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Abstract

The hospitality and tourism sector are constantly evolving, which compels educators to
evolve in turn to meet industry needs by ensuring that students are exposed to, a curriculum
which equips them with the necessary skills and competencies demanded. This study examines
the perception of senior hospitality and tourism students to determine which competencies affect
their career adaptability and to assess whether such adaptability will in their view lead to employ-
ability after the post-COVID-19. A mixed-methods approach is followed, using a structural model
demonstrating that interpersonal skills, conceptual/creative, and technical skills are requirements
leading to career adaptability, while the capacity for administrative and leadership skills exerted
no influence on adaptability. Importantly, career adaptability significantly affects perceptions of
employability. The findings therefore support educators in developing courses and strategies to
effectively teach hospitality and tourism students in the post-COVID-19 era.
Keywords: 1) Competency 2) Career adaptability 3) Perceived employability 4) Hospitality and
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Introduction

The hospitality and tourism sector
were severely adversely affected worldwide
by the recent COVID-19 pandemic. Disruption
on this scale has never previously been seen,
when taking into consideration the decline in
the number of tourists, the need to cancel
all kinds of events, the dramatic effects upon
employment, and the financial problems
faced by businesses which rely on visitors
(UNWTO, 2020). It was indicated by the World
Travel & Tourism Council that the pandemic
might reduce global tourism revenues by as
much as USD 4.7 trillion in 2020, while almost
200 million hospitality sector workers would
lose their jobs (World Travel & Tourism Council,
2021). Thailand, similar to other countries,
experienced a dramatic decline in tourism due
to COVID-19. The country declared a state
of emergency on March 25" 2020, and the
closure of the borders followed on April 3.
As a consequence, there were no foreign
arrivals in Thailand until September 30", when
a limited number of flights began to operate
albeit under very restrictive conditions. During
the first 11 months of 2020 there was an
81.4% fall in visitor numbers, with the Chinese
and Indians showing large reductions at 87.7
and 85.5%, respectively. Financially, Krung
Sri Research suggested that the losses to the
Thai economy from absent tourists would be
around THB 1.5 trillion for 2020, given that the
country earned THB 1.9 trillion in 2019 (Lunkam,
2021).

Researchers argued further that the
pandemic has had the effect of weakening the

status of tourism and hospitality employees, as
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inequality, insecurity, and exploitation through
working contracts and conditions become
widespread (Baum, et al., 2020, pp. 2813-2829).
The problems facing workers in this sector are
also becoming increasingly apparent to tour-
ism students, who should become the future
employees. Businesses have been forced
to close due to travel restrictions, and the
demand for travel has fallen while govern-
ments have imposed onerous restrictions in
order to protect citizens’ health. It is antici-
pated that because of the severity of the
pandemic, the recovery in the travel sector
may be slow (Krishnan, et al., 2020). This out-
look may result in students feeling less con-
fident in their potential futures in hospitality
and tourism industry, leading to a lack of com-
mitment to their studies (Zhong, et al., 2021,
pp. 194-206). Meanwhile, Ayertey Odonkor,
et al. (2011, pp. 29-39) pointed out that if
the tourism sector can attract qualified and
capable employees, it will be more likely to
adapt effectively to the current situation, and
will survive more easily (Tiwari, Seraphin and
Chowdhary, 2020, pp. 313-338). For example,
the skills and competencies that are necessi-
ties after the pandemic and which competen-
cies affect students' career adaptability and
the likelihood of student career path. Institutes
and stakeholders should be concerned with
the new curriculum.

The media have focused on the pro-
blems, and the topic has become the sub-
ject of academic research, few studies have
specifically examined how tourism education
will be affected by the pandemic (Seraphin
and Yallop, 2020, p. 5; Joshi and Gupta, 2021,
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pp. 622-635; Xu, et al., 2022, pp. 278-290;
Chen, et al., 2023, p. 27128; Tavitiyaman, Tsui
and Ng, 2023, pp. 1-12; Wang, Cheung and Zhai,
2024, pp. 24-37). It is worthy of note that prob-
lems which have an impact upon the tourism
sector as a result of COVID-19 will indirectly
also affect the education sector, and to some
extent the same is true in reverse, although
these links are sometime overlooked (Seraphin
and Yallop, 2020, p. 22). One example would
be the growing need for sustainability in tour-
ism, which has resulted in curriculum changes
as well as novel approaches to pedagogy (Ali,
Murphy and Nadkarni, 2017, pp. 159-172; Hales
and Jennings, 2017, pp. 185-194; Camargo and
Gretzel, 2017, pp. 101-117).

