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attributed ro,pm Nath & Raheja (2001, . 3

specific ways - nation of observable an
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applied ization”. Tas
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viewed competencies as the activitie

i believed as important to perform
mm%":t a given job. This statement Was
by Brophy & Kiely (2002) to incorporate
attitudes as a competency. Referring to the defini-
tion given by educators and the industry practi-
tioners, the competency or knowledge, skills, and
abilities required by the workforce is the “neefi to
know" (Millar et al., 2010). Parry (1998) described
competencies as “a cluster of related knowledge,
attitudes, and skills that affects a major part of
one's job” (p. 60). According to gssle; (20031),
job competencies are measurable and observable
{:ﬁm that help organization to identify skills
required by workforces to perform effectively in a

and maj
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competencies into five distiney;
(1) conceptual/creative dol;a‘ilrcl OMajyg
domain, (3) interpersonal dopy;» (2 leage )
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3 METHODOLOGY

An exploratory qualitative Tesearch

used to assess managerial cop, ete? ique
by leading hotel groups in 1y doncnqes feqﬁ
objective of this study is to omasxa. e g
rial competencies needed by sta; ho¥ 1lhle %
sia for management level, entry»ang 310 Inggy
managers. m'ddle-lw

3.1 Data collection

Managerial competencies requj ;
were collected from the interr?et [rﬁ?olflog‘i] ‘tl}llls study
path in the hotel chains’ website, This ae
was employed because the Internet no“,aga
been a popular approach for companies to “raor
potential employees, with competition for qualify
talent being online™ (BorstorfY et al., 2005 %)

This study collected data from the Wel’)ﬁtu‘of
the top 10 leading hotel groups in Indonesiaascg
by Sudrajat (2012) from HVS Global Hospitaiy
Services. It encompassed six international anq
four domestic hotel chains based on the size of
the room inventory (see Table 1). The author
collected all of the information from the 10 ot
group website about the job position requiremens
for entry-level as well as middle-level management
under three-star, four-star, and five-star hotels Al
the data was collected and sorted from each hotdl
chains’ website for all the vacancies posted as pt
November 2, 2015.

3.2 Sample and data analysis

Among the 10 leading hotel groups in Indones
only five hotel groups provided job vacancies :
specific requirements for each position, ;
Accor, Starwood, Hyatt, IHG, and *
Aston International and Sahid hotel net¥?
not provide job vacancies required B
website. Aston International’s job P‘”‘: |
accessed through Facebook or G"‘?gla’
seckers for Sahid hotel must send their 8P

i to the Human Resources o
Santika Indonesia Hotels, SWis$ only
Tauzia Hotel Management groups iof
very general requirements for all posi in
@ minimum of two years experien®®
position, proficiency in English %0
written, dynamic, self-motivated:
SPirit, and strong leadership qualities

ble 1 Leading hotel groups in Indonesia as of 30
Table -

June 2012-
Number
ik Hotel groups Chain of rooms
Accor International 10,837
! Aston International  International 6,087
2 Santika Indonesia Domestic 5,653
3 Hotels & Resorts
4 Swiss Bel-hotel International 4,196
starwood International 2,702
2 Tauzia Hotel Domestic 2,319
Management
> Sahid Hotel Domestic 2,042
Network
8 HG International 1,995
9 Hyatt International 1,971
10 Aryaduta Hotel Domestic 1,725
Group

Source: HVS Global Hospitality Services (2012)

A total of 16 hotels (nine hotels of five-star
hotel, five hotels of four-star hotels, and two hotels
of three-star hotels) has been selected and sorted
across five hotel chain websites. Because of limited
number of hotels and position offered by three-
star hotels, the authors decided to merge the job
vacancy offered by three—and four-star hotels
together for further analysis. A total of 108 posi-
tions offered were collected and extracted among
two hotel classifications (three-/four-star, and
five-star hotels), two managerial levels (entry-level
management and middle-level management), and
four functional areas (food and beverage, room
division, sales, and others).

