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 ARTICLE INFO   ABSTRACT 
 

 

A Graduates’ marketable skills have now become the major key of success in today labor market and 
have increasingly concerned by employers around the globe. This study aimed to examine the effect of 
Yemeni graduates’ marketable skills on their perceived marketability in the Arab Gulf countries labor 
market. Graduates’ marketable skills was assessed by way of a multi-dimensional scale which was 
inclusive of seven dimensions of skills: analytical thinking and problem solving skills, continuous 
learning and information management skills, communication skills, entrepreneurship skills, information 
technology application skills, leadership and management skills, and teamwork and interpersonal skills. 
Participants were 85 Yemeni graduates at public and private universities. The data was analyzed using 
Partial Least Squares-Structural Equation Modeling. The findings showed a significant positive effect 
for graduates’ marketable skills on their perceived marketability. The study results also demonstrated 
the acceptability of marketable skills as an integrated construct formed by the dimensions identified. 
This study make a significant theoretical and methodological contribution to both the graduates’ 
marketable skills on their perceived marketability by assessing marketable skills as an integrated 
reflective construct and by examining the overall marketable skills of Yemeni graduates on their 
perceived marketability. 
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INTRODUCTION 
 

The Arab Gulf labor market is considered an open market on 
the Arab and international world and attracts workers from 
different places around the world (See Table 1). Yemen is 
considered one of the most important countries of sending 
labor to this market in various economical, developmental and 
agricultural fields. According to statistics of World Bank for 
2010 published by the “Al-Riyadh” newspaper in February 8/ 
2015, in its issue 17030, Yemeni labor was the fourth among 
countries exporting labor to this market after India, Egypt and 
Pakistan which reached 894 thousand workers; is equivalent to 
6.3% of the expatriate labor in the Arab Gulf (See Fig. 1). This 
with knowing that these data do not include employees in the 
international organizations and diplomatic missions, as well as 
the number of illegal workers. Also this data is limited on the 
number of employees and does not include the members of 
families accompanying them.  
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The report of the National Plan for Youth Employment 2014- 
2016, which was prepared by the Ministry of Planning and 
International Cooperation and the Ministry of Social and 
Labor Affairs in 2013- Yemen, was mentioned that the labor 
rate of Yemeni higher education graduates in the Arab Gulf 
labor market is only 6% of total Yemeni labor. From another 
side, the Gulf and Arabic studies that are specialized in Asian 
expatriate workforce, pointed that the Asian workforce pose a 
major threat to the survival and existence of the peoples of 
these countries in the near future, especially under the demand 
of a lot of human rights organizations in the world for need to 
settle this workforce. This, in turn, has led to a real tendency in 
the Gulf Cooperation Council (GCC) to the absorption of 
eligible Yemeni labor, which was reinforced by a set of 
agreements, in order to gradually replace an Asian workforce 
(Al-Qahas, 2008; Al-Samarrai, 2007; Hassan, 2010). In order 
to be more marketable and able to compete and success in the 
Arab Gulf labor market, Yemeni’s higher education graduates 
should concentrate on the resources that make them more 
valuable to employers.  
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According to the Matching Theory, labor market failure on the 
part of graduates reflects mismatches between graduates and 
employers (Mason et al., 2009). A number of recent studies 
have mentioned that skills matching is a better predictor of 
successful entry into the labor market after graduation and in 
ensuring the marketability of the graduates (Abdul Hamid et 
al. 2014; Al-Abduwani, 2012; Alias et al., 2013; Singh et al., 
2013; Weligamage, 2009; Wincenciak, 2009). The recent 
changes that have taken place within the labor market and 
organizations (e.g. the increase in global competition, 
knowledge work increasing, the rapid technological change, 
demographic change unfolding, the changed nature of 
production, and the growth of alternative employment 
arrangements) have led to skill mismatches and pervasive skill 
gaps (Green et al., 2016; Mane and Miravet, 2016). In the 
Arab Gulf countries, according to World Economic Forum 
(2017), 21% of core skills in the Arab Gulf labor market by 
2020 will be different compared to skills that were needed in 
2015. It was mentioned in the report of the National Plan for 
Youth Employment 2014- 2016 (The Ministry of Planning and 
International Cooperation, and The Ministry of Social and 
Labor Affairs 2013), the reason of loss Yemeni higher 
education graduates for job opportunities in these countries 
was because they are lacking of required skills that enable 
them to compete with other foreign labor and keep up with the 
needs and requirements of regional and foreign labor markets. 
At level in the Yemen, researchers and publications issued by 
the responsible authorities (Al-Rimi, 2012; The Supreme 
Council of Education Planning (SCEP), 2011) have stressed 
for immediately addressing the mismatch between the skills of 
graduates and the needs of market labor, as employers are 
dissatisfied with the graduates’ skills that are currently 
available. 
 
It could be argued that higher education graduates are 
continuously challenged regarding which marketable skills to 
acquire to meet employers’ needs and substantiate their 
valuable in labor market. As a result of the contemporary view 
of competitive advantage through individuals, employers are 
demanding graduates who have exceptional skills whose add 
value, notably various “soft” skills”, including communication 
effectively, solve problems and think creatively, teamwork, 
entrepreneurship, leadership, and information technology skills 
(Majid et al., 2012; Moalosi et al., 2012; Rani, 2010; Shakir, 
2009; Wilson et al., 2011; Yassin et al., 2008). Previous 
studies findings showed that it is no longer sufficient for new 
graduates to have only hard skills (technical skills, academic 
degree) to success in today’s labor market. Employers have 
indicated their preference over graduates who also possess soft 
skills (marketable skills) (Abayadeera and Watty, 2016; Abdul 
Hamid et al., 2014; Al Abduwani, 2012; Ali et al., 2014; 
Archer and Davison, 2008; Hairi et al., 2011; Kandra et al. 
2011; Kofli et al. 2012; Krish et al., 2012; Nafiand Ghani, 
2011; Rani, 2010; Schulz, 2008; Shakir, 2009; Sturges et al. 
2003). Thus, this study intends to examine the Yemeni 
graduates’ viewpoints of the marketable skills in order to 
identify how far graduates marketable skills play a role in 
achieving their marketability in the Arab Gulf labor market. 
 
