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Abstract 

The present study attempts to offer some insights into the contribution of an accredited 

MBA program on graduates’ skills, employability and career advancement in Greece. 

In addition, the current findings are compared to those of a twin survey conducted in 

2006 to test MBA ‘value’ under contrasting labor market conditions. The findings 

indicate that an MBA contributes considerably to most of the managerial skills, 

although relevant criticisms regarding a gap between MBA programs and business 

needs are not groundless. The MBA also helps graduates to find enriched jobs with 

increasing compensation over time. On the other hand, it exerts moderate to negligible 

influence on the selection/hiring process, job hopping and promotions. Contrasting the 

2006 survey with the current one, it is found that an MBA degree tends to enhance 

graduates’ careers in both economic boom and decline periods.  
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1. Introduction 
 
The Greek private sector is characterized by a striking dualism: on the one hand there 

is a class of professionally managed firms, including the subsidiaries of multinationals, 

and on the other there are numerous SMEs, mostly family-owned, that have been 

traditionally managed by their founders or bysmall proprietors (Makridakis, 

Caloghirou, Papagiannakis, & Trivellas, 1997). Within this context, corporate 

management, especially in the 1980s and 1990s, had not reached a high level of 

modernization and adoption of scientific and analytical methods and techniques 

(Bourantas & Papadakis, 1997, p.24). In fact, Bourantas and Mantes (1988) indicated 

that only a few Greek firms were using systematic forecasting methods (e.g., scenario 

planning, Delphi method, etc), while only one out of three firms was using SWOT 

analysis. In addition, the managerial staff selection and recruitment were not well 

developed, although some tended to use systematic selection procedures 

(Papalexandris, 1987).  

     The formation of the euro zone and the integrated European market throughout 

1990s, however, escalated open market competition. That, in turn, has put a great deal 

of pressure on small company owners to reform organizational structures, placing 

emphasis on standard rules and procedures for organizing business activities (Spanos 

& Voudouris, 2009). Indeed, an empirical study documented Greek SMEs’ concerted 

effort to turn away from their paternalistic management style and to ‘move toward a 

more professional management style by enhancing the size and quality of managerial 

teams with the recruitment of well-educated professionals (Spanos, Prastacos, & 

Papadakis, 2001, p.644). Thus emphasis on applying modern managerial techniques 
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has led Greek companies to seek the services of highly-skilled, well-educated young 

managers.  

     This in turn signaled a rising demand for graduate courses in management and 

generated an explosion of MBA programs in the early 2000s. At that time, it was 

believed in the business community across the globe, including Greece, that MBA 

graduates perform better in managerial positions than non-MBA holders (Baruch & 

Peiperl, 2000; Baruch & Leeming, 2001; Sturges, Simpson, & Altman, 2003). On the 

supply side, studying for an MBA appeared to enhance career advancement in corporate 

Greece, and, as a result, the reputation of MBA programs has been extensively high 

over the last two decades. Thus, Greek academic institutions, trying to catch up with 

the increasing demand for graduate management education, have been setting up new 

MBA programs.  

     Since 2008, however, Greece has been overshadowed by a deep economic crisis. 

The unprecedented downswing of economic activity has had devastating consequences 

on the overall labor market, affecting both employment levels and the number of 

enterprises operating in Greece. Thus, before proceeding with the theoretical 

framework and the research questions, it would be useful to briefly present the Greek 

context as it has been shaped under the current economic turmoil.  

 

2. The Greek economic context  

The economic crisis has taken an extreme toll on small businesses in Greece. Up until 

the late-nineties, 97% of all Greek manufacturing companies were SMEs (Mihail, 2004; 

Caloghirou, Protogerou, Spanos, & Papagiannakis, 2004, p. 239), and 99.9% of the 

total enterprises employed fewer than 100 employees (Voulgaris, Asteriou, & 

Agiomirgianakis, 2004, p. 248). In contrast, the available data until the end of 2012 
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indicate that the crisis has caused a dramatic decrease of 90,000 business units among 

SME, between the years 2008 and 2011. Even worse, the number of Greek businesses 

today is lower than a decade ago. As a consequence, unemployment has been 

skyrocketing. More specifically, by 2013 the unemployment rate has amounted to the 

unprecedented rate of 28%. On youth unemployment, the situation is even worse. In 

November 2013, it reached 59%, the highest rate in the EU (Eurostat, 2013).  

     Examining the youth unemployment problem in Europe, McKinsey and Company 

(2014) surveyed whether the scale of the youth unemployment problem is a result of 

lack of jobs, lack of skills, or lack of coordination. For the case of Greece spe- cifically, 

it was found that of those attending post-secondary education, too many are not 

equipped with the appropriate skills to work. Specifically, only less than a quarter of 

Greek employers reported that graduates are prepared for entry-level jobs, and almost 

half (45%) reported that a lack of skills is causing significant problems for their 

business. Overall, there is a sizable gap (18 percentage points) between the skills Greek 

employers are looking for in employees and their perception of potential job candidates. 

What is more interesting, however, is the diverging opinion of education providers, 

since 79% of them believe that graduates are prepared for an entry-level position, 

contrary to only 23% of employers who agree with this view, reflecting the largest 

discrepancy among the surveyed countries.  

