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Abstract

When identifying and knowing the managerial competencies
needed by the industry from fresh graduates and employees, it
will be easy for educational institutions to prepare graduates for
future entry-level managerial roles by adapting the curriculum
according to industry expectations and through training
programs. Therefore, this research aims to identify the essential
managerial competencies needed from the tourism and
hospitality industry graduates for the tourism labor market in
Egypt. A Delphi technique was utilized in this research for
collecting data from a group of sixty (60) experts and
professionals from different tourism and hospitality sectors.
Fifty- three (53) of the sixty (60) participants successfully
completed the Delphi study. Three rounds of Delphi were
conducted in almost thirteen weeks. For processing and
analyzing collected data, the Statistical Package for Social
Sciences (SPSS) version 26 has been utilized. Results identified
four managerial competencies (problem-solving, decision
making, client focus, and teamwork) as the most essential
competencies with a consensus above 80%. Depending on the
findings, it suggests that the tourism and hospitality curriculum
can be modified to add these competencies.
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1. Introduction

In recent times, the issue of developing managerial competencies got so much
interest, where became one of the essential tools of human resources management and
a significant strategic tool in the business environment. This is because of the
organizations ' need for well-trained employees managerially to deal with the ongoing
changes and adapt to constantly increasing customer requirements besides the
noticeable role of developing competencies in promoting the success of staff and
institutions (Lawler, 1994; Bergenhenegouwen et.al (1997); Nyhan, (1998); Le Deist
and Winterton, 2005 and Bombiak, (2018). This is supported by Ellstrom and Kock
(2008) who mentioned the various benefits of developing competencies for HUMAN
resources management practices when developing a certain position or role. These
benefits are represented in hiring, advancement, talent management (e.g. the internal
and external mobilities and training), and organize work through (e.g. job turnover, and
developing jobs).

Likewise, the tourism and hospitality organizations are meeting sundry changes
and improvements, including (e.g., the changeable work environment, rising
competition globally, the fast progress technological, and ever-changing request types
of tourism) Zehrer and Mdéssenlechner, (2009). These confrontations affect directly the
expectations of the employers as regards recruit knowledgeable managers who possess
relevant competencies. and staffs Zehrer et al.( 2006), where the tourism and hospitality
organizations realized these challenges and their impacts on the organizations;
consequently, they depend on skillful and knowledgeable employees can manage and
cope with the above-mentioned challenges Anderson and Vinceze (2000) and seek to
employ graduates with workable and transferrable skills Shakeela et al., (2012).

This was supported by Fallows and Steven (2000); Leiper et al. (2007) and
Hobson, (2010) they confirmed employers seek not only particular theoretical skills and
knowledge in a specific area but also well-trained graduates, qualified employees with
industry pertinent expertise, and related work competencies. In the Egyptian context,
the existing literature lacks the information, knowledge, and consensus about the
required managerial competencies in the Egyptian tourism and hospitality industry to
achieve effective managerial performance.

Therefore, it is becoming necessary to identify and develop the essential needed
competencies from graduates and incorporate them into the educational courses Hodges
and Burchell, (2003). Tourism and hospitality experts have agelong required that
graduates possess the suitable managerial competencies needed to face the ongoing
competition Herrera et al., (2003); Agrusa et al., (2004).

2. Literature Review
2.1. Competency Concepts Applied in the Tourism and Hospitality
Field

2.1.1 Competency Model

Numerous studies have been conducted on applying the competency models in
tourism and hospitality services. Herrera et al., (2003) stated that competency model is
a useful tool in the different human resources practices (e.g. hiring, training,
competency development, and performance appraising).

Stani$i¢, (2020) argued that the competency model in the hospitality and
tourism establishments can identify the standards for job progress, therefore, selecting
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ideal performance employees. He also indicated that by applying this model, all the
essential information on the current and potential employees (e.g. possess the required
qualifications and detailed description about their ability to progress) cab be provided.

2.1.2 Core competencies

According to Koenigsfeld, (2007) and Roberts, (2003), the competency concept
has been applied to various service sectors, including the tourism and hospitality sector
for developing a range of core competencies for organizations Hallin and Marnburga,
(2007) stated that core competencies are more than tourism resources. (Hamel, 1991)
of the view that core competencies permit tourism establishments to provide their
products and services to clients with the best performance possible.

