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AbstractEffective interactionsdepend largely onpersonality traits, which isa consistent and long-lasting tendency in



behavior. In psychology,five major trait factors (BigFive personality traits)have been generally used toassess personality ofpeople. The studyhighlights the practicality of



importance-performanceanalysis as a means toassessing the importance ofpersonality traitsdimension that should bepossessed by Malaysiangraduates. The importance-



performance analysis isused to evaluate the gap inpersonality traits possessedby Business and TechnicalGraduates. The study iscarried out in two phases:Phase 1 which involves a



focus group session andPhase 2 which focus onestablishing aquestionnaire appropriateto the study across adiverse range of industries.The questionnaires were



distributed to managersselected from a samplingframe. Graduates’personality attributes areanalysed in terms of big fivepersonality traits whichinclude openness,



conscientiousness,extroversion,agreeableness andemotional stability traits.The findings of this studysuggest that HigherEducation Institutions in



Malaysia should targetimprovements on a specificpersonality developmentcomponent pertaining toopenness and extroversionpersonality for businessmanagement graduates,



and conscientiousnesspersonality for technicalgraduates as part of thecurriculum developmentstrategies of these HigherEducation Institutions.
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IntroductionWorking environmentsnowadaysrequire people tobe more flexible in order tokeep up with thecontinuous changes and



developments inside andoutside the organisation.This is reflected inpersonnel selectionpractices, where more andmore emphasis is put onthe so-called ‘soft’ factors



and ‘generic’ competenciessuch as communicationskills and personalityfeatures (Spencer &Spencer, 1993). Presently,work settingsare lessstructured and productivity



is more dependent onindividuals’ contributionsthrough,for example,interpersonalcommunication andteamwork. Thisdependency requires



different skills andcompetencies from people,which are not automaticallyacquired in the traditionaleducational context(Boyatzis et al, 1995).Thesenew key qualifications are



also called genericcompetencies (Nijhof,1998) ; examples of thesegeneric requirements andthe importance ofpersonality features for jobselection can be found in



many job advertisements inmagazines and papers.Human behaviour plays asignificant role inmaximizing organisationaleffectiveness, regardless of



technological development.Personal characteristicsmainly describe and predicthuman behaviour, notbehavioural changes ordevelopment. Personalcharacteristics also indicate



different characteristicsthat can contribute toinferences aboutbehavioural results. Moreinvolved persons also feelmore competent andsuccessful at work, believe



that their personal andorganisational goals arecompatible and tend toattribute positive workoutcomes to their internaland personally controllablefactors. However, because



some people exhibit lessvariability in their effortsthan others, it may be ofinterest for organisations toidentify which employees,whether managers orsupervisees, are more



prone to variability in theirresponses. The humanpersonality dimension alsomight provide a means todetermine why anemployee appears more orless involved in work. With



such information, managerscould identify the kinds ofpersonalities that best fitwith specific jobcharacteristics and avoidchoosing inappropriatestaff, as well as coordinate



coordinating diverseemployee activities tomaximize productivity,efficiency and effectiveness.Hence, the purpose of thestudy is to evaluate



whether there are anydifferences in thepersonality traits betweenBusiness and TechnicalGraduates by using animportance-performanceanalysis.



Literature Review

Personality TraitsA personality trait is aconsistent and long-lastingtendency in behaviour.



Various definitions ofpersonality float around inthe literature (Pervin,1990). They differ as totheir underlying theoreticalassumptions as well as interms of their usefulness in



empirical work. Personalityis defined as a rather stabletrait, or set of traits, ofpeople that direct theirbehaviour in differentsituations (Semeijin et al,2005). A study by Caspi and



Roberts (2001) concludesthat personality displaysmodest continuity fromchildhood to adulthood,with the consistency inpersonality increasing withage.



Personality measures thatare frequently used inempirical studies into therelationship betweenpersonality features andwork characteristics are theso-called Big Five



personality traits (Gibsonet al, 2006; Kreitner &Kinicki, 2008; Robbins &Coulter, 2009; Robbins &Judge, 2009; Tett et al,1991) or Global FactorsPersonality (Russell &



Karol, 1994). Theycomprise openness,conscientiousness,extroversion,agreeableness andemotional stability.



Openness to experience is atendency to enjoy newintellectual experiences andideas. Its componentsinclude imaginative,curious, unconventional,broadminded and cultured.