     These findings have led support to a critique that views MBA programs as being 

less in touch with the needs of the business community (Bruce & Schoenfeld, 2006; 

Schlegelmilch & Thomas, 2011; Walz, 2006), resulting in a gap between theory and 

practice (Boyatzis & Renio, 1989; Hesselden, 2012; Pfeffer & Fong, 2002; Rynes, 

Lawson, & Ilies, 2003). This specific issue will be discussed in the next section of the 

present study.  
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     In contrast to the above-mentioned trends, the Greek educational system tends to 

offer a plethora of MBA programs. In Greece, as in many other European countries, 

there are two main types of MBA programs offered, namely, the full time and the 

executive (part time)programs. The full-time MBA attracts all new graduates who wish 

to acquire and enhance their knowledge in the business administration disciplines and 

usually includes students of various faculties, such as sciences, economic and social 

sciences, engineering, health sciences, etc. On the contrary, the executive MBA 

program is specifically tailored to the needs of executives and working professionals. 

Usually, participants should possess at least 5 years of managerial experience. These 

MBA programs last three to four semesters depending on each individual business 

school, and the last semester is dedicated to the elaboration and defense of the master 

thesis. In addition, MBAs offer various speciali- zations, such as Marketing, Finance 

and Accounting, and Human Resource Management.  

     By the early 1990s there was only one MBA program in the country offered by the 

Athens University of Economics and Business. Since then MBA programs have sprung 

up at an increasing rate across the country. Thus, the University of Macedonia and the 

University of Piraeus followed in the mid-1990s, establishing their own MBAs. Quite 

expectedly, at the same time, fierce competition emerged between the public business 

schools e the only institutions eligible to offer accredited by the Ministry of Education 

MBA programs e and non-accredited private business schools. Today the International 

MBA program of Athens University of Economics and Business (AUEB) and the 

MBAs offered by ALBA Graduate Business School at the American College of Greece 

are the only programs accredited by the Association of MBAs (AMBA).  

     Given the rising number of MBA programs offered, it is important to survey whether 

these MBA programs add value to managerial performance, employability and career 
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advancement. In exploring these very issues, the first phase of a survey of MBA 

graduates’ attitudes was published by Mihail and Elefterie (2006), the results with 

respect to the above mentioned issues were mostly positive supporting the relevant 

literature (Baruch, 2009; Baruch & Leeming, 2001; Baruch & Peiperl, 2000; Hay & 

Hodgkinson, 2006; Herrington, 2010; Khurana, 2007; Morgeson & Nahrgang, 2008; 

Ng, Burke, & Fiksenbaum, 2008; Rubin & Dierdorff, 2009; Safon, 2007; Sturges et al., 

2003; Temtime & Mmereki, 2011; Zhao, Truell, Alexander, & Hill, 2006). In the 

second phase of the survey that is based on the present study, we attempted to contrast 

the students’ attitudes among those who graduated in the economic boom years 

following the 2004 Athens Olympic Games with those of graduates expressed during 

the emergence of the current economic turmoil in 2009e2010. Here, the central idea is 

to explore whether the ‘value of an MBA’ as it is approximated by managerial skill 

formation, employability and career advancement holds true both in the upswing and 

downswing of economic activity.  

     Given the dearth of empirical research on the above issues for the Greek case, the 

present paper attempts to offer some insights into the contribution of MBA programs 

to graduates’ human capital and career prospects. In the following section we review 

the relevant literature to stipulate the main research questions. The study continues by 

outlining the research methodology and presenting the main findings, based on MBA 

graduates’ attitudes. Finally, the main conclusions and the research limitations are 

discussed in the last part of the study.  

 

3. Theoretical framework and research questions  

MBA programs across the globe have attracted the attention of many researchers 

leading to a mounting literature. Indeed, numerous publications have attempted to 
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explore the MBA educational experience (Connolly, 2003; Louw, Bosch, & Venter, 

2001a, 2001b; Morgeson & Nahrgang, 2008; Rubin & Dierdorff, 2009; Safon, 2007). 

A central issue of the relevant literature is the pros and cons of an MBA degree in terms 

of skills, competencies and career advancement (Bennis & O’Toole, 2005; Ghoshal, 

2005; Khurana, 2007; Mintzberg, 2004; Moldoveanu & Martin, 2008; Pfeffer & Fong, 

2002, 2004).  

     One common view among researchers is that an MBA is explicitly aimed at adding 

value to graduate students by providing them with the appropriate business-related 

managerial skills, while simultaneously it can have a positive effect on the performance 

of the corporate world in general (Baruch & Leeming, 2001; Boyatzis & Renio, 1989; 

Ishida, 1997; Louw et al., 2001a, 2001b; Sturges et al., 2003). In addition, an MBA 

qualification is believed to produce economic benefits along with career success. For 

instance, some studies showed that MBA graduates could earn more than double the 

salary non-MBA graduates will (Cameron, 2005), whereas others reported a positive 

effect on early career success (Herrington, 2010; Inderrieden, Holtom, & Bies, 2006) 

along with positive and higher career satisfaction over the short and long term, 

enhanced employability and career opportunities(Hay & Hodgkinson, 2006; Hurley-

Hanson, Wally, Segrest Purkiss, & Son- nenfeld, 2004; Mihail & Elefterie, 2006; Zhao 

et al., 2006). In addition, Temtime and Mmereki (2011) have argued that the improved 

managerial skills, career development and broader business insights were among the 

most significant reasons for MBA graduates joining the program, while employability 

and economic gains were ranked low as driving forces. Following the same trend, Ng 

et al. (2008) concluded that the majority of individuals pursuing an MBA degree 

anticipate an enhanced career, but not necessarily followed by increased financial 

rewards.  
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     Zhao et al. (2006) conducted a survey of MBA graduates and concluded that MBAs 

had a positive effect on employment, income, promotions and job performance, and 

satisfaction. In another survey of 100 executives from Canada’s 1000 largest 

companies, 86 percent of top executives responded that a graduate degree in business 

was quite important in helping them reach senior management positions within most 

organizations (Milne, 2001). In an Australian survey, Manning and Dimovski (2007) 

investigated the number of directors on the boards of Australia’s top 200 companies by 

market capitalization who hold an MBA degree. Only 13 percent of directors held such 

a degree, providing little evidence that an MBA is an absolutely essential qualification 

for a director. However, the relatively large companies in terms of market capitalization 

had propor- tionally more MBA graduates as directors than their smaller counterparts.  

