moderates the relationship between social support and career choice.
H5b: Age moderates the relationship between socioeconomic status and career choice.
Table 9 shows the studies examining the moderating effects of age on social support, socioeconomic status and career choices.


[bookmark: Table_10]Table 9: Literature Synthesis: Age, Social Support, Socioeconomic Status and Career Choices
	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Ali et al. (2005)
	To examine the relative contributions of support systems, socioeconomic status, and barriers to the vocational self-efficacy and outcome expectations
	Quantitative (survey)
	USA
	114 ninth-graders from lower socioeconomic backgrounds

	AlMarzouqi and Forster (2011)
	To describe the principal reasons why Emirate women are under-represented in the UAE information technology (IT) sector
	Qualitative (structured in-depth interviews)

	UAE
	Women working in STEM subjects

	Blustein et al. (2002)
	To examine the impact of social class on the school-to-work transitions of young adults in working-class occupations

	Quantitative and qualitative method

	USA
	All participants were working in low-skilled jobs and grouped into two cohorts based on their family’s socioeconomic background

	Kim et al. (2016)
	To examine the cultural validity of the Family Influence Scale

	Quantitative (survey)
	Korea
	420 South Korean college students

	Schultheiss et al. (2001)
	To examine the role of relationships with parents, siblings, and significant others in the career development process
	Qualitative (interview)
	USA
	College students



[bookmark: Internship_HE_WPE]2.5.3. Internship as a Potential Moderating Variable on the Relationship between Attitude towards Higher Education and Workplace Expectations and Career Choice
Chang and Tse (2015) concluded that internships provide students with opportunities to meet and interact with high-profile industry leaders. This allows them to understand business life in general and prepares them for their first jobs. Many students in the study commented that the mandatory internships were an important strength of the hospitality and tourism management program in Hong Kong. DuPre and Williams (2011) found that researchers have identified internships as having two aspects (improving students’ career preparation and as part of companies’ hiring practices). First, internships are the activity that offers the greatest impact on students’ career preparation. Scholars point to positive outcomes, including growth in academic performance (Dundes & Marx, 2006), obtaining job-related skills (Kim & Alvarez, 1995), making professional contacts (Bottner, 2010), and developing soft skills, such as professional etiquette and communication (Walgran, 2010). Second, having completed an internship is a factor in many companies’ hiring practices, which means that the percentage of graduates hired who have internship experience increases over time (Koc, 2010). 
Humburg, van der Velden, and Verhagen (2013) showed that undergraduate students who had completed an internship felt more comfortable about their career decisions, which means that internship programs link employability with higher education (Dodge & McKeough, 2003) by making curricula more relevant to work. Hurst et al. (2014) suggested that internship programs were important because they encouraged learning beyond curricula, offered insight into specific careers and provided an opportunity to refine communication and networking skills, as well as helping with career choice (Ko & Sidhu, 2012). Internship programs also influence the relationship between career choices and workplace expectations such as salary and skills (Dodge & McKeough, 2003). 
Several studies have argued the advantages of internship, but few have conducted empirical investigations (Maertz, Stoeberl, & Marks, 2014). Brown, Arendt, and Bosselman (2014) investigated other studies to explore the effects of internships during undergraduate programs on the career intention of students and overall retention. Mohammed and Rashid (2016) showed that internship programs can affect students’ intention to join the tourism and hospitality industry, and an internship program can therefore play a key role in relationships between students’ perception of the hospitality industry and their intention to join. Mihail (2006) found that students considered that their personal skills had been developed by their internships, with a corresponding improvement in their employability as graduates. Graduates with internship experience are also more likely to have opportunities for full-time employment than those who do not have such experience (Gault et al., 2010). Graduates who have completed internships are often paid more by employers and have a greater degree of job satisfaction (Gault et al., 2010; Khalil, 2015; Nghia & My Duyen, 2018; Nunley, Pugh, Romero & Seals, 2016). Internships may offer students opportunities to reconsider the career they have chosen. Students often hold idealistic expectations of their chosen professions, and internships give them chances to adjust such expectations or a safe period in which to identify an alternative career path without investing years of study (Koc, Yumusak, Ulokoy, Kilic & Toptas, 2014; Nghia & My Duyen, 2018; Odio, Sagas, & Kerwin, 2014). The study therefore hypothesized:
H6b: Internship experience moderates the relationship between attitude towards higher education and career choice.
H7b: Internship experience moderates the relationship between workplace expectations and career choice.
Table 10 shows the studies on internship training exposure provided by higher education establishments, workplace expectations and career choices. 

	Authors
	
Aim
	Characteristics

	
	
	Methodology
	Setting
	Participation

	Brown et al. (2014)
	To determine the perceived importance and experiences of career factors in the hospitality industry for recent hospitality management graduates
	Quantitative (questionnaire)
	USA
	Graduates from hospitality, tourism, and culinary arts programs in the United States in the last ten years

	Chang and Tse (2015)
	To understand the initial career decisions of graduates from a hospitality and tourism management program in Hong Kong
	Quantitative (survey)
	China
	Graduates from between 2002 and 2010

	DuPre and Williams (2011)
	To identify perceptions held by college undergraduate students about top skills desired in the workplace
	Quantitative (survey)
	USA
	Undergraduate students taking four-year courses at the institution

	Ko and Sidhu (2012)
	To analyze whether internships change students’ perceptions of public organizations, and whether they ultimately affect their choice between public and private sector jobs
	Quantitative (survey)
	Singapore
	818 Singapore university students

	Mohammed and Rashid (2016)
	To provide a value conceptual model that expounds on the theoretical relationships between the perceptions of undergraduate students and their intention to join a particular industry
	Conceptual
	Malaysia
	Graduate students’ perceptions of the tourism and hospitality industry


[bookmark: Table_11]Table 10: Literature Synthesis: Internship Training Exposure, Workplace Expectations and Career Choices


[bookmark: Theoretical_Foundation]2.6. Theoretical Foundation
Parsons (1909) suggested that there are three elements in the choice of a vocation: a clear understanding of aptitudes, abilities, interests, and resources; knowledge of the different lines of work; and reasoning about the relationship between these two. Parsons’s model remains highly influential as a cornerstone of many modern theories of occupational career choice (Jung, 2012). Today, the most influential career decision-making theories include trait and factor theories (which focus on matching individual and career characteristics), developmental theories (which examine individual developmental processes), and social-learning theories (which emphasize external, social, and cultural influences on individuals) (Brown, 2002; Hodkinson & Sparkes, 1997; Jung, 2012; Krumboltz, Mitchell & Jones, 1979; Osipow, 1990; Osipow & Littlejohn, 1995). This study will focus on the self-efficacy theory and expectancy–value theory to explain the factors that influence the career choice of students.
[bookmark: Self_Efficacy_Theory]2.6.1. Self-Efficacy Theory
Social cognitive theory became the dominant conceptual approach within the field of behavioral therapy. Bandura (1997) asserted that the self-efficacy theory originated from social cognitive theory, which states that individual self-perceived competence can be used to understand motivation and behavior (experienced and observed) in achieving something. This means that people will only attempt things they believe they can accomplish and will not attempt things they believe to be impossible (Bandura & Wessels, 1994). According to Bandura (1997), individuals learn through their own direct experience and also through vicarious observation of the consequences of others’ behavior. Wulfert (1996, p. 1580) wrote that the self-efficacy theory “is now considered the principal mechanism of behavior change, in that all successful interventions are assumed to operate by strengthening a person’s perceived self-efficacy to cope with difficulties”. This theory has helped researchers to understand the career choice process (Betz & Hackett, 1981). Its first application to the career area (Betz & Hackett, 1986) was Betz and Hackett’s (1981) suggestion that the concept of self-efficacy expectancies is useful in explaining two problems related to women’s career development: their continued underrepresentation in many male-dominated career fields (mathematics, engineering, and science) (Humphreys, 1982; Pfafflin, 1984) and the serious underutilization of their abilities and talents in the fields they pursue (Farmer, 1976; Fitzgerald & Crites, 1980). Different gender roles in self-efficacy expectancies influence the career-related behavior and career choices of young women (Betz & Hackett, 1986).
Bandura (1986) argued that the level of self-efficacy is as important as ability level in predicting individual performance on a specific task. The self-efficacy theory can be applied to behavior change (Lent et al, 1994), with self-efficacy categorized into high (inherent belief in capability to perform) and low (doubt in ability to successfully reach targets). Understanding individual levels of self-efficacy will help understand how and to what extent individuals will get involved in tasks and the likely outcome. This theory is influenced by four factors: mastery experience (successfully accomplishing something that is similar to a new behavior), vicarious experience (learning by watching someone similar who is successful), verbal persuasion (encouragement by others), and somatic and emotional state (thinking about undertaking the new behavior) (Bandura, 1994, 1997; Pajares, 2002).
[bookmark: Expectancy_Value_Theory]2.6.2. Expectancy–Value Theory 
The expectancy–value theory is one of the most prominent motivational theories (Jung, 2014) and suggests that the motivation behind individuals’ choices is related to their personal values and expectations that will allow those values to be fulfilled (Eccles, 1983; Padhy, Emo, Djira, & Deokar, 2015). This theory has been used in the investigation of the motivational factors involved in choosing jobs such as teaching (Padhy et al., 2015; Watt & Richardson, 2007). Other researchers have also suggested motivational factors for success or interesting aspects of career choice process (Bandura, 1997; Feather, 1988; Jung, 2014; Wigfield, 1994; Wigfield & Eccles, 1992, 2000). The expectancy–value theory suggests that individuals are motivated if they meet three criteria: they must value the behavioral outcome, they must believe the desired behavior is instrumental in achieving the outcome, and they must expect that if they behave in a certain way, they will receive a desirable outcome (Lee, 2007a). The expanded nature of the theory enables a richer discussion of the leadership–motivation relationship. The expectancy–value theory is based on the observation that people are influenced by the expected results of their actions (Dinibutun, 2012). It is constructed using three elements: effort, performance, and outcome. The logical steps that the theory proposes are that the employee will exert the required effort if a certain performance level can be achieved and a certain satisfying outcome is expected. The three aspects, if carried out in full, will result in a motivational state that places the employee at the higher end of the motivational state, leading, in most cases, to satisfaction (Lee, 2007). 
The theory implies that the strength of a tendency to act in a certain way depends on the strength of the expectation that the act will be followed by a given outcome and the attractiveness of that outcome to the individual (Robbins & Judge, 2007; Rousseau & Venter, 2009). This expectation implies that graduates will be motivated to choose a particular career if they believe that their efforts will lead to job satisfaction and the attainment of personal career goals. However, expectations of a particular career and actual experience do not always correspond (Rousseau & Venter, 2009). Eccles (1983) categorized different components of the expectancy–value theory into attainment value, intrinsic value, utility value or usefulness of the task, and cost. This study focused on the first three value constructs, which are related to doing the task well, enjoyment of doing the task, and how the task fits into the individual’s future plans (Eccles, 1983). Intrinsic and utility values are closely related, which means that utility captures more extrinsic reasons, which completes the gaps in intrinsic value (Wigfield & Eccles, 2000).
[bookmark: Theory_Planned_Behavior]2.6.3. Theory of Planned Behavior 
The theory of planned behavior is an extension of the theory of reasoned action (Ajzen, 1991; Ajzen & Fishbein, 1980) that adds perceived behavioral control (Hooft, Born, Taris, Flier & Blonk, 2004). Ajzen and colleagues argued that consumers’ intention to perform different behaviors can be predicted with high accuracy by considering attitudes toward the behavior, subjective norms, and perceived behavioral control (Wen et al., 2018). It helps in understanding how we can change the behavior of people or how people link beliefs and behavior. It uses a conceptual model to understand how intentions and behavior affect decision-making processes. This model predicts that the desired behavior of an individual (referred to as the result) depends on the intention (referred to as the action) (Ajzen, 1991). The theory has been expanded to study and predict human behavior, such as the choice of career and job-seeking behavior (Hooft et al., 2004). 
[bookmark: Figure_8]The theory of planned behavior provides a theoretical model of behavior that appears appropriate for the analysis of student choices. The model is focused on attitude to the behavior, subjective norms, perceived behavioral control, intentions, and behavior (Tang & Seng, 2016). There are three conceptual independent determinants of intention, the key components of this model: attitude to the specific act or behavior, subjective norms, and perceived behavioral control, which is the degree to which a person can control behavior (Ajzen, 1991). Cohen and Hanno (1993) found that using this theory suggested that outcomes, social pressure, and behavioral control were the determinants for choice of undergraduate major (Tang & Seng, 2016). Van Ryn and Vinokur (1992) and Caska (1998) found that the theory also predicted job search behavior among employed and unemployed people, as well as graduate students (Hooft et al., 2004). Figure 9 brings together these three theories to show the model used in this research. 
[image: ] Figure 9: Proposed Research Model

[bookmark: Conclusion_DIS][bookmark: Conclusion]2.7. Conclusion
Research on career choice in students has been ongoing for 30 years. This study aimed to understand the factors that may contribute to career choice among undergraduate students. One area that has received only minimal attention is how age influences the strength of the relationship between the three variables and individual career choices. This study addresses a gap in the literature by examining the individual and social environment, and the effects of the university in maintaining an interface between industries and institutions, and the role of governmental institutions in improving career choices, using the self-efficacy theory, expectancy–value theory, and theory of planned behavior to explain career choice (see Figure 9). Chapter 3 sets out the methodology for the study.


[bookmark: RM]CHAPTER 3: RESEARCH METHODOLOGY
3.1. Introduction 
This chapter describes the methodology used in this study, explaining the reasons behind the choice of overall methodology, research approach, and tools and techniques for sampling, data collection and analysis. It starts by outlining and justifying the research philosophy guiding this study and its proposed research method. The second section explains the research approach and strategy. The next section describes the structural equation modeling (SEM) and Bayesian structural equation modeling (BSEM) techniques used, then the chapter goes on to discuss the sample selection and data collection. It also describes the measurement of the study constructs and the instruments developed and used for investigation, and concludes by outlining the pilot test carried out for the study. 

3.2. Overview of Research Philosophy 
The research paradigm allows researchers to recognize what is necessary to achieve research objectives and answer research questions (Saunders, Lewis, & Thornhill, 2009). TerreBlanche and Durrheim (1999) described research paradigms in terms of the view of the nature of reality or being (ontology), the view of the relationship between the study subject and research objectives (epistemology), and the technique used to collect and analyze data (methodology). Saunders et al. (2009) suggested that research ontology concerns the nature of reality or being, epistemology the relationship between the research and what is known, and methodology how knowledge is created. There are important differences here, which influence the way that researchers think about the research process. They must clarify three aspects: (a) the philosophical position, (b) the strategy used in the study, and (c) the methodologies used for data collection and analysis (Al Ahbabi, 2016). Saunders et al. (2009) noted that the research philosophy contains important assumptions about how the researcher views the world. These assumptions drive the strategy and methods. Johnson and Clark (2006) agreed that the research philosophy has a significant impact on researchers’ actions and how they understand the study subject. Saunders et al. (2009) concluded that the research philosophy influences the particular view of the relationship between knowledge and the process by which it is developed. Tashakkori and Teddlie (1998) suggested that researchers should consider philosophies as a continuum rather that opposing positions.
The ontological basis of this study is the prediction of human behaviors, which are observable facts that can be generalized and explained in the social world (Stylidis, 2012). This study was designed to examine the relationship of given variables with a dependent variable (i.e., whether female Emiratis choose to work in the private sector). To generate a research strategy, the researcher used existing theory to develop hypotheses (Saunders et al., 2009). The epistemological basis for this is the positivism paradigm, an approach to social research that seeks to apply the natural science model of research to investigations of the social world (Denscombe, 2010). It is more often associated with quantitative research, because it is concerned with generating quantifiable data and subjecting it to statistical analysis to identify causal relationships and other generalizable research results (Williams, 2007). Figure 10 shows the so-called ‘onion’ research process used by Saunders et al. (2009), modified to show the research process used in this study (in brackets). 

