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Abstract

The hospitality industry plays a vital role in Malaysia’s economy, contributing significantly to GDP,
employment, and cultural promotion. However, the sector faces persistent labour shortages, worsened
by high turnover, negative job perceptions, and the lingering effects of the COVID-19 pandemic. Despite
increasing numbers of hospitality graduates, many remain reluctant to pursue careers in the industry for
which they are trained. This study, therefore, examines the perceptions of final-year hospitality students
regarding the key factors contributing to labour shortages in Malaysia’s hospitality sector. A quantitative
survey was conducted with 101 UiTM Dungun students from Hotel Management, Food Service
Management, and Culinary Arts programmes, focusing on four dimensions: nature of work, social status,
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working hours, and job insecurity. Descriptive and correlation analyses revealed that working hours were
the most influential factor (M = 4.15), strongly associated with social status (r = 0.709). Findings suggest
that long and inflexible schedules reduce career attractiveness, while concerns about low occupational
prestige (M = 3.85) and job insecurity (M = 3.62) also discourage long-term commitment. The nature of
work was perceived more positively (M = 3.81), yet its physical and emotional demands still acted as
deterrents. These results indicate that labour shortages are driven less by a lack of graduate interest than
by unfavourable perceptions of work conditions, industry image, and stability. Future implications
highlight the need for stronger industry-academia collaboration. Employers are encouraged to introduce
flexible scheduling, structured career pathways, and employee retention initiatives; meanwhile,
educational institutions should bridge expectation gaps through practical exposure and industry
engagement. Addressing these systemic challenges holistically is essential to sustaining Malaysia’s
hospitality workforce and ensuring the sector’s long-term competitiveness.

Keywords:
Labour Shortage, Malaysian hospitality industry, career perceptions

1 Introduction

In today’s highly competitive hospitality industry, the presence of well-trained,
high-calibre personnel is essential for delivering exceptional guest experiences and
achieving long-term business success (Innerhofer, Nasta, & Zehrer, 2024).
Consequently, educational institutions face the ongoing challenge of producing
graduates who are not only professionally competent but also possess a positive
attitude towards the profession, making them strong candidates for industry roles.
Given that hospitality professionals serve as ambassadors of Malaysia’s rich cultural
heritage, the demand for skilled individuals in both the tourism and hospitality sectors
continues to grow. Within the tourism industry alone, there is particularly high demand
for qualified personnel across diverse roles, including tour guiding, event management,
food and beverage service, hotel and resort housekeeping, and customer relations.

Moreover, Radwan and El Sawy (2022) emphasise that prospective employees in
the hospitality sector must possess not only the requisite technical abilities but also the
attitudes and values necessary to deliver the high-quality products and services
expected by customers. Globally, employers in the hotel industry consistently seek
graduates who are “job-ready,” equipped with a range of essential competencies such
as interpersonal communication, teamwork, and problem-solving skills, alongside the
ability to collaborate effectively in diverse and dynamic work environments. High
employee turnover significantly raises costs associated with recruitment, training, and
adaptation, particularly challenging for small and medium-sized enterprises
(Akhmedshin, 2025). The industry's organizations suffer from constant turnover,
resulting in significant organizational costs and operational disruptions (Elshaer &
Marzouk, 2019).

In addition to long working hours, the hospitality sector is often associated with low
wages, high employee turnover, and perceptions of low occupational status, all of which
contribute to its negative reputation (Ruth, 2019). Such challenges discourage many
capable students from considering hospitality as a viable career path, ultimately
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constraining the industry’s potential for sustainable growth (Anthony et al., 2021). While
the sector continues to generate employment opportunities, it is frequently criticised
for offering positions that are poorly remunerated (Abdul et. al., 2020). To address this
issue, educational institutions have sought to narrow the gap between students’
expectations and the realities of industry work, thereby enhancing employability and
promoting better career outcomes (Anthony et al., 2021).

Malaysia's hospitality industry is facing a critical labour shortage crisis that
threatens its economic recovery and long-term sustainability. This problem is
particularly acute among final-year hospitality students who, despite their specialized
education, demonstrate reluctance to pursue careers within the industry they were
trained to serve. The disconnect between educational preparation and industry
attraction represents a fundamental challenge that requires immediate attention and
strategic intervention.

According to Lock (2021), the total number of hospitality careers in the United
States (U.S.) climbed to 13.13 million in December 2020. Furthermore, unemployment
decreased from 23 million in May 2020 to 3.12 million in July 2021 once limitations were
lowered. Vacant positions are challenging due to fewer applicants, even at higher
salaries (Kwok, 2021). A labour shortage across numerous businesses makes it difficult
to find skilled staff (SpieRk et al., 2022). However, the hospitality industry faces more
extensive labour shortages than other industries (Baum, 2015; Ferreira et al., 2017;
Robinson et al., 2019).