Earlier studies, such as Brown (2017, p.
8) and Walsh (2016, pp. 58-79) have revealed
that students make career decisions on the
basis of the opportunities available for them in
different fields, and their own personal interests
in different sectors. The impact of COVID-19 is
likely to have adverse consequences in making
the tourism sector less attractive to prospec-
tive students as they make those career deci-
sions. This decision-making process must be
addressed by educators in the hospitality and
tourism sector, since traditional assumptions
about the sector may no longer be relevant,
and empirical data prior to the pandemic may
no longer provide an accurate overview of the
current situation, necessitating updates. It has
been argued by Sisson and Adams (2013, pp.
131-145) that curriculum development in the
hospitality field must ensure that graduates are
equipped with the necessary skills and know-

ledge to succeed within the sector. Sandwith
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(1993, pp. 43-62) suggested that a competency
domain model could be used to determine
job performance requirements, with the re-
sulting job profiles then guiding the design and
development of training program. For example,
conceptual/creative, leadership, interpersonal,
administrative, and technical skills. Notably,
several variables can influence the capacity of
educational institutions to meet the needs of
hospitality businesses.

Furthermore, the development of
students’ skills and knowledge is crucial for
career adaptability (Pan, et al., 2018, pp. 14-26).
Karatepe and Olugbade (2017, pp. 337-355)
and Wang, Cheung and Zhai (2024, pp. 24-37),
argued that few studies have been carried out
to examine career adaptability in the hospital-
ity sector, although Ocampo, et al. (2020, p. 2)
suggested research which investigates career
adaptability in different circumstances and at
different times. Significant changes have taken
place in the operation and management of
tourism businesses following the pandemic,
and it is therefore the case that new gradu-
ates must be equipped with different skills to
those of their predecessors in order to meet
the needs of employers in a changing business
environment and in order to match their own
expectations (Shariff and Abidin, 2015, pp. 423-
424). Teng (2008, pp. 76-86) made the point
that students’ employability following grad-
uation might be better understood through
a clearer understanding of student attitudes
to enhancing competencies and learning new
skills (Tavitiyaman, Tsui and Ng, 2023, p. 3).
For tertiary educational institutions, graduate

employability is key metric which allows



performance of the program to be assessed
(Tavitiyaman, Tsui and Ng, 2023, pp. 3-4). The
National Youth Commission (2006, p. 1) report-
ed that many colleges are concerned about
the need to equip their graduates with the
skills required to find employment and devel-
op satisfying careers (Wang and Tsai, 2014, pp.
125-135). It was noted by Hirschi (2012, pp.
369-383) that career competencies are vital for
students if they are to effectively manage their
future careers, while they must also be able
to adapt quickly to the expectations placed
upon them in their working roles (Saraswati, et
al., 2021, pp. 3562-3568). Meanwhile, Rudolph,
et al. (2017, pp. 17-34) suggested that career
confidence is positively associated with career
adaptability, while both attributes are import-
ant if students are to boost their employability,
achieve their career goals, and overcome the
difficulties they may face (Monteiro, Taveira
and Almeida, 2019, pp. 1187-1199).
Accordingly, this research employed
the competency domain model by Sandwith
(1993, pp. 43-62) to examine student percep-
tions of the competencies they acquire in
their hospitality and tourism studies, both on a
theoretical basis within the classroom and in
practice during their internship periods in the
field, which effecting on their career adaptabili-
ty and the likelihood of finding work. Therefore,
this study seeks to investigate the perceptions
of senior tourism and hospitality students of
which competency after COVID-19 contributes
significantly to career adaptability and deter-
mine whether a realized career adaptability
enhances the perceived employability. The

findings from the research may guide tourism
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education stakeholders in shaping their future
educational strategies to develop the compe-
tencies required in the hospitality sector. The
outcomes of the research may also shape the
management and implementation of the stra-
tegies developed. Educators might also seek
ways to make use of a range of learning plat-
forms to support their students in developing

career adaptability and employability.

Literature Review
2.1 Hospitality and Tourism Education

A majority of tourism activities were
canceled during the COVID-19 pandemic
(Susskind and Vines, 2020, p. 2), with severe
consequences faced by all industry stake-
holders, including those in tourism education.
Working conditions and opportunities changed
significantly, affecting the plans of students
wishing to enter the sector upon completion
of their studies (Xu, et al., 2022, pp. 278-290).
In the education sector, it has been revealed
that online courses can be delivered effective-
ly, providing the added advantage of flexibility
(Goh and Sigala, 2020, pp. 156-165; Lei and
So, 2021, pp. 148-162). The pandemic caused
many courses to switch to online modes at
very short notice, utilizing platforms such as
Zoom or Microsoft Teams (Tavitiyvaman, Ren
and Fung, 2021, pp. 2-4). In planning ahead
for tourism education, however, it is important
to consider how the industry might change in
the coming years, and how this will affect the
required competencies of future graduates
(Shah, Chowdhury and Gupta, 2021, pp. 359-
379).
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The pandemic has created challenges
for educators in hospitality and tourism to
determine what should be taught to learners
to ensure that they will perform effectively
in the post-COVID-19 working environment
(Sharma, Thomas and Paul, 2021, pp. 2-9).
Higgins-Desbiolles (2021, pp. 156-169) argued
that educators might consider the effects of a
social force able to develop and transform the
hospitality industry. In addition, educational
institutions might address their curricula and
teaching strategies by focusing more strongly
on debates and case studies to develop critical
thinking as well as the requisite knowledge and
practical skills to foster the creation of novel
solutions and improved operational manage-
ment approaches in the current circumstances
(Benjamin, Dillette and Alderman, 2020, pp.
476-483).