Research Motivations and Contributions 
 
Considering the fact that employers are demanding graduates 
who add value to their organizations (Alias et al. 2013); who 
have exceptional skills whose add value (Majid et al., 2012; 

Moalosi et al., 2012; Rani, 2010; Thomas and Scroggins, 
2006), it is appropriate to investigate the association between 
graduates’ marketable skills (soft skills that are highly valued 
by employers today) and their perceived marketability from 
the Middle East context where the environment is different 
from those of the East Asian and Western regions. Where, 
majority of the studies that have investigated marketable skills 
are focused on Western and East Asian countries. 
Additionally, in spite of marketable skills are seen to be highly 
involved in the perceived labor market success (Abayadeera 
and Watty, 2016; Abdul Mutalib and Mahmuddin, 2010; 
Akomolafe and Adegun, 2009; Duncan and Dunifon, 2012; 
Hairi et al., 2011; Tran, 2012; Warraich and Ameen, 2011; 
Zadel et al., 2009), it appears there is paucity of empirical 
evidence on marketable skills and their effect on perceived 
marketability as an indicator of today’s labor market success. 
Moreover, it appears that previous studies have paid little 
attention to perceived marketability within the field of labor 
market success (De Vos and De Hauw, 2010; De Vos et al., 
2011; Eby et al., 2003), which increases the value of this 
study. Therefore, the major contribution of this study is to 
provide an empirically understand and investigate the 
significance of marketable skills and their effect as a predictor 
of perceived marketability in today’s labor market. 
 
Related Literature and Research Hypothesis 
 
Perceived Marketability 
 
One of the most important indicators for describing an 
individual of being successful in today labor market or not is 
his/her perceived marketability (Arthur and Rousseau, 2001; 
Day, 2005; De Vos and De Hauw, 2010; De Vos et al., 2011; 
Eby et al., 2003). Perceived marketability is defined as the 
beliefs that individual is valuable to the employers (De Vos 
and De Hauw, 2010; De Vos et al., 2011; Eby et al., 2003) or 
the extent to which one is viewed as marketable to employers 
(Day 2005). Essentially, perceived marketability is a relevant 
indicator of subjective career success (Arthur and Rousseau, 
2001; Day, 2005; De Vos and De Hauw, 2010; De Vos et al., 
2011; Eby et al., 2003), which refers to a positive career 
outcome of individuals’ potential that regarding their added 
value in the labor market (De Vos et al., 2011). Therefore, 
individuals who are viewed as marketable by employers are 
those who are successful in the marketplace (Eby et al., 2003). 
 
Marketable skills 
 
Marketable skills of graduates have continually received 
considerable attention in recent times. Marketable skills, 
according to The Free Dictionary.com, means “being in 
demand by especially employers”. From the Cambridge 
Business English Dictionary, marketable skills are useful ones 
that make an employer want to give individual a job. 
According to Centrallo (2007), marketable skills are the 
abilities that are in great demand in the labor market. 
Similarly, Rudra (2013) defines marketable skills as the skills 
for which there is market demand. In the sense that higher 
education graduates have to be value-added to stay viable and 
competitive in the ever-changing labor market conditions. To 
produce a value-added, higher education graduates need to 
enhance the skills that are highly valued by employers.  
Moreover, it is important to realize that marketable skills are 
constantly changing depending on employers’ needs 
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(Centrallo, 2007; Rudra, 2013). Previously, the focus of much 
education and training policy was on the academic and 
technical skills. Recently, it has argued that marketable skills 
are ‘soft’ skills which are non-academic skills (Rajan, 2010; 
Shakir, 2009), and non-technical skills (Conrad and Leigh, 
1999; Jackson, 2013; Nasir et al., 2011). Numerous studies 
have shown that soft skills are the in-demand skills (Al 
Abduwani, 2012; Alias et al., 2013; Al-Mamun, 2012; Archer 
and Davison, 2008; Hairi et al., 2011; Kandra et al., 2011; Kee 
et al., 2012; Kofli et al., 2012; Krish et al., 2012; Majid et al., 
2012; Musa et al., 2012; Nafi and Ghani, 2011; Nasir et al., 
2011; Rajan, 2010; Rani, 2010; Schulz, 2008; Shakir, 2009; 
Vyas, 2013; Wahl et al., 2012; Warraich and Ameen, 2011; 
Wilson et al., 2011; Yassin et al., 2008; Zainal et al., 2012). 
According to Joubert et al (2006, p. 28), “there is no ultimate 
definition of soft skills, but they include such skills such as 
ethics, attitudes, interpersonal abilities, communication and 
being a lifelong learner”. According to Nasir et al. (2011), 
‘soft skills’ are skills, abilities, and traits that are not specific 
to any employment environment or particular job position, that 
are can be used widely for all jobs and tasks assigned. It means 
that these skills tend to be more generic in nature, unlike ‘hard 
skills’ which tend to be more closely related to the actual task 
being performed or more job-specific. As described by Yorke 
and Knight (2006, p. 3) the soft skills are “a set of 
achievements, skills, understandings and personal attributes 
that make graduates more likely to gain employment and be 
successful in their chosen occupations”. On a similar note, 
Goswami (2013) describe these skills as “personal attributes 
that enhance a person’s job performance, interactions and 
career prospects”. The most critical soft skills in the current 
global job market especially in this fast moving era of 
technology which employers are seeking among higher 
education graduates are communication, problem solving, 
teamwork, lifelong learning, entrepreneurship, information 
management, and leadership skills(Abdul Hamid et al., 2014; 
Kee et al., 2012; Shakir, 2009; Wilson et al., 2011; Yassin et 
al., 2008).  
 