[bookmark: Figure_9]



Figure 10: The So-Called ‘Onion’ Research Process
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Source: Saunders et al., 2009

3.3. Research Approach 
The research approach describes how the study will obtain answers to the research problem or question. Saunders et al. (2009) stated that the research approach can be either inductive or deductive. Many factors must be considered in the selection of an appropriate methodology and approach. 
This study employed a deductive approach, in which the researcher uses a theory to guide the design of the study and interpret its results. In an inductive approach, the researcher would collect data and develop a theory as a result of the data analysis (Stylidis, 2012). Saunders et al. (2009) described the stages of deductive progress as: 
1. Deducing the hypotheses, in which a proposition with two or more variables is tested, using existing theories; 
2. Expressing the hypotheses in operational terms, by indicating how the variables are measured; 
3. Testing the hypotheses; 
4. Examining whether the results support the theory or the theory needs modifying; and
5. If necessary, modifying the theory in the light of the findings.

This study started with a review of the career choice literature, leading to the development of the proposed framework. To develop the theoretical framework, the researcher identified the variables, components, and themes, and the central issues in the study, and then formulated hypotheses (Yin, 2003). After the hypotheses were tested, the framework was demonstrated. 

3.4. Research Strategy 
The research strategy depends on the nature of the study (exploratory, descriptive, or explanatory), and may include experiments, surveys, case study, action research, grounded theory, ethnography, or archival research (Saunders et al., 2009). The choice of strategy is guided by the questions and objectives of the study, the degree of existing knowledge, the availability of time and other resources, and the time and philosophical foundation of the researcher. When selecting a research strategy, the researcher must remember that there are no clearly superior or inferior choices (Saunders et al., 2009). Yin (2003) identified three conditions for each strategy: 
· The type of research question asked; 
· The extent of control the researcher has over behaviors; and, 
· The degree of focus on contemporary or historical events. 
Use of surveys is associated with deductive approaches and is one of the most frequently-used study designs in social science research (Saunders et al., 2009). A survey allows researchers to gather large amounts of data from a large population in a short time, using economical methods. It allows the collection of quantitative data (questionnaires), which can then be used for analysis with descriptive and inferential statistics (Saunders et al., 2009). Stylidis (2012) discussed three concerns about the survey method. First, it only allows a limited number of questions, predetermined in advance. Second, the physical presence of the researcher has a cost. Third, there is the possibility of bias caused by the presence of an interviewer. This study used self-administered questionnaires, with a cover letter about the purpose of the study and a contact for any queries. 

3.5. Research Choices 
Research methodologies are classified into three types: qualitative, quantitative, and mixed-method research. Saunders et al. (2009) described the precise combination of qualitative and quantitative techniques as the research choice. Researchers can choose either a single data collection technique and corresponding analysis procedures, termed a mono-method approach, or more than one data collection technique and analysis procedure, a multiple-methods approach. The possible research choices are shown in Figure 11. 

Figure 11: Possible Research Choices 
[bookmark: Figure_10][image: ]
Source: Saunders et al. (2009)

There are four types of multiple-methods approach: multi-method quantitative, multi-method qualitative, mixed-method, and mixed-model studies. Multi-method studies involve different combinations of data collection technique, used with associated analysis techniques, restricted within either a quantitative or qualitative world view (Tashakkori and Teddlie 2003). A multi-method quantitative study involves the use of multiple quantitative methods of data collection, such as the use of both questionnaires and structured observation. A multi-method qualitative study involves the collection of qualitative data using several methods, such as in-depth interviews and diary accounts, and analyzing them using qualitative procedures (Saunders et al., 2009). The use of both quantitative and qualitative data collection techniques and analysis procedures in a single piece of research is known as mixed-method (Tashakkori and Teddlie 2003). This study used a mono-method approach, guided by a quantitative strategy for data collection and analysis. The choice of a quantitative approach is useful for testing existing theories, because such approaches follow structured strategies that enable the researcher to produce reliable data using statistical methods (Saunders et al., 2009). This approach is commonly used in career choice research to identify students’ perceptions of the development of their career choice. It can be used to test structural models using a series of interrelated hypotheses, and allows researchers to measure the reactions of a large number of respondents with a limited set of questions (Saunders et al., 2009), reliable measures and statistical analyses (Hittleman & Simon, 1997).

[bookmark: SEM]3.6. Structural Equation Modeling 
Structural equation modeling (SEM) is a “statistical methodology that takes a confirmatory (i.e., hypothesis-testing) approach to the analysis of a structural theory bearing on some phenomenon” (Byrne, 2001b). It examines multiple variables representing the causal processes (Bentler, 1988). Byrne (2001a) noted that SEM has two main elements: 
1. The causal processes are represented by a series of structural (i.e., regression) equations; and
2. These structural relations can be modeled pictorially to enable a clearer conceptualization of the hypothesis being studied. 

The researcher can simultaneously analyze the entire system of variables to determine the extent to which the hypothetical model is consistent with the data. If goodness-of-fit is adequate, the model is likely to be a good representation of the relationships among variables. If it is inadequate, the model is rejected. Byrne (2001a) suggested that the advantages of SEM are that:
1. It is a confirmatory rather than an exploratory approach to data analysis, although it can also address exploratory aspects. If a possible pattern of relationships between variables is specified, SEM can be used to analyze the data and draw inferences;
2. Traditional multivariate procedures are incapable of either assessing or correcting for measurement error. SEM, however, provides explicit estimates of the error variance;
3. Earlier methods of analysis, such as those rooted in regression, are based on observed measurements. Data analyses using SEM, however, can incorporate both unobserved (i.e., latent) and observed variables; and 
4. Apart from SEM, there are no widely-used and easily-applied methods for modeling multivariate relations or for estimating point and/or interval indirect effects.

Kaplan and Depaoli (2012) divided the development of SEM into two stages. The first began with the initial merging of confirmatory factor analysis (CFA) and simultaneous equation modeling (e.g., Jöreskog, 1973). It moved on to important methodological developments to handle nonstandard data. These developments dealt with non-normal data, missing data, and sample size sensitivity problems (see, e.g., Kaplan, 2009). The second stage is characterized by another merger, this time combining first-stage models for continuous latent variables with models for categorical latent variables (Muthén, 2001). The integration of continuous and categorical latent variables into a general modeling framework was enabled by the extension of finite mixture modeling to the SEM framework. This provided an elegant method, resulting in a marked increase in useful applications. These applications include methods for handling the evaluation of interventions with noncompliance (Jo & Muthén, 2001), discrete-time survival mixture models (Muthén & Masyn, 2005) and examining unique trajectories of growth in academic outcomes (Jordon, Kaplan, & Hanich, 2002).
The expansion of Bayesian methods for complex statistical models depended on the parallel development of first and second stage SEM (Kaplan, 2009). The increased use of Bayesian tools for statistical modeling was a result of progress in computational algorithms based on Markov chain Monte Carlo (MCMC) sampling. The MCMC algorithm is used in software programs such as WinBUGS ((Lunn, Thomas, Best, & Spiegelhalter, 2000), various packages within the R archive (R Development Core Team, 2008), and most recently Mplus (Muthén & Muthén, 2012) and AMOS.

[bookmark: SEM_VS_BSEM]3.7. Structural Equation Modeling vs Bayesian Structural Equation Modeling (BSEM)
[bookmark: BSEM_Approach]3.7.1. The Bayesian Structural Equation Modeling Approach
Muthén and Asparouhov (2012) demonstrated an approach to model specification and estimation in SEM using Bayesian methods. Their BSEM focused on some long-standing issues and limitations in conventional SEM, and therefore offers significant benefits for empirical application. Their contribution was a significant step in the ongoing evolution of Bayesian methods for SEM (Jedidi & Ansari, 2001; Lee, 2007; Palomo, Dunson, & Bollen, 2007; Scheines, Hoijtink, & Boomsma, 1999). 
Zyphur and Oswald (2013) described the rapid growth of this Bayesian approach across an increasing number of social science disciplines as the “Bayesian revolution”. Traditionally, SEM uses a covariance-based approach, focusing on “fitting the covariance structure of the model to the sample covariance matrix of the observed data” (Lee & Song, 2014, p.276). However, there are some issues with the covariance-based approach, in particular that it is “unable to produce correct results for statistical inferences” (Lee & Song, 2014, p. 277) for specific structures with complicated data and model assumptions. This problem can be overcome using the Bayesian approach (Assaf, Tsionas, & Oh, 2018). The covariance approach is usually based on estimation methods such as maximum likelihood (ML) or generalized least squares (GLS), and “only works according to statistical theory with a large sample. Statistical properties of the estimates and the goodness-of-fit test obtained from these approaches are asymptotically true only” (Lee & Song, 2004, p. 653).
The classical frequentist approach derives statistical inferences by estimating the probability of an event based on a set or series of samples. The precision of the estimates depends on how well the samples explain and show the population at a given time. The concept of probability in this approach is therefore given by the frequency. If the true values of the model parameters are fixed, then the probability of events occurring will be slightly different, and dependent on the magnitude of statistical errors. Arbuckle (2009) stated that the presumption is that the true values in the population are viewed as fixed but unknown, and the estimates for the given sample are viewed as random but unknown. This discrepancy is regarded as a statistical problem when interpreting probability in a symmetric distribution (Woodside, 2013). Practitioners of the Bayesian technique, however, view the true value of model parameters as unknown and random. 
Unknown values are considered to be distributed using a probability distribution, which indicates what we knew about the parameters before obtaining the data set. Once the data set has been obtained, we can update the distribution to reflect the new information, using Bayes Theorem. This creates a ‘posterior distribution’ (Arbuckle, 2009; Bolstad, 2004). The true values of the model parameters are unknown, so the probability of events occurring will vary across the probability distribution. This is a fundamental contrast between the frequentist and Bayesian approaches. Overall, the Bayesian approach to data analysis is considered to be universally more flexible (Kanapathy, Khong, & Dekkers, 2014; Muthén & Asparouhov, 2012). 

[bookmark: Bayesian_Statistical_Inference]3.7.2. The Bayesian Statistical Inference
Kaplan and Depaoli (2012) provided a clear explanation of how to do BSEM. To start, a random variable Y is denoted, which takes on a realized value y. For example, socioeconomic status could be considered a random variable with a very large set of possible values. Y could also be a vector, such as items in an attitude survey. Once an individual responds to the survey items, Y becomes realized as y. In a sense, Y is unobserved—we infer the probability distribution of Y from the actual data values y. Next, a parameter that characterizes the probability model of interest is denoted as θ. This parameter can be scalar, such as the mean or variance of a distribution, or it can be a vector, such as the set of all structural model parameters. This set is also denoted using bold Θ. We want to determine the probability of observing y given unknown parameters θ, which we write as p(y | θ). Using statistical inferences, the goal is to obtain estimates of the unknown parameters from the available data. This is expressed as the likelihood of the parameters given the data, shown as L(θ | y). We often work with the log-likelihood, written l(θ | y). The key difference between Bayesian and frequentist statistical inference is in the nature of the unknown parameter(s) θ. In the frequentist tradition, the assumption is that θ is unknown but fixed. In Bayesian statistical inference, θ is random, with a probability distribution that reflects the uncertainty about its true value. This means that both the observed data y and the parameter(s) θ are assumed to be random, so we can model the joint probability of the parameters and the data as a function of the conditional distribution of the data given the parameters, and the prior distribution of the parameters. 

3.8. Time Horizons
According to Saunders et al. (2009), the most important question for researchers to ask is whether results should show a snapshot (cross-sectional) or describe events over a given period (longitudinal). Time horizons are independent of research strategy and choice of method. This study was a cross-sectional study, examining phenomena at a particular time, using a survey strategy (Easterby-Smith, Thorpe & Jackson, 2008; Robson, 2002), because this was considered the most appropriate method for meeting the study objectives.

3.9. Population and Sampling Size
The population is all items being researched, or all members of the group being studied, also called the research population. The research sample is the small subgroup chosen for study (Denscombe, 2010). Other aspects that must be considered include the statistical analyses used, the required degree of precision and confidence levels, and the time and costs associated with the method of data collection (Stylidis, 2012). The choice of sample size is governed by the confidence required in the data, the tolerable margin of error, the analyses to be undertaken, and the size of the total population (Saunders et al., 2009).
This study used a quantitative research methodology for data collection and structural equation modeling for analysis. Nunkoo, Ramkissoon, and Gursoy (2013) recommended a research sample of at least 200 respondents under these circumstances. Stylidis, Biran, Sit and Szivas (2014) argued that a sample of at least 300 respondents was needed to meet the requirements of structural equation modeling data analyses. Krejcie and Morgan (1970) suggested that, as the population increases, the sample size increases at a diminishing rate, remaining constant at slightly over 380. Kozak (2014) suggested a sample of at least of 500 to allow for a margin of error (degree of accuracy) of less than 5% and a 95% confidence level. The number of female Emirati undergraduates was estimated as 45,254, based on the total number of students in higher education in 2013, 77,397 (Minsitry of Education, 2014). This implies that the optimal sample size would be between 370 and 383 for a 5% margin of error, and between 964 and 1056 for a 3% margin (Krejcie & Morgan, 1970). This study obtained 1184 effective responses from female Emirati undergraduates in public and private universities, and therefore met all the available sample size guidelines. 

3.10. Sampling Frame
The sample frame contains information about the research population (Denscombe, 2010). It is a complete list of all cases in the population from which the sample will be drawn (Saunders et al., 2009). A good sampling frame should be relevant (contain things directly linked to the research topic), complete (covering all relevant items), precise (excluding all irrelevant items), and up-to-date (incorporating recent additions and changes and with no redundant items) (Denscombe, 2010). The sampling frame should be complete to ensure that the sample is representative of the total population. It is important to ensure that the sampling frame is reliable and valid (Saunders et al., 2009). In this study, the sample frame was female Emirati undergraduates who were at least 18 years old. The undergraduates were studying at United Arab Emirates University, the Higher College of Technology, Zayed University, Al Ain University, Abu Dhabi University or Khalifa University. The students were from all seven emirates. 
 
3.11. Sampling Technique
There are two types of sampling techniques, probability or representative sampling and non-probability or judgmental sampling. For probability samples, the probability of each case being selected from the population is known and is usually equal. For non-probability samples, the probability of each case being selected from the total population is not known and this can make it difficult to answer research questions (Saunders et al., 2009). Probability sampling is most commonly associated with survey-based research strategies. The probability sampling process includes identifying a suitable sampling frame based on the research questions, deciding on a suitable sample size, selecting appropriate sampling techniques and sample, and checking the representativeness of the population (Saunders et al., 2009). There are five techniques for probability sampling: simple random, systematic, stratified random, cluster, and multi-stage (Saunders et al., 2009). This study used stratified random probability sampling. The respondents were chosen randomly, from across all seven emirates in the UAE. The questionnaire was initially written in English and then translated into Arabic to ensure that the questions were clear and simple, and worded correctly. Minor adjustments were made as a result of feedback from three academic experts on the layout, wording, and ease of understanding of the measurement items. The final version of the questionnaire took into account comments on both previous versions. The self-administered questionnaires were available in either hard copy or online in both English and Arabic. An online link was sent via email to all students at each institution. Samples can be stratified using more than one characteristic to ensure correct representation within the sample (Saunders et al., 2009). In this study, the stratification characteristics were gender, nationality and type of student (working and non-working), and the information about these was obtained from three questions at the end of the questionnaire to ensure that the results would be from undergraduate female Emiratis. 