According to Nair, et al. (2011) core competencies in the airlines are the
fundamental advantage that define its business model in addition to, combine the major
processes and non-fundamental processes within the airlines effectively. In another
word, this concept differentiates each airline from the others. Most tourism and
hospitality establishments serve various segments and categories of clients and
providing over one product or service e.g., Easy Jet, carrying travelers between different
destinations in Europe but also renting cars, managing hotels, and sailing voyages, and
movie theaters Okumus et al., (2019).

2.2. The Competency Developing in the Tourism and Hospitality
Industry:

According to Forrier et al., (2009), competency development is the
organizational activities that promote and preserve the person’s competencies and
continuous learning. The first step of the competency development process is
identifying the required competencies. Draganidis and Mentzas, (2006) defined
competency identification is the operation of finding out the needful competencies for
perfect and completely effective performance.

Otala, (2008) cited in Hartikainen, (2016) parted the required competencies into
two types; the competencies that are needful for the company's existence and the
competencies that are needed to succeed in a specific functions or roles.

There are several tools and methodologies utilized for identifying the required
competencies for effective job performance including; critical incident techniques, the
outcomes of appraising performance, and training needs evaluation De Vos et al.,
(2015) Delphi study, questionnaires, competency models, interviews, job description/
analysis, and direct noticing Chung and Wu, (2011).

A number of studies Nybo, (2004); Lai and Kaapstad, (2009) and Van der
Heijden et al., (2009) mentioned four fundamental HR practices used in the competency
development process including; training, on-the-job learning, formal education, and
career management. According to Bhardwaj and Punia, (2013) and Apriliant, (2009)
there are various ways to develop competencies including; coaching, outside
workshops/ seminars, appraisal performance, mentoring, behavior competency model,
individual self-studying, on the job training, and competency based formal training
program. The next section reviews the recent literature that researched on identifying
the required competencies in the tourism and hospitality industry.
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2.3.The Required Managerial Competencies in the Tourism and

Hospitality Industry

Tavitiyaman et al., (2014) carried out study on the most important managerial
competencies required from managers in the hospitality establishments, they identified
four essential competencies (leading, teamwork, work morals, and communication).

Morover, Liaman, (2014) identified nine managerial competencies for effective
managerial performance in the hospitality industry; communicate effectively, team
working, solving problem, client service, think strategically, leadership, Fiscal
knowingness, planning and organization.

Hawi et al., (2015) conducted study on the impact of managerial competencies
on the airline's organizational performance, using Boyatzis model. They found evidence
that competencies (team leadership, problem-solving, strategic thinking, and client
focus) are positively related to the organization's performance and that managerial
performance may be increased by mentoring on a competency system towards the
organization's mission.

Bharwani and Talib, (2016) developed a model of managerial competencies that
identified and agreed jointly as an essential competency on the previous literature.
These competencies are strategic thinking, invention, systemic thinking, serving
orientation, incomes management, conflict management, teamwork and
communication.

Wessels et al. (2017) carried out research to know the perspectives know
perspectives and opinions of the hospitality employers and stakeholders in South Africa
regarding the managerial competencies required from graduates in the hospitality
sector. The study revealed a range of competencies; strategic management, human
resource management, problem solving, crisis management, communication, and
customer service. The authors recommended that tourism higher institutions have to
make sure that graduates have the above-mentioned competencies before graduates by
Integrate these competencies into fundamental units individually.

3. Methodology

Delphi Technique indicates to the Oracle of Delphi in ancient Greece, who
could foretell the future Hasson et al., (2000). Patton, (2002) defined Delphi Technique
as an operation of using a group of experts, consecutive questionnaires, dominating
unknown feedback, and rang consensus. According to Ludwig, (1997) Amos and
Pearse, (2008) the Delphi methodology merges both items of quantitative and
qualitative approaches that permit collecting data from the experts who share their
experience and point of view.

This study utilized the Delphi method as a quantitative methodology for two
reasons. First, from reviewing the literature on competencies in the tourism and
hospitality field found to be mostly quantitative studies. Second, according to Brady,
(2015) the data analysis tools that are used in the quantitative Delphi studies have been
developed more than the qualitative studies. Since the Delphi technique origination in
the 1950s, it has been applied in many fields including business, education, industrial
sectors, and more widely in fields of social science and naturalistic resources McKenna,
(1994). The purpose mostly was to range a consensus through; creating ideas and
decisions making as regards the complicated aims; organize and structuring the
communication within a group; and treating the disagreement or lack of knowledge by
collecting individuals' opinions Gupta and Clarke, (1996) and Powell, (2003). The
beginning of using the Delphi technique in tourism studies was an internationally wide
study conducted by George Washington University in the late 1970s on the future of
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employment in the tourism and hospitality industry. Though applying Delphi in tourism
and hospitality still limited, it applies in various tourism disciplines and subjects, such
as forecasting tourism product development and evaluating the possible impacts
socially and environmentally Guttentag and Smith, (2014). There are many reasons for
selecting the Delphi study as a convenient method for the current study, as follows.