     Baruch’s (2009) analysis of the contribution of an MBA suggested that the program 

enhanced graduates with self-esteem, confidence, trust in themselves and other 

particular skills, which could contribute to the better and more effective handling of 

every managerial situation that could emerge and to career advancement. Another 

benefit is the creation and maintenance of a social contact network. The most significant 

question though, according to Baruch, is whether the advantages of an MBA outweigh 

the disadvantages. Unless the MBA degree is obtained from a reputable business 

school, graduates should not expect direct economic recognition or even a covering of 

their educational costs, although they will certainly acquire many more skills than non-

MBA holders.  

     Kretovics (1999) examined the skills that MBA graduates acquired in comparison 

to a sample of future MBA students who had just enrolled in the program. Attendance 

in the program had a positive impact, since the MBA graduates reported an increase in 

all 12 skills that were examined. The program was most effective on ‘hard’ managerial 
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skills, such as goal setting, information gathering, quantitative analysis, theory 

application, and technology application. In addition, it proved important for building 

interpersonal skills, such as help skills and ability to inspire and motivate others. 

Similarly, Sturges et al. (2003) concluded that the examined MBA contributed to the 

‘hard skills’, such as strategic planning, and marketing, as well as to the ‘soft skills’, 

such as leadership and working in groups. In addition, the program enhanced graduate 

skills in three key factors related to career advancement, namely the ‘knowing-how 

skills’ (related to the employment), the ‘knowing-why’ skills (related to career 

advancement) and the ‘knowing-whom’ skills (related to the social capital).  

     Baruch and Peiperl (2000) also suggested that some of the qualities and abilities 

attributed to the MBA were associated with the ‘hard’ skills, such as research and 

accounting skills, whereas others concerned with general managerial compe- tencies 

such as career management, decision-making and working in teams. MBA holders also 

were found to possess a higher level of self-confidence. Overall, MBA studies seemed 

to help graduates gain an advantage over other managers with respect to skills needed 

in business.  

     Camuffo, Gerli, Borgo, and Somia (2009) compared the career advancement of 

MBA graduates in Italy before and after their intake in the MBA program. The majority 

of the graduates experienced remarkable increases in their career advancement and their 

compensation. Sulaiman and Mohezar (2007) concluded that graduates’ skills were 

increased after MBA attendance, while overall they benefited from their studies and 

were satisfied by their career progress.  

     Shipper (1999), on the other hand, argued that an MBA regardless of the time of 

graduation did not seem to provide any significant advantage to the managerial 

competencies over a bachelor or any other master’s level degree. However, the mastery 
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in the specific managerial competencies examined contributed to the improvement of 

the overall career progress. In a similar empirical study, Baruch and Leeming (2001) 

examined whether the attendance at an accredited MBA program from a well-reputed 

UK University would be justified in relation to the graduates’ career progress and skills 

acquired. The results of the study supported the argument that MBA studies lead to 

increased self-confidence, managerial skills, employability, compensation and career 

advancement. However, there was a slight divergence between the acquired skills 

during the MBA program and those actually needed in the labor environment.  

     Over recent years, however, the Master in Business Administration has been 

increasingly criticized as less in touch with the needs of the business community, 

becoming overly theoretical, delivering the wrong content and using the wrong teaching 

methodologies (Bruce & Schoenfeld, 2006; Schlegelmilch & Thomas, 2011; Walz, 

2006), while in most cases it falls short of expectations. Many business schools, unable 

to keep up with the changes in industry and business, focus on conceptual, technical 

and analytical skills to the exclusion of skills in communication, leadership, 

entrepreneurship, problem-solving and innovation, ethics and social responsibility 

(Bennis & O’Toole, 2005; Brown, 2006; Mintzberg, 2004; Pfeffer & Fong, 2002; 

Schatz, 1997; Temtime & Mmereki, 2011), resulting in a misalignment between the 

curricula taught in business schools and the skills actually required for management 

(Hesselden, 2012; Rynes et al., 2003). As Blass and Weight (2005) concluded, the fact 

that the number of publications determines academic advancement transforms the 

business schools’ curriculum into a rigid and inflexible program. In particular, business 

schools do not devote enough time and attention to the development of decision- 

making skills, manpower-management skills and strategic-management and innovative 

skills (Rubin & Dierdorff, 2009). In addition to these criticisms, Mintzberg (2004) 
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rejects both the idea of professionalizing management and the attempt to turn 

management into a science, arguing that management is neither a science nor a 

profession.  

     Pfeffer and Fong (2002) argued that possessing an MBA has little effect on either 

graduate salaries, or career attainment in the longer run, while there is in fact no 

advantage, unless the graduates have obtained their graduate degree from one of the top 

business schools. In addition, no one fails in these programs, while the curriculum is 

not linked directly to what is regarded as important by the real business world. Thus, 

having an MBA from a prestigious school marks a person as being good enough to be 

selected, while any further skills gained are irrelevant (Leonhardt, 2000, p.18).  