Career Competency in Hospitality and
Tourism

McLagan and Suhadolink (1989, p. 77)
describe competency as “an area of knowl-
edge or skill that is critical for producing key
output internal capabilities that people bring
to their jobs (or) capabilities which may be
express in a broad, even infinite array of on-
the-job behaviors”. Competencies enable
staff to work productively (Dessler, 2008, p.
81) and develop their careers (Wang, 2013, pp.
994-1016). Hayes (1979) cited in Moore, Cheng
and Dainty (2002, pp. 314-319) explained that
competency permits the blending of personal
attributes, knowledge, social roles, and com-
munication to perform to a high standard in
the workplace. Competency can, therefore, be

described as a mix of personal qualities, such
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as motives or values, with exogenous qualities,
such as professional skills or knowledge, which
are required in order to carry out one’s working
duties to a high standard (Wang and Tsai, 2014,
pp. 125-135).

Sandwith (1993, pp. 43-62) described
five job competency categories which can
strengthen working performance and enhance
career development prospects. These catego-
ries can inform training programs as follows:
1) Conceptual/creative-cognitive skills are
linked to understanding one’s work and
developing effective novel ideas for imple-
mentation; 2) Leadership skills allow one to
act upon one’s ideas; 3) Interpersonal skills
are required to communicate and share
ideas effectively with others, through various
channels and including negotiation abilities
and the capacity to resolve conflicts; 4) Ad-
ministrative skills are necessary to manage the
people and the finances of an organization,
and 5) Technical knowledge and skills are
necessary in order to carry out the work itself.
In addition, it was explained by Bocciardi, et
al. (2017, pp. 67-82) that career competencies
support workers in discovering alternative
career paths, allowing them to increase their
value within the labor market through greater
career adaptability. Alkhemeiri, Khalid and
Musa (2020, pp. 285-300) also investigated
career competencies, finding that career
adaptability and career competencies are
directly associated. It was also pointed out by
Saraswati, et al. (2021, p. 3565) that the links
between career competencies and career
engagement are mediated by career adapt-

ability. The current study, therefore, examines



these connections linking student competen-
cies and their career adaptability.

H1: Students' perceptions of career
competency have a positive effect on their
career adaptability toward employability.
Career adaptability in hospitality and
tourism

Super and Knasel (1981, pp. 194-201)
provided the definition of career adaptability
as “readiness to cope with changing work and
working conditions” (p. 195), while Savickas
(1997, pp. 247-259) added that career adapt-
ability can be a form of psychological support
which helps people to overcome difficulties
they face along their career paths, and allows
an individual to shape the development of his/
her own career. Individuals exhibiting strong
career adaptability are better equipped to
overcome psychological or social challenges. If
it is necessary to manage occupational difficul-
ties, an individual may be able to strengthen
their own career adaptability to better address
their circumstances (Savickas and Porfeli, 2012,
pp. 661-673). Savickas and Porfeli (2012, p.
665) suggest considering career adaptability in
different dimensions, such as 1) Concern, where
a forward-looking perspective seeks to predict
future tasks; 2) Control, in which the individual
directly manages their own development and
opportunities; 3) Curiosity, whereby different
roles and future opportunities are explored,
and 4) Confidence, in which obstacles are
overcome, problems are solved, and career
goals achieved. These listed dimensions can
be considered as resources for career adapt-
ability that help each individual to manage

and respond to change and are factors which
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can be controlled internally by the individuals
themselves (Savickas and Porfeli, 2012, p. 667).

Career adaptability has been examined
by numerous authors (Safavi and Karatepe,
2018, pp. 1112-1133; Rasheed, et al., 2020,
pp. 98-107; Lee, Xu and Yang, 2021, pp. 1-10).
Career adaptability was shown by Lee, Xu and
Yang (2021, p. 2) to support employees in man-
aging difficult situations, while proactivity is a
vital aspect of developing career adaptability.
Furthermore, social support in the workplace
can moderate the indirect association connect-
ing proactivity and turnover intention which is
related to career adaptability. Xu (2021, p. 12)
conducted a survey among employees and
students, determining that career adaptability
is useful in solving the problems linked to
the initial decisions about careers, as well as
the decisions which follow as an individual’s
career progresses (Wang, Cheung and Zhai,
2024, pp. 24-37). Khalid and Ahmad (2021, pp.
1035-1054) studied the links between career
adaptability and employability among un-
dergraduate students in the UAE, discovering
that the aspects of career adaptability include
factors such as critical thinking, solving com-
plex problems, managing people, creativity,
and coordination. Park and Park (2020, pp.
469-488) add that career adaptability can be
enhanced by the students’ own interest in
particular fields of study or specific courses
(Tavitiyaman, Tsui and Ng, 2023, pp. 1-12).

