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Abstract: This study examines hospitality undergraduates’ self-perceived employability
skills (USEM) before and after internships, using assessments from 90 student pairs.
Employing descriptive statistics and paired sample t-tests, the findings reveal that students
perceive higher skill expectations than actual skill possession. The results indicate that
undergraduate hospitality programs may not fully equip students with industry-required
competencies, despite their awareness of these expectations. However, off-campus
internships provide hands-on learning experiences that enhance employment prospects and
help students recognize gaps in their skills. To bridge these gaps, curriculum developers
should integrate both generic and technical skills into course designs. Colleges must
implement university-designed programs strategically, ensuring that students acquire the
necessary competencies. Additionally, academicians should emphasize the importance of
USEM model skills and provide opportunities for students to develop them during their
studies. Strengthening the connection between academic learning and practical experience
will better align hospitality education with industry demands, ultimately improving
graduate employability.
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I. INTRODUCTION

The employability of college graduates has become a critical concern for higher education
institutions, companies, government agencies, and economic development bodies (Robst,
2007; Bridgstock, 2009; Aziz & Pangil, 2017). Education plays a key role in equipping
individuals with skills that meet market demands (Chhinzer & Russo, 2018). According to
Yorke (2004), employability comprises accomplishment skills, understandings, and personal
characteristics—that enhance job prospects and career success. These include foundational
skills needed to obtain, retain, and perform well in a job (Shafie & Nayan, 2010), covering
areas such as communication, teamwork, problem-solving, and resource management (Fraser
etal., 2019).
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Research on education and employment often explores human capital theories (Schultz,
1961; Becker, 1975) or screening models (Arrow, 1973; Stiglitz, 1975), mainly focusing
on graduates’ initial employment. However, attention to the transition from education
to the workplace grew in the 1990s, with studies using graduate employment success as
an indicator of education quality (Schomburg & Teichler, 2006). Universities now align
curricula with employment market demands to enhance graduate competencies and career
readiness (Teichler, 2009).

Employers seek candidates with both academic skills—reading, writing, science, and math—
and higher-order thinking abilities, including reasoning, creativity, and decision-making
(Shafie & Nayan, 2010). Twenty-first-century workforce expectations emphasize problem-
solving, decision-making, organization, time management, and communication (Hansen,
2010). Despite academic institutions excelling in imparting theoretical and technical
knowledge, limited attention has been given to employability skill development, leaving
graduates unprepared for job retention and career growth (Cranmer, 2006). Therefore,
addressing employability skills is essential for both education and the workforce (Small et
al., 2018).

Statement of the problem. There is ongoing debate about the effectiveness of hospitality
education in preparing graduates for employment. Employers highlight a lack of industry-
ready skills, noting a disconnect between academic learning and practical application
(Jenkins, 1999; Stanton, 2006; Anderson, 2007; Brownlie et al., 2008; Belli, 2010; Lilien,
2011). Many institutions claim to prepare students for careers, yet employers find graduates
lacking motivation, critical thinking, problem-solving, and interpersonal skills (Waryszak,
1999; Ogbeide, 2006; Rasul et al., 2010).

While 70% of institutions believe they adequately prepare students, employers estimate only
40% of graduates meet job requirements (Barton et al., 2013). Studies reveal gaps between
academic curricula and industry expectations, indicating the need for skill-oriented training
(Jenkins, 1999; Ogbeide, 2006; Kim, 2008). Wright and O’Neill (2002) argued that students
and industry practitioners are the best evaluators of educational effectiveness. Graduates often
struggle in real-world work settings due to insufficient employability skills (Crawford et al.,
2000). Krishna (2017) explored employability skill differences before and after employment,
highlighting gaps in preparedness. This study aims to assess senior Nepalese hospitality
students’ employability skills and identify gaps before and after internships.

II. LITERATURE REVIEW

Theoretical review. Employability models give a framework for students to achieve their
full potential and become successful ‘value-added’ graduates. Many hypotheses have been
proposed to explain the concept of university graduates’ employability and the elements that
influenceit. The study by Hillage and Pollard (1998) in this field is considered groundbreaking
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since it synthesized all previous and extant theories concerning employability for the first
time. The study was helpful in synthesizing thoughts about employability, but it did not
explain the underlying components or their relationships, instead focusing on four primary
elements: assets, deployment, presentation, and situations.