Relationship between Marketable skills and Perceived 
Marketability 
 

The human capital theory suggests that investing in 
individual’s skills development should lead to greater value in 
the labor market (Becker, 1994). In recent times, higher 
education graduates’ marketable skills (soft skills) are 
conceived as an important determinant predicting their success 
in labor market (Abayadeera and Watty, 2016; Abdul Mutalib 
and Mahmuddin, 2010; AbdWahab and Ismail, 2014; 
Akomolafe and Adegun, 2009; Centrallo, 2007; Clarke and 
Patrickson, 2008; Duncan and Dunifon, 2012; Goswami, 2013; 
Hairi et al., 2011; Kee et al., 2012; Kofli et al., 2012; Krish et 
al., 2012; Rajan, 2010; Tran, 2012; Warraich and Ameen, 
2011; Zadel et al., 2009). In addition, literature suggests that 
85% of graduates’ success in the labor market is made by these 
skills (Rani, 2010; Robles, 2012). More than 75% of 
employers surveyed said that soft skills are even more 
important than technical skills in securing entry -level 
employment (Pritchard, 2013). On a similar views, a survey 
done on over 400 employers from across the United States to 
gauge their perspectives on which skill sets new higher 
education graduates entrants need to succeed in the workplace, 
it was revealed that soft skills are of increasing importance in 
terms of success in the 21st century workplace. 

Further, Al-Abduwani (2012), Alias et al. (2013), Singh et al. 
(2013), Weligamage (2009), and Wincenciak (2009), have 
argued that these skill matching is a better predictor of 
successful entry into the labor market after graduation that 
ensuring the graduates marketability. However, to date, direct 
empirical evidence of the impact of strengthen marketable 
skills on perceived marketability is scarce. Eby et al. (2003) 
observed that skills development was as most essential in 
predicting perceived marketability. Therefore, this study is 
empirically addressed their claim that graduates’ marketable 
skills (soft skills) will be positively related to their perceived 
marketability. Hence, the following hypothesis is suggested: 
 
H1: The graduate’s marketable skills have a positive effect on 
his/her perceived marketability. 
 
Conceptual Framework 
 
This study attempted to examine the effect of the Yemeni 
graduates’ marketable skills on their perceived marketability in 
labor market in the Arab Gulf countries. In this study, to 
represent the marketable skills, skills that in great demand 
were unified into an integrated single construct. It was 
developed the marketable skills as an integrated construct 
inclusive seven soft skills, namely: analytical thinking and 
problem solving skills, continuous learning and information 
management skills, communication skills, entrepreneurship 
skills, information technology application skills, leadership 
and management skills, and teamwork and interpersonal skills. 
Where these seven soft skills are the most commonly used in 
the description of marketable skills, and required by 
employers, as well as enable graduates to survive in today’s 
market place. It is predicted that these marketable skills would 
be related to graduates perceived marketability. 
 
Research method 
 
This study used a cross-sectional quantitative survey. A self-
administered questionnaire was developed to measure 
perceived marketability and marketable skills (See Appendix 
1). Perceived Marketability was measured using an adapted 
instrument developed by Day (2005) based on Eby et al’s 
(2003) marketability scale. The instrument consists of a five-
item measure which Eby et al. (2003) introduced the first scale 
to measure the perceived marketability, contained three items 
and the other two-item marketability scale was added by Day 
(2005) to enhance the content validity and reliability of the 
measure. Marketable skills was assessed using seven 
dimensions of skills: analytical thinking and problem solving 
skills, continuous learning and information management skills, 
communication skills, entrepreneurship skills, information 
technology application skills, leadership and management 
skills, and teamwork and interpersonal skills. The six 
dimensions of marketable skills namely, analytical thinking 
and problem solving skills, communication skills, 
entrepreneurship skills, information technology application 
skills, leadership and management skills, and teamwork and 
interpersonal skills were measured using scale developed by 
Abdul Hamid et al. (2014) with modification on the wording. 
The last dimension of marketable skills, that is continuous 
learning and information management skills, was measured 
using four-item scale developed by Kee et al’s (2012) with 
modification on the wording. In addition, the instrument of 
perceived marketability and marketable skills were measured 
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using a five-point Likert’s scale range on “1 indicating 
strongly disagree” to “5 indicating strongly agree”. Since the 
language of the targeted respondents of this study is the 
Arabic, this study is used the Arabic and English version of the 
questionnaire. 
 