     Boyatzis and Renio (1989) confirmed the MBA criticisms. Although there was 

added value to the graduates’ skills and competencies, there was a lack of effect on 

managerial and interpersonal skills. Bareket (2011) argued that the ability of the 

manager to move away from day-to-day work and observe it from a distance and the 

ability to delve into the depth of the subjective perceptions of others in the organization 

are the keys to leading successful change. Thus, business schools need to design 

processes that will enable future generations of managers to observe what is happening 

at different points in time, from different perspectives and at different levels.  

     As can be inferred by these criticisms, the main argument regarding MBAs concerns 

the gap between theory (general knowledge offered by the relevant courses) and 

practice (real business needs), arguing that the knowledge and skills delivered by the 

MBA programs relate poorly to practitioners’ needs. In light of this ‘gap’ debate, a few 

researchers have tried to respond to this call for further investigation.  

     Thus, researchers highlighted the need to transform the MBA curricula as the 

remedy for the overall programs’ improvement (Rubin & Dierdorff, 2009; Segon & 



 

 

13 

Booth, 2012) and incorporate more qualitatively and less quantitatively- oriented skills 

combined with more practical and contextual courses (Louw et al., 2001a). This has 

become extremely important as today’s business leaders are facing problems that 

require creativity and imagination and the ability to develop, test, and revise ideas 

(Hesselden, 2012).  

     Datar and Garvin (2011), among other things, focused on the theory and practice 

gap, since there has been a rise in analytical courses, and an increase in the research 

orientation of business school faculty. They concluded that a rebalancing of the MBA 

curricula toward ‘doing’ (skills, capabilities, and techniques of the practice 

management) and ‘being’ (values, atti- tudes, and believes of managers) is necessary, 

aiming to reduce the ‘knowing-doing’ gap that results from the deficiencies in skills, 

attitudes, and beliefs.  

     Segon and Booth (2012) empirical study supported the gap between theory and 

practice and concluded that Australian MBAs lack interpersonal and business-

engagement content and fail to meet business needs. In addition, results of a survey of 

practicing managers revealed that the most important preferences of international 

recruiters and Australian managers included interpersonal skills, emotional 

intelligence, communication skills and capacity for business ethics.  

     Finally, Schlegelmilch and Thomas (2011) provided a glance into the future of the 

MBAs in 10 years’ time, predicting that business schools in general and MBAs in 

particular will survive the coming decade. However, they highlighted the urgent need 

to focus on the curricula and rebalance the subjects of study in order to meet the 

requirements of the rapidly changing business environment and to produce graduates 

with combined analytical capabilities, managerial skills, attention to ethics and CSR.  
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     On the other hand, despite the vast amount of criticism regarding the MBA programs 

and this ‘theory e practice’ gap, some researchers tried to respond by providing 

alternative explanations. Varela, Burke, and Michel (2011) argued that some of the 

criticisms need to be reexamined, since they overlook the existing constraints to 

complex managerial skill-development within MBA instruction and exclude 

consideration of intermediate stages of development as meaningful accomplish- ments. 

Based on the notion that managerial skill development in many skill domains is a 

continuous life-long process, Varela et al. (2011) underscore that a primary role of 

MBA education is to set in motion a learning process for advancing managerial skills 

into intermediate stages, while equipping graduates with learning tools that support 

development beyond graduation.  

     Hay (2006) and Wellman, Gowan, and White (2006) responded to the Pfeffer and 

Fong (2002) critique. Hay (2006) concluded that, even indirectly, an MBA contributes 

to a great extent to the practice of business administration. The main benefit is that an 

MBA graduate can better recognize any difficult situations, and encounter any 

problems that might arise. Wellman et al. (2006) suggested that an MBA contributes to 

compensation, promotions and to managers’ prestige, and en- hances the graduates’ 

skills and competencies. Thus, the attendance at an MBA can be a valuable investment, 

taking into account, however, the importance of the business school’s reputation.  

     Yet, although it is widely acceptable that MBAs from top ranked schools contribute 

positively and significantly to grad- uates’ skills, competencies and career advancement 

(Baruch, 2009; Mintzberg, 2004; Pfeffer & Fong, 2002), there is little empirical 

research published to date on the relationship between the knowledge acquired in MBA 

programs around the world, particularly from non-elite business schools, and graduates’ 

competencies and career prospects.  
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     Hence, the present study tries to explore the extent to which graduates of accredited 

(non-elite) MBA programs enhance their business-related skills and gain career benefits 

in terms of management status, promotions, pay, employability and career change. In 

light of this discussion, the research questions for this study include the following:  

 

RQ1. Would one enhance his/her managerial skills by completing an MBA program 

offered by accredited Greek business schools? 

RQ2. Would one promote his/her employability by completing an MBA program 

offered by accredited Greek business schools?  

RQ3. Would one promote his/her career prospects, including promotion opportunities 

and better compensation by completing an MBA program offered by accredited Greek 

business schools? 

RQ4. Have graduates’ attitudes on an MBA’s value added changed in economic crisis 

years by contrasting findings on the above three research questions between 2006 

survey and the present one?  

 

4. Method  

4.1. Study design  

In examining the four research questions mentioned above, a two-phase study was 

initiated based on the perceptions and attitudes of full-time MBA graduates of the 

University of Macedonia in Thessaloniki. This program started in 1994, and it is the 

second oldest in the country, after that offered by Athens University of Economics and 

Business. These two MBA programs, combined with that offered by the University of 

Piraeus, are the most widelyknown MBA programs in the country that are accredited 

by the Greek Ministry of Education. The MBA program under review consists of two 
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parts: a core part, offering basic knowledge of management, technical skills and 

quantitative methods that covers the first two semesters; and a specialization part, 

consisting of four areas of concentration: finance, marketing, human resource 

management and generic MBA, that covers the third semester and a Master’s thesis.  

