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Abstract
 The United Arab Emirates is considered as one with the best economic development in the world. To become the biggest economy giant in the Middle East, UAE relies on Human Resource Management in all national organizations. The quality of the human resources is believed to be led to a successful educational institutional. According to Boxall and Purcell (2011), human resource is the heart of any functional and successful higher educational institution in the world. The modern organizational structures call for key decision-making strategies due to the openness of the more competitive market. The role of HR management is to translate the aims into HR policies as well as developing a strategy that aids in better achieving the organizational objectives. The purpose of this research paper is to outline the challenges that human resources faces in their quest to implement human resource policies in higher education institutions in the UAE. 










Introduction
Rationale and Structure
Human resource operations are a crucial part of any higher education institution. The UAE higher education programs are not so different from any other in the four corners of the world. Since 1997, UAE has witnessed an impressive growth of the higher education sector (Sallis, 2014, p.116). The dynamic growth of the private sector has spearheaded the expansion of the overall higher education in the UAE. Nevertheless, the most sought out thing by university stakeholders in the UAE is the diversity of the faculties. In general, according to Sallis (2014, p.117), for a university or college to be considered functional, HR challenges must be addressed first. Additionally, there should be a continuous effort to keep on producing the best quality as per the expectation of the state and to keep up with the competition. This paper uses a quantitative approach to data gathers gathered in related articles. The results will enable the researcher to come with a definite conclusion and recommendation apropos identified challenges. 
The overall aim of this paper is to highlight the challenges of HR in UAE higher education toward the betterment of administration, research, teaching, and organizational cohesion. HR in higher education is not comparable to industrial products which people can choose to like or dislike, take or leave after production is completed. Instead, it is a service and even though graduates are considered as finished products, the role of higher education is to offer service-oriented goals (Goetsch and Davis, 2014, p. 18). The United Arab Emirates is a home for many local and international universities that have an approximate of 60% of faculty members from diverse backgrounds (Van Den Hoven and Litz, 2016, p.44). What makes the universities have a high level of diversity is the ease of access to MENASA and GCC regions the robust local market and international support for cultural changes in accredited university faculties (Marks, and Al-Ali, 2016, p.3). With all the diverse student population in the higher education institutions in the UAE, the human resource management in this part is challenged with an equal and standard education that is in accordance to the UAE social and economic objectives.
Higher education is designed relatively for diverse stakeholders who have to work hand-in-hand for institutional survival and competency. For instance, there are external and internal stakeholders who originally were known to regulate the programs in higher education as well as location, the salary of the staff and fees of institutions (Soomro and Ahmad, 2013, p.150). However, the current worry is about the changes in curricula and programs to fit the ever-changing market and socioeconomic requirements. Furthermore, these stakeholders put pressure on the human resource operations in higher education institutions to look for locality, facility, and faculty (Soomro and Ahmad, 2013, p. 154. Faculty, which is the main focus of this research paper involves the multicultural, multi-talented, diverse and a wide-range of qualified faculties that are able to accommodate the diverse student body (Ashour and Fatima, 2016, p.580). A university HR, according to Goetsch and Davis (2014, p.16) must put emphasis on maintenance of a full-time faculty, composition and size, selection, and diversity. 
Problem Statement
UAE universities have faculty members from Pakistan, India, China, Europe, and Bangladesh (Soomro and Ahmad, 2013, p.149). The maintenance of high-quality education in the UAE is the main focus of government and non-governmental universities. However, there is insufficient literature regarding the obstacles faced by HR in higher education (Ashour and Fatima, 2016, p.578). This research identifies the gaps of empirical and theoretical literature concerning human resource management in the UAE universities and colleges. The data gathered in this research may help HR teams in the UAE and other GCC countries to better their operations in the quest of mitigating the identified challenges. 
Goals and Objectives
This paper explores the HR challenges that the higher education sector faces in the UAE. The paper outlines the several managing issues both government and private universities face in the UAE in their quest to comply to economic and societal needs as well as legal frameworks- both international and local; and will review the literature regarding the matter, methodology, data analysis and findings will make the bulk of the paper. The objectives include:
I. To explore the evolution of HR in higher and its implication on the development of HR issues.
II. To examine the impact of proper management of HR operations in higher education to aid in understanding the challenges in UAE universities.