1. Huang, (2012) summarized the application of the Delphi technique in the
instructional design field; developing curriculum, testing the program's quality,
or the educational modules, and identifying the influential trends on the
instructional design field.

2. The key characteristics of the Delphi process are providing respondents'
anonymity, the feedback controlling process, and using a diversity of statistical
methods to analyze and process the data Dalkey, (1972); Ludlow, (1975) and
Douglas, (1983).

3. Sandrey and Bulger, (2008) argued that the Delphi method permits experts to
suggest or provide recommendations for related competencies and evaluating
the authenticity of competencies.

3.1. Selecting the Experts and Determine the Panel Size:

Based on Mary Parker Follett's definition cited in Olshfski and Joseph, (1991)
an expert is a person who has work expertise in the organizations related to the study
object, therefore, he a knowledgeable about the work environment within the
organization more than anyone working outside.

Taylor and Judd, (1994) opined that the suitable sample size for similar panel
members is ranging between10 to 15 panelists, also indicated the necessity of increasing
the sample size if the members are entirely heterogeneous. Delbecq et al., (1975);
Ludwig, 1997; Linstone and Turoff, (2002); Hsu and Stanford, (2007) stated that the
Delphi panel sizes range between three to sixty or more panelists.

This study targeted the professional individuals who gained experience by
working in the different sectors in the tourism and hospitality industry and have
knowledge about the study's subject. The researcher applied a pilot study of ten experts,
who have been selected randomly for two reasons ensuring the validity of questionnaire
and to nominate potential experts to participate in the study (at least five from each pilot
group member). The second procedure was searching for potential experts by using
personal networks, professional connections based on recommendations and
suggestions of other connections, and professional networks via LinkedIn based on
Schubert, (2019) and Wakefield, et al., (2012) methodology. LinkedIn is a social media
site has been launched in 2003 designed to build a professional relation network and
now becoming a globally recognized instrument used for recruitment, moreover, the
LinkedIn profile of users includes their competencies, skills, experience, and work
field, which facilitate the search process by using keywords Zide et al., (2012). This
feature helped the researcher to screen the potential participants to ensure they met the
required criteria. The pilot study and the searching process resulted in identifying a
number of 220 potential experts working in various specialties in the tourism and
hospitality industry (e.g. airlines, airports, travel and tourism companies, hotels, and
government associations. Below the followed actions for selecting the experts of this
study;

A recruitment email was sent to 220 candidate experts included a detailed
explanation about the current study's nature, aims, and procedures and demographic
survey. The objective of this email was to select the appropriate experts to participate
in a Delphi study. Every expert was informed that their involvement in this study
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voluntary and the anonymity is guaranteed. The Demographic Survey was submitted
by 105 out of 220 candidates participants which included demographic information
(e.g. position, sector, educational background, number of years' experience, age, and
gender) then the researcher started the process of selecting participants. The researcher
analyzed the demographic Survey. A sample of 60 potential participants met the
participation conditions and was considered experts because of their knowledge about
the study's subject and their years of experience. They were chosen to involve in the
current Delphi study from various sectors of the tourism and hospitality industry, such
as airlines, airports, hotels, tourism companies, and travel government associations,
represented in two sub different panels, the first panel includes professionals in tourism
and hospitality and the second panel involves HR professionals working in the tourism
and hospitality industry.

3.2. Data collection

In this study four questionnaire were used to collect the data study. Based on
Dillman et al., (2009) suggestion, the researcher send reminder emails to participants
after one week of the launching of every round to raise the response rate of the Delphi
study. Two different type of 5-point Likert scale were used in this study (importance
level in round 11 and priority level in round 3) Vagias, (2006).