According to Sumanasiri et al. (2015), there is a clear link between university graduates’
employability and their university degree learning activities. As a result, the findings of academic
learning outcomes in terms of employability of hospitality management courses in the Nepalese
education system will be examined in this study. The study used the USEM Model for that
analysis, which is widely regarded as a major advancement in employability research because it
was the first time that employability was conceptualized in relation to other constructs.

By representing this in the USEM model of employability, one of the most well-known and
respected in the field of employability, Knight and Yorke (2004) suggested that there is a
close relationship between employability and good learning and stressed that employability
is the result of a blend of achievements in four broad areas. The methodology demonstrated
how to teach employability in a pedagogical way including Understanding (subject
knowledge and how organizations work), Skills (related to the job, academics, and life),
Efficacy beliefs (reflects the learners’ notion of self, self-belief, and the possibility for self-
improvement and development), and Metacognition (complements efficacy, embraces self-
awareness, learning how to learn).

Empirical review. Higher education institutions are evaluated on their ability to prepare
graduates for current and future job markets (Danvers & Keeling, 1995). As higher
education expands, concerns about graduate readiness persist. Institutions aim to blend
academic knowledge with professional, research, and soft skills training (Cox & King,
2006). Employability skills, including problem-solving, communication, and teamwork,
are crucial across all professions (Overtoom, 2000; Riordan & Rosas, 2003; Williams et al.,
2016). Employers emphasize soft skills over technical competencies when hiring graduates
(Robinson, 2006; Clarke, 2007; Kazilan et al., 2009).

Despite efforts to align education with industry needs, discrepancies remain. Hospitality
graduates often lack the skills required for dynamic work environments (Neelankavil,
1994; Yucelt, 1998). Employers criticize hospitality programs for being too theoretical,
lacking industry engagement, and failing to develop soft skills (Glass et al., 2008). The
growing demand for well-rounded graduates underscores the need for institutions to focus
on employability training beyond technical education (Husman, 2005; Rasul et al., 2010).
Studies highlight technical, personal, and interpersonal skills as key predictors of graduate
employability (Sehgal & Nasim, 2017, 2018).

Graduates with both soft skills and technical expertise are more desirable to employers
(Williams et al., 2016; Chhinzer & Russo, 2018; Fraser et al., 2019). Employers value
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communication and teamwork skills more than technical qualifications, emphasizing the
importance of well-rounded training. Dearing (1997) linked employability to life skills,
recommending that higher education focus on core competencies for long-term career
success. Institutional integration of enterprise education and personal development
fosters employability (Rae, 2007). However, industry expectations often differ from what
universities provide, highlighting a persistent skills gap (Archer & Davison, 2008).

Employability skills are roughly defined as the core intellectual, personal, and teamwork
abilities that businesses expect from prospective graduates or workers and that the
educational system is required to cultivate. Employability skills encompass not just the
qualities that employers seek in potential employees, but also the basic qualifications that
an individual must meet in order to be considered for employment. Employers, regardless
of firm size, find soft talents (e.g. communication skills and teamwork) more employable
than hard skills (e.g. a high degree, IT abilities) and search for these qualities the most in
graduates. Employers also value higher-order thinking skills such as learning, reasoning,
creative thinking, decision-making, and problem-solving. These abilities are essential to
do a task effectively and contribute to an organization’s growth. In this regard, the study
utilizes the USEM model of employability in understanding the employability status of
senior Nepalese hospitality students and determine the existence of expectation gap in the
employability skill: pre and post internship.

Research framework. The theoretical framework consisted of four inter-related modules
of employability: understanding (subject knowledge and how organizations work), Skills
(related to the job, academics, and life), Efficacy beliefs (reflect the learners’ notion of
self, their self-belief and the possibility for self-improvement and development), and
Metacognition (complements efficacy, embraces self-awareness, learning how to learn).
The theory believes understanding, skills and metacognition are the results of efficacy
belief and vice versa, which can be acquired from learning. Thus, the study conceptualizes
the following conceptual framework as exhibited in Figure 1.