III. To explore Quality Control measures in the UAE and its relation to the HR challenges of Universities in the UAE.
IV. To explore the current human resource management in higher education of the GCC and MENESA countries.
V. To examine the current practices of the UAE higher education.
VI. To investigate the importance of a diverse faculty in UAE universities and colleges.
VII. To investigate faculty selection challenges of the UAE higher education.
VIII. To examine faculty recruitment challenges of the UAE higher education.
IX. To inspect faculty diversity in the UAE higher education. 
X. To inspect financial budgeting in the UAE higher education and its impact on institution sustainability. 
Literature Review and Conceptual Framework
HR Evolution in Higher Education
It is important to understand how HR has evolved in the higher education sector in the past decades so as to aid in pinpointing the challenges experienced. The evolution of HR in higher education is something that dates back only a few years given the recent phenomenon of universities and colleges tenure. Sallis (2014, p.89) reported that professors were given the task of appointing their personal assistant when institutions were initiated. By the time administrators could handle all the human resource functions, hiring was left for lecturers. As time progressed, according to Arslan, Akdemir, and Karslı (2013, p.743), department chairpersons and deans managed all the HR functions of the whole university in the late 1950's. However, the importance of HR paradigms became relevant in the early 1990’s where institutions started incorporating HR in all internal operations- student selection, financial analysis, staff competency and building of infrastructures. The challenges of the HR were to remain competitive especially with the fast-rising private universities that seemed to offer better pay for tutors. 
Management in Higher Education
Management of higher education in every country is an important factor not only for internal benefits of the institutions but for the economic development of the state (Benitez, Cruz-Castro and Sanz-Menendez, 2016, p.15). Additionally, higher education systems are platforms for the development of excellence, skill, knowledge, and expertise for students who are expected to shape the future of a country. Both of the aforementioned goals are being acted upon by human resource teams in universities and colleges in the world by integrating sound quality strategies in their management operations. 
Universities are the sources of future leaders of a country and this implies that these institutions must be managed well. In the past decade, scholars concluded that quality in higher education has different meanings. In this regard, there has been no definite way of dealing with quality in universities and colleges. Like any other system, campuses have input, process, and output. The input is comprised of people (students) and the resources that students come with on their admission day and the selection process. When it comes to the process, we mean the administration, learning, teaching, and research. The administration should be in accordance with the culture of the institution and learning must fit the requirements of the students and the campus policy. However, teaching and learning may differ from one place to another due to cultural diversity and national education policies. Research depends heavily on the capabilities of the institution (labs, library, and halls) and diversity of the faculty. 
Issues in Higher Education Human Resource Management
Educational systems around the world depend profoundly on the staff and management for proper implementation of programs. Improvement of educational standards is dependent on the efforts of lecturers and the whole higher education management team. In this regard, lecturers are the most important aids in higher education resource management and they should be trained on matters regarding their work. They are the most indispensable entities of a higher education institution. Additionally, lecturers and non-teaching university staff are tasked with offering the best quality education and mentorship for undergraduates. 
In the past several decades, higher education institutions have been trying to integrate Quality Management (QM) measures. These efforts are meant to satisfy the internal quality management and monitoring or respond to state rations for a guarantee of quality services. The manner in which educational systems relate with a diverse student body in the deliverance of services is regarded as the center of quality assurance systems. However, regardless of the prominence of quality management systems in the political dissertation, employability of graduates after they are done with their higher education process tends to be disregarded. There are few or no sufficient tools that can be used to measure the quality of undergraduates. This implies that Human resource management tools in higher education are not being utilized or otherwise are not being monitored to a full extent. One challenge that all higher education institutions face is lack of assessment systems. Additionally, there are no enough diverse faculty members that can accommodate the diverse student body and this is a challenge. 
HR in the UAE Higher Education
The unification of Dubai, Ajman, Umm Al-Qaiwain, Sharjah, Ras al-Khaimah, Fujairah and Abu Dhabi led to the existence of United Arab Emirates (UAE) in 1971. The country’s successful oil mines make it an economic giant in the Middle East. For this reason, diverse people from India, Pakistan, Europe, China and other parts of the world are inhabitants and others come looking for education. That said, both Governmental and non-governmental universities have a shared goal of refining and sustaining higher education quality in the UAE. Universities in the UAE are under three umbrellas: Knowledge & Human Development Authority (KHDA), Commission for Academic Accreditation (CAA) and Ministry of Higher Education and Scientific Research. These three are given the mandate to accredit universities in the country. 