3.3.Delphi Rounds

Critcher and Gladstone, (1998) argued that to reach accuracy in the findings,
from two to five rounds is considered suitable. This study includes three rounds to reach
a consensus among the selected experts from different tourism and hospitality sectors.
Custer et al., (1999) indicated to the First Round as a method to collect specific
information about a particular topic from the Delphi panel. According to Ludwig,
(1994) in the Second Round, every participant is receiving the next questionnaire and
revising the collected items from the compiled information in round one by the
researcher. Also, in this round, the descriptive statistics are utilized to analyze the data
Von der Gracht, (2012), then conclude these outputs, and redistribute it to participants
to launch and finish the third round Stines, (2003). the Third Round is generated from
the former two rounds and aims reaching a consensus among the experts on the subject
of the study Brady, (2015). based on the former rounds and the purpose of this round is
reaching the consensus among the experts

3.4.Data Processing and Analyzing
The Delphi method is a reiterated multiple -phase process of controlled
feedback Strauss and Zeigler, (1975). These characteristics require collecting,
analyzing and summarizing the data through specific time periods to evolve the utilized
instrument of every new round in the study Hsu and Sandford, (2007). For this study,
collected data were analyzed by SPSS version 26 by calculating frequencies,
percentage, means and standard deviation.
3.5.Reliability and validity
It is necessary for the researchers to make sure the issue of whether the study is
reliable and valid Shadish et al., (2002). Wilson, (2010) pointed the reliability is not
adequate without coupling with validity despite its importance for the research. In
another way, he argued that validity is a condition of the reliability of the experience.
According to Simon, (2011) and Golafshani, (2003) reliability in quantitative studies
indicates the availability to replicate the study findings, while the validity is concerned
more about the precision of the used measures and clarifies the extent of covering the
collected data for the current research point Ghauri and Gronhaug, (2005). To
guarantee the validity and reliability of this study, the researcher followed several
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recommended procedures in the Delphi studies literature that may help in achieving
these two parameters.

1.

According to the Delphi technique literature, the parameter of content and face
validity can be achieved. This assumption is based on two reasons. First, the outputs
or findings result from a group point of view, which is supposed to be more adequate
than an individual opinion. Second, the process depends on experts' opinions from
their work experience, which provides confirmed judgments on the study topic. To
achieve construct validity Schmidt, (1997) and Okoli and Pawlowski, (2004) argued
that the researcher should send the analysis and classification of first-round findings
to every expert to conduct reviews. Doing this ensures the validity of experts'
definitions and increases the likelihood of mainstreaming the findings to different
cases. In this study Face, content, and construct validity were reached through the
experts' verdict of the participants who identified the insertion of significant
competencies, and the items number and types in every questionnaire Melnyk and
Fineout-Overholt, (2015).

A pilot study was managed to test the collecting data procedures, illustrate
questionnaire items, and correct the weaknesses before conducting the full study
Staykova, (2019) and Melnyk and Fineout-Overholt, (2015). Mitchell, (1991)
argued that pilot study is a critical factor to design a Delphi study well, which
guarantees that the data is reliable and valid.

To guarantee the design is valid, a group of standards and methodical procedures
were followed to select suitable participants Okoli and Pawlowski, (2004). The
selected experts for participation in this study are knowledgeable about the study
problem, and collecting data was through sequent rounds, which led to improving
content validity and increasing concurrent validity Hasson et al., (2000).
According to Hsu and Stanford, (2007) validity can be affected by the responses'
depressed rate. Therefore, through the pre-Delphi, the researcher got approval from
experts to participate in the Delphi process, in addition to sending reminds via email
to supplement the questionnaires on time.

For avoiding errors during the data collecting process, the researcher sent emails
before beginning each round. These emails included a clear explanation of each
round, the links of the questionnaire, instructions for answering each questionnaire,
and how to submit the completed questionnaires. Furthermore, experts received
their answers after every round as a part of the controlled feedback which allows
them to review or modify their responses Okoli and Pawlowski, (2004) and Adler
and Ziglio, (1996).

4. Results
4.1 Description of the Sample

This section displays the participant experts' data in the study. The researcher

selected the most proficient experts to represent the sample (N = 60) based on the most
experienced in each specialty, besides to other two elements the educational fulfillment
and professional accomplishments. The target sample representing various industry
segments within the tourism and hospitality sector. The selected sample was divided
into two different panels each panel includes 30 experts with various roles in diverse
sectors in the tourism and hospitality industry. The following tables show the pre-
Delphi results (participants' demographics data, participants’ experience years, and
description of the Delphi sample by sectors and positions).
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Table (1) Demographic Data of the Experts (N = 60)