A study on the Malaysia Centre of Tourism and Hospitality Education (MyCenTHE)
examined national initiatives to expand the supply of tourism and hospitality graduates,
with targets set to increase the annual output from 20,000 in 2009 to 50,000 by 2020.
In parallel, the proportion of diploma and degree qualified graduates was projected to
rise significantly, from 13% to 50%. The study further highlighted that the sector is
anticipated to create approximately 600,000 new employment opportunities,
underscoring the critical importance of strengthening and expanding hospitality and
tourism education to meet future workforce demands (Hussain et. al., 2020).

Even though most of the hospitality jobs have been filled, and employment in the
hotel and food services industries is expected to reach 1.6 million by November 2022,
companies continue to have significant turnover rates. Hence, even as the number of
students increases, the Malaysian hotel industry continues to face labour shortages,
forcing the industry to decrease the length of customers' stays. The hospitality industry
faces persistent labour shortage challenges that are expected to continue for several
years due to imbalances in labour supply and demand. It identifies multiple factors
contributing to these shortages, including demographic decline, seasonality,
competition for talent, and evolving employee expectations (Akhmedshin, 2025). The
worsening labour shortage challenge represents a critical issue requiring industry-
academia collaboration to develop sustainable solutions (Kwok, 2022).

The Malaysian Association of Hotels has reported a pressing labour shortage in the
hospitality sector, particularly in operational areas such as housekeeping and food and
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beverage services. This challenge is exacerbated by the reluctance of local workers to
take up roles often perceived as unattractive, as well as the departure of many
employees during the pandemic who have yet to return, leading to persistent turnover
and staffing difficulties (The Edge Malaysia, 2025). While previous studies have largely
focused on employers’ and policymakers’ perspectives, limited attention has been given
to how future graduates, the upcoming workforce, perceive these shortages. Therefore,
this study offers an original contribution by descriptively discovering the final-year
hospitality students’ perceptions of labour shortages in Malaysia, providing fresh
insights into graduate employability and the sustainability of the hospitality workforce.

2 Literature Review

2.1 Introduction

The hotel sector in Malaysia remains robust and continues to grow, offering a
diverse range of job opportunities. The hospitality and tourism industry makes a
significant contribution to the economy, accounting for 6% of the country's GDP and
providing 23% of national employment, which translates to approximately 3.5 million
jobs. It is the third largest segment within the service industry (Kutty, 2024). Malaysia's
hospitality industry plays a crucial role in promoting socio-economic development and
job creation, serving as a vital driver for the overall economic growth.

Labour shortages in the hospitality industry, worsened by the COVID-19 pandemic,
have led to operational disruptions. Despite high demand, vacancies remain unfilled.
Labour shortages are defined as a sustained imbalance where demand for workers
exceeds supply at prevailing wages and working conditions. Moreover, the National
Restaurant Association reported that 62% of restaurant operators faced staff shortages
and were unable to meet customer demand. The issue is not only about hiring but also
about retaining employees. Many workers leave their jobs faster than they can be
replaced, making employee turnover a constant challenge rather than a seasonal one.
Employers often spend time and resources training new staff, only to have them resign
shortly afterwards. Despite offering incentives such as sign-on bonuses and actively
recruiting, many restaurants still struggle to fill shifts (Jennings, 2025). The subsequent
section discussed factors influencing labour shortages covering nature of work, social
status, working hours and job security.

2.2 Nature of Work

The hospitality industry is often described as stressful and demanding, with jobs
involving irregular schedules, high customer interaction, and physically intense tasks.
Tham (2023) highlights the prevalence of temporary and precarious employment, where
strict managerial control creates pressure on workers. Similarly, Giousmpasoglou (2024)
emphasises that income instability and limited social mobility negatively affect
employee well-being. Mooney and Baum (2019) add that exploitation and unsafe
working conditions in some contexts resemble modern slavery.
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The industry demonstrates inhospitable working conditions and exploitation of
vulnerable workers across different locations and contexts. Employment issues include
low pay, precarious security, poor working conditions, high labour turnover,
intersectional disadvantages, occupational ghettoisation, and employee sexual and
physical abuse that can represent modern slavery (Mooney & Baum, 2019).