Campuses accredited by KHDA are found in Dubai’s free zone and they form branch universities of foreign institutions. For this reason, the educational systems assumed by these universities are the same as those of their parent campuses- they are either British, Pakistani, Indian and American. The quality of output (graduates), produced by these universities are controlled by KHDA through the establishment of the University Network Quality Assurance International Board (UQAIB). In order to ensure uniformity and quality of programs offered at the universities under KHDA, UQAIB makes sure that they are the same as the accredited programs in their main campuses (Suri and Adnan, 2016, p.2). On the other hand, the academic excellence in institutes in the UAE higher education is promoted by CAA. CAA is a government agency that ensures that UAE public universities deliver high-quality graduates and standards. This is done by ensuring that campuses have diversified services, they can fit an international profile and that the human resource operations are effective. Furthermore, for higher education institutes to operate in the UAE, they have to be given a license and that is the sole work of CAA. Apart from CAA, there is another agency in Abu Dhabi emirate that offers a license to campuses operating in the emirate (Wilkins and Huisman, 2015). Its name is Abu Dhabi Education Council whose role is to ensure that the emirate’s higher education institutions produce the required international standards as well as regulating and driving the development of initiatives. The function of all the afore-mentioned agencies is to ensure that the quality campuses and colleges in the UAE adhere to the set standards with regard to quality. 
The three functions exercised by universities in the UAE are community service, research, and learning. All these three functions may differ from one institute to another but the central function of all is teaching- transferring knowledge from tutor to undergraduates and graduates. Community service and research are all compliments of learning. The community responsibility of all the UAE universities and colleges is to ensure that untouched issues in the society are solved through research and in accord with set standards. 
HR Challenges in UAE Higher Education
The growing challenge of quality assurance is something that most developing countries are struggling to beat. The commonly known challenges root from the fact that the UAE is made of a diverse population. This implies different cultures, values, and beliefs. The human resource management in the GCC and MENASA countries is influenced by Islamic values, norms, culture, and habits (Ababneh and Hackett, 2018, p.5). For this reason, it is difficult for any western institution to establish itself in the Middle East let alone the UAE. The Western culture and norms are very different from those of the Middle East and this makes it difficult for HR of universities like Hult International, American University, Murdoch University, and International Horizons College to incorporate operations from their main campuses in their branches (Suri and Adnan, 2016, p.2). Like noted earlier, there are agencies that ensure that the programs and set standards of these branch campuses are in accordance to their main foreign campuses. However, the government of UAE has its policies as well for its students. Most times, these policies might not go hand-in-hand and that strains the Human Resource management team in the UAE higher education institutes. 
Moreover, UAE is known to be a giant producer of oil and yet 80% of these is comprised of expatriate or foreigners (Westerduin, 2014, p.15). The UAE government is looking upon the higher education to come up with policies and operations that shape graduates to fit in the national workforce. The UAE local citizens are growing lazy and dependent on foreign labor which goes against the State’s quest of increasing nationals’ employment. According to Westerduin (2014, p.16), most of UAE universities apply traditional based education approaches. This approach entails memorization of course content which in return reduces the power of innovation and critical thinking of students. Faculty members of some UAE higher education institutes are not aware of assimilating technology in pedagogy and discipline. For this reason, when students graduate, they are not able to use analytical approaches in research regarding social matters or even assume jobs that require technical expertise. Ababneh and Hackett (2018, p.10) studied the staff selection and recruitment in the UAE higher education. The Universities at the UAE, both private and public allow for tutors and staff to apply for jobs online (31%) and about 32% get to have interviews and only 14% get employed as lecturers (Ababneh, and Hackett, 2018, p.13). 
HR challenges in the UAE universities can be done away with by creation of policies that favor standardized education in all the institutions. Since the country has may foreign professionals, it would be important to adopt western education norms and values that so as to have equal chances in the job market. Additionally, university tutors should be able to integrate technology into their teaching methods. Human resources team should not fight diversity but embrace it because diversified student body promotes sharing of ideas from different perspectives.  