Data | Frequency | Percentage %
Gender

Male 51 85 %
Female 9 15 %
Age Range

25- 34 12 20 %
35- 44 28 46.7 %
45-54 12 20 %
55- 65 8 13.3%
Education

B.S.C 43 71.7 %
Diploma 10 16.6 %
Master 4 6.7 %
PhD 3 5%

Table 1 indicates participants' various backgrounds in demography, and
education and explains it in detail. Also, shows that the vast majority of the participants
are male (51) by (85 %), while 9 (15%) of the participants identified themselves as
female. Also, shows that Panelist ages ranged from 25 to 65, The highest percentage of
age group participation was for the category of 35-44 years with a percentage of 46.7%,
while 20% are between 25- 34 and between 45 and 54 years. Finally, only eight
participants with a percentage of 13.3% are between 55- 65 years. With regards to level
of education, table 1 displays that more than half of participants (71.7%) have a
bachelor's degree, ten experts have diploma (6.1%), Four of participants have master's
degree (6.7%), and three hold PhD degree (5%).

Table (2) Description participants' Years of experience by panels

Panel One

Years of Experience | Frequency | Percentage
5- 10 0 0%

11- 15 3 10%

16- 20 5 16.7

21- 25 16 53.3%
More Than 25 6 20 %
Total 30 100

Panel Two

Years of Experience | Frequency | Percentage
5- 10 5 16.7 %
11- 15 10 33.3%
16- 20 11 36.7%

21- 25 4 13.3%
More Than 25 0 0%

Total 30 100 %

The previous table shows the participants' years of experience in each panel by
frequency and percentage. The years of experience of the panelists of panel 1 range
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from (11- 15 years) category to (more than 25 years) category, and there no panelist has
experience range from 5 to 10 years. 53.3% of the panelists have (21-25) years of
experience. This range of experience means that panelists knowledgeable about the
basis of the industry. They are aware of the industry's needs, challenges, and emergency
changes and they experienced many crises and know the best managerial practices to
deal with. Aware of the gap between the industry and academia and have the vision to
overcome this gap.

Panel two, panelists' experience ranged from category (5-10 years) to (21 -25
years) category and there no panelist has experience over 25 years. This panel combines
panelists up to date with new recruitment techniques based on competencies, new trends
of identifying required competencies for each position in each sector of the industry
specially the managerial positions, have knowledge about industry needs today and for
5 upcoming years, and dealing with employees directly and evaluate their performance
continuously make them knowledgeable about the frequent training needs. They also
experienced in evaluating managerial performance, design training programs according
to this appraisal, and have experience in training employees from different managerial
levels. Also, it is clear that the highest percentage of experience group participation was
for the category of 21-25 years, with 33.3% of participants. Followed by the experience
group category 16- 20 with a rate of 26.7%. while twelve participants reported between
11-15 years of experience with a percentage of 20%. Six (10%) of the 60 panelists
possessed over 25 years of experience. Five of the 60 experts have 5-10 years of work
experience in the tourism and hospitality industry, with a percentage of 8.3%.

4.2. Delphi Rounds Results

4.2.1 Round One and Round Two

Round one aimed to identify the required managerial competencies for effective
managerial performance in the tourism and hospitality industry in Egypt. 53 out of 60
experts completed the questionnaire with a rate of (88,3 %). The findings of this round
revealed twenty competencies out of 43 identified priorly from the literature review. In
round two, the seven participants who withdrew from participation in round one were
excluded from round two. The objective of this round is rating each competency of the
twenty competencies identified from round one on a 5-point Likert scale (1 = Not at all
Important and 5 = Extremely Important). All 53 participants completed round two with
a rate of 100%. Experts rated thirteen competencies between extremely important to
very important. (8 out of 22) of the competencies rated as extremely important including
problem-solving (mean = 4.98; standard deviation = 0.14), decision making (mean=
4.94; standard deviation = 0.23), client focus (mean= 4.92; standard deviation = 0.26),
teamwork (man= 4.91; standard deviation = 0.29), communication (mean= 4.83;
standard deviation = 0.38), managing time (mean= 4.81; standard deviation = 0.39),
presentation ideas (mean = 4.77; standard deviation = 0.57), and negotiation (mean =
4.68; standard deviation = 0.67) with consensus above 80%. These findings consistent
with prior studies (e.g. Huang and Lin, 2010; Christou, 2000).

4.2.2. Round Three

After analyzing round two findings and reached the consensus of experts on the
most important managerial competencies required from graduates, the researcher
developed the questionnaire of round three that included the first thirteen managerial
competencies ranged between (extremely important to very important). The purpose of
this questionnaire is rating the competencies in terms of priority to focus on during the
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educational process on a 5-point Likert scale for priority (1 = Not a priority and 5 =
Essential). The questionnaire link was sent to fifty- three participants via email to start
round three. Experts were also required to give any further feedback. No withdrawals
from round three took place. All the experts (53) completed round three with a rate of
100%.