A number of studies have shown the
links between employability perceptions and
career adaptability (Rudolph, et al., 2017, pp.
17-34; Wang, Cheung and Zhai, 2024, pp. 24-37;
Tavitiyaman, Tsui and Ng, 2023, pp. 1-12), find-
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ing positive connections between the career
adaptability of students and their confidence
in finding work. Pan, et al. (2018, pp. 14-26) also
reported that the relationship between job
seeking success and student proactivity was
mediated by career adaptability (Tavitiyaman,
Tsui and Ng, 2023, p. 8).

H2: Students' perceptions of career
adaptability have a positive effect on their
perceived employability.

Perceived employability in hospitality and
tourism

Employability has been defined by
the Centre for Employability of the University
of Central Lancashire (UK) as having the know-
ledge, skills, and personal qualities that make it
more likely that an individual will find satisfac-
tory work (Pool and Sewell, 2007, pp. 277-289).
Bernstron, Drange and Mamelund (2019, pp.
234-248) described employability as a work-
er’s understanding of their own employment
prospects, which is linked to the career adapt-
ability which enables them to find new working
opportunities beyond their existing work. The
worker may have an understanding of their

employment potential with current or future
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employers, and this understanding will have
its roots in both contextual and human factors
(Naderiadib Alpler and Arasli, 2020, pp. 1-13).
Meanwhile, Qureshi, et al. (2016, pp. 349-358)
argued that perceived employability is one
way to assess the effectiveness of universities
or higher education institutions (Tavitiyaman,
Tsui and Ng, 2023, p. 3). Rothwell, et al. (2008,
pp. 1-12) explained that perceived employ-
ability refers to the perception that a student
will be capable of finding work commensurate
with their qualifications (Chen, et al., 2023, pp.
1-14). According to Tomlinson, et al. (2018, pp.
4-22), students must have the ability to assess
their own employment prospects during the
course of their careers, so employability is
therefore an important component of career
development (Fugate, et al.,, 2021, pp. 266-
298). Indeed, many researchers have started to
measure career success through employability
rather than traditional measures (Lo Presti and
Pluviano, 2016, pp. 192-211). When students’
progress into employment upon completion
of their studies, ongoing employment is crucial
as they build their careers (Chen, et al., 2023,
pp. 1-14).

Figure 1 Research Framework
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Methodology

In this investigation into the percep-
tions of competencies of hospitality and
tourism students following the pandemic,
both quantitative and qualitative approaches
were included. The qualitative approach was
used to examine post-pandemic career com-
petency, a qualitative approach was followed
involving (1) analysis of documents online
concerning student competencies, (2) in-depth
interviews with experts in the industry, and (3)
panel reviews from experts. These methods
were necessary since the literature alone is not
sufficient to fully identify all of the relevant
student competencies.

In the early stages, 24 items were se-
lected from the literature concerning student
competencies, with key attributes drawn from
the literature encompassing the competencies
of students in tourism and hospitality (Xu, et
al,, 2022, pp. 278-290; Spowart, 2011, pp. 169-
181; Kim and Jeong, 2018, pp. 119-122; Ferre-
ras-Garcia, Sales-Zaguirre and Serradell-Lopez,
2019, pp. 64-80; Siow, et al,, 2021, pp. 270-
287). For the development of further student
competencies, interviews were conducted
with eight professionals from the industry who
had at least ten years of direct experience in
tourism and hospitality. The involvement of
experts with different backgrounds is intended
to ensure that a wide range of perceptions of
student competencies should be presented,
and therefore this study included the opinions
of airline staff, event planners, hoteliers, and
tour company representatives. Furthermore,
four students were recruited for interviews
in order to help identify any further areas of

concern. The interviews sought to evaluate

attributes which had been mentioned in the
review of the literature, and to identify com-
petencies which the industry would require in
order to recover after the pandemic. A majority
of the responses were in concurrence with
issues previously raised, but five novel items
were also developed: “business trends”, “how

» o«

to deal with Thai people”, “revenue manage-
ment”, “brands and marketing”, and “social
relationships.” In all, 29 measures were includ-
ed in the form of statements which could be
evaluated for analysis. These statements were
then assessed by an expert panel to ensure a
high standard of content validity (Robert and
DeVellis, 2003, pp. 23-41).

The experts included three executives
from the tourism and hospitality sector, and
three academics whose expertise lay in the
same fields. They were requested to evalu-
ate the items in terms of applicability and to
express any concerns which might have arisen.
Following this assessment, 29 student compe-
tencies were selected for further use. In the
case of career adaptability, four items were
evaluated on the basis of a scale originally
developed by Savivkas and Porfeli (2012, pp.
661-673). The items included examples such as
“overcome obstacles.” Meanwhile, perceived
employability was evaluated in the context of
three selected items on the basis of a scale
created by Rothwell, et al. (2008, pp. 1-12) and
Wittekind et al. (2010, pp. 566-586). The assess-
ment included items measuring issues such as
“easily notice job opportunities in my chosen
field.” A 7-point Likert scale was used for the
measurement, using a range from 1 = strongly

disagree to 7 = strongly agree.
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Data Collection

Data were gathered as a means to in-
vestigate students’ competency, career adapt-
ability, and perceived employability. The study
population comprised hospitality and tourism
undergraduates participating in internships as
part of their courses. This approach allowed
a sample population to be selected for the
evaluation of the learning experience of the
students along with the effectiveness of the
internships and the development of skills and
competencies (Cooper and Schindler, 2014, p.
43).