Figure 1. Conceptual Framework
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Research Methodology
Sample and Data Collection
We conducted a research regarding the HR operations in the UAE higher education. Data from UAE public and private universities helped in determining the impact of policies on employee turnover rate, selection, and recruitment. The data collected in this research was from 30 institutions- 16 private campuses and 14 public universities. Among the public universities, 8 of them were outside Dubai while 16 among them private institutions, 6 were foreign campuses in the UAE. Questionnaires were sent to a total of 650 professors of the different UAE universities. The university selection criteria were based on the size of the faculty, the classification of the university, and the turnover rate of the institutions according to recent reports. Accordingly, 8.0% of the professors were selected randomly to eliminate biased responses. According to Benitez, Cruz-Castro, and Sanz-Menendez (2016, p.56), professors get involved in policies that affect tutor selection, recruitment and even turnover rate in public institutions. Additionally, the sample data used in this research was collected from professors who were deemed to sufficient knowledge regarding the human resource operations of their institutions. 
A pre-test was steered before any actual data process could take root. The pretest was done on 50 professors from 9 institutions (2 public and 3 private campuses). The sample data collection was done to ascertain that surveying was the best mode of data collection for the research. 
The feedback from the 50 professors showed that the questionnaires were the best mode of data collection but had some ambiguities that needed modification. However, after the pre-survey data was collected and analyzed, the 50 professors were excluded and survey parcels sent to 600 professors. The survey parcel had a document that clarified the purpose of the survey. However 500 surveys were returned in which 3.4% of them were rejected because of improper response and insufficient information in contrast to the requirements. This led to a remaining 475 surveys which were an implication of an actual response rate of 74.4% after Listwise Deletion method was used. In accordance with the gathered data, 40.6% of professors were from public universities that operated in Abu Dhabi and Dubai. Responses from small universities were 49 (11%).  
Common Method Bias
The common method of data collection used in the research was surveyed questionnaires which were used to measure both independent and dependent variables. According to Jakobsen and Jensen (2015, p.5), common method bias (also known as common method variance), is a situation where measured data depicts biases due to methodical variance shared among variables. Theoretical constructs of this research are financial analysis, social responsibility, social capital, employee satisfaction, institution policies, and institution performance. The research on the performance of the HR in the UAE universities and colleges is related to the perceptions of the employees (professors) regarding their contributions to the universities decision-making. The respondents from both private and public universities might have created common method variance when responding to questionnaires concerning diversity and its impact on the faculty. There was a variation in responding to such questions in the same faculty. Competition among the private and public sector created some need for social desirability. 
[bookmark: _GoBack]Consequently, there is a common bias-variance brought by different characteristics of sources. Among the responses from public universities in Dubai, 56 were inclined that diversity has killed the recruitment and selection process for professors within the UAE. These surveys were from local professors who spoke positively of their universities policies and their performance. Using administrative measures as the independent variable and faculty satisfaction and turnover as the dependent variables diversity of faculty was deemed to have the strongest effect on the performance of HR in UAE higher education institutions. However, the research was tested by the use of Harman single factor to see whether the common method bias was a big deal in the analysis and conclusion of this paper. A common latent factor was introduced into the exploratory analysis and it accounted for 20% of the variance. For the common bias method to be considered significant in a research, a common latent factor should account for more than 50%. In this regard, for the purpose of this research, the common bias-variance was not considered to impact the research. 
Exploratory Factor Analysis
The purpose of this section of the study is to analyze the relationship among variables with regard to human resource challenges in the UAE higher education. The data from faculty members from the various higher education institutions in the UAE was analyzed by the use of the SPSS program. This aided in conducting exploratory factor analysis. Adachi (2016, p.180), claims that a big set of data has a fundamental variable known as factors that can be used to explain a correlation between elements in a study. 
There were 6 constructs used in the study to show the correlation between variable. The measure constructs include; performance (factor 1), diversity of faculty (factor 2), recruitment (factor 3), selection (factor 4), professor turnover (factor 5), and finance (factor 6). The factors apply to all surveys, from private and public universities (n=675). However, a sample of n=301 (initial sample) was used for exploratory analysis. For this case, each instrument had more than 10 respondents in accordance with the criterion given by Hair et al. (2014, p.11). The validity of factor analysis can be compromised in a situation where n<300. Correspondingly, Kline (2014, p.15) acclaim that n>300 is a good sample size for an EFP. 
Nevertheless, the output from Kaiser-Meyer-Olkin (KMO), matrix determinant and the correlation matrix were analyzed for the purpose of factorability. Principal Components Analysis was applied in the factor extraction process. As soon as the matrix was factorable, parallel analysis, screen plot graphic, and eigenvalues were used to determine the extractable factors.