Figure 1
Research framework of the study
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Employability models provide a framework for students to attain their full potential by
instilling skills in the four dimensions of the USEM model and assisting students in
becoming successful value-added graduates. The capacity and confidence of hospitality
senior students to apply their knowledge and abilities in a variety of contexts, as well as to
continue to build their specialized knowledge and skills, is known as employability skill.
The operationalization of the variables under investigation is as follows:

The understanding dimension of employability skill has been operationalized as the subject
related to general understanding (field of knowledge or specific discipline) and the technical
knowledge related to the area of specialization i.e., food and beverage, and rooms division.
The skills dimension of employability skill has been operationalized as the required key
skills and soft skills such as communication skill, problem solving skill and interpersonal
skill. Efficacy beliefs dimension of employability skill measures the self-awareness
skills regarding the student’s learning, awareness about the career insights and ability of
formulating career plans and ability of possessing reflective behavior on, in and for action.
Metacognition dimension of employability skill related to hotel jobs related planning and
organization, ethics, leadership (persuasion and influence), initiative and entrepreneurship
skill and the creativity and innovation.

III. RESEARCH METHODOLOGY

Introduction to the study organization. The study focused on senior hospitality
management undergraduates pursuing a Bachelor of Hotel Management (BHM) in various
national and international affiliated colleges in Nepal. However, due to the challenges posed
by the COVID-19 pandemic, Nepal Academy of Tourism and Hospitality Management
(NATHM) in Kathmandu was selected as the study organization. NATHM was chosen
because it is the only government-run college in Nepal offering BHM programs with the
largest intake, enrolling 240 students annually.

Research philosophy and design. The study follows a deductive reasoning approach and
employs quantitative techniques to validate theoretical foundations and reassess knowledge
related to the employability skills of senior hospitality management undergraduates in
Nepal. A descriptive and before-after study design was adopted. The descriptive research
design examines the status of USEM employability skills among senior hospitality students
in two scenarios: pre- and post-internship. Meanwhile, the before-after study design
identifies any gaps in students’ perceptions regarding their employability skills before and
after completing their internship.

Sources of data. Primary data were collected using a structured questionnaire based on
the USEM model developed by Knight and York (2002), with slight modifications to
incorporate elements relevant to hospitality courses. Since the study employed a before-
and-after research design, data were collected twice: first, before students joined the
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internship program and again after they had commenced their internship, to assess any
changes in their perceptions of employability skills.

Sample design. Hospitality colleges in Nepal, both national and international, are affiliated
with various universities and conduct internship programs in either the fall or spring semester.
The study population comprised all senior hospitality students pursuing a Bachelor of Hotel
or Hospitality Management in Nepal who were about to start their internship. However, due
to the COVID-19 pandemic, the study focused on NATHM, which has the largest intake,
enrolling 240 students annually. The target population consisted of students preparing for
their 2021 internship. A convenience sampling technique was used to select a sample of 90
pairs. This sample size aligns with the recommendations by Faul et al. (2007) to determine
an effect size of 0.3 and achieve 80% power to establish that the mean of paired differences
is significantly different from zero at a 5% significance level (p<0.05).

Methods of data collection. A structured questionnaire was used to collect data in two
phases using a non-disguised approach. For the first stage, in February 2021, the study
engaged with students at NATHM before their internship and requested 127 students to
complete the questionnaire, providing their name, email address, and mobile number for
follow-up purposes. For the second stage, within a month of starting their internship,
the study followed up with the same 127 students in April 2021, per their prior consent.
The questionnaire, created using Microsoft Forms, was emailed to them, and follow-up
reminders were sent. Out of the 127 initial respondents, 103 were in their internship. After
multiple follow-ups, 90 responses were successfully collected. Thus, the study analyzed 90
pairs of responses from both phases, resulting in a total sample size of 180.