2.3 Social Status

Hospitality careers are often perceived as low-status and low-paying, which can
impact students' motivation to pursue a career in the sector. Ho and Selvanayagam
(2021) found that this negative reputation discourages students, while Tan et al. (2016)
demonstrated a strong link between perceived social status and students’ career
choices. Similarly, Lusby (2017) argues that socioeconomic status acts as a barrier for
many, limiting entry into the field.

Working conditions in the hospitality industry are characterized by inequitable pay
structures, widespread underemployment, skills underutilization, and heightened work
pressures. These conditions create significant societal ramifications and exert
detrimental effects on employee well-being and mental health, leading to talent
retention and recruitment challenges (Giousmpasoglou, 2024).

At the same time, there is evidence that these perceptions are not fixed. Ibrahim et
al. (2020) suggest that students’ exposure to the industry during training can alter their
perceptions of status, sometimes positively, if the experience highlights opportunities
for career growth, or negatively, if it confirms stereotypes of poor working conditions.
This contrast implies that improving the public image of hospitality careers, alongside
providing meaningful student-industry engagement, could mitigate the stigma of low
occupational status.

2.4 Working Hours

Irregular and unsociable working hours consistently emerge as one of the strongest
deterrents to entering or remaining in hospitality jobs. Gol (2023) associates long and
inflexible schedules with burnout and turnover, while Dahiya and Dighliya (2023) report
that students see extended hours, combined with low pay and limited career
progression, as major obstacles. Similar findings are echoed in earlier research, where
demanding schedules were linked to job dissatisfaction and poor retention (Richardson
& Butler, 2012; Kusluvan et al., 2010).

However, working hours can also interact with other factors. For instance, Ariza-
Montes et al. (2019) argue that when employees find meaning in their work, they are
more likely to tolerate demanding hours. This view aligns with the idea that job design
and perceived career value may buffer the negative effects of long schedules. Therefore,
while unsociable hours remain a dominant factor in labour shortages, their impact may
be moderated by how employees perceive the overall worth of their roles.

2.5 Job Insecurity
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The hospitality industry is often seen as unstable, with job insecurity heightened
during crises such as the COVID-19 pandemic. Bajrami et al. (2020) observed that
uncertainty over job stability increased employee stress and turnover intentions, while
Jung et al. (2021) highlighted its direct effects on organizational performance and
sustainability. Similarly, Karatepe et al. (2020) linked job insecurity to reduced
engagement and increased absenteeism.

Yet, the impact of job insecurity is not uniform. Cheng and Chan’s (2008) meta-
analysis suggest that its negative effects are stronger for younger and less experienced
employees, precisely the demographic represented by hospitality graduates. This helps
explain why final-year students may be reluctant to commit to hospitality careers,
despite their training. The evidence suggests that beyond working conditions and wages,
perceptions of long-term career stability are crucial in shaping labour supply.

3 Methodology

3.1 Research Methodology

This study employs a quantitative research design, utilizing a descriptive survey
method to gather data on the factors influencing the labour shortage from the
perspectives of potential employees. This approach is suitable for understanding and
guantifying students' perceptions, attitudes, and intentions toward employment in the
hospitality sector.

3.2 Population and Sampling Technique

The study targeted final-year students enrolled in hospitality programmes at the
Faculty of Hotel and Tourism Management, Universiti Teknologi MARA (UiTM) Campus
Dungun, during the March—August 2025 semester. As future entrants of the hospitality
workforce, these students are considered well-placed to share informed perspectives
on industry labour challenges and career considerations. Stratified random sampling
was used to ensure representation from the main programmes offered: Hotel
Management, Food Service Management, and Culinary Arts. Referring to Krejcie and
Morgan’s (1970) sample size table, a minimum of 169 respondents was required to
achieve 95% confidence with a 5% margin of error for a population of about 300
students. However, due to time constraints and a lower-than-expected response rate,
data were obtained from 101 participants. This is within an acceptable range for
descriptive research, as noted by Hair et al. (2018), who suggest that a sample of 100 is
generally sufficient for most studies.

3.3 Instrument Development

The questionnaire consisted of two main sections. The first collected demographic
details, including age, gender, and programme of study. The second assessed
perceptions of the hospitality industry using a 5-point Likert scale, focusing on factors
contributing to labour shortages such as the nature of work, social status, working
hours, and job insecurity. This section aimed to capture final-year hospitality students’
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views on the key factors influencing labour shortages in Malaysia. The instrument was
adapted from established questionnaires in previous studies and refined to fit the
Malaysian hospitality context.