Classified by Adachi (2016, p.176) as marvelous, the matrix was considered to be highly factorable with KMO of 0.917. However, the correlation matrix determinant showed that the number of items (questions in the survey) was higher than the factors. The Principal Components Analysis aided in determining the number of extractable factors. Again, eigenvalues greater than 1.0 accounted for the discrepancy of each factor that was more than 3.5% as well as parallel analysis and screen plot. As defined by Kline (2014, p.16), the minimum load that was acceptable was .32. Furthermore, the quality or validity of elements that were in each factor was examined. In accordance with Adachi (2016, p. 178), the elements were valid because they represented each factor well. In another word, the elements had a good factor loading. Brown (2014, p.17) claims that elements with loadings higher or equivalent to .32 as meager; .45 as rational; .55 as good; .63 as very good; .71 as excellent. In this regard, 70 percent of the elements were considered good, very good, and excellent. The factors considered in the study showed high reliability. This was indicated by the high alpha coefficients which were greater than .80. 
The percentages of explained variance was 58% for the initial sample n=302 and 60% for the second sample n=328. Comparison among the factors using the obtained structures were 6, 0.84 for factor 1 (number of elements per Cronbach’s alpha respectively); 12, 0.93 for factor 2; 6, 0.88 for factor 3; 6, 0.84 for factor 4; 5, 0.86 for factor 5; 5, 0.81 for factor 6. All the aforementioned were of the first sample. The second sample had 7, 0.84 for factor 1; 12, 0.92 for factor 2; 6, 0.90 for factor 3; 5, 0.80 for factor 4;4,0.88 for factor 5; 3, 0.82 for factor 6. 

Confirmatory Factor Analysis
The validation of confirmatory factor analysis was done with respondents n=630. From the factor structure obtained from the EFA, Component Factor Analysis was conducted. The CFA was used in choosing the maximum likelihood that would be suitable in estimating all the representations. Thompson (2004, p.79) in his study concerning factor model analysis claims that a multifactor model should never be tested before a one-factor model. In this case, for the analysis in this research, two models were compared after testing. The first model comprised of the UAE higher education human resource policies and practices. On the other hand, the second model comprised of the six-factor model that was derived in the exploratory factor analysis. 
Kline (2014, p.15), not all values are considered to be satisfactory for a model adjustment. The values to be considered for adjustments are values between .08 and .06 or lower for the Root Mean Square Error Approximation (RMSEA), values greater than .90 concerning the Comparative Fit Index (CFI), and values between 2.0 and 3.0 for Chain Multilateral Index Number (CMIN) with the highest possible value is 5.0. The first model depicted 121 parameters with a chi-square distribution of value 5652.11, degree of freedom= 760 and a p-value less than 0.001. The RMSEA was .103 and CFI was .66. Furthermore, the C.I (confidence interval) was between .105 and .100. According to these results, the first model, which was a one-factor model failed to provide for a good fit. 
Contrarily, model 2 (the six-factor model hypothesized earlier) offered a reasonable fit and improved index after it was tested. This model had 141 parameters, degrees of freedom (df)=752 a p-value of 0.001 and a chi-square distribution value of 2376.2. The CFI and RMSEA of the model were .89 and .07 respectively. Additionally, the factor loading was .88 (highest) and .55 (lowest) in the confirmatory validation. This, according to Kline (2014, p.18) is an indication of good quality elements. 
Reliability Test
For interviews and questionnaires to be considered suitable for selection, they have to be reliable (Bryne, 2016, p.140). This means that the ensuing results, chosen methods, and selection methods need to show consistency. By comparing the results of the two models; the one-factor model and six-factor model, a reliability test was conducted with assumptions that the different sets of respondents acted under the same conditions.
After the completion of the exploratory and confirmatory analysis, the reliability of the test was calculated for each given factor. The reliability test type used in this research was the test-test approach. In the test, respondents were given identical subscales and tested under common settings. In addition, the level of similarity of the sub-measurements was determined by computation of a correlation coefficient in accordance to Bryne (2016, p.142). 