They have positivedisposition towardslearning (Salgado, 2002).Openness to experiencealso suggests an attractionto new ideas, concepts,actions, or feelings (Niehoff,



2006). Persons with higherlevels of openness are likelyto achieve greaterefficiency at work, becausethey pursue opportunitiesto learn new perspectivesand deal with ambiguous



situations. Furthermore, anemployee with an openpersonality should tend tobe task-based constantlysearching for new methodsto complete his or her work(Stewart & Nandkeolyar,



2006), which again shouldstrengthen workingefficiency.Conscientiousness is thetendency to show self-discipline, to be dutiful and



to strive for achievementand competence. Itscomponents also includeself-discipline, consultative,competent, order,dutifulness and thorough.People who are high in this



factor have the followingfeatures: they are alwaysthorough in decision-making style (Clarke &Robertson, 2005), theyfollow rules and regulations(Arthur & Doverspike,



2001), they are interestedin goal targeting andsystematic approach, theyare always interested inproviding adequate cost-benefit analysis andcontingency planning



(West et al, 1993) and theyare less vulnerable tocognitive failures. Lowconscientiousness on theother hand, suggests thatthe employee tries to meetonly immediate demands,



does not care aboutprospective results, lacks asense of goals, mistakenlyobserves rules (Arthur &Doverspike, 2001) orstandards and performs



tasks poorly (Wallace&Vodanovich, 2003).Extroversion is to seeksimulation and enjoy thecompany of other people.An extroverted personality



tends to be sociable,assertive, gregarious,talkative, and ambitious(Cooper, 2003);so suchpeople often use theirworking environment torepresent a key facet of



their lives that enablesthem to meet theiraspirations and exhibittheir talents (Hurley, 1998).They are sensitive tomonotony (Thiffault &Bergeron, 2003), they are



high sensation seekers andhave a greater tendency totake risks (Jonah, 1997)and they demonstratesignificantly poorerperformance on vigilanttasks (Koelega,1992).



Highly extrovertedemployees likely use theirstable, cool-headed,optimistic and aggressivemanner to react tocustomers requests, which



results in work completionand customer satisfaction.Agreeableness is apersonality dimension thatsuggests a courteous,flexible, trusting, good-



natured, cooperative,forgiving, soft-hearted andtolerant person (Cooper,2003).  People with thispersonality are generallyeasy to get along with(Hough, 1992).They are



salient in situations thatinvolve interaction orcooperation with others(Barrick & Mount, 1991),they are less aggressive,emotionally stable,trustworthy and compliant



(Clarke & Robertson, 2005).Finally, agreeableemployees are cooperativeand forgiving, tend tofollow rules and actcourteously to get ahead.High agreeableness



therefore has criticalimplications forunderstanding service-based productivebehaviour and efficiency. Inthis sense, agreeablenessprovides a valid predictor



of criteria that pertain tocustomers (Mount & Ilies,2006).Emotional instability is atendency to experienceunpleasant emotions



relatively easily. Itscomponents are anxiety,hostility, depression, self-consciousness andimpulsiveness. People whoare high in this factor havethe following features: they



are faced with effect ofdecreasing cognitive andperformance capacities(Mathews et al, 1991), theyhave increasing probabilityof errors, they are moredistracted from the task at



hand (Hansen, 1989), theyhave the tendency toexperience greater stresssymptoms, they tend to bepre-occupied with theiranxieties and worries andthere is also evidence that



they do not seek activecontrol of the environment(Judge, 1993).



Personalities Among
Business Graduates and
Technical GraduatesHenshaw (1991) forinstance, has obtainedimportance rankings of



engineer skills andattributes. His studycompares employer,employee and facultyrankings of a stated set ofskills and concludes thatpeople skills associated



with fluent communication,management, practicalability, organisation,teamwork andinterpersonal relations arethe most highly valuedqualities. Evans and Shunk