3.12. Data Collection Process
Approval from the Institutional Review Board (IRB) of Abu Dhabi University was obtained before data collection. The Ministry of Higher Education (MOHE) was given an explanation of the purpose and a brief summary of this study and approved it. The participant universities examined the MOHE approval, then agreed that the questionnaire could be sent to their students (Appendix A). The process of receiving approval and the requirements differed between institutions, but once they had agreed to participate, the universities themselves sent the questionnaires to female Emirati undergraduates studying there. 
Both online and hard copy questionnaires were chosen because using multi-mode survey techniques improves the representativeness of the sample, without biasing other results (Hammad, Ahmad, & Papastathopoulos, 2017; Yun & Trumbo, 2000). It helps to minimize the disadvantages and maximize the advantages of both types of questionnaires. Online surveys have numerous strengths but also some potential weaknesses, and face-to-face questionnaire completion controls these weaknesses. The key strengths of online surveys are global reach, flexibility, speed and timeliness, convenience, ease of data entry and analysis, question diversity, low administration cost, controlled sampling, the ease of obtaining a large sample, and control of answer order. The key weaknesses are that they can be impersonal, respondents cannot ask if they are unclear about the instructions, privacy and security issues, low response rate, technological variations and skewed attributes of the population with internet access. The key strengths of a face-to-face survey are personal interaction, clear instructions, question variety, flexibility and adaptability, ability to use probing techniques and physical stimuli, ability to observe respondents, and control over the survey environment. Major potential weaknesses include interviewer bias, cost per respondent, limited sample size, geographic limitations, convenience sampling with questionable response rates (such as mall surveys), respondent time pressure, and the difficulty in obtaining demographic information (Alreck & Settle, 2004; Evans & Mathur, 2005; Goldsmith, 1989; Holbrook, Green, & Krosnick, 2003; Malhotra, 2004; Presser & Zhao 1992). Evans and Mathur (2005) reported that personal interviewing offers the best opportunity for close contact and two-way interaction between interviewers and respondents. A few empirical studies have highlighted the important benefits of multi-mode survey techniques, such as Scholl, Mulders and Drent (2002), who used online and hard copy questionnaires to obtain more information and allow for greater probing of respondents. Curasi (2001) also used a multi-mode survey and concluded that online surveys have advantages as an additional data collection technique. The hard copies were distributed using random sampling in the higher education institutions. The online questionnaires were created using Survey Monkey, and a link sent from the relevant research department in each institution, with an email to all students inviting female Emirati undergraduates to complete the online questionnaire. The email included a brief summary of the study, including its purpose, type of participation, and contact email for sending the questionnaire. The invitation emails and hard copy questionnaires were sent out during the fall term 2017/2018, in September to November 2017. About 3 weeks after sending the invitation email, the institutions sent a reminder to all students. An IP address check was used to ensure that respondents did not complete the survey more than once. This study focused on the career choice decisions of non-working undergraduate students only, that is, those who were not employed at all, either part-time or full-time. In total, 1433 undergraduates responded, giving 1353 completed questionnaires, of which 1184 were usable once those from working/employed students were discarded. The total number of undergraduates participating through hard copy surveys was 435 (36.7%), with 749 (63.3%) completing online surveys. 

3.13. Data Collection Selection Verification
Table 11 shows the differences in mean values across the two modes of response, using the Mann-Whitney U-test to analyze the difference in mean values between groups. This test is used to compare the differences between two independent groups when the dependent variable is either ordinal or continuous but not normally distributed. For all variables, Kolmogorov–Smirnov tests suggested violation of the normal distribution assumption required for a t-test (Hammad et al., 2017; Mann & Whitney, 1947; Nachar, 2008). None of the ten variables varied across the two response groups. All p-values were above 0.05, so the distributions of scores for the two groups were considered to be equal. 

[bookmark: Table_12]Table 11: Comparing the Two Survey Return Types (Online and Hard Copy)
	
	Survey Return Type
	N
	Mean
	Std. Deviation
	Test of Normality
K-Sa Test
	Mann-Whitney U-Test
	p-value

	PT_Neuro_1
	Online
	749
	4.89
	1.546
	.238**
	161700.5
	.827

	
	Hard Copy
	435
	4.85
	1.617
	
	
	

	PT_Neuro_2
	Online
	749
	4.67
	1.574
	.216**
	156989.5
	.286

	
	Hard Copy
	435
	4.74
	1.674
	
	
	

	PT_Neuro_3
	Online
	749
	4.41
	1.753
	.173**
	157213.0
	.308

	
	Hard Copy
	435
	4.51
	1.804
	
	
	

	PT_Neuro_4
	Online
	749
	3.65
	1.714
	.140**
	158615.0
	.443

	
	Hard Copy
	435
	3.74
	1.776
	
	
	

	PT_Neuro_5
	Online
	749
	3.60
	1.652
	.168**
	162501.5
	.942

	
	Hard Copy
	435
	3.61
	1.714
	
	
	

	PT_Neuro_6
	Online
	749
	3.64
	1.809
	.165**
	161326.0
	.778

	
	Hard Copy
	435
	3.67
	1.850
	
	
	

	PT_Neuro_7
	Online
	749
	5.00
	1.750
	.239**
	157709.0
	.348

	
	Hard Copy
	435
	4.88
	1.836
	
	
	

	PT_Neuro_8
	Online
	749
	4.19
	1.868
	.173**
	159074.5
	.493

	
	Hard Copy
	435
	4.29
	1.801
	
	
	

	PT_Con_1
	Online
	749
	5.42
	1.413
	.219**
	159962.0
	.592

	
	Hard Copy
	435
	5.46
	1.404
	
	
	

	PT_Con_2
	Online
	749
	5.00
	1.568
	.204**
	160098.5
	.612

	
	Hard Copy
	435
	4.94
	1.634
	
	
	

	PT_Con_3
	Online
	749
	6.23
	.956
	.258**
	155432.0
	.148

	
	Hard Copy
	435
	6.32
	.838
	
	
	

	PT_Con_4
	Online
	749
	6.01
	1.030
	.275**
	159616.5
	.535

	
	Hard Copy
	435
	6.03
	1.069
	
	
	

	PT_Con_5
	Online
	749
	5.98
	1.115
	.256**
	152694.5
	.055

	
	Hard Copy
	435
	6.10
	1.030
	
	
	

	PT_Con_6
	Online
	749
	4.73
	1.609
	.165**
	161253.5
	.767

	
	Hard Copy
	435
	4.68
	1.672
	
	
	

	PT_Con_7
	Online
	749
	5.59
	1.400
	.254**
	160229.5
	.624

	
	Hard Copy
	435
	5.62
	1.426
	
	
	

	PT_Con_8
	Online
	749
	5.47
	1.430
	.251**
	156728.0
	.259

	
	Hard Copy
	435
	5.39
	1.430
	
	
	

	PT_Con_9
	Online
	749
	4.95
	1.573
	.208**
	162484.5
	.939

	
	Hard Copy
	435
	4.93
	1.616
	
	
	

	PT_Agree_1
	Online
	749
	6.04
	1.100
	.290**
	155103.5
	.139

	
	Hard Copy
	435
	6.10
	1.132
	
	
	

	PT_Agree_2
	Online
	749
	5.97
	1.243
	.282**
	161246.0
	.755

	
	Hard Copy
	435
	6.00
	1.218
	
	
	

	PT_Agree_3
	Online
	749
	6.10
	1.133
	.272**
	161684.5
	.816

	
	Hard Copy
	435
	6.11
	1.081
	
	
	

	PT_Agree_4
	Online
	749
	4.91
	1.864
	.189**
	160893.0
	.718

	
	Hard Copy
	435
	4.86
	1.889
	
	
	

	PT_Agree_5
	Online
	749
	5.97
	1.045
	.259**
	159370.5
	.508

	
	Hard Copy
	435
	6.02
	1.039
	
	
	

	PT_Agree_6
	Online
	749
	5.90
	1.306
	.272**
	156702.5
	.246

	
	Hard Copy
	435
	5.99
	1.242
	
	
	

	PT_Agree_7
	Online
	749
	4.97
	1.847
	.198**
	160994.0
	.731

	
	Hard Copy
	435
	4.91
	1.904
	
	
	

	PT_Agree_8
	Online
	749
	5.82
	1.434
	.282**
	160056.5
	.595

	
	Hard Copy
	435
	5.88
	1.357
	
	
	

	PT_Agree_9
	Online
	749
	5.70
	1.302
	.279**
	153917.5
	.096

	
	Hard Copy
	435
	5.83
	1.220
	
	
	

	SE_SES_1
	Online
	749
	2.93
	1.950
	.257**
	161489.0
	.797

	
	Hard Copy
	435
	2.92
	1.993
	
	
	

	SE_SES_2
	Online
	749
	2.76
	1.864
	.270**
	159203.5
	.500

	
	Hard Copy
	435
	2.72
	1.915
	
	
	

	SE_SES_3
	Online
	749
	2.65
	1.820
	.278**
	157309.5
	.306

	
	Hard Copy
	435
	2.54
	1.775
	
	
	

	SE_SES_4
	Online
	749
	2.53
	1.739
	.282**
	157215.0
	.296

	
	Hard Copy
	435
	2.43
	1.689
	
	
	

	SE_SES_5
	Online
	749
	2.89
	1.899
	.262**
	160694.0
	.689

	
	Hard Copy
	435
	2.95
	1.957
	
	
	

	SE_WFC_1
	Online
	749
	5.21
	1.733
	.240**
	162574.0
	.952

	
	Hard Copy
	435
	5.26
	1.610
	
	
	

	SE_WFC_2
	Online
	749
	4.99
	1.724
	.199**
	152122.0
	.052

	
	Hard Copy
	435
	4.82
	1.697
	
	
	

	SE_WFC_3
	Online
	749
	5.80
	1.412
	.302**
	154969.0
	.138

	
	Hard Copy
	435
	5.94
	1.280
	
	
	

	SE_WFC_4
	Online
	749
	4.37
	1.862
	.164**
	161887.5

	.855

	
	Hard Copy
	435
	4.36
	2.002
	
	
	

	SE_WFC_5
	Online
	749
	4.15
	1.949
	.146**
	159004.5
	.486

	
	Hard Copy
	435
	4.07
	1.962
	
	
	

	SE_SS_1
	Online
	749
	5.06
	1.618
	.203**
	162814.5
	.987

	
	Hard Copy
	435
	5.06
	1.622
	
	
	

	SE_SS_2
	Online
	749
	5.33
	1.577
	.238**
	162664.0
	.965

	
	Hard Copy
	435
	5.31
	1.602
	
	
	

	SE_SS_3
	Online
	749
	5.32
	1.687
	.238**
	158751.0
	.451

	
	Hard Copy
	435
	5.33
	1.790
	
	
	

	SE_SS_4
	Online
	749
	4.71
	1.758
	.182**
	160648.5
	.685

	
	Hard Copy
	435
	4.66
	1.817
	
	
	

	SE_SS_5
	Online
	749
	4.59
	1.746
	.195**
	160583.5
	.676

	
	Hard Copy
	435
	4.57
	1.718
	
	
	

	IE_HE_1
	Online
	749
	5.09
	1.539
	.199**
	158380.5
	.412

	
	Hard Copy
	435
	5.00
	1.595
	
	
	

	IE_HE_2
	Online
	749
	5.17
	1.588
	.224**
	160714.0
	.691

	
	Hard Copy
	435
	5.19
	1.629
	
	
	

	IE_HE_3
	Online
	749
	5.19
	1.503
	.206**
	160378.0
	.646

	
	Hard Copy
	435
	5.21
	1.550
	
	
	

	IE_HE_4
	Online
	749
	5.29
	1.459
	.216**
	162135.0
	.888

	
	Hard Copy
	435
	5.25
	1.587
	
	
	

	IE_HE_5
	Online
	749
	5.63
	1.212
	.351**
	161637.0
	.805

	
	Hard Copy
	435
	5.59
	1.265
	
	
	

	IE_WE_1
	Online
	749
	5.83
	1.316
	.270**
	159383.0
	.513

	
	Hard Copy
	435
	5.89
	1.235
	
	
	

	IE_WE_2
	Online
	749
	5.19
	1.477
	.187**
	156442.5
	.243

	
	Hard Copy
	435
	5.10
	1.481
	
	
	

	IE_WE_3
	Online
	749
	6.17
	1.030
	.277**
	159422.0
	.505

	
	Hard Copy
	435
	6.14
	.998
	
	
	

	IE_WE_4
	Online
	749
	6.03
	1.127
	.293**
	159974.5
	.579

	
	Hard Copy
	435
	6.05
	1.132
	
	
	

	IE_GE_1
	Online
	749
	5.28
	1.482
	.210**
	162892.5
	.998

	
	Hard Copy
	435
	5.29
	1.462
	
	
	

	IE_GE_2
	Online
	749
	5.17
	1.352
	.212**
	159449.0
	.528

	
	Hard Copy
	435
	5.20
	1.360
	
	
	

	IE_GE_3
	Online
	749
	5.33
	1.224
	.201**
	160222.5
	.623

	
	Hard Copy
	435
	5.35
	1.308
	
	
	

	IE_GE_4
	Online
	749
	5.32
	1.159
	.214**
	159770.0
	.563

	
	Hard Copy
	435
	5.34
	1.211
	
	
	

	CC_1
	Online
	749
	6.05
	1.225
	.276**
	159156.0
	.476

	
	Hard Copy
	435
	6.11
	1.171
	
	
	

	CC_2
	Online
	749
	5.39
	1.502
	.234**
	161173.5
	.752

	
	Hard Copy
	435
	5.42
	1.500
	
	
	

	CC_3
	Online
	749
	5.37
	1.567
	.239**
	160656.0
	.682

	
	Hard Copy
	435
	5.42
	1.518
	
	
	

	CC_4
	Online
	749
	5.71
	1.291
	.294**
	157516.0
	.315

	
	Hard Copy
	435
	5.75
	1.306
	
	
	

	CC_5
	Online
	749
	4.68
	1.933
	.187**
	162320.5
	.916

	
	Hard Copy
	435
	4.68
	1.911
	
	
	

	CC_6
	Online
	749
	5.58
	1.402
	.263**
	160112.0
	.608

	
	Hard Copy
	435
	5.62
	1.393
	
	
	

	CC_7
	Online
	749
	5.29
	1.336
	.218**
	156915.0
	.274

	
	Hard Copy
	435
	5.14
	1.507
	
	
	

	Notes: Results represent means and standard deviations of scores on a Likert-type scale ranging from strongly disagree (1) to strongly agree (7), with 4 as a neutral point.
aKolmogorov-Smirnov test. 
**p < 0.01






3.14. Development of the Measurement Instrument
The questionnaire had three sections. Section A included questions about the undergraduates and their careers, which assessed the ten variables in the research hypothesees, and were used to test the direct relationship between independent and dependent variables. Also, multi-group structural equation modelling (MGSEM) was used to establish whether selected attributes differed by hypothesised (binary) age and internship experience. Section B examined the undergraduates’ planned choices after graduation, and Section C covered demographic information. There were 79 questions in total, and the sections were arranged to allow the participants to focus on the questions about themselves and their careers (Table 12). 
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[bookmark: Table_12_CC]Table 12: Career Choice Factors: Survey Items and their Academic Sources
	
	Factors
	Sub-Factor
	Survey Questions
	Source of survey measures
	Cronbach’s alpha 

	Q1
	
Individual Personality
	Personality Traits

(Neuroticism)
	I see myself as someone who:
1. Remains calm in tense situations.
2. Is relaxed, handles stress well.
3. Is emotionally stable, not easily upset.
4. Doesn’t worry a lot.
5. Can’t be tense.
6. Can’t be moody
7. Isn’t depressed, blue.
8. Doesn’t get nervous easily.
	Lang et al. (2011)
Rammstedt and John (2007)
John and Srivastava (1999)

	


.816

	Q2
	
	Personality Traits

(Conscientiousness)
	I see myself as someone who:
1. Does a thorough job.
2. Makes plans and follows through with them.
3. Is a reliable worker.
4. Does things efficiently.
5. Perseveres until the task is finished.
6. Doesn’t tend to be lazy.
7. Doesn’t tend to be disorganized.
8. Can’t be somewhat careless.
9. Isn’t easily distracted.
	Lang et al. (2011)
Rammstedt and John (2007)
John and Srivastava (1999)
	



.855

	Q3
	
	Personality Traits

(Agreeableness)
	I see myself as someone who:
1. Is helpful and unselfish with others.
2. Likes to cooperate with others.
3. Has a forgiving nature.
4. Is generally trusting.
5. Is considerate and kind to almost everyone.
6. Doesn’t start quarrels with others.
7. Can’t be cold and aloof.
8. Isn’t sometimes rude to others.
9. Doesn’t tend to find fault with others.
	Lang et al. (2011)
Rammstedt and John (2007)
John and Srivastava (1999)
	


.855

	Q4
	
Social Environment
	Socioeconomic Status
	My father’s education will influence my career choice.
	Huang and Hsieh (2011)
	





.788

	Q5
	
	Socioeconomic Status
	My mother’s education will influence my career choice.
	Huang and Hsieh (2011)
	

	Q6
	
	Socioeconomic Status
	My father’s occupation will influence my career choice.
	Huang and Hsieh (2011)
	

	Q7
	
	Socioeconomic Status
	My mother’s occupation will influence my career choice.
	Huang and Hsieh (2011)
	

	Q8
	
	Socioeconomic Status
	My parent’s income will influence my career choice.
	Huang and Hsieh (2011)
	