A pilot test was conducted to assess reliability (Table 1). Each variable consisted of
three items. The Nature of Work scale showed excellent reliability (Cronbach’s Alpha =
0.929), and Job Insecurity also demonstrated high reliability (Alpha = 0.908). Working
Hours recorded an Alpha of 0.776, indicating acceptable reliability, while Social Status
had a lower Alpha of 0.661. Although slightly below the common threshold of 0.70,
previous studies (e.g., Hair et al., 2019) suggest that alpha values above 0.50 may still
be acceptable in exploratory or descriptive research where the aim is to provide initial
insights rather than to build or validate a measurement model. As this study is
descriptive in nature, the construct was retained to capture students’ perspectives on
the industry’s perceived social standing, which remains an important factor shaping
career intentions. Given these results, the instrument was deemed reliable and suitable
for further analysis in this study.

3.4 Data Collection

The study employed an online survey administered through Google Forms. All
procedures followed ethical guidelines, ensuring voluntary participation, anonymity,
and confidentiality of responses. The survey was conducted over an eight-week period,
from 23 May to 11 July 2025, with follow-up reminders issued to the targeted
participants. Population data were obtained via official correspondence with the
Academic Affairs Unit of Universiti Teknologi MARA (UiTM) Dungun, Terengganu, to
verify the accuracy and completeness of the sampling frame.

3.5 Data Analysis

Data were analysed using the Statistical Package for the Social Sciences (SPSS)
version 27. Descriptive statistics were employed to summarise demographic profiles and
overall responses, enabling the identification of patterns and trends in students’
perceptions. This descriptive approach was particularly suited for the study, as it
provided first-hand and current insights into how final-year hospitality students view
labour shortages in Malaysia. While the analysis is straightforward, it offers structured,
clear, and meaningful findings that enhance the understanding of respondent
characteristics and the factors shaping their perceptions.

4 Findings

4.1 Introduction

This chapter presents the study’s findings, which are descriptive in nature and
supported by correlation analysis to examine the associations between the identified
variables. While the analysis is straightforward, it provides useful insights into
respondent profiles and the factors shaping perceptions of labour shortages in
Malaysia’s hospitality sector. Data were processed using SPSS version 27 to summarise
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demographic characteristics, calculate mean scores for the key factors, and assess the
strength of relationships between them. These results help build a clearer
understanding of how final-year hospitality students view workforce challenges in the
industry.

4.2 Pilot Test
Table 1: Reliability Test for Pilot Test

Variables Number of Items Cronbach Alpha
Nature of Work 3 0.929
Social Status 3 0.661
Working Hours 3 0.776
Job Insecurity 3 0.908
4.3 Respondent Demographic Profile
Table 2: Respondents' Demographic Profile
Profiles Categories Frequencies Percentage (%)
Gender Male 42 41.6
Female 59 58.4
Age (years old) 20-22 42 41.6
23-25 59 58.4
Race Malay 96 95
Others 5 5
Educational Level Bachelor’s degree 49 48.6
Diploma or Equivalent 51 50.4
Marital Status Single 95 94.1
Married 5 5.9
Area of Study Hotel Management 64 64
Food Service Management 21 21
Culinary Arts 15 14

Table 2 shows the demographic characteristics of the 101 respondents. Most were
female (58.4%) and aged 23-25 years (58.4%). The majority identified as Malay (95%),
with 5% from other races. Regarding education, the sample was nearly evenly split
between those with a bachelor’s degree (48.5%) and those with a Diploma or equivalent
(50.4%). Most participants were single (94.1%), and the majority studied Hotel
Management (64.0%), followed by Food Service Management (21.0%) and Culinary Arts
(14.0%).

4.4 Descriptive Analysis

Tables in this section outlined the mean score results for each construct tested in
this study. Table 3 presents the average scores and standard deviations for three survey
items related to the Nature of Work in the hospitality sector. Participants most strongly
agreed with the statement "l find jobs in the hospitality industry interesting" (M = 4.00,
SD = 1.054).
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Table 3: Mean Score for Nature of Work

No. Survey Item n Mean SD
1. | find jobs in the hospitality industry interesting. 101 4.00 1.054
2. | believe working in the hospitality industry is 101 3.84 1.015

worthwhile.

3. Considering the working hours and workload, the payin 101 3.58 1.121
the hospitality industry is reasonable.

This was followed by "I think jobs in the hospitality industry are worth doing" (M =
3.84, SD = 1.015) and "Considering the working hours and workload, the pay in the
hospitality industry is reasonable" (M = 3.58, SD = 1.121). Overall, these results suggest
a generally positive view of the nature of work in the industry.

Table 4: Mean Score for Social Status

No. Survey Iltem n Mean SD

1. | believe that social status plays a role in shaping 101 3.95 0.911
individuals' willingness to pursue careers in the
hospitality industry.