Taking the two models together, the second model outperformed the first model in all measures. Additionally, the difference between the chi-square values observed in the two models indicates that human resource operations in the UAE higher education are a multi-dimensional construct that is affected by faculty diversity, faculty recruitment, faculty selection, institutions turnover, and performance. The subscales of HR management in UAE universities practices were calculated for the above issues. The HR factors that were considered depicted high levels of satisfaction with the highest Joreskog's rho value of .92 and lowest value of .70. To be specific, faculty selection and recruitment were .82, work and satisfaction were .92, performance appraisal and rewards for professors was .91, and financial performance was .87. However, to confirm the reliability of the factors, Cronbach's alpha range was determined. According to the scales employed in this research, the values ranged from 0.80 to 0.92. 
Convergent Validity 
Invalidity analysis, the measured elements/items depict the constructs that they are meant to measure. Kline (2014, p.18) ascertains that the validity of a test tries to reflect the hypothetical latent variables being measured. The two types of testing research for validity are divergent validity and convergent validity for convergence, the measures offered by Hair et al. (2014, p. 13) include; more than 7.0 for Composite Reliability (CR), the average extracted variance (AVE) of greater than 0.5 and a consistent factor loading of more than 7.0. This section of the study will deal with the convergent validity test of the research constructs. 
The convergent validity is meant to determine the degree of correlation between constructs by testing whether variables that are supposed to be correlated are actually interrelated (Hair et al. 2014). In this regard, there exist multiple indicators for the purpose of determining convergent validity. For instance, the factor reliability and factor loadings can be examined to show a correlation between variables. In the previous section concerning reliability, we can note that all the factors scored a Joreskog’s value of 7.0 and more. This is a clear indication of fitting convergence as concluded by Hair, Sarstedt, Ringle, and Mena (2012, p.146). Nevertheless, all the elements UAE higher education HR practices were positive regarding their stated factors. The loadings of all the elements were above .5 apropos the assigned factors. Hair et al., (2012, p.145) notes that this should confirm the validity convergence of the study. For this matter, it can be clearly stated, without doubt, that the scales for the 6 constructs of this study are correlated. 
Discriminant Validity
Discriminant validity is the opposite measure of convergent validity. For this matter, the purpose of discriminant validity is to ascertain that variables that are deemed unrelated are truly unrelated. The purpose of this section in this project research is to determine the degree of variance between abstractly dissimilar variables (Hair et al., 2014, 146). According to research conducted by Hair, et al. (2014, p.145), the criterion used for a standardized discriminant validity is the SRAVE (Square toot of Average Variance Extracted). This is done for one measurement more than the correlation constants with a different measurement. 
For the purpose of this study, analysis of factors was done twice by Automatic Frequency Correlation (AFC); initially for a selected two-factor set. This allowed for the relationship between the two factors. After analysis, the Chi-square value was recorded and AFC did again for the same pair of constructs. The second AFC set the correlation of the paradigms equivalent to one. Again, for the second model, the Chi-square value was recorded. The values of the Chi-square and degrees of freedom for both models were used to calculate for the difference. The observed statistical Chi-square values with a p-value of 0.001 and df=1 are as shown in table 1 below. The correlation coefficients of the constructs as shown in the table are all less than the second root of the AVE. In this case, the research shows a reasonable discriminant validity.  
	Constructs     Selection   Recruitment    Diversity    Turnover   Finance   
Selection        79.5           
Recruitment     53.10        81.9
Diversity          67.8         47.5            25.8
Turnover          36.6          38.9           8.9                   42.9
Finance            79.9           40.6           30.8                  31.2           28.4




 Figure 2. Discriminant validity
In a nutshell, the evidence provided in this research analysis shows discriminant and convergent validity. The findings in this section led to the construction of the structural model.
Structural Equation Modelling 
Structural Equation Model was used to approximate the model in this study. To be specific, the unreliability of measurements becomes less significant when exact paths for diminution and measurement error are considered (Yang, 2018, p.260). Model 2 got a good fit from the structural model. This model had 141 parameters, degrees of freedom (df)=752 a p-value of 0.001 and a chi-square distribution value of 2376.2. The CFI and RMSEA of the model were .89 and .07 respectively. The homogenous path coefficients, as well as the main results, are shown in figure 3.  