(1992) also include thestudent body in a verysimilar study of customeropinion. Both Henshaw(1991) and Evans andShunk (1992) identify awidening gap between the



opinions of practicingengineers and engineeringeducators which Henshaw(1991) summarises as `theemployers want more“human'' engineering andless technology'. The



personal qualities thatNewport and Elms (1997)identified in their work canbe seen as markers ofunderlying personalitytraits. Fitting these resultsinto a Big Five personality



model helps us see broaderthemes and make someinteresting predictions. Theoverall results show thateffective engineers arerelatively extroverted,open-minded and



conscientious. It means thatengineers are inclined to beassertive, active andtalkative, relish excitementand stimulation, see the bigpicture, deal well withcomplexity and work hard



to achieve goals. But thedownside is that they alsohave the potential to bebored by the mundane,inclined to the radical, haveworkaholic tendencies andbe seen as pushy and self-



centred. Wakelin (1991)criticises engineers fortheir lack of managementskills, illustrating how,although their personalitiesand education do notpredispose them to



leadership positions,engineers get things donethrough others and so bydefinition are managers.Wilkinson and Lewis(1991) also write about theinability of engineers to fill



leadership positionsbecause of the type ofperson that is attracted toengineering and alsobecause technicaleducation system does not



encourage a leadershipworld-view.Barrick and Mount (1991)investigate the relation ofthe big five personalitydimensions to three job



performance criteria (jobproficiency, training andpersonnel data) for fiveoccupational groups(professionals, police,managers, sales andskilled/ semi skilled).



Result indicates that onedimension of personality,conscientiousness, showsconsistent relations with alljob performance criteria forall occupational groups.



However, nowadays, theeffects of personality traitsare being examined acrossall disciplines. This isbecause personality isconcerned with humanbeings who are key actors



or resources in all spheresof lives. Some of thedisciplines wherepersonality traits wouldcertainly have significantinfluence on performanceare the application areas of



Information System,Software engineering orComputer Science. Wangand King (2006) explorethe characteristics ofhuman factors and theirinfluences in engineering.



They present a similarwork that applies Real-Time Process Algebra(RPTA) to describe themotivations and attitudesin software engineering(Wang, 2005). Wynekoop



and Walz (1998) examinethe differences inpersonality profiles of keyIT personnel and find outthat there are cleardifferences. Similar to thisis the work of Chilton and



Hardgrave (2004), whichassesses the behaviouralskills (technical andmanagerial) anddetermines the relationshipbetween these skills andpersonality traits.



Houghton (2004)introduces a theoreticalframework forunderstanding the role ofpersonal traits incollaboration in virtualcontexts. The work states



that individual traits anddyadic complementaritiesare mediating factors ininterpersonal trust andwillingness to use newtechnologies andsignificantly affect the



initiation, duration andproductivity of computer-mediated collaboration.Another interesting workwas conducted by Dick andZarnett (2001) on pairedprogramming and



personality traits. The workwas carried out todetermine whether themembers have personalitytraits that are needed formaximum performance.The work then suggests



that the team members inPaired or Extremeprogramming should beselected based onpersonality traits that arebeneficiary to pairedprogramming approach.



Howard (2001) emphasisesin his paper the need tocheck whether softwareengineers have got the rightpersonality for the job.Sodiya et al (2007) presenta technique for personality



traits assessment insoftware engineering. Atool is then developed usingVisual Basic to capturepersonality characteristicsof software engineers.Consequently, effective



interactions depend largelyon personality traits, whichis a consistent and long-lasting tendency inbehaviour. In psychology,five major trait factors (TheBig Five Factors) have been



generally used to assesspersonality of people.Chiand Cheng (2009)explains Big Fivepersonality traits and jobinvolvement in an attemptto identify their



relationship. Usingquestionnaire datagathered from 272Taiwanese plastics industryemployees, the study testsfive hypotheses usingstructural equations.



Empirical findings showthat emotional stabilityrelates negatively toemployee job involvement,whereas extroversion,openness, agreeableness



and conscientiousnessrelate positively to it.



Employability of
GraduatesNowadays, employers areconcerned with graduatesskills, in which ‘graduateskills’ are more important



in the recruitment processthan the graduatesacademic performances(Harvey, 2000). Basically,employers want a graduatewho is equipped withinteractive, personal



(Harvey, 2000) and genericskills (Hager et al, 2002).This finding has also beensupported by Purcell et al(2002) who have revealedthat for some employers, adegree may now not



represent anything morethan a minimumrequirement, in addition toother evidence ofsuitability. According toCandy et al (1994), HEIshave a leadership role in



producing graduates withskills for continuing lifelongpersonal and professionaldevelopment.Nicholson and Cushman(2000) find a difference in



perception betweenindustry participants andeducators when rankingattributes for success in theretailing field. Theyconclude that HEIs need tobe careful not to dwell on



cognitive skills at theexpense of affective skillssuch as ‘leadership’ and‘decision making’ whichmay be more important forlong term success in theretail field.