	Q9
	
	Work-Family Conflict
	I will choose a job that will help me to balance my job and family responsibility.
	Haslam et al. (2015)
Anderson et al. (2002)
Netemeyer et al. (1996)
	




.712

	Q10
	
	Work-Family Conflict
	I will choose a career where the demands of my work do not interfere with my home and family life. 
	Fouad et al. (2016)
Anderson et al. (2002)
Netemeyer et al. (1996)
	

	Q11
	
	Work-Family Conflict
	Having a job where I can work and still fulfill my family duties is very important to me. 
	Haslam et al. (2015)
Roney and Oztin (2007)
Ahuja et al. (2007)
Netemeyer et al. (1996)
	

	Q12
	
	Work-Family Conflict
	I will not choose a career, even if I like it, if it makes it difficult for me to fulfill family responsibilities.
	Haslam et al. (2015)
Carlson et al. (2000)
Netemeyer et al. (1996)
	

	Q13
	
	Work-Family Conflict
	I do not want a career that requires me to travel and thus get away from my family responsibilities. 
	Chuang and Dellmann-Jenkins (2010)
Carlson et al. (2000)
Netemeyer et al. (1996)
	

	Q14
	
	Social Support
	My family really tries to help me in making career decision. 
	Fouad et al. (2016)
Leserman et al. (2000)
Sarason et al. (1983)
	




.765

	Q15
	
	Social Support
	I get the emotional help and support I need from my family in making career decisions. 
	Fouad et al. (2016)
Leserman et al. (2000)
Sarason et al. (1983)
	

	Q16
	
	Social Support
	I have a special person who is a real source of comfort to me when I am confused about which career to choose. 
	Jung (2014)
Leserman et al. (2000)
Sarason et al. (1983)
	

	Q17
	
	Social Support
	My friends really try to help me in making career decisions. 
	Malecki and Demaray (2006)
Leserman et al. (2000)
Sarason et al. (1983)
	

	Q18
	
	Social Support
	I can count on my friends when I make the wrong career choice. 
	Malecki and Demaray (2006)
Leserman et al. (2000)
Sarason et al. (1983)
	

	Q19
	Institutional Environment
	Attitude Towards Higher Education
	Career counseling from faculty members helps me in my career choice.
	Malecki and Demaray (2006)
Zysberg and Berry (2005)
	


.807

	Q20
	
	Attitude Towards Higher Education
	My university helps me in becoming better able to make the right career choice.
	Jusoh et al. (2011)
Callanan and Benzing (2004)‏
	

	Q21
	
	Attitude Towards Higher Education
	My curricula, facilities and internships help me to know about various careers and what to expect.
	Deželan et al. (2014)
Roney and Oztin (2007)
	

	Q22
	
	Attitude Towards Higher Education
	Career fairs and expectations within and without university expand my career choice horizon.
	Jusoh et al. (2011)
Callanan and Benzing (2004)‏
	

	Q23
	
	Attitude Towards Higher Education
	The job Internship that I have done has positively affected my career choice.
	Riska et al. (2015)
Tanova et al. (2008)
Callanan and Benzing (2004)‏
	

	Q24
	
	Workplace Expectations
	Earning an attractive salary will play a significant role in my career decision.
	Tang and Seng (2016)
Tanova et al. (2008)
Lent et al. (2003)
	


.747

	Q25
	
	Workplace Expectations
	I will not be attracted to a career where there is a mismatch between skills gained in my higher education and the real work environment
	Deželan et al. (2014)
Jusoh et al. (2011)
Agarwala (2008)
	

	Q26
	
	Workplace Expectations
	I will choose a job that offers job security.
	Roney and Oztin (2007)
	

	Q27
	
	Workplace Expectations
	Receiving a good job offer will play a significant role in my career decision.
	Tang and Seng (2016)
Lent et al. (2003)
	

	Q28
	
	Perceived Government Efforts
	Emiratization as a policy is generally well defined and clearly communicated.
	Al-Waqfi and Forstenlechner (2014)
	


.848

	Q29
	
	Perceived Government Efforts
	The mechanisms to ensure enforcement of Emiratization targets are effective.
	Al-Waqfi and Forstenlechner (2014)
	

	Q30
	
	Perceived Government Efforts
	The government authority concerned is aggressive in ensuring compliance with Emiratization targets.
	Al-Waqfi and Forstenlechner (2014)
	

	Q31
	
	Perceived Government Efforts
	Government regulation provides satisfactory legal policy to support the Emiratization policy.
	Al-Waqfi and Forstenlechner (2014)
	

	Q32
	
Career Choice
	
	I prefer a career in the field of my educational specialization.
	Oliveira et al. (2016)
Yoon Kin Tong and Fa Tong (2012)
Agarwala (2008)
	



. 799

	Q33
	
	
	I knew the job prospects in my field of study before I chose it.
	Riska et al. (2015)
Malecki and Demaray (2006)
	

	Q34
	
	
	I know the availability of careers in my field of specialization.
	Tang and Seng (2016)
Agarwala (2008)
	

	Q35
	
	
	I will be able to make my career choice by the time when I graduate.
	Oliveira et al. (2016)
Yoon Kin Tong and Fa Tong (2012)
	

	Q36
	
	
	I don’t worry about the issue of choosing my future career.
	Agarwala (2008)
Jiwen Song and Werbel (2007)
	

	Q37
	
	
	My career choice depends on my personal interests.
	Oliveira et al. (2016)
Jung (2014)
Yoon Kin Tong and Fa Tong (2012)
	

	Q38
	
	
	I can choose a job that is not the first choice in my career choice list.
	Tang and Seng (2016)
Lounsbury et al. (2005)
	



3.15. Measurement Scales
The cover page of the survey included information on the survey, the purpose of the study, an estimate of the length of time required to answer the survey, and contact information for the researchers. The first section of the questionnaire covered the ten constructs discussed in this study: the personality traits of neuroticism, conscientiousness, and agreeableness, social support, work–family conflicts, socioeconomic status, attitudes towards higher education, workplace expectations, and perceived government efforts. Participants rated their responses using a seven-point Likert-type scale (1 = strongly disagree, 7 = strongly agree). There was one additional option beyond the seven scale points (don’t know/refused). Only six- and eleven-point scales follow normal distributions from Kolmogorov–Smirnov and Shapiro–Wilk statistics. Results on predictive validity were inconclusive (Leung, 2011). This study used vertically-ascending oriented response options, which may eliminate the left-side selection bias because no response option would be aligned more to the left than others, or occupy more space on paper than horizontally. Vertically unidirectional response options should be used when absolute judgments are being made (Maeda, 2015). The questions were worded positively, and no reverse questions were included. To measure the study’s ten constructs, existing scales were used or adapted, based on two criteria. The first was high reliability and the second was relevance to the study. The scales were refined and modified to assess the constructs required. Finally, a pretest was used to assess the validity and reliability of the measurement scales.
The second section of the questionnaire included choices the student planned to make after graduation. It contained two questions. The first one concerned the students’ first choice, up to five years after graduation and the second asked to what degree the respondent valued each of five career options. The last section included demographic items such as gender, age, college, type of university, marital status, nationality, type of student, whether they had completed an internship, and emirate of residence. Respondents were divided into two age groups: 18–24 years old, and over 24 years old, based on the United Nations Program on Youth (UNESCO, 2016). The sample was from Generation Y (born between 1977 and 1994) (Nayyar, 2001; Paul, 2001) and Generation Z (born between 1995 and 2012). For the type of the university, the respondents chose public or private, and provided the name of the school. The questions also covered gender, nationality, and type of student to be sure that the study results were all from suitable students (female Emirati undergraduates). 

3.16. Pilot Testing
The purpose of a pilot test is to ensure that the respondents will have no problem responding to questions, and therefore that there will be no problems recording data. Pilot testing also helps to test the validity and reliability of the questionnaire before it is used to collect data. The number of people sampled in the pilot test should be sufficient to include any major variations in the population that will affect responses. The respondents provide an idea of the reliability and suitability of the questions by testing to see whether there are any problems understanding or answering questions and that all instructions can be followed easily and correctly (Saunders et al., 2009).
The pretesting of the measurement items was conducted in several stages. First, the survey (both English and Arabic versions) was circulated to five academic experts and five undergraduates. They were asked to provide feedback on the layout, wording, and ease of understanding of the measurement items. Their feedback was used in the revision of the questions for SE_SES, IE_HE, and IE_GE. The revised questionnaire was pre-tested using a random sample of 20 non-working students. The pretest responses were analyzed to test the reliability and validity of the items. The reliability and composite reliability of the instrument were assessed using Cronbach’s alpha and composite reliability (CR). The face validity of the measurement instrument was assessed by four professionals, who examined it and provided feedback. The convergent validity (defined as the degree to which two measures of constructs that theoretically should be related are in fact related) (Trochim, 2006) was assessed by deleting the estimated pattern coefficient of each indicator for its posited underlying construct factor and determining whether a chi-square difference test conducted on models with and without an estimated parameter returned significant results (greater than twice the standard error (Anderson & Gerbing, 1988). Finally, discriminant validity was assessed for every possible pair of constructs by constraining the estimated correlation parameter between them to 1.0 and performing a chi-square difference test on the values obtained for the constrained and unconstrained models (Anderson & Gerbing, 1988).

[bookmark: Conclusion_RM]3.17. Conclusion

This chapter described the philosophy behind the study, and explained the methodology chosen in the light of this. The study used a positivism paradigm, with a structured methodology for data collection suitable for statistical analyses. The methodology was quantitative (deductive and mono method), using a questionnaire for data collection with a probability-stratified random sampling technique. The chapter also discussed details of the research design, including population, sample size, sampling frame and technique, data collection, and verification, and data analysis using statistical methods, including descriptive statistics, scale reliability and validity, confirmatory factor analysis, normality testing, correlations, and testing the hypotheses and moderation by age and internship via SEM and Bayesian BSEM. Finally, the chapter discussed the preparation of the measurement scale, including pilot testing, and reliability and validity testing. The results of these analyses are set out in the next chapter.

[bookmark: RF]CHAPTER 4: RESEARCH FINDINGS
This chapter describes the findings of the research, including full statistical analyses. First, the normality of the data was examined, using the Kolmogorov–-Smirnov and Shapiro–Wilk tests, which are preferred for examinations of skewness, kurtosis, or both, because of their good power properties (Mendes & Pala, 2003). The data were not normally distributed, so a Bayesian structural equation modeling (SEM) approach was required (Table 12).

[bookmark: Measurement_Model]4.1. Measurement Model 
Τhe psychometric properties of all study measures were first examined using the Bayesian estimation posterior values (Table 13). All standardized factor loadings needed to be estimated separately from the means that Bayesian estimation commonly provides. During the confirmatory factor analysis, only a few items had to be dropped (CC1, CC6, CC7, PT_Neuro_6, PT_Neuro_7, PT_Agree_7, IE_HE_1, and IE_WE_2). The remaining items among the latent constructs were statistically significant (p < 0.05) and above 0.5, indicating that the constructs had convergent validity (Hair, Black, Babin, Anderson & Tatham, 2010). Frequentist reliability and validity measures, such as composite reliability and Cronbach’s α are based on multivariate normality, and therefore cannot be calculated for ordinal variables (Van Poucke, Matthyssens, & Weeren, 2016).
Discriminant validity was assessed using the Fornell–Larcker criterion (Fornell & Larcker, 1981; Hair et al. 2010). This compares the square root of the average variance extracted (AVE) value with the latent variable correlations. The square root of each construct’s AVE should be greater than its greatest correlation with any other construct. The Bayesian estimation procedure provided posterior distributions of the covariances and variables of all model variables, and correlations were computed from these. The correlations were smaller than the square root of the AVE value, providing discriminant validity. 

[bookmark: Table_13]Table 13: Key Descriptive Statistics and Psychometric Properties
	Constructs
	Items
	AVE
	M.
	S.D.
	Β
	Sig.

	Career choice

	Career choice (CC_2)
	.514

	5.40
	1.501
	.708
	**

	
	Career choice (CC_3)
	
	5.39
	1.548
	.793
	**

	
	Career choice (CC_4)
	
	5.72
	1.296
	.665
	**

	
	Career choice (CC_5)
	
	4.68
	1.924
	.695
	**

	Neuroticism
	Personality traits – Neuroticism (PT_Neuro_1)
	.501

	4.88
	1.572
	.770
	**

	
	Personality traits – Neuroticism (PT_Neuro_2)
	
	4.70
	1.611
	.738
	**

	
	Personality traits – Neuroticism (PT_Neuro_3)
	
	4.45
	1.772
	.664
	**

	
	Personality traits – Neuroticism (PT_Neuro_4)
	
	3.68
	1.737
	.666
	**

	
	Personality traits – Neuroticism (PT_Neuro_5)
	
	3.60
	1.675
	.763
	**

	
	Personality traits – Neuroticism (PT_Neuro_8)
	
	4.23
	1.844
	.633
	**

	Conscientiousness

	Personality traits – Consciousness (PT_Con_1)
	.509

	5.43
	1.410
	.721
	**

	
	Personality traits – Consciousness (PT_Con_2)
	
	4.98
	1.592
	.641
	**

	
	Personality traits – Consciousness (PT_Con_3)
	
	6.27
	.915
	.713
	**

	
	Personality traits – Consciousness (PT_Con_4)
	
	6.02
	1.044
	.740
	**

	
	Personality traits – Consciousness (PT_Con_5)
	
	6.02
	1.086
	.749
	**

	
	Personality traits – Consciousness (PT_Con_6)
	
	4.71
	1.632
	.792
	**

	
	Personality traits – Consciousness (PT_Con_7)
	
	5.60
	1.409
	.642
	**

	
	Personality traits – Consciousness (PT_Con_8)
	
	5.44
	1.430
	.694
	**

	Agreeableness

	Personality traits – Agreeableness (PT_Agree_1)
	.503

	6.06
	1.112
	.709
	**

	
	Personality traits – Agreeableness (PT_Agree_2)
	
	5.98
	1.234
	.693
	**

	
	Personality traits – Agreeableness (PT_Agree_3)
	
	6.11
	1.114
	.755
	**

	
	Personality traits – Agreeableness (PT_Agree_5)
	
	5.99
	1.043
	.669
	**

	
	Personality traits – Agreeableness (PT_Agree_6)
	
	5.93
	1.283
	.740
	**

	
	Personality traits – Agreeableness (PT_Agree_8)
	
	5.84
	1.406
	.641
	**

	
	Personality traits – Agreeableness (PT_Agree_9)
	
	5.75
	1.274
	.751
	**

	Socioeconomic status

	Social environment – Socioeconomic status (SE_SES_1)
	.680

	2.93
	1.965
	.814
	**

	
	Social environment – Socioeconomic status (SE_SES_2)
	
	2.74
	1.882
	.877
	**

	
	Social environment – Socioeconomic status (SE_SES_3)
	
	2.61
	1.804
	.890
	**

	
	Social environment – Socioeconomic status (SE_SES_4)
	
	2.49
	1.721
	.899
	**

	
	Social environment – Socioeconomic status (SE_SES_5)
	
	2.91
	1.920
	.608
	**

	Work–family conflict

	Social environment – Work–family conflict (SE_WFC_1) 
	.505

	5.23
	1.688
	.813
	**

	
	Social environment – Work–family conflict (SE_WFC_2)
	
	4.93
	1.715
	.798
	**

	
	Social environment – Work–family conflict (SE_WFC_3)
	
	5.85
	1.366
	.628
	**

	
	Social environment – Work–family conflict (SE_WFC_4)
	
	4.37
	1.314
	.671
	**

	
	Social environment – Work–family conflict (SE_WFC_5)
	
	5.12
	1.153
	.619
	**

	Social support

	Social environment – Social support (SE_SS_1)
	.516

	5.06
	1.619
	.721
	**

	
	Social environment – Social support (SE_SS_2)
	
	5.32
	1.586
	.778
	**

	
	Social environment – Social support (SE_SS_3)
	
	5.33
	1.725
	.612
	**

	
	Social environment – Social support (SE_SS_4)
	
	4.69
	1.779
	.750
	**

	
	Social environment – Social support (SE_SS_5)
	
	4.59
	1.735
	.719
	**

	Attitude 
towards
higher education

	Institutional environment – Attitude towards higher education (IE_HE_2)
	.520

	5.18
	1.603
	.770
	**

	
	Institutional environment – Attitude towards higher education (IE_HE_3)
	