The standardized path factor was ascertained by the analysis done on the paths. Coefficient path of social capital was recruitment β = 0.208, a p-value of less than 0.001; selection, β = 0.297, p < 0.001; research findings, β = 0.230, p < 0.001. These values showed a statistical significance hence H1 was supported. Secondly, diversity of faculty showed a noteworthy impact on recruitment, β = 0.149, p < 0.01; selection, β = 0.286, p < 0.001; and findings β = 0.126, p < 0.05 which supported H2. Thirdly uniform path factor of performance for recruitment, β = 0.077, p < 0.05; selection, β = 0.088, p < 0.01; findings, β = 0.112, p < 0.01 supported H3. Finally, standardized factor of turnover for recruitment, β = 0.481, p < 0.001; selection, β = 0.348, p < 0.001; findings, β = 0.322, p < 0.001 attained statistical significance in support of H4. Figure below shows the structural model.Selection
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Figure 3. Structural Model




Data Analysis, Interpretation, and Discussion
This research project showed that there are human factors that affect the operations of human resource in any higher education institution in the UAE. From the perspectives offered by the professors in the surveys, the diversity of faculty, faculty selection, faculty recruitment, annual turnover and financial operations of many UAE universities and colleges bring about challenges. However, the resources of institutions as well as the social capital ascertained that they play a big role smooth running of the institutions. The study shows that faculty diversity affects the performance of professors in the universities which in return impacts the social capital as a result of the HR operations. 
The study objectives to link how the HR practices in UAE universities contribute both positively and negatively to the overall performance of education in the institutions was met through the analysis of EFA and CPA. Institutions that had high diversity depicted less turnover rate of professors. The high correlation between the turnover rate and performance (β = .431) implies that the two factors are related (one can highly impact the other, positively or negatively). Given the previous research by Ababneh and Hackett (2018, p.13) concerning the UAE universities’ human resource practices, 35% of professors are forced to look for new employment every year in the UAE. This explains the high beta-value correlation between turnover and faculty recruitment (β = 0.481). The high rate of professor turnover in the UAE higher education institutions calls for a higher rate of recruitment. Ababneh and Hacket (2018, p.14) claim that the professors that get interviewed out of all the interviews held online and on the institutions are 14%. This explains the low correlation between faculty recruitment and performance. The first factor, social capital shows that there is a strong positive relationship between social and diversity of the staff in the university faculty and a medium impact on the recruitment of faculty. 
As reviewed earlier on this paper, Suri and Adnan (2016, p.6), claim that UAE human resource policies affect the way the public university faculty performs and hence failure to fight off competition brought in by private institutions. In this regard, by using the revised literature, it is easier to verify the consistency of UAE’s higher education HR policies and how they impact the performance of employees as well as the entire organization regardless of the previous analysis- which was fitting. It is advisable to look for scales’ coherency towards the supported items if a scientific theory is to be deemed relevant (Suri and Adnan, 2016, p.14). This implies that a factor with only mathematical gist should not be held pertinent. 
Regarding selection and recruitment practices in the UAE, Ashour, and Fatima (2016, p. 589) claim that social capital and employee (professor) performance are closely related. For this matter, they are significant factors in the ensuring satisfaction of employees and reducing of turnover rate. The UAE government has a policy concerning the level of quality in the higher education institutions and this can attribute to the high preference of faculty diversity. Important points like financial budgeting and performance appraisal of institutions in the UAE are linked to the selection, recruitment, and diversity with strong factor loading. This shows the importance of variable representativeness in the constructed model.
Moreover, from the randomly selected respondents (n=50) that had sufficient knowledge regarding the operations of their institutions, it can be derived that the human resource team needs to be able to fully understand the impact of professor turnover and faculty diversity towards the overall performance of the organization. This in accordance with the ideas provided by Goetsch and Davis (2014, p.101). Additionally, there is a close relationship between the UAE human resource practices and challenges that employees in the universities and colleges face as confirmed by Benitez, Cruz-Castro, and Sanz-Menendez (2016, p.16).  
Marks and Al-Ali (2016, p.4) based their research on the challenges that human resource management team face in their quest to ascertain quality output (graduates and undergraduates). As defended by Sallis (2014, p.145), professors need to be allowed to make decisions regarding faculty diversity in order to positively increase social capital in the UAE universities. Employee turnover, on the other hand, is a factor that contributes to the challenges faced by UAE higher education institutions given the fact that only about 14% job interviews are offered for both graduates and professors that are forced to leave their positions. This is against a very high level of faculty selection in the private and public institutions in the GCC countries (Westerduin, 2014, p.17). 