Trauth et al (1993) explainthat there is an"expectation gap" betweenindustry needs andacademic preparation. HEIsmust work together to closethis gap. Furthermore, HEIs



need to place moreemphasis on the integrationof technologies,applications, data andbusiness functions and lesson traditional and formalsystem development.



Meanwhile, Candy et al(1994) find that HEIs havean important role inproducing graduates whoare not only attuned to theneeds of the industry butalso equipped with the



skills to afford themcontinuing lifelongpersonal and professionaldevelopment.According to Raybould andSheedy (2005), for



graduates to be attractiveto employers, it isimportant that they areable to show evidence ofhaving the ability to copewith uncertainty, the abilityto work under pressure,



demonstrate action-planning skills,communication skills,information technologyskills, team work, readinessto explore and createopportunities, self



confidence, selfmanagement skills and awillingness to learn.



Important-Performance
Analysis (IPA)The important-performance concept isbased on multi-attributemodels. This technique



identifies the performanceof an attribute that can bechanged without affectingthe importance of theattribute (Kitcharoen,2004). According to Nale etal (2000), a particular



application of the techniquestarts with an identificationof the attributes that arerelevant to the situationschosen to be investigated.This approach, also knownas quadrant analysis, is



introduced by Martilla andJames (1977). In their studyof customer satisfaction,they focus on pinpointingthose quality and serviceelements that; a) are mostimportant to customers



and/or are likely to makethe strongest contributionto overall customersatisfaction and loyalty; andb) are in need ofimprovement becausecustomer evaluations of the



company’s performance ofthese elements arerelatively unfavourable (i.e.customers are dissatisfiedand/or perceive that thecompany’s performance isin need of improvement).



By using the centraltendency measure such asmean, performance scoresare ordered and classifiedinto high or low categories,and then by pairing thesetwo sets of rankings, each



attribute is placed into oneof the four quadrants thatare displayed graphicallyusing an importance-performance matrix as inFigure 1 (Eskildsen &Kristensen, 2006). With



little modification, IPA hasbeen applied to a diverserange of contexts includinghospital services (Yavas &Shemwell, 2001), tourismmanagement (Wade &Eagles, 2003), education



(Nale et al, 2000; O’Neill &Palmer, 2004) and servicequality (Ennew et al, 1993;Ford et al, 1999).



Fig1. Importance-
Performance Analysis

Please See Fig no. 1 in Full
PDF Version



The IPA matrix consists offour quadrants;concentrate here, keep upthe good work, low priorityand possible overkill(Oliver, 1997). The



explanation for eachquadrant is as follows:
• Keep up the good work(High importance, highperformance). Theseelements or attributes



are assumed to be keydrivers of consumersatisfaction/preference,and the management’sjob is to ensure that theorganisation continues to



deliver/perform well inthese areas.
• Concentrate here (Highimportance, lowperformance). Theseelements or attributes,



also assumed to be keydrivers of consumersatisfaction/preference,should be viewed ascritical performanceshortfalls, and themanagement’s



responsibility is toensure that adequateresources are allocated toimprove performance inthese areas. These areasare priorities forimprovement.



• Low priority (Lowimportance, lowperformance). Theseelements or attributesare assumed to berelatively unimportant,such that poor



performance should notbe given a great deal ofpriority or attention bymanagement.



• Possible overkill (Lowimportance, highperformance). Theseelements or attributes,also assumed to berelatively unimportant,should be viewed as area



of performance “overkill”,and management maywant to redirectresources from theseelements to high-priorityareas in need ofimproved performance.



Material and MethodsThe study is carried out intwo phases. Phase 1involves a focus groupsession of 10 membersintended to extract



information from managersthrough a brainstormingsession. This sessionfocuses on the growingconcern among employersabout the relevance of theHEI curriculum in the face



of developments in the realworld today. In Phase 2, thedominant theme(s)emerging from the focusgroup study are used toestablish a questionnaireappropriate for the study



involving industries fromacross the board.Graduates personalityattributes are evaluatedbased on the important-performance paradigm



introduced by Martilla andJames (1977). Thepersonality dimensions aredivided into five parts, alsoknown as big fivepersonality which includesconscientiousness,



agreeableness, emotionalstability, openness andextroversion.The graduates in the studyare students from businessand technical background.