The target population of this study was the Yemeni higher 
education graduates who have recently worked in the private 
sector, both productive and service companies that are 
operating in the Arab Gulf countries. Due to the target 
population is spread throughout in the Arab Gulf countries, 
this study selected Saudi Arabia as the sampling frame, where 
it includes most than 90% of the study’s population. A random 
sampling design was employed to collect the sample elements 
in this study. Out of the 120 distributed questionnaires, 85 
retuned completed and used for the analysis, resulting in 
70.8% usable response rate. A rule-of-thumb for determining 
the minimum sample size is ten times or more as large as the 
number of variables being considered in the study (Roscoe, 
1975; Sekaran, 2003). Moreover, according to Roscoe (1975), 
a sample size larger than 30 and less than 500 is appropriate 
for most research and sufficient to obtain credible results. 
Therefore, a sample comprising 85 questionnaires was 
acceptable. Sample characteristics are shown in Table 2, where 
the overwhelming majority of participants were male (97.6%), 
and married (65.9%). Most were under 30 years of age 
(57.6%), and graduated from public universities (62.4%). Just 
(43.5%) of the respondents had get the job in less to six 
months. To analysis data in this study, Partial least squares-
structural equation modeling (PLS-SEM) version 2.0 M3 was 
used. PLS-SEM is more robust and well suited method when 
analyzing small samples (Chin, 2010; Hair et al., 2011). In 
addition, the model for this study included a reflective second 
order construct (Marketable Skills) which leads to the use 
PLS-SEM as it is suitable for assessing the second order 
construct (Becker et al., 2012; Hair et al., 2014). Further, PLS-
SEM is the preferred method when the research objective is 
prediction (Chin, 2010; Hair et al., 2011). 
 
Analysis and findings 
 
The study model was assessed via PLS-SEM which generally 
follows two-stage analytical approach involving assessment of 
the measurement models and the structural model respectively 
(Chin, 2010; Hair et al., 2011). The assessment of the 
measurement model involves examining the validity and 
reliability of the relationships between the constructs and their 
corresponding indicators, while the assessment of the 
structural model involves examining the relationships between 
the constructs (Chin, 2010; Hair et al., 2011). 
 
The Measurement Model 
 
In the Structural Equation Modeling literature, reliability and 
validity should be confirmed for establishing the goodness of 
the measurement before the hypotheses testing. The final 
model for this study involved a reflective second order 
construct namely ‘Marketable skills’ and a reflective construct, 
namely ‘Perceived Marketability’. Marketable skills (MSs) 
construct was inclusive of seven reflective first order 
constructs: “Analytical Thinking and Problem Solving Skills”, 
“Continuous Learning and Information Management Skills”, 
“Communication Skills”, “Entrepreneurship Skills”, 
“Information Technology Application Skills”, “Leadership and 

Management Skills”, and “Teamwork and Interpersonal 
Skills”. In the initial assessment of the measurement model, 
the 8 first-order constructs (i.e., analytical thinking and 
problem solving skills, continuous learning and information 
management skills, communication skills, entrepreneurship 
skills, information technology application skills, leadership 
and management skills, teamwork and interpersonal skills, and 
perceived marketability) were assessed together. Since all first 
order constructs in this model were reflective, the 
measurement model evaluated reliability and validity, as 
measured by the “Indicator Loading”, “Composite Reliability 
(CR)”, “Cronbach’s Alpha Coefficient”, “Average Variance 
Extracted (AVE)”, “Fornell-Larcker Criterion” and “Cross 
Loadings of the indicators” (Chin, 2010; Hair et al., 2011). 
 
Indicator loading was used to assess indicator reliability. The 
indicator loadings of 0.70 and higher are considered the 
preferred level and the minimum acceptable level of 0.40 (Hair 
et al., 2011). However, indicators with loadings between 0.40 
and 0.70 should be removed only if have cross loadings with 
other constructs or the CR and AVE are lower than the 
suggested threshold value (Hair et al., 2011). From the first 
check of indicator reliability, it found that all indicators’ 
loading on their associated construct in the first stage (i.e., 
before creating the second-order construct of MSs) were more 
than the minimum acceptable level of 0.40. Several items with 
loading between 0.40 and 0.70 and that have cross loadings 
with other constructs were considered for deletion in order to 
achieve acceptable discriminant validity (Hair et al., 2011). 
Table 3 shows the result of the assessment of measurement 
model for first order constructs after deleting those items and 
indicates that all of the indicators have significantly loaded on 
their respective constructs. These results indicate that the 
measurement model used possesses the required content 
validity. CR and Cronbach’s Alpha Coefficient were examined 
to ascertain the construct reliability(Chin, 2010; Hair et al., 
2011; Hair et al., 2010). Table 3 indicates that both the CR and 
Cronbach’s Alpha Coefficient for all first order constructs in 
the measurement model exceeded the recommended value of 
0.70 (Hair et al., 2011; Hair et al., 2010). These results 
indicate that the measurement model was internally consistent 
and reliable.  
 
AVE of each construct was evaluated to estimate convergent 
validity in this study (Hair et al., 2011; Hair et al., 2010). The 
AVE values of the constructs should be higher than 0.50 for 
their convergent validity to be considered acceptable (Chin, 
2010; Hair et al., 2011). Table 3 shows that the AVE for all 
the 8 first-order constructs in the measurement model in this 
study exceeded 0.50, which ranged from 0.602 to 0.799. These 
results indicate that the measurement model’s convergent 
validity was highly acceptable. “Fornell-Larcker Criterion” 
and “Cross Loadings of the indicators” are two measures 
which used to assess discriminant validity in this study (Chin, 
2010; Hair et al., 2011). The discriminant validity can be 
assumed according to the Fornell-Larcker criterion if the 
square root of the AVE of each construct are higher than the 
construct’s correlations with all other constructs (Hair et al., 
2011). As illustrated in Table 4, the square root of the AVEs 
are shown on diagonal elements and the below the diagonal 
elements are the correlation amongst constructs. The 
comparison results of the diagonal elements with other off-
diagonal elements in their respective rows and columns in 
Table 4 illustrated that the discriminant validity is confirmed.  
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Table 1. The number of international labor in the Arab Gulf Countries in 2010 
 