Van Den Hoven and Litz (2016, p.50) suggested that HR policies regarding expatriates in the UAE pose a significant challenge in matters concerning faculty diversity and reduced wages. The preference of diverse faculty- from Pakistanis, Chinese, Europeans, British, and Americans has contributed to the employment challenges of many local professors in the UAE as provided by Soomro and Ahmad (2013, p. 150). Sallis (2014, p.118) provides the theoretical concept behind the close relationship between professor performance and recruitment policies. For policies that allowed for recruitment of equal local and foreign employees in the UAE institutions, professor performance is high and so is social capital as suggested by Arslan, Akdemir, and Karsli (2013, p.748). 


Conclusions
The main focus of this study was to outline the relationship of HR policies in the UAE higher education and how they impact performance, competition, turnover rate and quality of education in the country. The hypothesis of the research was that all the HR elements have been fully implemented in the UAE and that they posed no challenges towards the afore-mentioned factors. The respondent’s returns were as expected and the information obtained was sufficient in conducting the analysis of this research. It was expected that respondents from 30 institutions, both public and private would offer good data for identifying the gaps in existing research regarding HR challenges in the GCC and MENASA countries. 
The research found that performance of human resource management team in education fully depends on faculty recruitment, faculty selection- which upholds professionalism, and faculty turnover. It was found that indeed, social capital is a factor that should be considered when it comes to job satisfaction (leads to better performance) and the elimination of competition for both the private and public institutions. However, given the fact that The UAE is home for many expatriates and foreign companies, the rate of expatriate employment as professors was considered in the study. Faculties with higher diversities seemed to have satisfied lecturers and a contended student body- which is also diverse. 
The survey ascertains the existence of challenges within UAE higher education systems that are brought in by internal and external policies. UAE being a fast growing and rich county in the Middle East, budgeting for education should not be a factor for the public institutions in the country. The reason why the financial factor (funding and budgeting from the government) was not given much light in this study is that of the steps that the UAE government has taken towards the betterment of education in its universities. The policies that the UAE government has put in place support the satisfaction of tutors by offering good salaries and excellent infrastructure. 
However, the impact of Western culture was noted as a factor of consideration in the study. In the quest of increasing faculty diversity, the HR operations brought in by the Western culture might not auger well with the existing policies- provided that UAE is an Islamic country. This research confirms the relationship between social capital, diversity and staff performance. 67% of the institutions viewed diversity and high rate of professor turnover as the root cause of HR challenges in the UAE. Indeed, policies made by UAE higher education regarding recruitment and faculty selection are linked to the many challenges that HR operations face. 
Recommendations and Implication for Future Study
This study is a complement of many HR research studies, provides practical recommendations for UAE higher education human resource team. Initially, the paper highlighted the general challenges that most higher education institutions face and then narrowed down the challenges to the practices used by UAE universities and Colleges. In as much as many Human Resource Management specialists may be familiar with some of the challenges as they link to the HRM policies, the six-factor conceptual model offered in this study can be used to eliminate HR challenges. 
The scales used in this paper have been tested for reliability and validity. For this reason, there is a new insight regarding the HR operations of any higher education in the GCC and MENASA countries. The study can be used to provide organizational output and overall operations. HR operations are encouraged to uphold employee involvement in decision-making which reduces the organization’s turnover rate hence increasing the social capital. In addition, this research offers a complementary information in the study of Human Resource Management in the UAE's relational studies.  
Furthermore, the study offers sufficient empirical and theoretical evidence that HR policies like recruitment, training, selection, and diversity do have an impact on the performance of education institutions. The broadening of this research to all the GCC countries offers a wide application of the research findings to many institutions in the Middle East. However, the data used in this study is cross-sectional in nature which makes it difficult for the formulation of a longitudinal framework. Nevertheless, it is key to note that professors from thirty different institutions were used for data collection. The data obtained was applied in seeking of an excellent representativeness. 
This study is imperfect in that it is only indicative instead of being conclusive. For this matter, it is recommended that additional assessments be done for generalizability of the conceptual model in other countries. Again, the CFI was not provided by the six-factor model hence the need for further tests. It would be recommendable to perform new tests for the quest of improving the model fitness. Again, it is recommended that a time-series database is developed regarding HR policies in the UAE in order to refine the six-factor model. Moreover, elements identified in the study can be used in further factor analysis in different fields where HR operations are deemed fit. Lastly, the findings of this research do not offer any limitation nor are they irrefutable. Instead, this research is a starting point for many other researchers who wish to expound on HR policies in the UAE higher education. 
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