     Our study on the MBA impact was conducted in two different phases based on two 

identical surveys. The first survey published in 2006 and included students that 

graduated until 2002, having at least three years of working experience after graduation 

(Mihail & Elefterie, 2006). We used the same questionnaire and research hypotheses, 

in the current survey, launched in 2013 involving graduates up to 2009, who had also 

at least three years of working experience. Surveying graduates from the same MBA 

program in two contrasting economic periods: in the economic upswing that followed 

2004 Athens Olympic Games and in the present economic crisis allows us to draw some 

interesting conclusions about the value of the MBA degree in the Greek labor market.  

 

4.2. Sample  

The participants of the survey were alumni of the MBA program of the University of 

Macedonia, graduated until 2009. From approximately 1080 individuals graduated 

from the specific MBA program, we were able to contact 610 potential re- spondents. 

Two notification e-mails were sent to the graduates. From the first e-mail, 139 graduates 

responded, while two weeks later the second reminder e-mail was sent, increasing the 

number of responses to 240, a response rate of 39 percent. The sample included 132 

men and 108 women. The majority of the respondents (56%) were between 26 and 34 

years old, 22% between 35 and 38 and 22% over 38 years old. Regarding the 

participants’ background, 102 of the respondents (43% of the sample) held a degree in 

Economics/Business Administration, 57 (24%) were Technical University graduates, 
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32 (13%) were graduates of schools of Science and 49 (20%) were graduates of social 

sciences as well as of military schools. Finally, 168 of the participants (70% of the 

sample) were already working before joining the MBA program, while after the MBA 

graduation the percentage increased to 92% (221 respondents).  

 

4.3. Survey  

We surveyed MBA graduates’ attitudes based on a structured questionnaire. The use of 

the questionnaire as a research tool in the behavioral sciences, including business and 

public administration disciplines, is widely used. Thus, for the purpose of the specific 

study an on-line questionnaire was used, making it even easier and less time-consuming 

for the respondents to reply. In the first section of the questionnaire, respondents 

provided information on their demographic characteristics. In the second one, they were 

asked to evaluate the contribution of the MBA program that had contributed to 

enhancing their managerial skills and competencies, employability, and career 

advancement. Participants attitudes’ were assessed on a Likert- type scale ranging from 

1 to 5 (1: not at all to 5: completely). Therefore, respondents’ self-reporting allowed us 

to analyze graduates’ attitudes and examine closely the four research questions 

“approximating” the value of an accredited MBA pro- gram over time along three 

career dimensions: skills, employability, and prospects.  

 

5. Survey findings 

5.1. Assessing the MBA impact on managerial skills  

In response to the first research question, we examined our MBA program in terms of 

skill enhancement based on a list of 14 business-related skills used extensively in the 

literature. More specifically graduates were asked to assess the need for those skills in 
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their present job, and the extent to which the MBA program had enhanced their 

competence in these skills. Differences between these two categories tend to reflect a 

‘gap’ between what is needed in the Greek labor market and what is offered by the 

MBA curriculum under review in terms of managerial skill enhancement. The relevant 

findings are presented in the two columns of Table 1. Here, business needs for the listed 

skills are presented in a descending order. Unfortunately, ‘gaps’ exist in the majority of 

the managerial skills, verified by the relevant t-tests, lending some support to criticisms 

dis- cussed above (Bennis & O’Toole, 2005; Brown, 2006; Hesseldenz, 2012; 

Mintzberg, 2004; Pfeffer & Fong, 2002).  

 

Table 1 near here  

 

Differences are marked even in the most important skills such as stress management, 

interpersonal skills, time man- agement; self-confidence and decision making. On the 

other hand, it seems that MBA graduates are well-equipped with presentation and 

research skills. Even more importantly, the MBA program contributes considerably to 

most of the mana- gerial skills, as their pertinent ratings are well above 3 in our five-

point Likert scale (Baruch, 2009; Baruch & Leeming, 2001; Baruch & Peiperl, 2000; 

Kretovics, 1999; Sulaiman and Mohezar, 2007; Sturges et al., 2003; Temtime & 

Mmereki, 2011).  

     Overall, the MBA curriculum seems to be ‘good’ but not ‘good enough’ in terms of 

business demands for certain skills, as they are perceived by working graduates. 

Obviously, the MBA degree seems to add value to graduates’ career, but its cur- 

riculum needs better fine-tuning with real business world practices (Datar & Garvin, 
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2011; Rubin & Dierdorff, 2009; Segon & Booth, 2012, 2012; Schlegelmilch & Thomas, 

2011).  

 

5.2. Assessing the MBA impact on employability  

Does the MBA promote graduates’ employability? In response to our second research 

question, we examined three di- mensions of graduates’ ‘employability’, namely 

whether the MBA degree tended to promote their mobility among employers, job 

content and employment chances. The relevant findings are presented in Table 2.  

 

Table 2 near here  

 

At first, respondents were asked to indicate in how many different employers they 

worked with after the completion of the MBA. According to the findings, the MBA 

contributed decisively to graduates’ mobility, since the majority of the respondents 

(70%) worked in more than two different employers after the MBA graduation. Only 

14% of the respondents were not able to find a new employing firm, while the 

percentage was significantly smaller when it comes to working in over four different 

firms. We have to underscore, though, that the period of our survey is one of economic 

recession, making it even harder for graduates to work with different employers. 