 Bahrain Kuwait Oman Qatar Saudi Arabia UAE Total 

India 137,402 393,210 447,824 250,649 1,452,927 2,185,919 4,867,930 
Pakistan 57,251 122,878 94,993 250,649 1,005,873 453,005 1,984,647 
Egypt 34,350 319,483 40,711 87,727 1,005,873 140,935 1,629,079 
Yemen 1,354 0 0 0 894,109 60,401 955,864 
Philippines 28,625 86,015 15,250 125,324 558,818 120,801 934,834 
Bangladesh 0 208,893 149,275 0 447,055 100,668 905,889 
Sri Lanka 0 208,893 40,711 87,727 391,173 161,068 889,572 
Sudan 2,703 0 12,626 0 279,409 30,200 324,938 
Iran 34,350 98,302 0 150,389 0 40,267 323,309 
Indonesia 0 11,059 0 0 279,409 0 290,468 
Syria 1,254 122,878 0 0 111,764 0 235,895 
Nepal 0 0 0 175,454 18,282 0 193,736 
Jordan 386 0 11,642 0 172,266 0 184,295 
Gaza 245 0 0 0 122,608 0 122,853 
Turkey 0 0 0 0 89,411 0 89,411 
Lebanon 272 0 0 0 58,261 0 58,533 
UK 0 0 10,955 0 31,999 0 42,954 
Eritrea 318 0 0 0 40,644 0 44,962 
USA 0 0 0 0 36,258 0 36,258 
Ethiopia 0 0 0 0 28,618 0 28,618 
Somalia 561 0 0 0 27,252 0 27,813 

Thailand 0 0 0 0 23,547 0 23,547 
Morocco 2,296 0 0 0 20,584 0 22,880 
Afghanistan 0 0 0 0 17,227 0 17,227 
Nigeria 0 0 0 0 14,976 0 14,976 
other countries 14,036 525,918 2,087 177,509 160,558 0 880,108 

                Source: Al-Riyadh Economic (2015, February 8) 

 

 
                               Source: Al-Riyadh Economic (2015, February 8) 

 
Fig. 1. The Top Ten Sending Countries of International Labor in the 

 Arab Gulf Countries in 2010 as a Percent 
 

 
 

Fig. 2. The Proposed Theoretical Framework of the Study 
 

6501                 Asian Journal of Science and Technology Vol. 08, Issue, 11, pp.6497-6509, November, 2017 
 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 2. Demographic profile of respondents 
 

Description Frequency Percentage (%) 

Gender    
Male 
Female 

83 
2 

97.6 
2.4 

Age 
Up to 25 
25 to 30 years 
More than 30 years 

 
19 
49 
17 

 
22.4 
57.6 
20.0 

Marital Status   
Single 
Married 

29 
56 

34.1 
65.9 

Type of University Graduated   
Public 
Private 

53 
32 

62.4 
37.6 

Period to Get Your First Job after Graduating   
Up to six months 
From six months to one year 
More than one year 

37 
13 
35 

43.5 
15.3 
41.2 

 
Table 3. Results of the assessment of measurement model for first order constructs 

 
Construct Indicators Loadings CR Cronbach’s Alpha AVE 

Analytical Thinking and 
Problem-Solving Skills 

ATPSS1 0.813 0.925 0.899 0.712 
ATPSS2 0.865 
ATPSS3 0.828 
ATPSS4 0.898 
ATPSS5 0.813 

Continuous Learning and 
Information Management Skills 

CLIMS1 0.815 0.905 0.861 0.704 
CLIMS2 0.813 
CLIMS3 0.848 
CLIMS4 0.877 

Communication Skills CS2 0.871 0.909 0.873 0.715 
CS3 0.798 
CS5 0.851 
CS7 0.861 

Entrepreneurship Skills ES1 0.727 0.858 0.784 0.602 
ES3 0.753 
ES4 0.799 
ES5 0.821 

Information Technology 
Application Skills 

ITAS1 0.848 0.913 0.888 0.637 
ITAS2 0.812 
ITAS4 0.872 
ITAS5 0.664 
ITAS6 0.736 
ITAS7 0.838 

Leadership and Management 
Skills 

LMS1 0.855 0.934 0.915 0.703 
LMS2 0.892 
LMS4 0.847 
LMS5 0.926 
LMS6 0.775 
LMS10 0.717 

Teamwork and Interpersonal 
Skills 

TIS1 0.838 0.923 0.875 0.799 
TIS3 0.939 
TIS7 0.902 

Perceived Marketability 
 

PM1 0.842    
PM2 0.804 0.918 0.888 0.692 
PM3 0.900 
PM4 0.796 
PM5 0.812 

 
Table 4. Discriminant validity for first-order constructs 

 

  ATPSS CLIMS CS ES ITAS LMS PM TIS 

Analytical Thinking and Problem-Solving Skills 0.844               
Continuous Learning and Information Management Skills 0.812 0.839             
Communication Skills 0.752 0.667 0.846           
Entrepreneurship Skills 0.612 0.648 0.498 0.776         
Information Technology Application Skills 0.708 0.773 0.587 0.597 0.798       
Leadership and Management Skills 0.743 0.741 0.641 0.748 0.658 0.838     
Perceived Marketability 0.624 0.530 0.440 0.552 0.362 0.599 0.832   
Teamwork and Interpersonal Skills 0.756 0.753 0.834 0.501 0.567 0.750 0.476 0.894 