Tools and techniques of data analysis. Various descriptive statistical tools were used,
including bar diagrams with frequency and percentage to illustrate sample demographics,
changes in opinions and attitudes, and employability skill status among hospitality
undergraduates. The study used statistical measures such as mean, median, standard
deviation, and radar analysis. Inferential statistical techniques included the chi-square test
to assess the association between gender and specialization shifts in food and beverage or
rooms division before and after the internship. Additionally, a pre-and post-paired sample
t-test was conducted to determine whether a gap existed in employability skills among
senior hospitality students before and after their internship. A paired-samples t-test is
most appropriate when a single sample of subjects is tested multiple times under different
conditions, representing varying levels of an independent variable (Ross & Willson, 2017).
Each participant is measured on the same dependent variable under different conditions,
allowing for a comparison of performance across varying levels of the independent variable
(within-subjects design). The study met the assumptions of homogeneity of variance and
normality.
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Validity and reliability. The construct items were adapted from the previously validated
questionnaires by Knight and Yorke (2004), with slight modifications to align with the
context of hospitality management employability skills. Consequently, the research
instrument used in this study meets validity requirements. Furthermore, the study assessed
the internal consistency of the research instruments using Cronbach’s alpha. The pre-
internship Cronbach’s alpha values for the constructs of understanding, skill, efficacy, and
metacognition were found to be highly reliable, with values of 0.846, 0.740, 0.837, and
0.738 (See Appendix 1) respectively. Similarly, in the post-internship period, Cronbach’s
alpha values for understanding, skill, efficacy, and metacognition were 0.839, 0.579, 0.780,
and 0.803, respectively, demonstrating internal consistency within the research instrument,
except for the skill construct in the post-internship period.

IV. RESULTS AND DISCUSSION

Transmission of knowledge and skill from the course. One of the purposes of the
study was to determine which areas of knowledge and skills (as per USEM model) had
been developed within the hospitality degree program prior to their internship program.
Undergraduates were asked to respond to the question: ‘With respect to your undergraduate
degree, please indicate how well the course assisted you in developing the knowledge and
skills listed’. Respondents could select one of: ‘Not at all’, “Very little’, ‘To some extent’,
‘Well’ or “Very well’. The understanding construct included three items namely: subject
related general knowledge, food and beverage technical knowledge, and room division
technical knowledge. Similarly, skill construct included three items namely: communication
skill, problem solving skill and interpersonal skill. Likewise, efficacy construct included
three items namely: self-awareness skill, career insights and formulating career plans
and reflective behavior. Finally, metacognition construct consisted of five items namely:
hotel jobs related planning and organization, ethics, leadership (persuasion and influence),
initiative and entrepreneurship, and creativity and innovation.

Appendix 2 presents the percentage of undergraduates, in terms of their pre internship
opinion, selecting ‘Very well” or ‘Well’, whose responses together were combined as
highly transmitted and selecting “Not at all” or ‘Very little’ as lowly transmitted. In order
to ascertain the opinion of how well the knowledge and skills were transmitted in their
hotel management course degree post internship period. The same undergraduates who had
responded prior to internship programs were approached during their internship through
Microsoft forms after getting connected to them via various modes of communication as
collected during the first meeting. This would help to elucidate any mismatch between
knowledge, skills and capabilities developed in university courses and those required
in post-graduation activities through their experience in internship program. The post
internship opinion is presented in Appendix 3.
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To identify discrepancies between the knowledge, skills, and capabilities developed during
undergraduate courses and those required in post-graduation activities, this study examined
differences in students’ self-assessments before and after internships. Employability skill
deficits were determined by comparing the percentage of students who rated a skill as
highly transmitted (“Very well” or “Well”) or lowly transmitted (“Not at all” or “Very
little”) before and after their internships (Figure 2). The radar chart displays evidence
of self-perceived employability skill deficit. The majority of the employability skill
dimensions: 12 out of 14 were observed to be in deficit, indicating those skills have been
lowly transmitted during their university courses, which was inverse to the result obtained
in pre internship period. However, two employability skills were observed to be positively
deficit, indicating the undergraduates were highly transmitted in ethics and hotel jobs
related planning and organization.

