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This dissertation investigates (1) the relationships between background
factors and the management competency of middle-level administrators in the
hotel industry in the southern region of Thailand. Additionally considered are
(2) the components of the management competency of the administrators
under study. Finally, attention is paid to (3) important management factors
affecting the management competency of these administrators.

Data weré collected using structured interviews with five directors of

human resource departments. Furthermore, a questionnaire was administered
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The data collected from the structured interviews were analyzed in a
descriptive manner. Data obtained from the completed copies of the
questionnaire were analyzed using techniques of descriptive statistics and
inferential statistics. Techniques of descriptive statistics used in the analysis of
the data collected were percentage, mean and standard deviation. The
techniques of inferential statistics employed by the researcher were factor
analysis and multiple regression analysis.

Findings are as follows:

1. In considering the background factors governing the performances of
the middle-level administrators under investigation, it was found that gender,
age, educational level, and income influenced the level at which managerial
competency was evinced by these administrators.

2. Seven components of management competency as exhibited by the
middle-level administrators under study were isolated by the researcher.

These competency components were as follows: (1) competency displayed in
being able to take the initiative; (2) competency in conducting interpersonal
relationship; (3) competency shown in being able to participate in or foster
teamwork; (4) competency in being able to work in the framework of a variety
of cultures; (5) competency in being able to control one’s emotions and
personality; (6) competency in providing services for guests; and (7) competency
in being able to display professional expertise.

3. The factor of being able to foster one’s own self-development bore

a positive influence on management competency in the aspect of interpersonal



224687

relationships at the highest level. Next in descending order were the competency
in the aspect of being able to work in the framework of a variety of cultures,
overall competency in administrative management, the competency in being
able to develop initiatives, the competency displayed in being able to control
one’s emotions and personality, the competency exhibited in providing services
for customers, and the competency shown in being able to demonstrate
professional expertise.

4. The factor of remuneration bore a positive influence on management
competency in respect to the competency displayed in being able to participate
in or foster teamwork.

5. The factor of challenge at work exerted a positive influence on
management competency in respect to the competency to develop initiatives
at the highest level. Next in descending order were the competency in being
able to participate in or foster teamwork, the overall competency in
administrative management, the competency exhibited in conducting
interpersonal relationship, the competency in providing services for guests,
and the competency of being able to exhibit professional expertise.

Recommendations are as follows:

1. Academics should develop a model of competency that would be
generally app]icable to human resource management activities. As such, emphasis
should be placed on important management factors, as well as on developing

a conceptual framework to be used in teaching how to foster self-development,
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questions of remuneration, considerations regarding work challenges an
opportunities for advancenient in addition to other factors affecting competency.

2. Competency-based human resource management recommendations
concerning the behaviors pertinent to being competent in the position one
holds should be explicitly developed. The competency of employees should
thereupon be evaluated in comparison with appropriate standards of
competency. The fostering of the development of employee competency will
lead to excellent outcomes. Also there would be favorable outcomes in terms
of employee efficiency and productivity.

3. Recommendations for future research are as follows: In order to
obtain clearer and more accurate information, the researcher would recommend
similar research using the same conceptual framework and theoretical apparatus
in the study of other industries in the following manner:

3.1 The components of the management competency of middle-level
administrators in both the public and the private sectors should be studied.

3.2 The important management factors affecting the management
competency of middle-level administrators in both the public and private
sectors should be studied.

3.3 Studies should be made of how to extrapolate the conceptual
framework utilized in this study for appraising the management competency of
middle-level administrators of five-star hotels in the southern region of Thailand

to administrators in four-star and three-star hotels in other regions. This would

‘allow for comparisons to be made to the end of showing differences and
similarities in the managernent competency of other types of hotel administrators.
34 The conceptual framework for inquiring into the management
competency of middle-level administrators of five-star hotels in Thailand as
developed in the present study should be considered as the basis for developing
a curriculum for the high-level teaching and study of the tourism industry at

both private and public educational institutions.