	5.20
	1.520
	.841
	**

	
	Institutional environment – Attitude towards higher education (IE_HE_4)
	
	5.27
	1.507
	.722
	**

	
	Institutional environment – Attitude towards higher education (IE_HE_5)
	
	5.62
	1.231
	.509
	**

	Workplace expectations

	Institutional environment – Workplace expectations (IE_WE_1)
	.578

	5.85
	1.286
	.784
	**

	
	Institutional environment – Workplace expectations (IE_WE_3)
	
	6.16
	1.018
	.663
	**

	
	Institutional environment – Workplace expectations (IE_WE_4)
	
	6.04
	1.128
	.824
	**

	Perceived government efforts

	Institutional environment – Perceived effectiveness of Emiratization efforts (IE_PGE_1)
	.576
	5.29
	1.474
	.685
	**

	
	Institutional environment – Perceived effectiveness of Emiratization efforts (IE_PGE_2)
	
	5.18
	1.354
	.724
	**

	
	Institutional environment – Perceived effectiveness of Emiratization efforts (IE_PGE_3)
	
	5.34
	1.255
	.832
	**

	
	Institutional environment – Perceived effectiveness of Emiratization efforts (IE_PGE_4)
	
	5.33
	1.178
	.786
	**

	**: p value < 0.05



Bayesian estimation makes use of Markov chain Monte Carlo (MCMC) algorithms to iteratively draw random samples from the posterior distribution of model parameters (Muthén & Muthén, 2012). The convergence of the MCMC algorithm in distribution is assessed through the monitoring of posterior distributions using trace and autocorrelation plots (Muthén & Muthén, 2012). Posterior parameter trace plots display sampled parameter values over time. Rapid up-and-down fluctuations and the absence of long-term trends in the plot indicate a rapid convergence in distribution (Arbuckle, 2016; Kaplan & Depaoli, 2012). Autocorrelation plots also display the degree of non-independence of successive posterior draws in MCMC chains (Kaplan & Depaoli, 2012; Muthén & Muthén, 2012). Amos software was used to draw burn-in samples to allow the MCMC procedure to converge to the true joint posterior distribution. After drawing and discarding the burn-in samples, additional samples were drawn to give a clear picture of the joint posterior distribution. Amos software has a default limit of 100,000 MCMC samples. When it reaches this limit, it begins a process known as thinning. This involves retaining an equally spaced subset of samples rather than all samples. Amos begins the MCMC sampling process by retaining all samples until its limit of 100,000 is reached. At that point, if the data analysis has not halted the sampling process, half of the samples are discarded by removing every alternate one, so that the lag−1 dependence in the remaining sequence is the same as the lag−2 dependence of the original unthinned sequence. From that point, Amos continues the sampling process, keeping one sample out of every two that are generated, until the upper limit of 100,000 is again reached, and so on. The thinning process deduces the autocorrelation between successive samples, so a thinned sequence of 100,000 samples provides more information than an unthinned sequence of the same length. The study results were based on 54,000 samples that were collected after 1,000 burn-in samples, for a total of 55,000 samples after the thinning process.
To evaluate the model fit, Bayesian estimation provides the posterior predictive value as a general goodness-of-fit measure (Scheines et al., 1999). The MCMC convergence of posterior parameters indicates that a sufficient number of samples has been drawn from the posterior distribution to accurately estimate the posterior parameter values (Arbuckle, 2009). The study model provided a posterior predictive value of 0.51, which indicated that it had a very good fit (Gelman et al., 2014). MCMC convergence was also evaluated via the potential scale reduction convergence criterion (Gelman, Carlin, Stern & Rubin, 2014; Gelman & Rubin, 1992). This compares within- and between-chain variation of parameter estimates. When a single MCMC chain is used, the potential scale reduction compares variation within and between the third and fourth quarters of the iterations. A value of 1.000 represents perfect convergence (Kaplan & Depaoli, 2012; Muthén & Muthén, 2012). With a large number of parameters, a potential scale reduction value < 1.100 for each parameter indicates that a convergence of the MCMC sequence has been obtained (Muthén & Muthén, 2012). The study model’s potential scale reduction value was 1.0017, indicating that convergence was reached.

[bookmark: Structural_Model]4.2. Structural Model 
To evaluate the structural model, the SEM model was fitted to the data using AMOS 24. The results for the structural model (Table 14 and Figure 21) show that hypotheses H1a, H3a, and H6a were not supported, because the zero value does not lie within the 95% confidence intervals, which ranged from −0.066 to 0.089, −0.034 to 0.186, and −0.066 to 0.011. Neuroticism, agreeableness, and socioeconomic status were therefore found to have no impact on career choice. Support, however, was found for hypothesis H2a, indicating a positive relationship between conscientiousness and career choice (mean: 0.106; confidence interval 0.033–0.178). Social support was also found to positively affect career choice (mean 0.198; confidence interval 0.109–0.288), providing support for hypothesis H4a. H5a was also supported, indicating a negative impact of work–family conflict on career choice (mean −0.045; confidence interval −0.088 to −0.002). Our analysis also provided support for a positive effect of attitude towards higher education (mean 0.299; confidence interval 0.237–0.369), workplace expectations (mean 0.121; confidence interval 0.022–0.226), and perceived government efforts (mean 0.276; confidence interval 0.204–0.351) on career choice, providing support for hypotheses H7a, H8a, and H9a. Posterior distribution of each of the nine constructs with career choice is shown in Figures 12 to 20. 

[bookmark: Table_14]Table 14: Results of Structural Modelling
	Hypothesis
	Path
	Mean
	S.E.
	S. D.
	C.S.
	95% Lower Bound
	95% Upper Bound
	Min
	Max
	Outcome

	H1a
	Neuroticism  private sector career choice
	0.011
	0.001
	0.040
	1.001
	−0.066
	0.089
	−0.162
	0.164
	Not supported

	H2a
	Conscientiousness  private sector career choice 
	0.106
	0.002
	0.037
	1.001
	0.033
	0.178
	−0.021
	0.253
	Supported

	H3a
	Agreeableness  private sector career choice
	0.074
	0.002
	0.057
	1.000
	−0.034
	0.186
	−0.138
	0.320
	Not supported

	H4a
	Social support  private sector career choice
	0.198
	0.001
	0.045
	1.001
	0.109
	0.288
	0.030
	0.392
	Supported

	H5a
	Work–family conflict  private sector career choice
	−0.045
	0.001
	0.022
	1.001
	−0.088
	−0.002
	−0.134
	0.036
	Supported

	H6a
	Socioeconomic status  private sector career choice
	−0.027
	0.001
	0.020
	1.001
	−0.066
	0.011
	−0.096
	0.049
	Not supported

	H7a
	Attitude towards higher education  private sector career choice
	0.299
	0.001
	0.033
	1.001
	0.237
	0.369
	0.175
	0.434
	Supported

	H8a
	Workplace expectations  private sector career choice
	0.121
	0.001
	0.051
	1.001
	0.022
	0.226
	−0.073
	0.312
	Supported

	H9a
	Perceived government efforts  private sector career
	0.276
	0.001
	0.038
	1.001
	0204
	0.351
	0.115
	0.414
	Supported






[image: ][image: ]Figure 12: Posterior distribution from the effect of Social Support on Career Choice
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Figure 14: Posterior distribution from the effect of Conscientiousness on Career Choice
Figure 13: Posterior distribution from the effect of Neuroticism on Career Choice

	
[image: ][image: ]Figure 17: Posterior distribution from the effect of Socioeconomic status on Career Choice
Figure 16: Posterior distribution from the effect of Work-Family conflict on Career Choice
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Figure 19: Posterior distribution from the effect of Workplace expectations on Career Choice


Figure 18: Posterior distribution from the effect of Attitude towards Higher Education on Career Choice




Figure 20: Posterior distribution from the effect of Perceived Government Efforts on Career Choice




[bookmark: Moderating_Role]4.3. The Moderating Role of Age and Internships
Multi-group analysis in SEM is very useful, because it allows a comparison to be made of multiple samples from multiple population groups for any identified SEM (Byrne, 2016). It therefore allows researchers to test whether different groups very significantly by beginning from the assumption that they are equal, and examining their invariance. The grouping criteria in this study were age, which contained two groups: young students (18–24 years old) and older students (over 24 years old) and internships, which again divided the student population into two: those who had done an internship, and those who had not. 
Before clarifying the importance of age and internships as factors and assessing whether the suggested hypotheses vary depending on the population examined, we must first examine the baseline models separately, combining them into a single model (configural model) afterwards. The estimation of baseline models requires no between-group constraints (Marsh, 1994). The data should therefore be analyzed separately for each group first. To test for invariance, equality constraints must be imposed on particular parameters, and the data for all groups analyzed simultaneously (Bentler, 2006; Joreskog & Sorbom, 1993). The pattern of fixed and free parameters remains consistent with the baseline model specification for each group. The first type of invariance examined was configural, which is satisfied if the structure of the model is the same across groups. This model is critically important, because if the data do not support identical patterns of fixed and unfixed parameters across groups, then they will not support more restrictive models (Bollen, 1989). To determine this, the fit of the two baseline models was examined. Model A (the young students) provided a posterior predictive value of 0.52 and a potential scale reduction value of 1.019 (80,000 samples), and Model B (the older students) provided a posterior predictive value of 0.51 and a potential scale reduction value of 1.0017 (67,000 samples), indicating that convergence was achieved with these models. The analyses for the combined model (Models A and B) indicated that each model fulfilled the configural invariance criterion, providing a posterior predictive value of 0.51 and a potential scale reduction value of 1.016 (56,000 samples), allowing the multigroup analysis to proceed. In the Bayesian framework, the invariance hypotheses would ideally be tested by Bayes factors comparing the marginal likelihoods of the models with and without invariance constraints, and the MCMC algorithms would be used to evaluate various restricted versions of the model (Verhagen & Fox, 2013). Deviance information criterion (DIC) values (Spiegelhalter, Best, Carlin & van der Linde, 2002) were used to compare fit models with and without invariance constraints. The assumption of structural invariance was tested through a comparison of the estimated DIC of the model with constrained structural paths and the invariant model. Models are not expected to be invariant if the estimated DIC of the latter model (the invariant) is higher (Verhagen & Fox, 2013). The results showed that the DIC value of the constrained model was 62,456,32, and the value of the invariant model was 62,569,53, indicating that the models were different.
Table 15 shows the results of the Bayesian structural model with the specific model effects that must be compared to enable the moderating role of age to be examined. Neuroticism had no impact on career choice in the younger students group, but there was a negative relationship between these two constructs in the older group (mean −0.175; confidence interval −0.345 to −0.011). Socioeconomic status had a negative impact on career choice in the younger group (mean −0.052; confidence interval −0.102 to −0.003), but this relationship was not seen in the older group. There was a moderating impact of age on the relationship between consciousness, agreeableness and social support and career choice, with means of 0.137 (younger group) vs. 0.304 (older group), 0.223 vs 0.351, and 0.367 vs. 0.440, providing support for hypotheses H1b, H2b, H3b, H4b, and H5b (Table 16).

[bookmark: Table_15]Table 15: Bayesian Structural Model Results for Baseline Models Using the Age Grouping Criterion
	Path
	Mean
	S.E.
	S.D.
	C.S.
	95% lower bound
	95% upper bound
	Min
	Max

	Group A (younger students) 

	Neuroticism  private sector career choice
	0.071
	0.002
	0.052
	1.001
	−0.031
	0.172
	−0.124
	0.281

	Conscientious  private sector career choice
	0.137
	0.002
	0.045
	1.001
	0.051
	0.226
	−0.033
	0.328

	Agreeableness  private sector career choice
	0.223
	0.003
	0.072
	1.001
	0.085
	0.366
	−0.066
	0.506

	Social support  private sector career choice
	0.367
	0.002
	0.059
	1.001
	0.26
	0.489
	0.175
	0.632

	Socioeconomic status  private sector career choice
	−0.052
	0.001
	0.025
	1.001
	−0.102
	−0.003
	−0.158
	0.042

	
Group B (older students)

	Neuroticism  private sector career choice
	−0.175
	0.002
	0.086
	1
	−0.345
	−0.011
	−0.495
	0.141

	Conscientious  private sector career choice
	0.304
	0.003
	0.083
	1.001
	0.144
	0.475
	0.001
	0.632

	Agreeableness  private sector career choice
	0.351
	0.005
	0.134
	1.001
	0.096
	0.619
	−0.171
	0.923

	Social support  private sector career choice
	0.440
	0.003
	0.101
	1
	0.26
	0.649
	0.102
	0.901

	Socioeconomic status  private sector career choice 
	0.064
	0.001
	0.042
	1.001
	−0.02
	0.148
	−0.104
	0.222


	
[bookmark: Table_16]Table 16: Moderating Role of Age
	Hypothesis
	Path
	Mean
	Moderating role of age
	Outcome

	
	
	Group A (younger students)
	Group B (older students)
	
	

	H1b
	Neuroticism  private sector career choice 
	0.071
	−0.175
	YES, impact only in older students
	Supported

	H2b
	Conscientiousness  private sector career choice
	0.137
	0.304
	YES, greater impact in older students
	Supported

	H3b
	Agreeableness  private sector career choice
	0.223
	0.351
	YES, greater impact in older students
	Supported

	H4b
	Social support  private sector career choice
	0.367
	0.44
	YES, greater impact in older students
	Supported

	H5b
	Socioeconomic status  private sector career choice
	−0.052
	0.064
	YES, impact only in younger students
	Supported



The fit of the two baseline models was also examined to assess the moderating role of internships. Model C (the internship group) provided a posterior predictive value of 0.52 and a potential scale reduction value of 1.017 (51,000 samples), and Model D (the no internship group) provided a posterior predictive value of 0.51 and a potential scale reduction value of 1.0015 (57,000 samples), indicating that convergence was achieved in these models. The analyses for the combined model (Models C and D) indicated that it fulfilled the configural invariance criterion, providing a posterior predictive value of 0.53 and a potential scale reduction value of 1.019, allowing the multigroup analysis to proceed. The assumption of structural invariance was tested by comparing the estimated DIC of the model, with constrained structural paths and an invariant model. The results showed a DIC value for the constrained model of 19,303,80, with a value 19,201,67 for the invariant model, indicating that the models differed.
Table 17 shows the Bayesian structural model results for the model-specific effects that must be compared to examine the moderating role of internship. The results showed that the impact of workplace expectations on career choice was not confirmed for the internship group, but was supported for the other group (mean 0.254; confidence interval 0.368–0.055). Attitude towards higher education had a greater impact on career choice in the internship group (mean 0.553 vs. 0.406 for the other group). Hypotheses H7b and H8b were therefore supported (Table 18). Figure 21 summarizes the relationships in the research model.

[bookmark: Table_17]Table 17: Bayesian Structural Model Results for Baseline Models Using the Internship Grouping Criterion
	Path
	Mean
	S.E.
	S.D.
	C.S.
	95% lower bound
	95% upper bound
	Min
	Max

	Model C (internship experience)

	Attitude towards higher education  private sector career choice
	0.553
	0.003
	0.071
	1.001
	0.418
	0.695
	0.313
	0.854

	Workplace expectations  private sector career choice
	0.183
	0.005
	0.103
	1.001
	−0.01
	0.394
	−0.166
	0.631

	
Model D (No internship experience)

	Attitude towards higher education  private sector career choice
	0.406
	0.002
	0.038
	1.001
	0.333
	0.487
	0.269
	0.551

	Workplace expectations  private sector career choice
	0.254
	0.002
	0.057
	1.001
	0.145
	0.368
	0.055
	0.505



[bookmark: Table_18]Table 18: Moderating Role of Internship Training
	Hypothesis
	Path
	Mean
	Moderating role of internship experience
	Outcome

	
	
	Group C (internship experience)
	Group D (No internship experience)
	
	

	H6b
	Attitude towards higher education  private sector career choice
	0.553
	0.406
	YES, greater in group with internship experience
	
Supported

	H7b
	Workplace expectations  private sector career choice
	0.183
	0.254
	YES, impact only in group with no internship experience
	
Supported 



[bookmark: R_Conclusion]4.4. Conclusion
This chapter has set out the results of the statistical analysis. The next chapter will discuss these findings and set them into the context of the literature.