Table (3) Ranking the 13 Managerial Competencies by Priority Level

Competency Items Mean | Std. Dev. | % | Attitude
Problem-solving 500 |0 100 | Essential
Decision-making 496 |0.19 99.2 | Essential
Client focus 488 |0.32 97.6 | Essential
Teamwork 484 1036 96.8 | Essential
Communication 418 |0.39 83.6 | High Priority
Managing Time 411 |o057 82.2 | High Priority
Presentation ideas 4.09 |0.29 81.8 | High Priority
Negotiation 400 |o0.27 80 | High Priority
Analytical 3.39 1049 67.8 | Medium Priority
Understanding Self and Others | 3.33 | 047 66.6 | Medium Priority
Self-management 3.30 |0.46 66 | Medium Priority
Entrepreneurship 3.28 |0.45 65.6 | Medium Priority
Business fundamental 252 1050 50.4 | Low Priority

Table 3 shows the experts' rating for the thirteen identified managerial
competencies from round two. To illustrate the results, frequencies, mean values,
standard deviation, and experts' consensus percentage of each competency were used.
The rating range between "Essential to Low priority" level and there are no
competencies rated at the "Not a priority” level. Four competencies rated at Essential
level; problem- solving, decision making, client focus, and teamwork, while
communication, managing time, presentation, and negotiation rated at High priority
level with mean score (4.18, 4.11, 4.09, 4.00) respectively. Competencies rated in both
(Essential and High priority level) achieved consensus percentage above 80% and mean
score > 4.00. Experts also rated four competencies at Medium Priority level; analytical,
understanding self and others, self-management and entrepreneurship with mean score
and consensus percentage less than (4.00), (75%). Finally, business fundamental
competency rated at low priority level with mean score 2.52 and consensus 50.4%.

The findings of this research support previous studies e.g. Alexakis and Jiang,
(2019) they argued that the past and recent studies on managerial competencies have
defined knowledge, skills, and attitudes in domains such as solving problem, customer
service, and communication as the most major competencies that must be acquired by
the graduates of tourism and hotels faculties before entering the tourism labor market.
Abidin et.al, (2014) study where teamwork and customer service rated as very
important competencies for graduates before entering the industry, while
communication competency is important. And business fundamental rated as less
important competency in terms of acquired by students before graduation. Also, these
results are proportional to prior studies (e.g. Buergermeister, (1983) and Goodman and
Sprague, (1991) that argued that provided courses in tourism and hospitality education

-76 -



Minia Journal of Tourism and Hospitality Research Vol. (11), No. (1), June 2021

should focus on (solve problems, teamwork, and making decisions) competencies for
developing the tourism and hospitality students” managerial competencies. Gursoy and
Swanger, (2005) revealed ten competencies that hospitality leaders identified as the
most important managerial competencies to integrate into the training courses. These
competencies consist consistent with three competencies from the current study
findings (customer service, oral and written communication, and team building).

5. Discussion and Recommendations

The aim of this study is identifying the necessary managerial competencies to
merge in a training program for developing the managerial competencies of the tourism
and hospitality students in Egypt. To achieve this objective, three Delphi rounds were
conducted to reach consensus 60 experts working in various sectors in the Egyptian
tourism and hospitality establishments. 53 out of 60 completed the full study. The data
out of each round were analyzed by frequencies, percentage, means, and standard
deviation using SPSS version 26. The study revealed four competencies (problem
solving, decision making, client focus, and teamworking) as essential managerial
competencies for tourism and hospitality students to possess before graduation and for
working in the tourism labour market.

For universities providing tourism and hospitality education, this study
recommends following up with the recent trends of required managerial competencies
by the industry, and it is also necessary that the different sectors of the industry itself
cooperate with relevant educational institutions. Moreover, it is important to design
training program based on identified managerial competencies and integrate these
programs into the educational process as learning experiences developing students’
competencies. It is critical to improve the cooperation between the service providers
and the academia to guarantee that education and training associate with the industry
requirements.

6.Future Studies

The present study focused on developing the managerial competencies for all
the tourism and hospitality students. Other studies could be more specific, investigate
on the required managerial competencies from the graduates of the tourism studies
department and the hotels studies department.

Moreover, this study used the Delphi technique to identify the required
competencies from industry's perspective. Other studies could use mixed methodology
(e.g. Delphi technique and interviews) to get to know students' perceptions and
expectations on the required competencies in the tourism labour market.
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