The database used toestablish the samplingframe is obtained from therecords of the HEI’s AlumniCentre (1065 companies)and companies listed in theMalaysian Top Corporation



Directory 2007-2008 forbusiness and technicalgraduates respectively.The questionnaire isdivided into two parts. PartA focuses on demographic



profiles of the respondents,while Part B measures themanagers’ perceptions ofimportant characteristicsand the performance of thegraduates. Thequestionnaires are



distributed to the managersof the selected companies.This exercise enables theexamination of the gapbetween the perceptions ofmanagers of the importantpersonality dimensions of



graduates and their actualperformance in the workplace.



Results and Discussion

Demographic ProfileFor business graduates,479 completedquestionnaires were



received representing a45% response rate. Themajority of the graduatesare attached to servicecompanies (64%) followedby manufacturing andconstruction industry with



19% and 8% respectively.Most of these graduates areemployed by companieslocated in the centralregion of PeninsularMalaysia (54%). Half of therespondents of the survey



are in top managementpositions (52%) and themajority of their executivestaff are degree holders(40%).



For technical graduates,478 completedquestionnaires werereceived representing a48% response rate. Themajority of the graduatesare attached to



manufacturing companies(53%) followed by serviceand construction industrieswith 25% and 13%respectively. Most of thesegraduates are employed bycompanies located in the



central region of PeninsularMalaysia (50%).Approximately two third ofthe respondents in thesurvey are in middlemanagement positions(64%) and the majority of



their executive staff aredegree holders (45%). Halfof the respondents areMalay (57%) and 65% ofthem are male respondents.



Validity and Reliability of
the InstrumentsThe survey questions usedfor this study conform tothe entire validityrequirement. Content



validity has been verifiedduring focus groupdiscussion. The feedbackand emergent issues raisedby the focus group weretranslated into scale itemsin the questionnaire. The



focus group have raised afew major issues regardinggraduates personalities.The development of thegraduates personalitiesdimensions is based onfocus groups suggestion



and literature review. Allnecessary dimensions forgraduatespersonalitiesattributes are included.These dimensions are alsoconfirmed as havingcontent validity. Factor



analysis was used toestablish construct validityfor all the scale items of thedimensions employed inthis study (Kerlinger & Lee,2000). All of the items inthe dimensions are factor-



analysed and loaded inaccordance with priortheoretical expectations.The results of the analysisof data revealedsatisfactory output forfurther analysis.



The reliability of the datawas verified usingCronbach alpha, where thecloser the Cronbach alphais to 1, the higher theinternal consistencyreliability (Sekaran, 2000).



The alpha coefficients forthis study are all above 0.70and were considered to bereliable (Hair et al, 2006;Nunnally, 1978).  Table1and Table 2present theCronbach alpha coefficient



for each variable forbusiness and technicalgraduates respectively.



Table 1: Reliability
Statistics for Importance
and Actual Performance
Scale (Business
Graduates)



Please See Table 1 in Full
PDF Version



Table 2: Reliability
Statistics for Importance
and Actual Performance
Scale (Technical
Graduates)



Please See Table 2 in Full
PDF Version



In all cases, it is found thatthe reliability scores forperformance are greaterthan the reliability scoresfor expectations indicatingthat respondents find itrelatively easier to assess



the performance ofgraduates than to estimatetheir own expectations ofthe graduates under theirsupervision.



Importance-Performance
AnalysisA summary of managers’importance-performancemeans for 5 scale items ispresented in Table 3 and



Table 4 for business andtechnical graduatesrespectively. The negativegap values betweenimportance-performanceindicate that the graduatesperformances have not met



the managers’ perceptionsof the importanceattributes that should bepossessed by thesegraduates. In other words,graduates from the HEIswere under performing



significantly in allattributes rated importantby the supervisors andmanagers.



Table 3: Summary of
Means Importance and
Actual Performance
(Business Graduates)

Please See Table 3 in Full
PDF Version



Table 4: Summary of
Means Importance and
Actual Performance
(Technical Graduates)

Please See Table 4 in Full
PDF Version



The importance-performance map ispresented in Figure 2 and 3for business and technicalgraduates respectively. Thedata used to construct theimportance-performance



grid were the overall meansof importance andperformance for all scaleitems



Fig2. Importance-
Performance Map
(Business graduates)

Please See Fig 2 in Full
PDF Version



Two items fall into the“concentrate here”quadrants (highimportance/lowperformance) which areopenness personality andextroversion personality.