Moreover, the fact that 14% of graduates never worked for a different employer other 

than their first one might be explained by good prospects in the present job. For 

instance, graduates may have even been encouraged by their current employer to attend 

the MBA program, which will be discussed extensively below, dealing with the third 

research question.  
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     Next participants were asked whether the MBA promoted their job content: 63% 

indicated that the MBA contributed positively in comparison to 37% who did not share 

the same opinion. In addition, the respondents who replied positively to the previous 

question were asked to identify employers’ initiatives that enrich their own job content. 

The evaluation was based on a five-point Likert scale. As the findings indicate, all 

responses range between 3 and 4 of the Likert scale. Specifically, the MBA contributes 

to ‘finding job after graduation’ (3.74), followed by ‘job assignments with higher 

recognition’ (3.57), ‘jobs requiring more responsibilities’ (3.52), and ‘jobs allowing 

more initiatives’ (3.48). The lowest value (3.22) was attributed to ‘Higher pay raise’. 

However, we have to emphasize that compensation is in direct relation to the years/time 

passed after the MBA graduation. Furthermore, as already mentioned in the literature 

review (Baruch, 2009; Baruch & Peiperl, 2000; Ng et al., 2008; Wellman et al., 2006) 

the benefits of an MBA program regarding pay raises are not immediately visible, 

especially when the universities providing these titles are not top ranked (Pfeffer & 

Fong, 2002), not to mention that the MBA costs are hardly covered after graduation 

(Baruch, 2009).  

     Respondents were asked to evaluate the degree to which the above-mentioned 

enriched job content is attributed to their MBA. The majority indicated that the program 

contributed to a large (44%) and to an intermediate extent (44%). Only 1% reported 

that the MBA did not contribute at all while 9% indicated that the impact was very high.  

Finally, respondents were asked to evaluate the contribution of the MBA as a hiring 

criterion to the firms they worked with. The MBA degree seems to be of some 

considerable value for two-thirds of the graduates in finding employment and nearly 

40% responded that the MBA contributed to a large extent in their hiring process.  
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     Overall, the MBA seems to have promoted all three dimensions of employability to 

some extent. It moderately helped the graduates in finding a job and changing 

employers, but when they found a job, the MBA had a considerable input in enriching 

the content of their jobs.  

 

5.3. Assessing the MBA impact on career advancement  

Trying to analyze the third research question, we examine the contribution of the MBA 

to graduates’ career progress approached by promotions and compensation. According 

to our survey, 58% of the respondents replied that the MBA program had no effect on 

promotions, whereas 17% indicated that they were promoted once, 11% twice and 14% 

more than three times. The results seem to support the findings of other researchers who 

concluded that the effects of the MBA are not immediately visible (Baruch, 2009; 

Baruch & Peiperl, 2000; Wellman et al., 2006).  

     However, there were some independent factors that tended to slow down graduates’ 

promotions. Indeed, almost 57% of the sample had worked for less than 5years with the 

current employer, not a very long period of time for allowing the MBA to lead to 

promotions. In addition, employers facing gloomy sales prospects amidst the ongoing 

economic recession were definitely not prone to staff promotions.  

     Next, it was asked from the MBA graduates who replied that they were promoted 

more than once to evaluate the contribution of the program to these promotions. The 

main findings are presented in Table 3.  

 

Table 3 near here  
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Here, a considerable 30% of the graduates indicated that the MBA did not contribute to 

their promotions. In addition, 53% of the sample responded that the program 

contributed at a low to moderate degree to promotions, while only 16% perceived that 

the MBA program had a large impact. Only 1% experienced very rapid promotion due 

to the MBA. The same picture emerges when respondents evaluate the impact of their 

MBA regarding promotions on a Likert type scale. The estimated mean of 2.40 is well 

below the middle point three.  

     Thus, one can conclude that there is no clear relationship between an MBA degree 

and the pace of promotions, since over half of the sample (58%) responded that they 

experienced no promotions. More importantly, 30% of those promoted more than once 

perceived that their MBA had no effect on their career advancement. One interesting 

fact of the survey, however, is that the vast majority of the sample (98%)was never 

transferred to a lower hierarchical level.  

     Analyzing the MBA impact on pay raises, the results are a bit more encouraging to 

graduates. It was found that 54% of the sample indicated that the MBA contributed 

positively to pay raises, a remarkable share if one takes into consideration the negative 

economic environment. More interestingly, graduates were asked to assess the degree 

to which the MBA contributed to their pay raises. As shown in Table 3, the majority of 

the respondents indicated that the MBA’s impact on compensation was moderate to 

large (60%). Only 6% replied that pay raises were not related to their MBA. The same 

picture emerges when respondents evaluate the MBA’s contribution to compensation 

on a Likert type scale. The estimated mean of 3.29 exceeds the middle point 3.Thus, 

we can conclude that the MBA contributes positively to pay raises, although the results 

do not indicate a robust effect. These findings do not converge significantly with results 

of other relevant studies (Baruch, 2009; Baruch & Peiperl, 2000; Wellman et al., 2006).  
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5.4. Contrasting the 2006 survey with the current one  

In analyzing the fourth research question, we try to examine if there are any differences 

regarding the MBA’s impact on graduates’ careers over time, in other words, to assess 

whether graduates’ perceived value of their degree remains stable in relatively 

favorable and gloomy labor market conditions.  

     In Table 4, we present the comparative results of the MBA’s impact on skills and 

competencies based on the 2006 survey and the current study respectively. Quite 

impressively, the evaluations regarding the top 5 rated skills in the 2006 survey are the 

same with those of the current survey, with the only exception the ‘written 

presentations’ which has been replaced by ‘decision making’.  