The online survey was distributed via
email to the head of the tourism department
which provides the hospitality and tourism pro-
gram. The online survey link was sent to senior
hospitality and tourism undergraduates. Chiang
Mai University, Kasetsart University, Naresuan
University, Burapha University, the University
of Phayao, and Khon Kaen University were
conducted. Data were gathered during the
period from October 2023 to November 2023.
Fromtheinitial target eroup of 500 students, 415
responses were obtained, which resulted in
372 data sets being accepted following filtering
to remove incomplete information. Among the
372 participants, 24.3 per cent were male, and
75.7 per cent were female. The majority of
participants, 45.7 per cent are studying hotel
management, followed by tourism manage-
ment (31%), MICE management (12.4), and

Airline Business (11%), respectively.

Results
Exploratory Factor Analysis for Student

Competency
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EFA was conducted with principle
axis factoring alongside oblique rotation
techniques to establish the dimensionality of
student competencies in hospitality and tour-
ism studies. EFA confirmation involved the
use of the Kaiser-Meyer-Olkin (KMO) sampling
adequacy measure along with Bartlett’s sphe-
ricity test. A KMO value of 0.896 was achieved,
which is considered “good” by Kaiser (1958,
pp. 187-200). The result of Bartlett’s sphericity
test was 6,152.27 (p<0.001), which indicated
the suitability of the factor analysis.

Any items for which the factor load-
ing and communalities did not exceed 0.5
could be deleted (Hair, et al,, 2010, p. 662).
Additionally, all factor loadings are significant
and higher than 0.5, except one item in the
interpersonal relationship dimension with a
loading of 0.488. However, it still exceeded
the cutoff point 0.4 recommended by (Wu and
Yang, 2018, pp. 2037-2055; Hair, et al., 2019, pp.
275-290). Verification of a screen plot was also
carried out in order to establish the necessary
number of dimensions, keeping only those
dimensions with eigenvalues greater than 1.
Following a review of all items using the afore-
mentioned criteria, none were eliminated, and
there were no examples of cross-loading when
considering the primary and secondary load-
ing for the factors specified (Hair, et al., 2019,
pp. 275-290). As shown in Table 1, the five
dimensions in question comprised “Technical
skill,” “Administrative skills,” “conceptual and
Creative,” “Leadership,” “Interpersonal skills,”
all of which were shown to exhibit acceptable
reliability (Nunally, 1978, pp. 97-146).
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Statement

Factor Loading

Cronbach’s Alpha

Technical Skills

Computer software and application, knowledge, technology 0.771 0.94
Data analysis, negotiation 0.817

Marketing, Finance, Accounting 0.793

Administrative 0.604

Writing 0.759

Foreign languages 0.611

Safety/ Crisis management 0.766

Administrative Skills

Digital marketing 0.687 0.95
Marketing Communications 0.683

Revenue Management 0.654

Business trends 0.775

Branding and Marketing 0.881
Conceptual/Creative

Problem Solving 0.817 0.958
Critical thinking 0.577

Flexibility 0.562

Communications 0.752

Work as a team 0.685

Able to plan, coordinate, and Organization 0.669

Leadership

Creativity 0.716 0.65
Emotional intelligence 0.726

Leadership 0.661

Attention to detail 0.700

Self-confidence 0.726

Positive mindsets 0.742

Self-care/wellness 0.730

Interpersonal

Time management 0.681 0.928
Assumption of responsibility and decision making 0.780

How to handle with Thai people 0.560
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Statement Factor Loading Cronbach’s Alpha
Social Relationship 0.488
Career Adaptability
Perform task efficiently 0.875 0.954
Take care of the tasks and do them well 0.913
Work up to my ability 0.898
Overcome obstacles 0.873
Perceived Employability
Easily notice job opportunities in my chosen field 0.801 0.892
Is easier for me to find a new job if | leave the company 0.905
Find another job once | start searching 0.877