[bookmark: Figure_20]Figure 21: Results of the Structural Model
 Notes: Solid lines show statistically significant relationships. Dashed lines show non-significant relationships. Double solid lines show a moderating effect for both groups, and round-dotted lines a moderating effect for one of the two groups.H1a: 0.011
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H5b
Young: −0.052*
Older:   0.064

Asterisk (*) shows significance at the 5% level, in the sense that the 95% Bayesian credibility interval does not cover zero (the numerical values represent posterior means of the standardized estimates). 
[bookmark: RD]CHAPTER 5: RESEARCH DISCUSSION
[bookmark: Introduction]5.1. Introduction 
This study has examined the career choice decisions of female Emirati undergraduates and established their relationship with various influencing factors such as individual personality, social environment, and institutional environment. The moderating effects of age and internship training were also studied. This study used a Bayesian estimation approach to analyze data collected from 1184 female Emirati undergraduates in the UAE. This chapter outlines and discusses the findings, setting them in the context of the literature. It explores the relationships among the study variables, in particular, the direct relationships between the latent variables, and then considers the moderated relationships between the latent variables. 

[bookmark: Direct_Relationship]5.2. Direct Relationship
[bookmark: Table_19]This study found a direct relationship between elements of each of individual personality, social environment, and institutional environment, and the career choices of female Emirati undergraduates. Nine hypotheses were tested (Table 19), of which six were supported (H2a, H4a, H5a, H7a, H8a, and H9a). Three hypotheses were not supported (H1a, H3a, and H6a). The findings reflected the perspectives of female Emirati undergraduates on the factors that influenced their career choices. 

Table 19: Summary of Results of Hypothesis Testing.
	
	Hypothesis
	Outcome

	H1a
	Neuroticism among women is negatively related to career choice preferences in the private sector.
	Not Supported

	H2a
	Conscientiousness among women is positively related to career choice preferences in the private sector.
	Supported

	H3a
	Agreeableness among women is positively related to career choice preferences in the private sector.
	Not Supported

	H4a
	Social support positively influences female Emirati undergraduates’ career choices.
	Supported

	H5a
	Work–family conflict positively influences female Emirati undergraduates’ career choices.
	Supported

	H6a
	Socioeconomic status negatively influences female Emirati undergraduates’ career choices.
	Not Supported

	H7a
	Attitude towards higher education positively influences female Emirati undergraduates’ career choices.
	Supported

	H8a
	Workplace expectations positively influence female Emirati undergraduates’ career choices.
	Supported

	H9a
	Perceptions of government efforts positively influence female Emirati undergraduates’ career choices.
	Supported



H1a tested the relationship between female Emirati undergraduates’ neuroticism and career choice process (career occupation or profession), and the results suggested that there was no significant relationship. The students did not agree that neuroticism disrupted their career choices. It was expected that neuroticism would contribute negatively to decision-making, because of a tendency towards higher anxiety, and that it would also impair problem-solving skills (Chartrand et al., 1993; Mendonca & Siess, 1976; Weinstein, Healy, & Ender, 2002). However, Rottinghaus et al. (2005) also reported finding no relationship between neuroticism and career choices, although another study (Meyer & Winer, 1993) found that neuroticism was connected to career indecision, career information, and career choice anxiety. Kelly and Shin (20009) suggested that individuals with high neuroticism are afraid of the situations they face, which may cause increase their stress and lead to introversion, which will affect their career choices. This suggestion fits with self-efficacy theory, which would suggest that neurotic personalities tend to experience more negative cognitive and emotional states, which result in indecision in the face of career choices. Decisiveness generally has a negative association with neuroticism (Meyer & Winer, 1993; Shafer, 2000; Kelly & Shin, 2009). This expected inverse relationship between neuroticism and career decisiveness, however, was not found in this study. This could be related to the fact that career choice is a complicated phenomenon that is affected by a variety of factors (Gunkel et al., 2010). It may also be because this study depended on personal perceptions, which may have affected the measured levels of the personality factors, or perhaps because of the different study population. Given the different findings in the literature, this area needs further work to understand the relationship more clearly.
H2a tested the relationship between conscientiousness of female Emirati undergraduates and career choices, and findings suggested a strong relationship. Conscientiousness, as examined in this study, includes an achievement orientation, discipline, and orderliness. It was hypothesized that those with high conscientiousness would be more decisive in their choices. The results suggested that more conscientious female Emirati undergraduates demonstrated a more complete plan for their career choices. These results are consistent with previous studies, which also found that high conscientiousness is closely related to career choices. This is especially true when it is associated with good problem-solving skills (Chartrand et al., 1993; Shafer, 2000) and career-related adaptability (Rottinghaus et al., 2005), which both enhance decision-making abilities. Both the self-efficacy theory and the theory of planned behavior also suggest that problem-solving skills and career-related adaptability play an important role in career choice process. Students with a preference for achievement-directed behaviors are more likely to avoid distractions and consistently engage in career-search activities that lead to greater clarity. Bringing together self-efficacy theory and expectancy–value theory, a predisposition for disciplined and diligent behavior provides a foundation for the development of self-confidence. This in turn might influence competence in decision-making, which can be enhanced by social conditions.
H3a tested the relationship between agreeableness and career choices. Previous studies have found relationships, but in conflicting directions. For example, Jin et al. (2009) found that students who tend to interact harmoniously with others spend more time on their career choices, suggesting an inverse relationship between agreeableness and career choice. This in turn suggests that individuals with more agreeable personality traits tend to avoid engaging in career choices. Other studies, however (Gunkel et al., 2010; Holt et al., 2017; Lounsbury et al., 1999, 2005; Lounsbury, Steel, Loveland and Gibson, 2004), reported a relationship between agreeableness and career decisiveness. This fits with self-efficacy theory and the theory of planned behavior, which together suggest that individuals with higher levels of agreeableness tend to trust information about career choices, and are more inclined to seek out and listen to advice and encouragement about career planning and decision-making. These characteristics would be expected to improve career decision-making. This study, by contrast, found no evidence for a relationship, whether positive or negative. It is possible, however, that rather than there being no relationship, there were both positive and negative relationships between agreeableness and career decision-making. If these were equally balanced in female Emirati undergraduates, this would explain the finding that there was no overall relationship. This suggestion is feasible given the literature, but would need more work to explore it in more detail. 
H4a tested the relationship between perceived social support and career choices. The findings suggest that those with higher social support were more likely to choose a private sector career. A number of previous studies have found that social support affected career choice (Whiston & Keller, 2004; Hirschi et al., 2011; Nishiyama et al., 2014). Higgins (2001) found that students make decisions based on social support and the availability of information from their family, peers, and instructors about future career opportunities. Fouad et al. (2016) found that social support, and especially family support, influenced career decision-making and had greater influence on women. Students’ lack of experience may mean that social support has more influence in their career choice decisions than might be the case if they were older. Self-efficacy theory suggests that students learn through observation of the consequences of others’ behavior (Bandura, 1997). These studies all found that social support affects career choices, but the link to a private sector career is more surprising, given the overall preference for public sector careers in the UAE. Al-Waqfi and Forstenlechner (2012), however, found that Emiratis who interact with successful private sector employees are generally encouraged to believe that they, too, could succeed in the private sector. This may, therefore, also explain the importance of internships: as well as providing positive private sector experience, they also expose students to private sector employees, and give them a wider social support and careers advice network. 
H5a tested the relationship between work–family conflict and career choices among female Emirati undergraduates. Findings suggest that work–family conflict influenced female career-choice decisions, and that those concerned about potential work–family conflicts were more likely to choose public sector careers. Previous studies suggest that the study sample may be searching for jobs with flexible working hours (Afiouni, 2014) and the option to work from home (Dever & Morrison, 2009). This will allow them to manage potential work–family conflict, fulfilling family responsibilities in a way that is encouraged by family members (Afiouni, 2014). It may be that public sector careers are seen as inherently more flexible in the UAE, because the private sector has a reputation for lack of workplace flexibility (Al-Waqfi & Forstenlechner, 2012). The link between career choice and being able to manage work–family conflicts fits with the theory of planned behavior, which links beliefs to behavioral choices (Hooft et al., 2004). Social support has also been linked to lower levels of work–family conflict (Adams, King, & King, 1996; Allen, 2001; Bernas & Major, 2000; Ballout, 2008; Erdwins, Buffardi, Casper & O’Brien, 2001; Thompson, Jahn, Kopelman, & Prottas, 2004). This fits with this study’s findings: higher social support and lower levels of work–family conflict were both associated with the choice of a career in the private sector. 
H6a tested the relationship between the socioeconomic status of female Emirati undergraduates and their career choices. The findings suggested that there was no relationship. This is in line with self-efficacy theory, which suggests that students’ career choices are likely to be based on personal factors such as ability, rather than their parents’ social status. It is also consistent with a number of other studies. Ali et al. (2005), for example, found that socioeconomic status was not a significant predictor of career choice self-efficacy. Sun et al. (2009) and Fekjær (2014) also found that family socioeconomic status did not influence the career choices of students in Sweden and Norway intending to choose policing as a career. Fekjær (2014) agreed that the attitudes and plans of police students did not appear to be determined by their social background. Other studies, however (see, for example, Ali & Saunders, 2009), have found that socioeconomic status explained significant amounts of variance in the career aspirations of students. This variation may be at least partly a result of the way that socioeconomic status and its effect on career choices were measured in each study.  
H7a tested the relationship between attitude towards higher education and career decision-making, with results suggesting a strong relationship. The student participants agreed that active provision of appropriate careers information and advice by their higher education institution, plus teaching that enabled them to acquire the right skills and knowledge, made them more likely to choose private sector careers. Higher education institutions play a role in preparing students for the workforce by providing them with the necessary background and knowledge through learning systems (Burt, 2004; Mahrous & Ahmed, 2010; Russell, 2004; Sonleitner & Khelifa, 2005), internships (Gault et al., 2000; Hurst et al., 2014; Sessions, 2006; Stansbie et al., 2013), and institutional accreditation (Blanco-Ramírez & Berger, 2014). Higher education often shapes views about future careers and is therefore influential on career choices (Humburg, et al., 2013). Female Emirati undergraduates who have positive experiences of good careers support from their higher education institution may also have more confidence in their career decisions at an early stage of career choice-making, shaped by self-efficacy and expected value. Self-efficacy and expectancy–value theories suggest that students observe the career choice process and experience of other students, and this will affect their behavior. In particular, they will exert the required effort if they believe that they can attain a particular level of performance or outcome.
H8a tested the relationship between workplace expectations and career choices, with findings suggesting that students with expectations of having a good job and salary, with no skills mismatch, were less likely to choose private sector careers. Hakim (2000) and Shelley (1994) argued that students had come to expect secure, satisfying, and well-paid employment as a result of what they were taught at university. The expectancy–value theory suggests that people believe that results are generally linked to effort, so it seems likely that students who work hard expect to be able to get their desired job. Workplace expectations about the private sector in the UAE are generally negative. The private sector has a reputation for work–skills mismatch, low salaries, poor work conditions, and lack of workplace flexibility (Al-Waqfi & Forstenlechner, 2012). However, students often accept jobs in this sector as a stopgap until they can find a better job in the public sector (Al-Jenaibi, 2015). Higher education may therefore provide students with skills and information that will prepare them for a career choice process where they become more accepting of work in the private sector. Internships also play a role in the careers education process, and may help students to adjust their expectations. 
H9a tested the relationship between female Emirati undergraduates’ perceptions of government efforts and their career choices, with findings suggesting that career choices were supported by government policy output and outcomes in higher education (Gallant & Pounder, 2008; Hicklin & Meier, 2008; Knott & Payne, 2004; Lowry, 2001; Neft & Levine, 1997; Nicholson-Crotty & Meier 2003). This can be explained through expectancy–value theory, which proposes that behavior is driven by expectations of outcomes. In other words, if students believe that government efforts have increased their chances of being employed in the private sector, they are more likely to choose careers in the private sector. Government initiatives have included extra-curricular training (Forstenlechner & Baruch, 2013), localization and specifically Emiratization programs (Forstenlechner, 2009; Gallant & Pounder, 2008). Emiratization has also helped shape career choices, reducing the gaps between educational expectations and reality (Manna & Harwood, 2011). 
Governments are important players in education development and workforce policy (Manna & Harwood, 2011). However, government policy is dependent on institutions (Gallant & Pounder, 2008). The findings suggest that the UAE government’s policies and localization programs are helping to shape the career choices of students and increase the participation of UAE nationals in the labor market in both the public and private sectors. There may be room for government and higher education institutions to improve the fit between expectation and reality of work in different sectors. The government has created a framework of policies and initiatives intended to support the provision of jobs to Emiratis in the private sector, and many private sector organizations are now strategic partners of the ministry in implementing a new methodology to develop Emiratization (Salama, 2018). It is, however, still important for higher education instititutions to shape students’ expectations of their likely career choices.

[bookmark: Moderate_Role_Age_Internship]5.3. Moderating Role of Age and Internship Training
Seven hypotheses were tested to examine the influence of internship programs and age on female Emiratis’ career choices. The findings showed that age and internship experience significantly moderated the relationships of the various factors affecting career choice in female Emirati undergraduates. The findings are summarized in Table 20.

[bookmark: Table_20]Table 20: Findings of Hypotheses Tested for Moderating Effect of Age and Internship.
	
	Hypothesis
	Outcome

	H1b
	Age moderates the relationship between neurotic personality and career choice such that the older the student is, the greater the impact of neuroticism on career choice.
	Supported

	H2b
	Age moderates the relationship between conscientious personality and career choice such that the older the student is, the greater the impact of conscientiousness on career choice.
	Supported

	H3b
	Age moderates the relationship between agreeable personality and career choice such that the older the student is, the greater the impact of agreeableness on career choice.
	Supported

	H4b
	Age moderates the relationship between social support and career choice such that the older the student is, the greater the impact of social support on career choice.
	Supported

	H5b
	Age moderates the relationship between socioeconomic status and career choice such that the younger the student is, the greater the impact of socioeconomic status on career choice.
	Supported

	H6b
	Internship experience moderates the relationship between attitude towards higher education and career choice, such that internship experience increases the impact of attitude towards higher education on career choice.
	Supported

	H7b
	Internship experience moderates the relationship between workplace expectations and career choice such that internship experience lowers the impact of workplace expectations on career choice.
	Supported