Content analysis was employed in this study.
Research using content analysis analyzes texts by
caleulating a specific theme (Lu & Zhu, 2006) and
chuses on language as communication with the
highlight on content and contextual meaning of
the text (Tesch, 1990). Once the competencies had
been collected and summarized, the competencies
discovered in each position and type of hotel within
the main functional area in hotel, such as food and
§ room division, and sales/marketing were
Incorporated into several categories. The catego-
ries of ‘managerial competency were adopted from

th,

§$ competencies domain model (1993).

Table 2. The

number of job vacancies posted in the
hotel websites. : %

S-star hotel 4-& 3-star hotel

Entry-  Middle- Entry- Middle-

level level level level
F&B 4 19 2 6
Room Division 1 9 9 5
Sales/marketing 2 20 10 ¢
Others ~ 10 - 6
Total 7z 56 21 24

hotels for entry and middle-level management, 45
positions from four and three-star hotels. Middle-
level manager position in five-star hotels domi-
nated the jobs posted with 56 job vacancies offered,
and in four and three-star hotels were 21 and 24
positions for entry-level and middle-level manager
respectively. The number of job vacancies posted
by the hotel website can be seen in Table 2.

4.1 Food and beverage

Among five competencies domains, hotels of all-
star-ratings shared the same finding in which the
leadership domain was the most dominant compe-
tency required for the managerial level in the food
and beverage area, followed by the interpersonal
domain. The administrative domain seems to be
the least required by this department. However,
in middle-level management in five-star hotels,
technical competencies were viewed as important
as interpersonal skills. This showed that technical
skills were still heavily required in a food and bev-
erage area, particularly for basic computer skills,
such as Microsoft office and other major hotel
computer programs, such as Delphi and Opera.
In the leadership domain, excellent management
skills were required, followed by strong leadership
skills. While, in interpersonal domain, food and
beverage managers need to possess good com-
munication skills to be able to facilitate commu-
nication process to their customers, subordinates
as well as top manager. All managerial level from
all hotels had the same requirement in techni-
cal domain which was the ability to possess basic
coxﬂa:ter skills, such as excel, powerpoint, and
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; leadership was
level managers in five-Star l:g“g:'h“ domains as
highly re o ere required to have pas-
these senior managers | ess towards their

sour mmag'e;:n leadership skills. Leadeg
i i competencies were require
e mdﬁ;l:tf:?mowls Technical domain par-
ticularly proficient use of Microsoft words (e:goel,
int, and words) and Opera were high-
lighted for room division areas. Overall, it can be
said that leadership and interpersonal competency
are more dominant needed by junior and senior
‘managers in room division department.

4.3 Salesmarketing
In sales/marketing department, leadership and
interpersonal domain were also noted as the two
most required competencies among all the clas-
sified hotels. Interpersonal skills were required
mostly because in sales/marketing department,
both entry-level and middle-level managers are
expected to meet and attract customers to the
houkmdthaymmthmanabﬂity to communi-
cate well. The employers also required middle-level
managers to have strong interpersonal skills with
both internal and exterpa) stakeholders, While,
competency was expected to be pos-
Mh’mwmmmmterpersonal
competency with P
dominant role-mode] such
Bighly driven and self.motivgteq, g . SUCh 25
professional i appearage g o, A< INitatives,
tion to detajls, manner, and atten-

manager. Leadership com, "
valued by the managemcmpg}e?,l“ics Were "
well as four-star hotels when mcc-s.,?r h%my
level managers, such as hote m;‘“""g nu'h"
manager and human resoyrc, annager' dd,
by interpersonal competencieg for Fager_ fou%
and conceptual domain for four-g, eStay ho
this department covers more e h%ktq,
(human resource managers, hote] SpecifiCa
so on), the conceptual domain bece anagem ey
particularly for middle-leve] manag;nes °"5€nﬁ{
ceptual competencies are Very impopy
agers are expected to possess the abilam 2 gy,
with dynamic market changeg and“y to
environmental demand (Suh e¢ al., 2012;1111'0%