Measurement and structural model testing
Through the application of the student
competency dimensions identified for the
hospitality and tourism sector, a conceptual
model could be created, encompassing com-
petency, career adaptability, and perceived
employability. CFA testing was performed for
the validity verification of the measurement
model, and the 29-item five-dimensional
structure was duly verified. A majority of the
dimensions exhibit composite reliability coef-
ficients (CR) exceeding 0.7, confirming that the
reliability is suitable for each of the constructs
(Nunnally, 1978, pp. 97-146). In addition, the
standardized factor loading in every case was
greater than 0.5, which was the minimum
threshold (Ford, et al., 1986, pp. 291-314). The
Table 2 CFA results for Student Competency

indices for goodness-of-fit, such as chi-squared
(X’) = 735.379, df = 341, Relative Chi-Square (x*/
df) = 2.157,NFI = 0.913, TLI = 0.942, CFl = 0.951,
RMSEA = 0.074, and RMR = 0.047, confirmed
the theoretical suitability of the measure-
ment model. The statistically significant factor
loading for each item at p < 0.05 confirmed
the convergent validity of the model based
on t-values exceeding 1.96 and AVE (average
variance extracted) values exceeding 0.5 for
all constructs (Anderson and Gerbing, 1988,
p. 411; Fornell and Larcker, 1981, pp. 39-50)
(Table 2). Validity was confirmed as the AVE for
each of the dimensions exceeded 0.5 and also
exceeded the squared correlation coefficients

under the representative constructs (Table 3).

Statement Factor Loading AVE CR
Technical Skills (TS)
Computer software and application, knowledge, technology 0.831 0.694  0.941
Data analysis, negotiation 0.845
Marketing, Finance, Accounting 0.855
Administrative 0.773
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Statement Factor Loading AVE CR
Writing 0.872
Foreign languages 0.830
Safety/ Crisis management 0.846
Administrative Skills (AS)
Digital marketing 0.922 0.794 0.951
Marketing Communications 0.925
Revenue Management 0.928
Business trends 0.891
Branding and Marketing 0.811
Conceptual/Creative (CC)
Problem Solving 0.881 0.799 0.960
Critical thinking 0.922
Flexibility 0.893
Communications 0.900
Work as a team 0.921
Able to plan, coordinate, and Organization 0.855
Leadership (LS)
Creativity 0.891 0.802 0.966
Emotional intelligence 0.912
Leadership 0.925
Attention to detail 0.811
Self-confidence 0.935
Positive mindsets 0.944
Self-care/wellness 0.868
Interpersonal (IP)
Time management 0.800 0.732 0.85
Assumption of responsibility and decision making 0.860
How to handle with Thai people 0.927
Social Relationship 0.860
Career Adaptability (CA)
Perform task efficiently 0.900 0.842 0.955
Take care of the tasks and do them well 0.950
Work up to my ability 0.914
Overcome obstacles 0.915
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Statement Factor Loading AVE CR
Perceived Employability (PE)
Easily notice job opportunities in my chosen field 0.780 0.743 0.896
Is easier for me to find a new job if | leave the company 0.902
Find another job once | start searching 0.910
Table 3 Correlations and Descriptive Statistics
Mean SD AVE CR MT BM CC LS IR CA PE
TS 5872 0.888 0.694 0941  0.833
AS 5.967 0.936 0.794 0.951 0.643 0.891
cc 6.154 0913  0.799 0960 0491 0.640 0.893
LS 6.118 0.951 0.802 0.966 0.470 0.577 0.635 0.895
IP 6.134 0.881 0.732 0.850 0.405 0.543 0.591 0.630 0.855
CA 6.273 0875 0.842 0955 0330 0312 0400 0381 0462 0914
PE 5.576 1.071 0.743 0.896 0.321 0.303 0.259 0.298 0.300 0.358 0.861

CR = Composite reliability; AVE = Average variance extracted; MT = Management-Technology; BM = Brand — Marketing;

CC = Creative -Communication; LS = Leadership; IR = Interpersonal Relationship; CA = Career Adaptability; PE = Per-

ceived Employability

SEM (Structure Equation Modeling) was
carried out in order to identify the competen-
cies which affected career adaptability, and
also to assess the extent to employability was
in line with the hypothesis direction. The good-
ness-of-fit measures presented Chi-Square (x°)
= 929.135, df = 502, Relative Chi-Square (x*/
df) = 1.851, p < 0.00, NFI = 0.907, TLI = 0.946,
CFl = 0.954, RMSEA = 0.064, and RMR = 0.760,
showed that among the five competencies in
the structural model, Interpersonal skills (t =
3.549, B = 0.733, p < 0.001), Conceptual/Cre-
ative (t = 2.560, B = 0.501, p < 0.001), and tech-
nical skills (t = 1.284, B = 0.366, p = < 0.001)
had a positive effect upon career adaptability
whereas Brand/Marketing (t = -1.203, B = -0.385,
p > 0.1) and Leadership (t = -1.977, B = -0.471,
p > 0.1) were shown not to be significant.