These deficits were calculated by subtracting pre-internship ratings from post-internship
ratings (See Appendix 2 and 3). For instance, in the case of “Subject-related general
knowledge,” 71.43% of students initially perceived it as highly transmitted, while 28.57%
considered it lowly transmitted. Post-internship, these percentages shifted to 63.16%
and 36.84%, respectively, resulting in an employability skill deficit of -8.27% (63.16% -
71.43%). A negative value indicates a decline in perceived skill transmission, whereas a
positive value suggests improvement, reflecting the relative development of skills through
university courses and internship experiences.

Figure 2
Self-perceived employability skill deficit: Radar chart
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Differences in USEM constructs: Pre and post internship. 7able 1 exhibits the descriptive
statistics of the variables as suggested by USEM model namely understanding, skill, efficacy
and metacognition in both the pre and post internship program during the hospitality
undergraduate programs. The mean value was observed highest for the understanding
construct (3.58) and was similar at 25", 50" and 75™ percentile as well (3.00, 3.67 and 4.33)
among others in pre internship period. Conversely, the lowest mean value was observed in
skill construct (2.33) and was similar at 25", 50" and 75" percentile as well (2.33, 3.00 and
3.67). Likewise, the mean values were observed to be lower for all the variables in their post
internship program as opposed to their pre internship opinion. However, the lowest mean
values were observed for metacognition construct in post internship period, indicating the
hospitality undergraduates lack the employability skills related to metacognition with mean
value of 2.30 and was similar at 25", 50%, and 75" percentile as well (1.67, 2.33 and 2.67)
among others.

Table 1
Descriptive statistics
Pre Post Statistics Understanding  Skill Efficacy Metacognition
Mean 3.58 3.14 3.10 3.31
Std. Error of Mean 0.10 0.10 0.10 0.10
Pre Std. Deviation 0.95 0.93 0.98 0.98
25 3.00 2.33 2.40 2.67
Percentiles 50 3.67 3.00 3.00 3.50
75 433 3.67 3.80 4.00
Mean 2.79 2.89 2.86 2.30
Std. Error of Mean 0.10 0.08 0.09 0.08
Post Std. Deviation 0.98 0.77 0.82 0.79
25 2.33 2.33 2.35 1.67
Percentiles 50 3.00 3.00 3.00 2.33
75 3.33 3.33 3.40 2.67

The study aimed to determine whether the average differences on the USEM constructs
were significantly different pre and post internship period across the paired samples. In this
regard, the study needs to fulfill the assumption of homogeneity of variance.



Preparing Hospitality Graduates: Analyzing Perceived Competency vs. Industry Needs 1245

Table 2
Test of homogeneity of variance

Pre Post Variables F df1 df2 Sig.
Understanding 0.269 1 88 0.605
Pre Skill 4.403 1 88 0.039
Efficacy 18.91 1 88 0.001
Metacognition 6.129 1 88 0.015
Understanding 0.001 1 88 0.985
Post Skill 0.245 1 88 0.622
Efficacy 0.074 1 88 0.787
Metacognition 0.555 1 88 0.458

Tests the null hypothesis that the error variance of the dependent variable is equal across groups.

Table 2 depicts the existence of homogeneity of variance except for the variables
understanding 0.269 1,88, P=.605 in pre internship period. Similarly, the variance for all
the four variables understanding, skill, efficacy and metacognition were observed to be
fulfilling the assumption of homogeneity in the post internship period. Thus, the study
could apply the paired sample t test: a parametric test.

The study also requires fulfilling the assumption of normal distribution of the variables
under study to test the existence of significant differences of the USEM variables. The
study performed Kolmogorov Smirnov test. The Kolmogorov-Smirnov test assumes that
the parameters of the test distribution are specified in advance.