 

Table 4 near here  

 

Furthermore, regarding the remaining top 4 rated skills between the two studies, in both 

cases evaluations range between 4 and 4.27 on the Likert scale, although there is a slight 

difference in the ranking order. Nonetheless, if we examine each variable of the top 5 

list separately, we can easily infer that the evaluations between the two studies differ 

but not sub- stantially. In fact, one should also expect that cut-throat competition under 

the currently harsh economic conditions would raise employers’ demand for managerial 

skills, a trend that has been depicted in our comparison between the two surveys.  

     In a similar vein, graduates in both surveys perceive that the MBA to some extent 

enhances all the key managerial skills, and it exerts its highest influence on the very 

same skills, namely research skills, oral presentations, working in teams, and self- 

confidence. ‘Written presentations’ is the only exclusion in the 2006 survey which has 

been replaced by ‘interpersonal skills’.  
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     Finally, both studies seem to lend support to the criticisms regarding the existing 

gap between theory and practice, since only two of the top five most needed skills in 

business are met by respondents’ expertise after their graduation, namely self- 

confidence and written presentations in the 2006 survey; self-confidence and 

interpersonal skills in the current study.  

     Table 5 presents the comparative results of the MBA impact on employability 

dimensions based on the 2006 survey and the current study. The impact on graduates’ 

ability to change employers is assessed as moderate in both surveys, with relatively 

lower mobility for the current study due to current economic hardships.  

 

Table 5 near here  

 

Regarding graduates’ ability to find a job and their job content both surveys’ findings 

tend to converge. Improved employability is discerned by a relatively high evaluation 

(3.82 in 2006) of the contribution of the MBA studies to graduates’ ability to find a job 

after graduation (3.74 in 2010). In addition, in both studies young managers perceived 

that holding an MBA was a relatively important factor in engaging in work 

environments with more responsibility, more initiatives and chal- lenging project 

assignments. All the relevant ratings were well above 3 on the Likert scale, although 

the evaluations for the 2006 survey are slightly higher, given the more favorable 

economic climate and business opportunities.  

     Surveying the impact of the MBA on promotions, the aftermath of the current 

economic crisis is profound in the comparative results, shown in Table 6. Regarding 

the 2006 survey, almost 40% of the sample indicated that the MBA had a low to 
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moderate effect on promotions. In contrast, the present survey indicated that over 50% 

of the sample reported a low to moderate MBA impact on promotions.  

 

Table 6 near here  

 

Moreover, in the old survey 21% of graduates reported no promotion at all, in contrast 

to 30% in our research. This difference is also depicted in the corresponding Likert 

scale measurements, estimating a 2.40 value in the current study compared to 2.92 in 

the 2006 survey.  

     Regarding the MBA’s contribution to compensation, present findings seem to 

converge to those of 2006. More specifically, 48% of the respondents compared to49% 

of the 2006 study indicated that the impact of the MBA on compensation was slight to 

moderate. This convergence is also illustrated on the relevant Likert scale assessments: 

3.29 in the current survey compared to 3.53 in the older one.  

 

6. Conclusions  

The main aim of this study was the examination of the effect of an accredited MBA 

program offered by a peripheral University in Greece on graduates’ skills, 

employability and career advancement. In addition, we sought to compare our findings 

to those of a twin survey conducted in 2006 to test MBA ‘value’ under contrasting labor 

market conditions.  

     As far as graduates’ skills and competencies are concerned, an MBA contributes 

largely since all graduates’ assessments were well above the middle point 3 on the 

Likert scale (Baruch, 2009; Baruch & Peiperl, 2000; Baruch & Leeming, 2001; Sturges 

et al., 2003; Sulaiman and Mohezar, 2007; Temtime & Mmereki, 2011). However, it 
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was found that, according to MBA graduates’ perceptions, the level of skills provided 

by their degree do not fully meet the level of managerial skills needed in real business. 

This finding lends support to criticisms of a gap between ‘theory and practice’ regarding 

the structure of a typical MBA program (Bennis & O’Toole, 2005; Brown, 2006; 

Hesseldenz, 2012; Mintzberg, 2004; Pfeffer & Fong, 2002).  

     As far as employability is concerned, surveyed graduates found their MBA impact 

ranged from moderate to considerable. Respondents perceived that their degree had a 

moderate impact on the hiring process and their mobility across alternative employers. 

However, they indicated that MBA contributed to finding enriched jobs with 

challenging tasks and highly-visible projects.  

     Regarding career advancement, the findings seem to confirm other researchers’ 

conclusions that ‘the benefits of an MBA program are not immediately visible’ (Baruch, 

2009, pp.398; Baruch & Peiperl, 2000; Wellman et al., 2006). Specifically, findings 

were not encouraging with respect to promotions, since the majority of the respondents 

did not experience any significant advancement, while those promoted indicated that 

the MBA had no effect. In contrast, slightly more than half of the sample experienced 

pay raises, indicating that the MBA’s contribution was ranging from moderate to 

significant. Thus, although it seems that the MBA contributes positively to pay raises 

at least to a moderate extent, the results are not indicative of a robust effect.  

     Overall, one could conclude that our surveyed typical MBA program seems to assist 

graduates in enhancing managerial skills, though not at the level required by their 

employers. It also helps MBA holders to find enriching jobs with increasing 

compensation over time. On the other hand, it exerts a moderate to negligible influence 

on the selection/hiring process, job hopping and certainly on promotions.  
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     Finally, contrasting the 2006 survey with the current one, one can easily observe that 

those graduates’ assessments on the three surveyed career dimensions remain at the 

same levels over time, a finding that tends to signal a real ‘value’ of the MBA degree 

for its holders not only in ‘good’ but also in ‘bad’ times.  