             Note: Square roots of AVEs are shown on diagonal in bold. 
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The discriminant validity can be establish according to the 
second criterion “Cross Loadings” if an indicator's loading 
with its associated construct is higher than its loading with any 
other construct (Hair et al., 2011). The results in the cross 
loadings illustrated in Table 5 ensure the first-order constructs’ 
discriminant validity. In the second stage, the measurement 
model was evaluated by generating the second order construct 
(Marketable Skills).  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Analytical thinking and problem solving skills, continuous 
learning and information management skills, communication 
skills, entrepreneurship skills, information technology 
application skills, leadership and management skills, and 

teamwork and interpersonal skills are involved to establish 
marketable skills reflective construct. Since the first-order 
constructs have unequal number of indicators, a two-stage 
approach was used to create the second order construct as 
recommended by Becker et al. (2012), Ringle et al. (2012), 
and Wetzels et al. (2009). According this approach, the 
construct scores of the first-order constructs in a first-stage 
model are estimated without the second-order construct, and  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

subsequently these first-stage construct scores are used as 
indicators for the second-order construct in a separate second-
stage analysis (Becker et al., 2012). Consequently, the 
measurement model in the second stage was assessed with one 

Table 5. Loadings and cross loadings (after deletion) 
 

  ATPSS CLIMS CS ES ITAS LMS PM TIS 

ATPSS1 0.813 0.609 0.627 0.439 0.483 0.606 0.503 0.593 
ATPSS2 0.865 0.634 0.703 0.518 0.589 0.607 0.445 0.687 
ATPSS3 0.828 0.669 0.529 0.500 0.653 0.589 0.553 0.491 
ATPSS4 0.898 0.759 0.659 0.549 0.547 0.677 0.616 0.707 
ATPSS5 0.813 0.740 0.673 0.578 0.731 0.653 0.487 0.727 
CLIMS1 0.636 0.815 0.565 0.480 0.734 0.554 0.359 0.616 
CLIMS2 0.661 0.813 0.478 0.597 0.783 0.526 0.415 0.499 
CLIMS3 0.703 0.848 0.615 0.462 0.582 0.649 0.460 0.690 
CLIMS4 0.716 0.877 0.579 0.622 0.548 0.725 0.519 0.704 
CS2 0.683 0.529 0.871 0.454 0.439 0.603 0.455 0.700 
CS3 0.585 0.608 0.798 0.372 0.485 0.451 0.279 0.680 
CS5 0.524 0.518 0.851 0.382 0.445 0.487 0.220 0.719 
CS7 0.686 0.606 0.861 0.446 0.598 0.574 0.430 0.732 
ES1 0.496 0.622 0.354 0.727 0.563 0.575 0.447 0.380 
ES3 0.535 0.446 0.508 0.753 0.471 0.550 0.367 0.411 
ES4 0.339 0.423 0.263 0.799 0.437 0.454 0.291 0.205 
ES5 0.491 0.484 0.397 0.821 0.387 0.676 0.531 0.481 
ITAS1 0.665 0.751 0.584 0.550 0.848 0.639 0.361 0.561 
ITAS2 0.550 0.620 0.387 0.503 0.812 0.493 0.206 0.433 
ITAS4 0.561 0.694 0.437 0.483 0.872 0.515 0.321 0.502 
ITAS5 0.387 0.292 0.224 0.456 0.664 0.403 0.206 0.084 
ITAS6 0.481 0.473 0.456 0.408 0.736 0.454 0.182 0.330 
ITAS7 0.662 0.713 0.607 0.459 0.838 0.582 0.356 0.618 
LMS1 0.611 0.561 0.538 0.694 0.495 0.855 0.525 0.633 
LMS10 0.591 0.610 0.630 0.466 0.569 0.717 0.243 0.596 
LMS2 0.743 0.700 0.626 0.683 0.549 0.892 0.585 0.694 
LMS4 0.601 0.620 0.514 0.644 0.628 0.847 0.527 0.692 
LMS5 0.630 0.630 0.517 0.698 0.574 0.926 0.572 0.632 
LMS6 0.578 0.646 0.476 0.517 0.549 0.775 0.438 0.542 
PM1 0.525 0.355 0.377 0.379 0.230 0.536 0.842 0.420 
PM2 0.511 0.381 0.435 0.473 0.300 0.518 0.804 0.411 
PM3 0.550 0.457 0.441 0.513 0.293 0.524 0.900 0.480 
PM4 0.489 0.529 0.245 0.474 0.362 0.499 0.796 0.301 
PM5 0.519 0.487 0.326 0.458 0.325 0.407 0.812 0.360 
TIS1 0.696 0.773 0.623 0.382 0.555 0.629 0.334 0.838 
TIS3 0.732 0.679 0.766 0.509 0.499 0.703 0.453 0.939 
TIS7 0.618 0.605 0.823 0.441 0.489 0.679 0.471 0.902 

 

 
 

Fig. 3. Items Loadings, Path Coefficient and R² Values 
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second order construct (i.e., marketable skills) and one first 
order construct (i.e., perceived marketability) (See Fig.3). The 
results of the assessment of the reflective measurement model 
after the generation of the second-order construct are presented 
in Table 6 and 7, and indicate that the reliability, convergent 
validity, and discriminant validity for the two reflective 
constructs met acceptability criteria. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The Structural Model 
 

Having established the constructs’ reliability and validity, the 
evaluation of the structural model and the proposed hypotheses 
in this study were tested by running PLS Algorithm and 
Bootstrapping in SmartPLS 2.0. Three primary evaluation 
criteria for the structural model: the R² measure for the  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Table 6. Results of the assessment of measurement model after generating second-order construct 
 

Constructs Indicators Loadings CR Cronbach’s Alpha AVE 

Marketable Skills MS-ATPSS 0.906 0.950 0.938 0.729 
MS-CLIMS 0.901 
MS-CS 0.824 
MS-ES 0.781 
MS-ITAS 0.802 
MS-LMS 0.894 
MS-TIS 0.861 