Thus, hypothesis H1, students’ perception of
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career competency to career adaptability was
partially supported. Finally, career adaptability
(t=9.680, B = 0.642, p = < 0.01) was shown to
be a strong predictor of the perceived employ-
ability of students, indicating that hypothesis
H2 was supported. On one hand, hospitality
and tourism management competency could
account for 55% of the career adaptability
variance, and in turn career adaptability could
account for 41% of the variance in perceived

employability.
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Figure 2 Result of the structural model

Table 3 The thresholds used for model validity (Kline, 2005; Hair, et al, 2006)

Fit indices Acceptable level Measurement model
X 929.135

df 502
CMIN (x/df) <5 1.851
RMSEA < 0.08 0.064
CFI > 0.90 0.954
TLI > 0.90 0.946
NFI > 0.90 0.907
RMR > 0.08 0.760

Table 4 Results of research hypotheses testing

CA PE Result of Research

Variable TE DE IE TE DE IE Hypotheses

CA - - - 0.642%* 0.642%* - Supported

TS 0.366** 0.366** - 0.235** - 0.235** Supported

AS -0.385 -0.385 - -0.247 - -0.247 Not Supported

CcC 0.501** 0.501** - 0.321** - 0.321** Supported

LS -0.471 -0.471 - -0.302 - -0.302 Not Supported

IP 0.733%* 0.733** - 0.470** - 0.470** Supported
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Discussion
Theoretical Considerations

This study sought to examine which
student competencies are directly linked to
hospitality and tourism career adaptability and
whether such adaptability contributed to en-
hanced perceived employability. An increasing
number of studies have been carried out to ad-
dress the question of how students respond to
the challenges they face following graduation
in a less certain post-pandemic environment.

Earlier works have taken a conven-
tional approach to evaluate hospitality and
tourism curricula (Sigala and Baum, 2003, pp.
367-376; Sisson and Adams, 2013, pp. 131-
145; Wang and Tsai, 2014, pp. 125-135; Kim
and Jeong, 2018, pp. 119-122), with a major-
ity focusing on content, and then analyzing
feedback drawn from various stakeholders
via different methods. Such studies have
not, however, considered the major changes
resulting from the pandemic. Following the
earlier outbreak of SARS, Law (2006, pp. 53-
59) argued that the core curriculum followed
by many hospitality programs should be
reviewed and reconsidered (Xu, et al., 2022,
pp. 278-290). Similar suggestions would apply
in the situation after COVID-19 (Ye and Law,
2021, pp. 428-436). Since there are always
external factors affecting the hospitality envi-
ronment, it is necessary to constantly review
and update curricula in response. Accordingly,
the student perspectives of necessary career
competencies will be important in shaping
curricula following the pandemic. This research
revealed that interpersonal skills had a stron-

ger relationship with career adaptability than
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other underlying factors, possibly due to the
fact that interpersonal skills encompass the
crucial elements of decision-making, managing
customers, and basic social skills, all of which
are crucial in the hospitality sector where cus-
tomer relations forms the foundation for the
industry (Sisson and Adams, 2013, pp. 131-145).
The findings also make it abundantly clear that
graduates of hospitality and tourism programs
must be aware that interpersonal skills should
be applied with both guests and colleagues.
This finding concurred with the results of Tas,
et al. (1996, pp. 90-96) whose work studied a
Korean hospitality training institution. Interper-
sonal abilities and relationships with staff are
therefore considered vital for career success,
while conceptual and creativity skills could
be considered the second most important
from the student perspective, in line with the
findings of Kay and Russette (2000, pp. 52-63)
whom reported that it is important to use
creativity to adapt to changes and to build a
working knowledge of the product or service
on offer. It is therefore necessary to work as
a team in problem solving to ensure that cus-
tomers receive service of the highest standard.
In the case of entry-level staff, it was argued by
Tesone and Ricci (2006, pp. 65-80) that team-
work was critical, along with communication
skills and strong listening and writing abilities.
Xu, et al, (2022, pp. 278-290) also reported
teamwork and critical thinking as vital skills to
be covered in tourism education. For techni-
cal skills, it has been claimed that technology
must be a major part of the curriculum, and
that internships must cover industry-specific

software applications to be effective in pre-



paring students for their careers (Mandabach,
VanLeeuwen and Bloomquist, 2001, pp. 49-56).
In the post-pandemic era, Xu, et al. (2022, pp.
278-290) argued that Al, VR, and Big Data will
be increasingly important and widely utilized
in the tourism sector and must therefore be a
part of students’ education in hospitality.
There is no significant effect upon
career adaptability from administrative skills,
even though it is understood that the tourism
sector is one of the key growth areas within
the g¢lobal economy. As a result, there are
increasing numbers of hospitality education
courses which seek to provide sufficient grad-
uates to meet the demand of this industry
for a qualified labor pool. Entrepreneurship
was studied by Daniel, Costa and Costa (2017,
pp. 65-72), who found that a majority of
students believe that management skills, with
administration and marketing are vital for most
students. Educators should therefore focus
on entrepreneurship through the develop-
ment of non-cognitive entrepreneurial skills to
enhance student awareness. However, leader-
ship skills were not shown to improve stu-
dents’ perspectives in terms of competency.
Earlier work, however, has found leadership
skills to be valuable in boosting the social and
professional lives of graduates (Amirianzadeh,
etal,, 2010, pp. 168-172). Accordingly, students
should seek to engage with various student
organizations or activity clubs in order to gain
leadership experience. These activities allow
students to develop a wide range of skills, in-
cluding leadership. Such opportunities should
be provided by educators in tourism because

they support students in laying the founda-
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tions for later career success (Kim and Jeong,
2018, pp. 119-122).