Multi-group structural equation modelling (MGSEM) was used to establish whether selected attributes differed by hypothesised (binary) age and internship experience. The findings showed that age and internship experience were significant moderators in the relationship between career choice and individual personality, social environmental and institutional environmental factors. The relationships between female Emirati undergraduates’ career choice, and their levels of conscientiousness, agreeableness, and social support were all significantly stronger for older students than younger students. The findings for H2b and H3b are partly consistent with the results of Roberts and DelVecchio (2000), Smith (2011) and Soto et al. (2011), who found a positive relationship between conscientiousness and agreeableness and career choice decisions (Graef et al., 1985; Lent et al., 1994; Meyer & Winer, 1993; and Patton & Creed, 2001) among young students. Students of different ages with a positive achievement orientation, discipline, orderliness, attraction to others with similar attitudes, beliefs, and feelings, and a cooperative nature, are able to make realistic career decisions (Smith, 2011). The findings of this study, however, suggested that conscientiousness and agreeableness have more impact in older students. The finding for H4b was in line with Kim et al.’s (2016) study, which reported that social support positively influenced the career decisions of both young and older students. Ali et al. (2005) also reported an effect of socioeconomic status at different ages. The theories of planned behavior and self-efficacy suggest that the relationship between career choice decisions and personality and social environment would vary with age, because older people are likely to be more self-confident and have a clearer plan for their future career, drawing on stronger social support networks. 
Neuroticism had no effect on career choice overall, but showed an effect among older students. Comparisons of the latent mean structure between younger and older students indicate a significant difference for the latter (H1a). These findings contradict those of Da Silva Añaña and Meucci Nique (2010), who studied the relationship between personality traits in general and the career choices of students aged 18–30. Roberts and DelVecchio (2000), Smith (2011), and Soto et al. (2011) found that there was a negative relationship between neuroticism and career choices in young students (Graef et al., 1985; Lent et al., 1994; Meyer & Winer, 1993; Patton & Creed, 2001). This may be because most researchers focus on younger students to examine the factors that affect undergraduates’ career decision-making. Young students may be less able to manage stress and resolve problems because of their relative lack of experience and emotional immaturity (Lounsbury et al., 2005). There was also only a relationship between career choice in female Emirati undergraduates and socioeconomic status among younger students (H5a). Kim et al. (2016), however, found that socioeconomic status positively influenced career decisions of both younger and older students. Ali et al. (2005) also reported that socioeconomic status had effects at different ages. The reason for the finding in this study may be that older students are more independent of their parents, and therefore do not need to orient themselves to their parents’ socioeconomic status. They may also be more motivated and more confident in their abilities and choices. Alternatively, it may be related to the way that socioeconomic status was measured, and whether students were asked about their own or their parents’ socioeconomic status.
The findings showed that internship experience is a significant moderator in the relationship between female Emirati undergraduates’ career choice and the effect of higher education. Students with internship experience were found to have a stronger relationship between career choice and positive attitudes towards higher education than students with no internship experience. This may suggest that students with internship experience are better able or more likely to take advantage of the full range of careers advice available, and are also more open to a variety of options. Chang and Tse (2015) and  DuPre and Williams (2011) reported that internships provide opportunities for students to meet and interact with high-profile industry leaders. They also allow students to understand business life in general, to gain accurate impressions of the workplace environment and apply what they learn in real situations. The variation between those with and without internship experience was not very large in this study, perhaps because the duration of internships in the UAE is generally just six weeks, which does not allow students much chance to get to know a real workplace environment. Internships may therefore not provide the necessary experience in the UAE. Alternatively, it may be that students who have not done internships have learned about the experience from friends and fellow-students who undertook an internship, and therefore have more realistic workplace expectations. This issue requires further work to understand it more clearly, before any recommendations can be made about whether to increase the duration of the internship program to give students more confidence in their career choice process. 
Female Emirati undergraduates without internship experience demonstrated a relationship between career choice and negative workplace expectations. This is consistent with the findings of Mohammed and Rashid (2016), who showed that internship programs can affect students’ intention to join the tourism and hospitality industry, and can also play a key role in the relationship between students’ perception of the hospitality industry and their intention to join it. Gokuladas (2010) found that the most common factor leading students to join private companies was a good training and internship program. Students with internship experience reported that they had opportunities to learn more about what they wanted and did not want to do, and where they did and did not want to work (Rothman & Sisman, 2016). Self-efficacy theory suggests that undergoing an internship means that undergraduates have a better idea of what to expect in the workplace, and so do not have negative expectations. Students may take impressions from others (i.e., employees) about the workplace without considering other aspects that may affect individual situations, such as personality, position, major, and social environment (Gino, 2015). This contradicts the result of Mohammed & Rashid (2016) and Brown et al. (2014), who found that students who do an internship in a high-quality organization tend to change their perceptions of workplaces in a way that is associated with these factors. 
5.4. Conclusion
This chapter reviewed the findings of this study and the relationships of individual personality, institutional environments, and social environments with female choices to pursue a career in the private sector. The results showed that there is no direct relationship between career choices and any of neuroticism, agreeableness, or socioeconomic status. Career choices did, however, have a direct relationship with social support, work–family conflict, attitude towards higher education, perceived workplace expectations, and perceived government efforts. The relationships were moderated by age and internship to some extent. 






[bookmark: I_L_S]CHAPTER 6: IMPLICATIONS, LIMITATIONS, AND SCOPE FOR FUTURE RESEARCH

This chapter contains three main sections. The first builds on the discussion in the previous chapter, expanding on the theoretical and practical implications of the research results. The next section sets out the limitations of this study, and the final section includes suggestions for future research. 

[bookmark: Implications]6.1. Implications
This study has a number of implications, both theoretical and practical. The theoretical implications concern the study variables and framework, and the practical implications relate to educational institutions and governmental and non-governmental organizations. 
 
[bookmark: Theoretical_Implications]6.1.1. Theoretical Implications
This study found numerous factors, personal and institutional, influencing career choice among female Emirati university students. These factors may be universalizable, and if so have strong implications for how career choices are made in early life. Further theoretical work remains to be done to determine how far this study’s findings apply to populations of different ages, education levels, cultures, languages, and regions. The study suggested that institutional variables may have a greater effect than personality variables (with the exception of conscientiousness) on career choice. Private and public institutions may therefore be able to fill the gap between variables related to institutions of higher education and the workforce, and develop their environments to increase their suitability for undergraduate students. Institutional variables should therefore be studied separately, so that each variable is closely examined while others are controlled. This may affect government policy and lead naturally to further studies. For example, localization affects career choice, but in turn is affected by the educational system and learning programs, as well as the lack of effective regulatory and institutional tools and the cooperation of different employers. This study focused on career choices of young people, and it may be helpful to follow this with further work on significant mid-career changes, such as moving from the public to the private sector, to examine whether the variables affecting this choice are different. This would show whether having more work experience changed the factors affecting career choices.

[bookmark: Practical_Implications]6.1.2. Practical Implications 
The main practical implication of this study is that there is room for educational institutions to play a greater role in career guidance. For example, educators must clarify which professions lead to the lowest level of work–family conflict, and provide guidance to students about the possible tensions between career and family, to help their career choices. The results of this study also imply that educational institutions could provide more relevant internships to students and that courses of study might routinely provide a period of training at a good organization relevant to the student’s educational background and career aspirations. This will help students to apply what they have learned from higher education to real-life work environment, and improve the match between their skills and job requirements. They will also develop a clearer image of what they can expect when they enter the workforce. The government could also benefit from applying the findings of this study to its work on career choices. For instance, it could issue annual labor market studies showing which professions are in demand and which have greater prospects of promotion and career development, especially in the private sector. Non-governmental agencies, such as chambers of commerce, which have a role in creating awareness of private sector career prospects and work opportunities, can use the study findings to improve their policies and support the development of work environments that are more attractive to young female Emiratis. They could also explore what would be needed to make the private sector more attractive to this group. 

[bookmark: Limitations_Study]6.2. Limitations of the Study
This investigation provided useful insights into the factors encouraging female Emirati undergraduates to join the private sector. However, it had a number of limitations. Most of these related to the research methodology and data collection. First, there was no available accurate or organized database of female Emirati undergraduates in the UAE, which was a significant challenge. The Ministry of Higher Education provided figures on the total number of Emirati students studying in higher education in the UAE from the previous year. Those statistics dictated the research sample size, but there is still no list of the exact population, and therefore it is hard to assess the statistics obtained. Generalizations of the findings must therefore be restricted to female Emirati undergraduates within the population sampled. Second, the research involved female Emirati undergraduates in the UAE, so the results cannot be generalized to female students from other countries, even though they provide an adequate representation for the UAE, because the sample was taken from all seven emirates. Third, the data were not collected from private universities in different emirates, only those in Abu Dhabi and Dubai. This may therefore have affected the sample. 

[bookmark: Scope_Future_Research]6.3. Suggestions for Future Research
This study focused on the factors encouraging female Emirati undergraduates to join the private sector in the UAE. Future research should continue to develop understanding of the career decision-making process among students from developing countries. It should therefore examine other regions and countries, comparing the factors affecting career choices among female Emirati undergraduates and female students elsewhere. Future research into government polices is necessary to create a suitable career environment for female Emirati undergraduates. Such work would be a significant source of additional guidance. Further research should consider a mixed-methods approach to explore other factors encouraging female Emirati undergraduates to join the private sector. This study used cross-sectional data, and its findings show the ideas of the respondents at that moment in time, but these might change over time. Longitudinal studies will be necessary to monitor changes in the factors over time, and particularly with more experience of work, or if universities take action to address these findings. Future studies should use a block-graded scale in addition to Likert-type scales to test personality traits and obtain more accurate results. 



[bookmark: MAIN_CONCLUSION]CHAPTER 7: CONCLUSION

This study examined factors including personality traits, and elements of the institutional and social environment, that encourage female Emirati undergraduates to join the private sector, and tested a moderated model using age and internship. SEM and Bayesian SEM (Muthén & Asparouhov, 2012) were used on a sample of 1184 respondents from six public and private universities. A number of hypotheses were tested to determine the relationships between variables. The results suggest that the institutional and social environments (in all dimensions such as attitude towards higher education, workplace expectations, perceived government efforts, social support, work–family conflict, and socioeconomic status) play a prominent role and significantly influence career choice, although institutional environment is the most influential variable in the career choice process of female Emirati undergraduates. This study provides empirical evidence that age and internships moderate the relationship between career choices and social and institutional environments. However, no relationship was found with any personality trait, apart from conscientiousness. The results of this study contribute to the literature on career choices of students in a non-Western context. This study also enhances the findings of previous research on age and internship as moderator variables.
The private sector is currently facing challenges in attracting new graduates to work in the sector, especially in long-term employment (Al-Waqfi & Forstenlechner, 2012). The results of this study are expected to advance understanding of what prompts female Emirati undergraduates to join the private sector. They may also enable the government and higher education to influence career choices and encourage female Emirati undergraduates to choose to work in the private sector. 
[bookmark: Reference]In conclusion, the results suggest that higher education, the government, and private organizations should cooperate with each other to fill the gap that students face in their career choice process by making an attractive environment for applying what has been learned to real situations. 
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QUESTIONNAIRE 
A STUDY OF EMIRATI WOMEN CAREER CHOICE PREFERENCES IN THE PRIVATE SECTOR 





UNITED ARAB EMIRATES
OCTOBER 2017
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Dear Respondents,
As a part of my doctoral research, I would like to conduct a survey on the topic “Emirati Women Career Choice Preferences in the Private Sector”. The purpose of this study is to explore the career choice decisions of Emirati female undergraduates in the UAE by identifying the variables affecting the process of career choices and establishing the main obstacles faced by Emirati female undergraduates while taking their career decisions. 
We would really appreciate if you could spare 15 minutes of your time to complete the following questionnaire.
Your contribution is important to us and will be used for academic purposes only. Please be assured that any information or responses that you provide in connection with this research will remain anonymous, meaning your answers will not be connected to you in anyway. Also, if you decide to participate, you may decline to answer any questionnaire item(s) you choose and may stop participating at any time. However, if you have questions about this research project or if you have a research-related problem, you may contact the researcher at 1000317@students.adu.ac.ae
Thank you for considering our request to participate in this study.


DBA Committee Chair:
Dr. Fauzia Jabeen
Associate Professor of Management
College of Business, Abu Dhabi University 
E-mail: fauzia.jabeen@adu.ac.ae

Doctoral Student:
Rajwa Sultan AlDhaheri
Student, Doctor of Business Administration
Abu Dhabi University
E-mail: 1000317@students.adu.ac.ae


I participate voluntarily and I understand that if I change my mind I can stop without any penalty and not submit this survey. I am 18 years or older.
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	    SECTION 1- Question about You and Your Career




	Kindly indicate your choice by ticking appropriate column

	
	
	Strongly disagree
	Disagree
	Disagree somewhat
	Neither Agree nor disagree
	Agree somewhat
	Agree
	Strongly agree
	Don't know/ refused

	Q1
	I see myself as someone who:
1. Remains calm in tense situations. 
 آرى نفسي كشخص يستطيع التحكم بهدوئه في حالات التوتر
	
	
	
	
	
	
	
	

	
	2. Is relaxed, handles stress well.
آرى نفسي كشخص مسترخي يتحمل الضغط
	
	
	
	
	
	
	
	

	
	3. Is emotionally stable, not easily upset. 
آرى نفسي كشخص مستقر عاطفيا ولا ينزعج بسهولة
	
	
	
	
	
	
	
	

	
	4. Doesn’t worry a lot.
آرى نفسي كشخص لا يقلق كثيرا
	
	
	
	
	
	
	
	

	
	5. Can’t be tense.
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]آرى نفسي كشخص لا يمكن آن يكون متوترا
	
	
	
	
	
	
	
	

	
	6. Can’t be moody.
آرى نفسي كشخص لا يمكن آن يكون مزاجي
	
	
	
	
	
	
	
	

	
	7. Isn’t depressed, blue.
آرى نفسي كشخص غير مكتئب
	
	
	
	
	
	
	
	

	
	8. Doesn’t get nervous easily.
آرى نفسي كشخص لا يعصب بسهولة
	
	
	
	
	
	
	
	

	Q2
	I see myself as someone who:
1. Does a thorough job.
آرى نفسي كشخص يقوم بالآعمال الدقيقة
	
	
	
	
	
	
	
	

	
	2. Makes plans and follows through with them.
آرى نفسي كشخص يضع الخطط ويتبعها
	
	
	
	
	
	
	
	

	
	3. Is a reliable worker.
آرى نفسي كموظف موثوق به
	
	
	
	
	
	
	
	

	
	4. Does things efficiently.
آرى نفسي كشخص ينجز الآعمال بكل كفاءة
	
	
	
	
	
	
	
	

	
	5. Perseveres until the task is finished.
آرى نفسي كشخص يثابر حتى نهاية المهمة
	
	
	
	
	
	
	
	

	
	6. Tend to be organized.
آرى نفسي كشخص لا يميل للكسل
	
	
	
	
	
	
	
	

	
	7. Doesn’t tend to be lazy.
آرى نفسي كشخص يميل الى التنظيم
	
	
	
	
	
	
	
	

	
	8. Can’t be somewhat careless.
آرى نفسي كشخص لا يميل الى الاهمال الى حد ما
	
	
	
	
	
	
	
	

	
	9. Isn’t easily distracted.
آرى نفسي كشخص لا يتشتت بسهولة
	
	
	
	
	
	
	
	

	Q3
	[bookmark: OLE_LINK49][bookmark: OLE_LINK50]I see myself as someone who:
1. Is helpful and unselfish with others.
آرى نفسي كشخص مفيد وغير آناني مع الاخرين
	
	
	
	
	
	
	
	

	
	2. [bookmark: OLE_LINK51][bookmark: OLE_LINK52]Likes to cooperate with others.
آرى نفسي كشخص يحب التعاون مع الاخرين
	
	
	
	
	
	
	
	

	
	3. [bookmark: OLE_LINK53][bookmark: OLE_LINK54]Has a forgiving nature.
آرى نفسي كشخص له طبيعة التسامح
	
	
	
	
	
	
	
	

	
	4. [bookmark: OLE_LINK55][bookmark: OLE_LINK56]Is generally trusting.
آرى نفسي كشخص يثق بالجميع
	
	
	
	
	
	
	
	

	
	5. [bookmark: OLE_LINK57][bookmark: OLE_LINK58]Is considerate and kind to almost everyone.
آرى نفسي كشخص ودود ويراعي الجميع
	
	
	
	
	
	
	
	

	
	6. [bookmark: OLE_LINK59][bookmark: OLE_LINK60]Doesn’t start quarrels with others.
آرى نفسي كشخص لا يبدآ الخلافات مع الآخرين
	
	
	
	
	
	
	
	

	
	7. [bookmark: OLE_LINK61][bookmark: OLE_LINK62]Can’t be cold and aloof.
آرى نفسي كشخص لا يمكن آن يعيش في عزلة
	
	
	
	
	
	
	
	

	
	8. [bookmark: OLE_LINK63][bookmark: OLE_LINK64]Isn’t sometimes rude to others.
آرى نفسي كشخص لا آكون آحيانا وقحا مع الآخرين
	
	
	
	
	
	
	
	

	
	9. [bookmark: OLE_LINK47][bookmark: OLE_LINK48]Doesn’t tend to find fault with others.
آرى نفسي كشخص لا يبحث عن آخطاء الاخرين
	
	
	
	
	
	
	
	

	Q4
	My father’s education will influence my career choice.
سوف يؤثر تعليم والدي على خياري الوظيفي
	
	
	
	
	
	
	
	

	Q5
	My mother’s education will influence my career choice.
سوف يؤثر تعليم والدتي على خياري الوظيفي
	
	
	
	
	
	
	
	

	Q6
	My father’s occupation will influence my career choice.
سوف تؤثر وظيفة والدي على خياري الوظيفي
	
	
	
	
	
	
	
	

	Q7
	My mother’s occupation will influence my career choice.
سوف تؤثر وظيفة والدتي على خياري الوظيفي
	
	
	
	
	
	
	
	

	Q8
	My parent’s income will influence my career choice.
سوف يؤثر دخل والدي (الوالد والوالدة) على خياري الوظيفي
	
	
	