Table 3
Normality test
Pre Post Tests Statistic Understanding Skill Efficacy Metacognition
Mean 3.578 3.144 3.096 3.315
a,b
Normal Parameters Std. - (953 931 0983 0977
Deviation
Pre Most Ext. Absolute  0.108 119 0.096  0.141
ost Extreme ..
Differences Pos1t1Ye 0.072 119 0.096 0.064
Negative  -0.108 -076 -0.074 -0.141
Kolmogorov-Smirnov Z 1.027 1.132 0.910 1.334
Asymp. Sig. (2-tailed) 0.242 154 0379  0.057
Mean 2.793 2.880 2.862 2296
ab
Normal Parameters™ — Std. g7 0.774 0.823  0.789
Deviation
P Most E Absolute  0.139 0.190 0.155 0.130
ost ost Extreme Positive  0.078 0.087 0.079  0.108
Differences .
Negative  -0.139 -.190 -.155 -0.130
Kolmogorov-Smirnov Z 1.323 1.806 1.474 1.232
Asymp. Sig. (2-tailed) .060 .003 .026 0.096

a Test distribution is Normal. b Calculated from data.
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This procedure estimates the parameters from the sample and estimates the sample mean and
sample standard deviation are the parameters for a normal distribution. The employability
skill scores of 3.578, 3.144, 3.096 and 3.315 for USEM variables prior to internship
program were observed to be non-significant indicating that the distribution of the sample
is not significantly different from the normal distribution. Likewise, the employability skill
scores of 2.793 and 2.296 for the understanding and metacognition variables post internship
program were also observed to be non-significant (7able 3). It supports the non-violation
of normal distribution of the samples at least in majority of the variables in both the pre
and post internship programs except for the skill and efficacy constructs post internship
programs.

Finally, a paired-samples t-test was conducted to compare the self-perceived differences
of hospitality undergraduates in USEM model-based variables in both the pre and post
internship period. The 90 pairs of samples were segregated into pre and post internship
period. The paired sample t test bootstrap result was based on 1000 bootstrap samples.
Thus, normality should not be an issue. 7able 4 displays the mean differences of four pairs
of USEM constructs namely: understanding, skill, efficacy and metacognition.

Table 4
Paired sample t test
Bootstrap®
Pair Variables Mean . Sig. 95%.C0nﬁdence
Bias Std. Error (2-tailed) interval
Lower Upper
Pair 1 UPost - UPre -785  -0.004 150 .001 0.470 1.081
Pair2 SPost - SPre -256  -0.004 122 .042 0.019 0.496
Pair3 EPost- EPre -233  -0.004 128 .076 -0.013 0.480
Pair4 MPost - MPre -1.019  -0.002 130 .001 0.759 1.278

a Unless otherwise noted, bootstrap results are based on 1000 bootstrap samples

There was a significant difference in the mean scores for post and pre internship for
understanding, skill and metacognition variables (M = -.785, -.256 and -1.019, SE = .150,
.122 and .130). The difference in mean score is calculated by subtracting the pre internship
mean score from the post internship mean score. However, the pre and post difference in
the mean score -.233 for the variable efficacy was observed to be non-significant.

These results suggest that self-perceived score in USEM model prior to internship were
higher, indicating higher employability skill expectation. The reality was adverse as per
the self-perceived post internship employability score. This indicates the hospitality course
design does not fulfill the needs of employability skills requirement. However, these results
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suggest that internship programs provide the real exposure to the hospitality industry and
make undergraduates understand the gap between the theory and the practice.

Discussion. The study compared the employability skills the senior hospitality management
undergraduates believed they have acquired during the university undergraduate courses
prior to joining the internship and post internship on 14 dimensions of USEM model. The
survey evidenced nine of 14 items to be lowly transmitted (food and beverage technical
knowledge, room division technical knowledge, interpersonal skill, reflective behavior, hotel
jobs related planning and organization, ethics, leadership, initiative and entrepreneurship,
and creativity and innovation) as opposed to two items (interpersonal skill and hotel jobs
related planning and organization) prior to internship. Hotel jobs related planning and
organization item of metacognition dimension of the employability skill was opined to
be as lowly transmitted in both the pre and post internship period. The result to some
extent is consistent with the findings of Josiam et al. (2010), Clarke (2017), Small et al.
(2018) who observed the low transmission of employability skill through self-assessment
of employability skill among the undergraduates. These views of undergraduates from a
range of genders, course specialization and pre post internship periods very much aligns
with what has been reported for graduates in pure science settings (Hanson & Overton ,
2010).