Perceived Marketability PM1 0.836 0.918 0.888 0.692 
PM2 0.807 
PM3 0.902 
PM4 0.796 
PM5 0.812 

 

Table 7. Discriminant validity after generating second-order construct 
 

  Marketable Skills Perceived Marketability 

Marketable Skills 0.854   
Perceived Marketability 0.614 0.832 

 

Table 8. Prediction Relevance of the Model 
 

Endogenous R Square Cross-Validated Redundancy Cross-Validated Communality 

Perceived Marketability 0.377 0.257 0.529 

 

 
 

Fig. 4. PLS Bootstrapping (t-values) for the Study Model 
 

Table 9. Result of significance testing of the structural model path coefficients 
 

Hypothesis Path Coefficient SE t-Value p-Value Decision 

Marketable Skills -> Perceived Marketability 0.614*** 0.010 62.771 0.000 Supported 

                 Note: ***p < 0.01 
 

 
 

Fig. 5. Results of assessment of structural model 
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endogenous constructs, the predictive relevance of the model 
(Q2), and the level and significance of the path coefficients 
were conducted (Chin, 2010; Hair et al., 2011). Chin (1998) 
suggested that values of 0.67, 0.33 and 0.19 as measures of R2 
to be considered substantial, moderate, and weak respectively. 
The R2value of the endogenous construct in this study was 
0.377 (See Fig. 3); therefore, this value was considered 
moderate and acceptable. Hence, 37.7% of the variance in 
extent of the graduates’ perceived marketability can be 
explained by their marketable skills. By running the 
Blindfolding procedure in SmartPLS, the Q2 value of the path 
model was obtained by using the Cross-Validated Redundancy 
approach (Hair et al., 2011). A path model is said to have the 
predictive relevance if the Q2 value was found to be larger than 
zero, otherwise the predictive relevance of the path model 
cannot be confirmed (Chin, 2010; Hair et al., 2011). The result 
in Table 8 showed that the obtained predictive relevance Q2 of 
the endogenous latent variable in this study (Perceived 
Marketability), was 0.257. This result is considerably above 
zero, thus providing support the claim that the model has an 
adequate prediction quality. The value of the path coefficient 
was 0.614 (See Fig. 3). To assess whether the path coefficient 
is significant, the T-values for the path coefficient was 
generated by running the bootstrapping routine using mean 
replacement in the PLS-SEM algorithm setting and the no sign 
changes option, 85 cases, and 5,000 samples in the 
bootstrapping settings (See Fig. 4) and the p-value was lower 
than 0.01. Therefore, the results show the moderate effect of 
Yemeni graduates’ marketable skills on their perceived 
marketability at the Arab Gulf countries labor market (See 
Table 9 and Fig. 5). 
 

DISCUSSION 
 
This study aimed to investigate Yemeni graduates’ marketable 
skills and their perceived marketability in the Arab Gulf 
countries labor market. This study used a multi-dimensional 
scale to assess the marketable skills of graduates. While 
previous studies have assessed marketable skills as a single 
integrated construct (e.g., Grace et al., 2012; Kember and 
Leung, 2005; Lizzio et al., 2002; Rahman and Mokhtar, 2012; 
Rahman et al., 2011; Smith and Bath, 2006) or assessed 
individual dimensions of marketable skills construct (e.g., Kee 
et al., 2012), no previous studies have used multi-dimensional 
scales to assess marketable skills. However, this study 
assessed marketable skills as an integrated reflective construct 
and the results of the assessment of the measurement model 
demonstrated the acceptability of marketable skills as an 
integrated reflective construct inclusive of analytical thinking 
and problem solving skills, continuous learning and 
information management skills, communication skills, 
entrepreneurship skills, information technology application 
skills, leadership and management skills, and teamwork and 
interpersonal skills. Assessing marketable skills as a multi-
dimensional integrated construct is consistent with the basic 
concept of the marketable skills, that marketable skills is a set 
of skills that are in a great demand (Centrallo, 2007; Rudra, 
2013). Moreover, while most previous studies focused on 
examining several predictors of marketable skills; such as 
individual characteristics (Lizzio et al., 2002), learning 
approaches (Kemberand Leung, 2005; Lizzio et al., 2002; 
Rahman and Mokhtar, 2012), learning environment (Grace et 
al., 2012; Kember and Leung, 2005; Lizzio et al., 2002; 
Rahman and Mokhtar, 2012; Rahman et al., 2011; Smith and 

Bath, 2006), and university-student relationship (Kee et al., 
2012), studies that examined the consequence of marketable 
skills in labor market are scarce where a majority of the 
research studies that addressed marketable skills is theoretical 
in nature and offers recommendations and prescriptive advice 
(e.g. Abdul Mutaliband Mahmuddin, 2010; Akomolafe and 
Adegun, 2009; Centrallo, 2007; Clarke and Patrickson, 2008; 
Duncan and Dunifon, 2012; Goswami, 2013; Tran, 2012; 
Zadel et al., 2009). Therefore, this study examined the effect 
of graduates’ marketable skills on their perceived 
marketability. The results of this study revealed a significant 
positive effect of the marketable skills of graduates on their 
perceived marketability. In other words, if higher education 
graduates have high level of marketable skills, they are likely 
to be valuable to the employers.  
 