HEIs need to takeimmediate action on thesebusiness graduatesattributes, while theother/another two itemsare located in the quadrant“keep up the good work”



(high importance/highperformance),   which    areconscientiousnesspersonality and emotionalstability personality. Thesetwo attributes are thestrength attributes



possessed by businessgraduates from the HEI inthe sample, which meansthat business graduatesproduced by this institutionpossess good emotionalstability and conscientious



personalities. Only oneattribute falls in the “lowpriority” quadrant and itisin relation to agreeablenesspersonality. This indicatesthat this attribute does notrequire immediate



resource allocation as theyare performing at the levelappropriate to theimportance attached tothem at the present time.However, the HEI shouldhold in reserve resources to



cope with a possible changeof importance attached tothem due to future changesin the employmentenvironment.



Fig 3.Importance-
Performance Map
(Technical Graduates)

Please See Fig 3 in Full
PDF Version



Figure 2 presents themanagers’ importance-performance map fortechnical graduates. Oneattribute falls into the“concentrate here”quadrants (high



importance/lowperformance); that is theconscientiousnesspersonality. This indicatesthat HEIsneed to takeimmediate action on thesetechnical graduates



attributes. On the otherhand, three attributes we alocated in the quadrant“keep up the good work”(high importance/highperformance), and theseattributes include



emotional stabilitypersonality, opennesspersonality andextroversionpersonality.For this, HEIs only need tomaintain their currentallocation of resources in



developing these factors inthe curriculum design ofthe HEIs. These threeattributes are the strengthattributes possessed bytechnical graduates, whichmeans that technical



graduates produced byHEIs possess goodpersonalities, namelyextroversion, emotionalstabilityand opennesspersonality. Only onetechnical graduate attribute



falls in the “low priority”quadrant is in relationtoagreeablenesspersonality. This indicatesthat this attribute does notrequire immediateresource allocation as it is



performing at the levelappropriate to theimportance attached to it atthe present time. However,the HEIs should hold inreserve resources to copewith a possible change of



importance attached to itdue to changes in theemployment environmentin the future.From the above discussion,it shows that HEIs need to



enhance curriculum designwhich focuses more onopenness and extroversionpersonality andconscientiousnesspersonality for business



and technical graduatesrespectively.
Conclusion and Future
ResearchThis study providesevidence of the usefulness



of the IPA in designingcurriculum developmentstrategies for HEIs inMalaysia. The outcome ofthe analysis providesimpetus for enhancing thequality of the higher



education curriculum andmaking it relevant to theneeds of the market andindustries.  The studyhighlights the practicality ofthe IPA as a means toassessing and directing



continuous curriculumdevelopment efforts withinthe higher education sector.The use of the IPA inevaluating managers’perceptions of graduatespersonality attributes can



identify how graduates areperforming, identifyspecific problem areas andhelp target correspondingimprovement efforts.



The study reveals thefactors relevant to themanagers’ perceptions ofthe graduates and theirsatisfaction level with theperformance of the HEI’sgraduates.  The results of



this study indicate thatmanagers attach differentweightings to differentaspects of the graduatesperformance and,therefore, curriculumdevelopment efforts should



be directed towardsattributes that are expectedfrom the graduates. Thiswill allow for correctiveactions which can then betaken to improve perceivedproblem areas. The findings



of this study suggest thatthe HEIs in Malaysia shouldtarget improvements on aspecific personalitydevelopment componentpertaining to openness andextroversion personality



for business managementcurriculum design andconscientiousnesspersonality for technical curriculumdesign as part of thecurriculum developmentstrategies of these HEIs.



Clearly, these HEIs shouldundertake extensiveemployer research in orderto identify those factorsexpected in theirevaluations of graduatesperformance.



Consequently, thisinformation can assist indecision making on a rangeof fronts, including facilitiesdevelopment, positioningattributes, curriculumdevelopment and the



delivery of the corecurriculum in Malaysia inan effort to produce acompetitive workforceinternationally.



It should be noted that thisis a case study of graduatesfrom HEIs in Malaysia.Future research could seekto establish whether aconsistent pattern isobservable across



graduates from all otherHEIs in different categoriesof industries and thedifferent levels of managersexpectations among othercountries within the SouthEast Asian region. It also



should be noted that thequantitative analysis useddoes not explain why theobserved ratings occurred.A supplementaryexploratory study isrequired to address this



concern.  However, it mustbe remembered that themanagers expectations andperformance ratings forspecific attributes changeover time due to changes inthe macro environment.
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