 

6.1. Research limitations  

Among many serious limitations an empirical study faces, surveying individuals’ 

subjective attitudes and perceptions, here we single out the most important. While the 

overall conclusion is that an accredited MBA program offered by a pe- ripheral 

university in Greece seems to help graduates in pursuing their managerial careers even 

in difficult macroeconomic conditions, care should be taken when extrapolating the 

results to the whole country. It is important for future research to survey more business 

schools and graduates across the country to enable generalizations regarding the impact 

of MBA programs throughout Greece.  

     We surveyed graduates, not their employers. The participants in this study were 

strictly graduates, and the survey’s findings were based on their perceptions on a single 

accredited MBA program. To remedy this weakness further research should include 

more information on the other side of the employment relationship, namely employing 

companies.  

     Another limitation of the present study was that it did not survey a “control” sample 

of individuals who did not complete an MBA program. Examining attitudes of such a 

comparison group would definitely enhance the validity of the present study. 

Furthermore, it would provide new insights on the issue of the MBA impact if we 

contrast the typical accredited programs with those that have recently received 

additional accreditation from international bodies such as the Association of MBAs and 



 

 

28 

the Association to ACSB. These additional insights seem crucial if academic 

institutions and government are to adjust the currently accredited MBA programs to 

better meet the business community’s increasing needs for highly-skilled managers.  
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Table 1. The Impact of the MBA on Perceived Managerial Skills  

Skills 
Need for those skills in 

the present job  
Contribution of the 
MBA to these skills 

Stress management 4.27 3.37 
Interpersonal skills 4.26 3.54 
Time management 4.21 3.30 
Self-confidence 4.15 3.70 
Decision making 4.00 3.49 
Negotiating skills 3.90 3.21 
Working in teams 3.87 3.70 
Written presentations 3.84 3.48 
Initiatives and Innovative 
Ideas 

3.66 3.42 

Leadership skills 3.65 3.13 
Financial skills 3.64 3.40 
Oral presentations 3.53 3.58 
Career management 3.50 3.31 
Research skills 3.32 3.61 
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Table 2. Impact of the MBA on Perceived Employability  

Mobility 
Number of different 

employers after graduation 
Percent 

Job Content 
Perceived contribution 
of the MBA (mean of 

scale 1 to 5) 

 
Employment 

Chances 
MBA as a hiring 

criterion  
(percent) 

0 14 -- -- 
1 45 -- -- 
2 25 -- -- 
3 12 -- -- 
4+ 4 -- -- 
Higher pay raise -- 3.22 -- 

Finding job after graduation -- 3.74 -- 

Job requiring more 
responsibilities 

-- 3.52 -- 

Job allowing more 
initiatives 

-- 3.48 -- 

Job assignments with higher 
recognition 

-- 3.57 -- 

None -- -- 29 

Small -- -- 9 

Moderate -- -- 26 
Large -- -- 23 
Very large -- -- 13 
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Table 3.  The MBA Contribution to Career Advancement   
Contribution to promotion 

pace 
Percent 

Contribution 
to pay raise 

Percent 

None 30 None 6 
Low 19 Slight 19 
Moderate 34 Moderate 29 
Large 16 Important 31 
Very large 1 Very important 15 
Contribution on a scale 1-5 2.40 -- 3.29 
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Table 4. The MBA impact on managerial skills over time 

Skills 
Need for those skills in 

the present job  
      2006            Current 

Contribution of the MBA to 
these skills 

       2006               Current 
Time management  4.23  4.21 3.41  3.30 
Stress management 4.23  4.27 3.48  3.37   
Interpersonal skills 4.11  4.26 3.44   3.54 
Self-confidence 4.01  4.15 3.79   3.70 
Written presentations 4.06  3.84 3.51  3.48 
Decision making  3.84  4.00 3.47   3.49 
Working in teams 3.83  3.87 3.77  3.70 
Oral presentations 3.07  3.53 3.72   3.58 
Negotiating skills 3.66  3.90 2.83  3.21 

Financial skills 3.47  3.64 3.04   3.40 
Research skills 3.39  3.32 3.52   3.61 
Leadership skills 3.35  3.65 2.87   3.13 
Career management 3.34  3.50 3.01   3.31 
Initiatives and Innovative ideas -- 3.66 -- 3.42 
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Table 5. The MBA Impact on Employability over Time  
Number of different 

employers after 
graduation 

Percent 
    2006          Current 

Perceived contribution of 
MBA (means of scale 1 to 5) 
      2006                Current 

0 3 14 -- -- 
1 47 45 -- -- 
2 33 25 -- -- 
3 13 12 -- -- 
4+ 4 4 -- -- 
Finding job after 
graduation 

-- -- 3.82 3.74 

Jobs requiring more 
responsibilities 

-- -- 3.79 3.52 

Jobs allowing more 
initiatives 

-- -- 3.44 3.48 

Jobs assignments with 
higher recognition 

-- -- 3.85 3.57 
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Table 6. The MBA Impact on Career Advancement over Time  
Contribution to 
promotion pace 

Percent 
       2006              Current 

Contribution to 
pay raise 

Percent 
    2006         Current 

None 21 30 Slight 16 19 
Slow 10 19 Moderate 33 29 
Moderate 28 34 Important 33 31 
Fast 39 16 Very important 19 15 
Very fast 3 1 -- -- -- 
Contribution on 
a scale 1-5 

2.92 2.40 
Contribution on a 
scale 1-5 

3.53 3.29 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