This finding provides an empirical evidence and lends 
credence to the extant literature that indicates positive 
correlation existed between graduates’ marketable skills and 
their perceived marketability (Eby et al., 2003; Goswami, 
2013). Given the Arab Gulf countries are being an open labor 
market on the Arab and international, in order to increase the 
number of Yemeni graduates’ labor, the Yemeni higher 
education graduates should be have marketable skills to be 
marketable and able to compete in these promising markets of 
job opportunities. Therefore, it can be argued that the 
policymakers in the Yemeni’s higher education must consider 
marketable skills as an important predictor of success in the 
labor market and work towards promoting these skills in 
students from the first year in degree. Further, this study broke 
new ground by having assessed marketable skills in the higher 
education context as an integrated higher order reflective 
construct inclusive of seven soft skills namely, analytical 
thinking and problem solving skills, continuous learning and 
information management skills, communication skills, 
entrepreneurship skills, information technology application 
skills, leadership and management skills, and teamwork and 
interpersonal skills. Further, this was the first time that the 
effect of marketable skills has been empirically examined on 
perceived marketability. 
 
Conclusion and Future Research 

 
Marketable skills are usually overlooked in the Arab countries 
and the previous studies have been confined to the Western 
and East Asian countries which is also confined to theoretical 
in nature and offers recommendations and prescriptive advice 
because the empirical research is still in its early stages. 
Nevertheless, it has been worthwhile studying the impact of 
Yemeni graduates’ marketable skills on their perceived 
marketability in the Arab Gulf countries labor market which 
are overlooked by researchers and professionals. This study 
provides vital information in the form of empirical evidence 
about the importance of graduates’ marketable skills in today’s 
labor market. Overall, this study concludes that the graduates’ 
marketable skills have a significant impact on their perceived 
marketability in today’s labor market. Although to the 
significant theoretical contributions of this study to the 
literature of graduates’ marketability, this study has 
limitations. The limited number of the Yemeni graduates in the 
Arab Gulf countries labor market resulted in a small sample 
size. Further, due to the sample elements were only drawn 
from Yemeni higher education graduates, leaving out 
graduates from other nationalities who are working in the Arab 
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Gulf countries, it is very likely that the different cultures might 
yield different results. Therefore, there is potential for further 
research to examine the concept of graduates’ marketability 
with larger sample sizes and under different culture contexts. 
Future studies may help more detailed inquiry about the 
graduates’ marketability phenomena in the Middle East 
context. 
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Appendix 1. The adapted items to measure Perceived Marketability and Marketable skills 
 

Perceived Marketability 

PM1 I believe that I could easily obtain a job. 
PM2 There are many jobs available in the labor market for megiven my skills and experience. 
PM3 Given my skills and experience, employers view me as a value-added resource. 
PM4 When it comes to finding work in the labor market, I consider myself highly competitive. 
PM5 Regardless of the current economic situation, I expect that I could easily find jobs. 
Analytical Thinking and Problem Solving Skills 
ATPSS1 I have the ability to recognize and analyze problems. 
ATPSS2 I have the ability to explain, analyze and evaluate data and information. 
ATPSS3 I have the ability to generate creative ideas. 
ATPSS4 I have the ability to think critically. 
ATPSS5 I have the ability to learn and apply new knowledge skills. 
ATPSS6 I have the ability to understand statistical and numerical data. 
ATPSS7 I have the ability to think outside of the box. 
ATPSS8 I have the ability to make logical conclusions by analyzing relevant data. 

Continue……… 
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Continuous Learning and Information Management Skills 
CLIMS1 I have the ability to find information from different and diverse sources. 
CLIMS2 I have the ability to manage information. 
CLIMS3 I have the ability to accept new ideas.  
CLIMS4 I have the capability of autonomous learning. 
Communication Skills 
CS1 I have the ability to listen attentively and give appropriate feedback. 
CS2 I have the ability to negotiate and reach consensus. 
CS3 I have the ability to write effectively in Arabic. 
CS4 I have the ability to write effectively in English. 
CS5 I have the ability to speak fluently in Arabic language. 
CS6 I have the ability to speak fluently in English language. 
CS7 I have the ability to communicate formally and informally with people from different backgrounds. 
CS8 I have the ability to effectively deliver presentations of a case/project. 
CS9 I have the ability to express my own ideas clearly, effectively and with confidence. 
Entrepreneurship Skills 
ES1 I have the ability to explore and identify business opportunities. 
ES2 I have the ability to develop a business plan. 
ES3 I have the ability to develop business opportunities. 
ES4 I have the ability to capitalize on business opportunities. 
ES5 I have the ability to be self-employed. 
Information Technology Application Skills 
ITAS1 I have a good level of keyboard competency. 
ITAS2 I have the ability to use word processing software. 
ITAS3 I have the ability to use statistical software package. 
ITAS4 I have the ability to deliver effective presentations using computer software. 
ITAS5 I have the ability to use database programmes fordata management. 
ITAS6 I have the ability to use spread sheets for data analysis. 
ITAS7 I have ability to use internet search engines for search the relevant information from various sources. 
Leadership and Management Skills 
LMS1 I have the ability to lead a project. 
LMS2 I have the ability to supervise group members. 
LMS3 I have the ability to optimize the use of resources. 
LMS4 I have the ability to good time management. 
LMS5 I have the ability to plan, coordinate and organize a project. 
LMS6 I have the ability to monitor group members to achieve targets. 
LMS7 I have the ability to plan and implement an action plan. 
LMS8 I have the ability to work under pressure. 
LMS9 I have the ability to work independently. 
LMS10 I have the ability to deliver expected results. 
Teamwork and Interpersonal Skills 
TIS1 I have the ability to work and contribute to the group/team. 
TIS2 I have the ability to understand other peoples’ problems, emotions, concerns and feeling related to work. 
TIS3 I have the ability to negotiate with subordinates or colleagues. 
TIS4 I have the ability to encourage and motivate others. 
TIS5 I have the ability to network. 
TIS6 I have the ability to work in a diverse environment. 
TIS7 I have the ability to deal with superiors. 
TIS8 I have the ability to manage others. 
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