The findings indicate that the employability gained is lower in terms of USEM model
constructs for undergraduate hotel management students at NATHM. The result to some
extent is consistent with the findings of Josiam et al. (2010), who observed the low
transmission of employability skill through self-assessment of employability skill among
the undergraduates. These views of undergraduates from pre and post internship periods
very much aligns with what has been reported for graduates in pure science settings (Hanson
& Overton , 2010). The result is also in line with the findings of Harris (2013), Williams
et al. (2016), Williams et al. (2019), and Fraser et al. (2019) who discovered that students
had higher perceptions in terms of skill importance than they did for skill possession. This
suggests that although students recognize the importance of the given skills, they may not
be receiving adequate instruction or course demands to equate to proper possession of the
skill in acquiring them.

V. CONCLUSION AND IMPLICATIONS

Irrespective of whether hotel management undergraduates are in their internship or not,
they agreed the low transmission of hotel jobs planning and organization skill during their
courses at their respective campus. This is the indication of misbalance in the academic
outcomes and employment skill possession among the undergraduates in the hospitality
industry. The findings of the field study show that certain hospitality graduates’ abilities
are insufficient to meet industry needs or meet undergraduate expectations. As a result,
the study concludes that there is a disconnect between hospitality education outcomes and



2481 PYC Nepal Journal of Management, August 2024 Vol XVII, No. 1

industry expectations in terms of what capabilities graduates should have and how well
they fit what the market requires. Furthermore, the study finds that comprehension, skill,
efficacy, and metacognition skills are poorly transmitted and are significantly different
between the pre- and post-internship periods. However, one inference from this finding
is that off-campus internship programs appear to provide students with hands-on learning
experience, which improves their employment prospects because they are aware of and able
to understand the reality of the gaps in employability skills that will be required for future
employment opportunities. Professional skills classes were also beneficial to hospitality
students because they increased their confidence during internships. This finding supports a
greater emphasis on the development of USEM abilities as part of better preparing students
for future work by including them in undergraduate courses.

As suggested by the USEM and current study, it is critical to ensure that graduates and
undergraduates are equipped with twenty-first century skills such as problem solving
and analytic, decision making, organization and time management, risk taking and
communication, as well as other employability skills. As a result, when revising the
curriculum, curriculum writers must consider both generic and technical skills. In addition,
colleges must implement the university-designed courses with prudence and proper planning
to guarantee that hotel management students are equipped with necessary employability
skills that they believe have been under-transmitted. Academicians may also take this
information into account when counseling undergraduates on the need to develop USEM
model abilities and providing them with opportunity to do so during their degree programs.

The current research is one-dimensional, focusing just on undergraduate students. Students
frequently exhibit less-than-ideal work attitudes (for example, they are unable to enjoy
work, cannot tolerate working long hours, exhibit passivity, instability, are unable to
handle stress, and have low resilience). This disparity indicates that students rate their
competencies higher than their supervisors. As a result, more study is needed to consider
the perspectives of academics and industry practitioners, identify gaps in employability
skills, and implement relevant interventions to help undergraduates majoring in hospitality
enhance their employability skills. The findings of such triangulation study might be a
valuable source of knowledge when it comes to developing hospitality degree programs.
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APPENDICES
Appendix 1

Test of internal consistency

Variables Pre internship Cronbach's ~ Post internship Cronbach's

alpha alpha
Understanding (U) 0.846 0.839
Skill (S) 0.740 0.579
Efficacy beliefs (E) 0.837 0.780
Metacognition (M) 0.738 0.803
Appendix 2

Transmission of knowledge and skill from the course: Pre internship
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Appendix 3

Transmission of knowledge and skill from the course: Post internship

Creativity and innovation

Initiative and entrepreneurship

Leadership (Persuasion and influence)

Ethics

Hotel jobs related planning and organization

Reflective behavior

Career insights & formulating career plans

Self awareness skills

Interpersonal skill

Problem solving skill

Communication skill

Room division technical knowledge

Food & beverage technical knowledge

Subject realted general knowledge
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