5 DISCUSSION AND CONCLUSIQN

The sigpiﬁcant grow.th of the hote] indugtry «
Indonesia has led to increased demang fortfhp
fied and competent managers, This l‘elim?m
research has investigated the managerial cop,
cies that are required by three hote] classificaj
(three-, four-, and five-star hotels) and t%le::i
of management (entry—and middle-leve]), The
findings may provide useful insights about cop.
petencies needed by the hotel industry for certy
managerial positions as prior studies haye not done
yet in Indonesia. In this study, knowledge, skill,
and attitudes/abilities required for employees wer
incorporated into Sandwith’s domain model to
identify what competencies need to be performed
in certain departments and/or positions.

From the findings, it can be concluded that lea
dership and interpersonal were the most dominan!
competencies at both management levels (junior
and senior level managers) within all departments
(food and beverage, room division, sales, and off:
ers). This supports Kay & Russette’s study (ZOQ
that identified “interpersonal and leadership 0m
petencies are essential for ma.nalg"'f“‘l 0
(p. 53). It means that the hotel industry seems:
expect their managers to have strong lo e
skills to manage their subordinates anmm :
role-model for particular attitudes or o
as outgoing personality, passionatc e
honest, energetic/dynamic, and have com!
Interpersonal skills, particularly s“gn ﬁbo dir
cation skills to deal with guests an 516 ;
were also considered to be crucial aied ‘
hospitality industry is people o
sive (Millar et al., 2010). Compatedds &
and marketing department d ith inte
skills, especially when dealing With .
external stakeholders. This is unsurP
the responsibilities of sales of ™
are to sell their products and ser

nich ability to facilitate communication process
w

% important.
is ‘_’Fl?e' 'mznagers of five-star hotels were most

1ely to recruit managers with strong leadership
likely ctencies rather than interpersonal competen-
cme articularly for middle-level manager. This is
cies, P! rising because five-star hotels have more
uns‘lillrlgts and services to offer with a wider range
t‘;°m oms and facilities to manage, therefore requir-
o managers with an excellent leadership compe-
ing In the case of four-star and three-star hotels,
:;lé?gquirements for leadership competencies were
roughly equal to interpersonal competencies. In
smaller properties with fewer peop_le., it is deemed
crucial that managers he}ve more ability to commu-
nicate and manage ef}'icnently.

The results of this study also concluded that
food and beverage as well as other'departments,
such as human resources need.candndates to pos-
sess relatively stronger leadership rather than inter-
personal skills. In the case of the rooms division
and sales/marketing departments, interpersonal
competencies were more expected than leadership
competencies.

6 LIMITATION AND FUTURE RESEARCH

All of the data collected for this study were
extracted from hotel websites with a view to pro-
viding information that relates to competencies
required by hotel management. This might create
bias in the sense that what is stated on websites
may differ from what is truly required. Also, not
all hotels posted comprehensive competencies on
their respective websites. Efforts need to be made
by the authors to triangulate the data collection
and analysis from the perspectives of other stake-
holders such as hotel professionals, educators, and
students or alumni in order to reliably formulate
what managerial competencies actually required
by each management level and department.

Future studies need to be more in-depth and
focused on investigating managerial competencies
from the perspective of hotel practitioners, educa-
tors, and students in order to determine the gaps
that might occurred among those stakeholders.
Bduqmm? must continually identify and explore

essential competencies required to fill the grow-

ing demands of the hospitality indus (Sisson &
Adams, 2013), There isl;.l 2 o
, ”Mmﬁo(;l;i between hotel education institutions

pressing need for better

tality industry in order to

managers in the hotel field. As was stated by
Martin (1998) “a successful future for hospitality
students means a successful future for the hospital-
ity industry” (p. 25).
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