This research also examined how
career adaptability affects the links between
competency and employability, finding that
those students whose skill levels were high
would consider themselves readily employ-
able within the tourism sector, especially as
their career adaptability develops. Confidence
by be increased through career adaptability,
along with an element of control over the
individual’s working circumstances (Rudolph,
et al,, 2017, pp. 17-34). Confident students are
more likely to remain with their employer as
a means to further develop their careers, with
advances often dependent on additional skills
including interpersonal skills, conceptual/cre-
ativity, and technological abilities. All of these
factors will enhance both career adaptability
and perceived employability.

Managerial Considerations

From a practical viewpoint, this study
notes that student skills can only be enhanced
through advances in hospitality and tourism
curriculum design. First of all, the required
competencies must be determined in a rapidly
changing business environment, and then the
curriculum must ensure that new graduates
are equipped with those requisite skills. Nota-
bly, interpersonal competencies are crucial for
strengthening social relationships. For instance,
through student affairs, it is possible to engage
in volunteer activities, or to serve as student
staff at events on campus which provides
useful experience thus boosting motivation,
knowledge, and career potential. Accordingly,

students take the skills from student activities
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and develop them in the form of career adapt-
ability.

Conceptual/Creativity skills are also
vital in boosting the competency of students.
It has been shown that classroom learning can
support cognitive processes involving prior
knowledge, but it is also possible for educators
to make use of workshops or training to boost
professional skills which will help students
in problem solving and develop their critical
thinking abilities. Teamwork is also vital for new
graduates due to ongoing cultural changes.
The areas identified as most significant in career
development were therefore communication
abilities and the capacity to adapt to chang-
ing circumstances. This concurs with Spowart
(2011, pp. 169-181) who argued that soft skills
are vital for the workplace, and therefore these
should be a key part of the tourism curriculum.

In the case of technical skills for hos-
pitality and tourism, one problem is that the
skills can be rather specific to certain aspects
of the industry, such as the need to use spe-
cific software at work, such as hotel property
management systems. Educational institutions
might need to provide the required software
for students to use prior to starting their in-
ternships. Accordingly, students practice the
skills they need in order to increase their career
adaptability (Spowart, 2011, pp. 169-181) and
employability, leading to eventual career suc-
cess (Tavitiyaman, Tsui and Ng, 2023, pp. 1-12).

While admistrative skills were not list-
ed as an influence upon students, they are im-
portant at a moderate level for career success
in the hospitality sector (Min, et al., 2016, pp.
10-20). Following the COVID-19 pandemic, it is
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likely that there will be increasing demand for
marketing skills among tourism graduates due
to the need to counter restrictions imposed
by the pandemic, so this will be necessary in
the job market. Furthermore, leadership skills
have no significant influence upon students,
although earlier studies have confirmed that
leadership abilities are beneficial for indi-
viduals in terms of their personal and social
lives (Amirianzadeh, et al., 2010, pp. 168-172).
Educators can deliver leadership experiences
for students by allowing them to become
engaged in activities or events which require
management. Leadership camps can also be
organized by educational institutions to boost
the leadership abilities of graduates.

In conclusion, interpersonal skills are
crucial, because hospitality is both labor-inten-
sive and focuses on the customer, so students
must be equipped to deal with customers
effectively, with good decision-making skills as
well as creativity and commmunication skills. In
addition, critical thinking must be developed
along with organization, management, and the
ability to utilize technology. Familiarity with
different types of software and applications is
important, as is the ability to use foreign lan-
guages to support career adaptability (Zhang,
et al,, 2019, pp. 545-559). Students may also
learn through their work and from their own
errors (Alkhemeiri, et al.,, 2021, pp. 285-300).
In addition, subject matter covered in class or
through work experience under the guidance
of expert practitioners or lecturers can be valu-
able in enhancing career adaptability. Training
or counseling offered by educational institu-

tions would also be valuable for students in



assisting them when choosing a career and
making progress in their chosen field (Tavitiya-
man, Tsui and Ng, 2023, pp. 1-12). This study
found that hospitality and tourism courses
should have carefully considered curricula
which are revised regularly to meet the needs
of students, thus ensuring that they are well
equipped to embark upon their careers with

the necessary skills and knowledge.

Limitations and Suggestions for Future
Work

The limitations in this work include the
fact that the data were gathered within several
universities where the curricula on offer might

not have been the same when considering
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the subjects taught, and this might there-
fore adversely affect the responses made by
students according to their own situations.
Future studies might therefore establish criteria
for respondents to avoid this issue. Further-
more, the respondents were senior students
in hospitality and tourism programs, whose
practical experience was limited to short in-
ternships, amounting to just two months, and
with no actual work experience in the sector.
For this reason, students may lack awareness
of exactly which skills the industry requires.
Future work might consider examining the
issue of skills requirements from the students’
point of view by comparing responses before

and after completing internships.
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