	
	
	
	
	

	Q9
	[bookmark: OLE_LINK73][bookmark: OLE_LINK74]I will choose a job that my family will help me to balance between my job and family responsibility.
سآختار وظيفة ستساعدني عائلتي بها لتحقيق التوازن بين عملي ومسؤولية الآسرة
	
	
	
	
	
	
	
	

	Q10
	I will choose a career where the demands of my work do not interfere with my home and family life. 
سآختار وظيفة لا تتداخل مطالبها مع حياتي الآسرية
	
	
	
	
	
	
	
	

	Q11
	Having a job where I can work and still fulfill my family duties is very important to me. 
من المهم بالنسبة لي اختيار وظيفة تمكنني من العمل بالاضافة الى القيام بجميع واجباتي الاسرية
	
	
	
	
	
	
	
	

	Q12
	I will not choose a career, even if I like it, if it makes it difficult for me to fulfill family responsibilities.
لن اختار وظيفة حتى لو كنت ارغب بها في حالة ان اختيارها سيكون عائق بالنسبة لي للقيام بواجباتي الاسرية
	
	
	
	
	
	
	
	

	Q13
	I do not want a career that requires me to travel and thus get away from my family responsibilities. 
لن اختار وظيفة تتطلب مني السفر وبالتالي عدم قيامي بالوفاء بواجباتي الآسرية
	
	
	
	
	
	
	
	

	Q14
	My family really tries to help me in making career decision. 
عائلتي تساعدني في اتخاذ قراري الوظيفي
	
	
	
	
	
	
	
	

	Q15
	I get the emotional help and support I need from my family in making career decisions. 
احصل على الدعم العاطفي من عائلتي في اتخاذ قرارتي الوظيفية
	
	
	
	
	
	
	
	

	Q16
	I have a special person who is a real source of comfort to me when I am confused about which career to choose. 
لدي شخص يشعرني بالراحة في حالة شعوري بالتشويش عند اختياري لاي مهنة
	
	
	
	
	
	
	
	

	Q17
	[bookmark: OLE_LINK89][bookmark: OLE_LINK90]My friends really try to help me in making career decisions. 
اصدقائي يحاولون مساعدتي في اختياراتي الوظيفية
	
	
	
	
	
	
	
	

	Q18
	[bookmark: OLE_LINK91][bookmark: OLE_LINK92]I can count on my friends when I make the wrong career choice.
يمكنني الاعتماد على مساعدة اصدقائي في حالة وجود خطآ في اختياراتي الوظيفية
	
	
	
	
	
	
	
	

	Q19
	[bookmark: OLE_LINK93][bookmark: OLE_LINK94]Career counseling from faculty members helps me in my career choice.
المشورة المهنية من الهيئة التدريسية تساعدني في خياراتي المهنية
	
	
	
	
	
	
	
	

	Q20
	[bookmark: OLE_LINK95][bookmark: OLE_LINK96]My university helps me in becoming better able to make the right career choice.
جامعتي تساعدني على اكتساب قدرة آكبر لتكون خياراتي الوظيفية افضل
	
	
	
	
	
	
	
	

	Q21
	[bookmark: OLE_LINK97][bookmark: OLE_LINK98]My curricula, facilities and internships help me to know about various careers and what to expect.
المحاضرات الجامعية والهيئة التدريسية والتدريب يساعدني بشكل فعال لمعرفة مختلف الوظائف ومايمكن توقعه
	
	
	
	
	
	
	
	

	Q22
	[bookmark: OLE_LINK99][bookmark: OLE_LINK100]Career fairs and expectations within and without university expand my career choice horizon.
المعارض المهنية داخل الجامعة وخارجها تساعدني في توسيع معلوماتي عن الاختيارات الوظيفية
	
	
	
	
	
	
	
	

	Q23
	[bookmark: OLE_LINK101][bookmark: OLE_LINK102]The job Internship that I have done, has positively affected my career choice.
التدريب الوظيفي الذي قمت به له آثر وبطريقة ايجابية على اختياراتي الوظيفية
	
	
	
	
	
	
	
	

	Q24
	[bookmark: OLE_LINK103][bookmark: OLE_LINK104]Earning an attractive salary will play a significant role in my career decision.
الحصول على معاش/ راتب جيد يسهم وبشكل فعال في قراري الوظيفي
	
	
	
	
	
	
	
	

	Q25
	[bookmark: OLE_LINK105][bookmark: OLE_LINK106]I will not be attracted to a career where there is a mismatch between skills gained in my higher education and the real work environment.
لن آختار وظيفة لا يتوفر بها تطابق بين المهارات المكتسبة بين التعليم العالي وبيئة العمل الواقعية
	
	
	
	
	
	
	
	

	Q26
	[bookmark: OLE_LINK107][bookmark: OLE_LINK108]I will choose a job that offers a security.
سآختار وظيفة يوجد بها آمن وظيفي
	
	
	
	
	
	
	
	

	Q27
	[bookmark: OLE_LINK109][bookmark: OLE_LINK110]Receiving a good job offer will play a significant role in my career decision.
حصولي على عرض عمل جيد يلعب دور مهم في اختياري الوظيفي
	
	
	
	
	
	
	
	

	Q28
	Emiratization as a policy is generally well defined and clearly communicated.
بشكل عام سياسة التوطين معرفة بشكل واضح
	
	
	
	
	
	
	
	

	Q29
	The mechanisms to ensure enforcement of Emiratization targets are effective.
تعتبر آليات ضمان تنفيذ أهداف التوطين فعالة
	
	
	
	
	
	
	
	

	Q30
	The government authority concerned is aggressive in ensuring compliance with Emiratization targets.
السلطة الحكومية المعنية تكافح في سبيل ضمان تنفيذ أهداف التوطين
	
	
	
	
	
	
	
	

	Q31
	Government regulation provides satisfactory legal policy to support the Emiratization policy.
توفر اللوائح الحكومية سياسة قانونية مرضية لدعم سياسة التوطين
	
	
	
	
	
	
	
	

	Q32
	[bookmark: OLE_LINK117][bookmark: OLE_LINK118]I prefer a career in the field of my educational specialization.
آنا افضل آنا اختار وظيفة تتناسب مع مجال تخصصي في الجامعة
	
	
	
	
	
	
	
	

	Q33
	[bookmark: OLE_LINK119][bookmark: OLE_LINK120]I know the job prospect of my field of study before I choose it.
آنا على معرفة بجميع مجالات العمل في مجال دراستي قبل آن اختار ذلك
	
	
	
	
	
	
	
	

	Q34
	[bookmark: OLE_LINK121][bookmark: OLE_LINK122]I know the availability of careers in my field of specialization.
آنا على معرفة بمدى توفر فرص العمل المختلفة في مجال تخصصي
	
	
	
	
	
	
	
	

	Q35
	[bookmark: OLE_LINK123][bookmark: OLE_LINK124]I will be able to make my career choice by the time when I graduate.
سآكون على مقدرة بالقيام باختياري الوظيفي في سنة تخرجي
	
	
	
	
	
	
	
	

	Q36
	[bookmark: OLE_LINK125][bookmark: OLE_LINK126]I don’t worry about the issue of choosing my future career.
آنا لست قلق بشآن اختيار وظيفتي المستقبلية
	
	
	
	
	
	
	
	

	Q37
	[bookmark: OLE_LINK127][bookmark: OLE_LINK128]My career choice depends on my personal interests.
اختياري الوظيفي يعتمد على اهتماماتي الشخصية
	
	
	
	
	
	
	
	

	Q38
	[bookmark: OLE_LINK129][bookmark: OLE_LINK130]I can choose an alternative job that is not the first choice in my career choice list.
يمكنني اختيار وظيفة بديلة ليست خياري الآول في قائمة خياراتي الوظيفية
	
	
	
	
	
	
	
	







SECTION 2- Choices after Graduation

Q1. My first choice after five years of graduation is to become:
خياري الآول بعد خمس سنوات من التخرج هو آن اصبح
1) A manager (or CEO) in my family firm
مدير (أو رئيس تنفيذي) في شركة عائلتي
2) An entrepreneur 
 رجل أعمال
3) An employee in the private sector 
 موظف في القطاع الخاص
4) An employee in the public sector 
 موظف في القطاع العام
5) Others_________________________________________

Q2. To what degree do you value each of these five career options?
Five years after graduation, I hope to:
ماهو تقديرك للخيارات المهنية الخمس التالية: بعد خمس سنوات من التخرج هو آن 
	
	Not at all important
	Low important
	Slightly important
	Neutral
	Moderately important
	Very important
	Extremely important

	1. Be Staying at home and taking care of my family.
	1
	2
	3
	4
	5
	6
	7

	2. Be a successful employee in a good firm in the private sector.
	1
	2
	3
	4
	5
	6
	7

	3. Be a successful employee in a good firm in the public sector.
	1
	2
	3
	4
	5
	6
	7

	4. Start my own business.
	1
	2
	3
	4
	5
	6
	7

	5. Assume more managerial responsibilities in my family firm (if you work in your family firm).
	1
	2
	3
	4
	5
	6
	7





SECTION 3- Demographic Information


Q1. Age: ______________  العمر    

Q2. Marital status:   الحالة الاجتماعية 
· Single
· Married with children
· Married without children
· Divorced with children
· Divorced without children
· Widowed

Q3. Type of university:  نوع الجامعة       
1. Public university      2. Private university           

Q4. College: _________________________   التخصص         
Q6. Did you do any internship training while studying at the university? 
هل آجريت تدريب داخلي خلال فترة دراستك في الجامعة  
1. Yes         2. No	3. Uncertain
Q7. Does your university have a career guidance office? 
هل يتوفر مكتب للتوجيه الوظيفي في جامعتك
1. Yes         2. No	 3. Uncertain
Q8.  If you answered Yes to Q7 above, did you benefit from the services of the career guidance office?
اذا كانت اجابتك على السؤال رقم ٧ بنعم، هل استفدت من خدمات مكتب التوجيه الوظيفي
1. Yes         2. No	3. Uncertain
Q9. If you answered Yes to Q7 above, rate the effectiveness of the career guidance office at your university (circle one number from 1 to 5).
اذا كانت اجابتك على السؤال ٧ بنعم، قم بتقييم مدى فعالية مكتب التوجيه الوظيفي في جامعتك

	5
Excellent
	4
Very Good
	3
Good
	2
Fair
	1 
Poor



Q10. Gender: الجنس       
1. Female         2. Male 

Q11. Nationality:     الجنسية        
1. Emirati      2. Non-Emirati

Q12. Which emirate you live in:    مكان الاقامة       

· Abu Dhabi
· Dubai
· Sharjah
· Ajman
· Umm-Al-Quwain
· Ras Al-Khaimah
· Fujairah      

Q13. Type of student:   فئة الطالب      
1. Non-Working Student     2. Working Student   

        

Thank you
Public Sector	
Qatar	Bahrain	Kuwait	Oman	UAE	KSA	0.88	0.5	0.94	0.65	0.89	0.63	Private Sector	
Qatar	Bahrain	Kuwait	Oman	UAE	KSA	0.12	0.5	0.06	0.35	0.11	0.37	


Emirati Graduates in 2014

Female Graduates	Male Graduates	157	100	
GCC students' preference sectors
Public Sector	
Bahrain	Kuwait	Qatar	KSA	Oman	UAE	0.32	0.85	0.68	0.49	0.56000000000000005	0.56000000000000005	Private Sector	
Bahrain	Kuwait	Qatar	KSA	Oman	UAE	0.67	0.14000000000000001	0.17	0.51	0.42	0.4	

Students Who Would Prefer to Work in the Public Sector Versus the Private Sector by Gender 
Public Sector	
Bahrain (M)	Bahrain (F)	Kuwait (M)	Kuwait (F)	Qatar (M)	Qatar (F)	KSA (M)	KSA (F)	Oman (M)	Oman (F)	UAE (M)	UAE (F)	0.45	0.32	0.68	0.85	0.72	0.68	0.49	0.49	0.72	0.56000000000000005	0.56999999999999995	0.56000000000000005	Private Sector	
Bahrain (M)	Bahrain (F)	Kuwait (M)	Kuwait (F)	Qatar (M)	Qatar (F)	KSA (M)	KSA (F)	Oman (M)	Oman (F)	UAE (M)	UAE (F)	0.54	0.67	0.28000000000000003	0.14000000000000001	0.28000000000000003	0.17	0.48	0.51	0.28000000000000003	0.42	0.41	0.4	

Sector Preferences among Emiratis 

Public Sector	Defence and Security	Banking and Finance	Oil and Gas	Telecommunications	Aviation	Utitity	Real Estate	Shipping	Industrial	0.54	0.35	0.2	0.2	0.14000000000000001	0.11	0.11	0.02	0.01	0.01	
Top Preferred Sectors of Emiratis by Gender 
Female	
Banking and Finance	Teaching	Engineering	0.21	0.08	0.15	Male	
Banking and Finance	Teaching	Engineering	0.04	0.01	0.22	

How important is the private sector for Emiratis employment

extremely important	very important	somewhat important	little important	not important at all	0.32	0.41	0.22	0.03	0.02	
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ABU DHABI UNWERSITY

October 30, 2017

Ms. Rajwa Sultan Al Dhaheri
DBA student at Abu Dhabi University

RE: Approval of your Institutional Review Board (IRB) application

Based on the expedited review of your application submitted to the Institutional Review Board (IRB) at
Abu Dhabi University titled “Strategic interventions to Enhance Emirati Women’s Career Choice
Preferences in the Private Sector: A Study from the UAE", | am pleased to inform you that your application
is now approved, Please make sure to adhere to the policy as well as to the approved protacol and
questionnaire form that you have submitted. In case if you will need to make any changes to the protocol
or the questionnaire, please fill out the required change form and send it to me for approval prior to
making those changes. Once the data collection process is completed, please fill out the required closing
form and return to me. Thank you and good luck in your research.

Dr. Essam Dabbour, P. Eng.

Chair - Institutional Review Board (IRB)

Associate Professor, Department of Civil Engineering
College of Engineering, Abu Dhabi University

P.0. Box 59911, Abu Dhabi, UAE

Telephone +971 2 501 5634
essam.dabbour@adu.ac.ae
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Social Sciences Research Ethics Committee

-Approval-
Proposal number: ERS 2017 5663
Title of Project: Strategic Interventions to Enhance Emirati Women’s Career Choice
Preferences in the Private Sector: A Study from the UAE
PL: Rajwa Sultan Al Dhaheri
Co-PL: Dr. Fauzia Jabeen

The above proposal has been reviewed by:

[X) one member of the Social Sciences REC
[ two members of the Social Sciences REC

And the decision is:

X Favourable

[ Favourable with Additional Conditions

[ Provisional Opinion

[ Unfavourable Opinion

[ No Opinion (Proportionate Review* only)

Reason:

‘After evaluating this proposal, we see no major ethical concerns. Therefore, the proposal is
approved for one year.

Please ensure that you indicate to research participants that your study has received ethical
approval from UAE University by referring to the proposal number.

Name Clara Morgan

(Chair or designee):
( Qoo Mon Ceen

November 3, 2017

Signature Date
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Khalifa University of Science and Technology

16 November 2017

Rajwa Sultan Al Dhaheri, PhD student, Abu Dhabi University, and Senior HR Officer, Abu Dhabi
Customs

1000317 @students.adu. e

Protocol Title: Strategic Interventions to Enhance Emirati Women’s Career Choice
Preferences in the Private Sector: A Study from the UAE

Protocol #: H17-014

Funding Source Abu Dhabi University

IRB Review Date: November 2017

Effective Date: 16 November 2017

Expiration Date: 15 November 2018

IRB Review Typ Exempt from continuous review
IRB Review Action: Approved

Dear Ms. Rajwa,

On 16 November 2017 after review of your application Office of Research Services
Compliance has approved the above referenced submission. Please note that the approval
for this protocol will lapse on 15 November 2018.

This approval includes the following:
o Survey Instrument as submitted
o Waiver of separate consent form, with consenting on the survey
s Recruitment letter as submitted.

The following determinations were made:
o The risk determination is no greater than minimal risk

Sincerely,
[ / ! .
Lo oy ]
Ms. Hariklia (Kia) Kornas Mr. John Radkowski
Acting Manager for Research Compliance  Interim Coordinating Director, Office of

and Training, Office of Research Services Research Services
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