2. | feel that the hospitality industry is often perceived as 101 3.21 1.084
having low social status.

3. | believe that improving the image of hospitality work 101 3.63 0.761
can help reduce labour shortages.

Table 4 presents the descriptive statistics for three items measuring perceptions of
Social Status related to careers in the hospitality sector. The highest average response
was for the statement "l believe that social status influences individuals' willingness to
work in hospitality" (M =3.95, SD = 0.911), showing strong agreement. The next highest
was "l think that enhancing the image of hospitality jobs could help address labour
shortages" (M = 3.63, SD = 0.761). The lowest mean was for "l am hesitant to pursue a
career in hospitality because it is often linked with low social status" (M = 3.21, SD =
1.084), indicating a more diverse range of opinions regarding this negative view.

Table 5: Mean Score for Working Hours

No Survey Iltem n Mean SD

1. I think flexibility in working hours is important. 101 4.11 0.809
2.l am willing to work in shifts. 101 4.05 0.848
3. | believe that working hours influence individuals' 101 4.11 0.809

decisions to apply for or accept a job in the hospitality
industry.

Table 5 presents the average scores and standard deviations for items related to
perceptions of working hours in the hospitality sector. Respondents strongly agreed that
"I think flexibility in working hours is important" (M = 4.11, SD = 0.809) and that
"Working hours influence individuals' decision to apply for or accept a job in the
hospitality industry" (M =4.11, SD = 0.809). The statement "l am willing to work in shifts"
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had a slightly lower average of M = 4.05 (SD = 0.848) but still reflects a general level of
agreement.

Table 6: Mean Score for Job Insecurities

No. Survey ltem n Mean SD

1. Ifeel uncertain and insecure about my career prospectsin 101 3.37 1.116
the hospitality industry.

2. | believe that jobs in the hospitality industry lack stability. 101 3.26 1.098

3. | believe that job insecurity influences individuals’' 101 3.53 1.172
decisions to stay in or leave their jobs.

Table 6 shows the descriptive statistics for items assessing perceptions of job
insecurity within the hospitality sector. The item with the highest average score was "I
believe that job insecurity influences individuals' decisions to stay in or leave their job"
(M = 3.53, SD = 1.172), reflecting agreement among respondents on its impact.
Following this, the item "I feel uncertain and insecure about my career prospects in the
hospitality industry" scored a mean of 3.37 (SD = 1.116), and "I believe that jobs in the
hospitality industry lack stability" had a mean of 3.26 (SD = 1.098).

Table 7: Descriptive Statistics

Descriptive Statistics

Variables N Min Max Mean SD
Nature of Work 101 1.00 5.00 3.8053 0.77641
Social Status 101 1.67 5.00 3.8515 0.63329
Working Hours 101 2.00 5.00 4.1452 0.62257
Job Insecurity 101 1.00 5.00 3.6172 0.83451

Table 7 summarises the descriptive results for four variables assessed on a 5-point
Likert scale among 101 respondents. Working Hours recorded the highest mean (M =
4.15, SD = 0.62), followed by Social Status (M = 3.85, SD = 0.63) and Nature of Work (M
=3.81,SD =0.78), indicating generally positive perceptions. Job Insecurity scored lowest
(M = 3.62, SD = 0.83), reflecting greater variability in opinions. Overall, the findings
suggest that working hours and social status are seen as stronger influences on career
choices than job insecurity.

4.5 Reliability Test

Table 8 presents the results of the reliability test for the variables explored in this
research study. The table evaluates four variables: Nature of Work, Social Status,
Working Hours, and Job Insecurities, each of which is measured using three items.

Table 8: Reliability Test

Variables Number of Items Cronbach Alpha
Nature of Work 3 0.839
Social Status 3 0.553
Working Hours 3 0.776
Job Insecurities 3 0.851




Cronbach's Alpha values are reported to assess internal consistency for each
variable. The values range from 0.553 to 0.851. Nature of Work, Working Hours, and Job
Insecurities all exhibit good reliability with Cronbach's Alpha values of 0.839, 0.776, and
0.851, respectively, surpassing the commonly accepted threshold of 0.7. However,
Social Status reports a lower reliability coefficient of 0.553, indicating weaker internal
consistency among the items measuring this variable. However, Pallant (2010) notes
that alpha values above 0.50 may be acceptable in exploratory studies or with short
scales.

4.6 Correlation
Table 9: Correlation Analysis

Correlation Analysis

Variables Nature of Work Social Status Working Hours  Job Insecurity
Nature of Work 1 0.530 0.507 0.206
Social Status 0.530 1 0.709 0.390
Working Hours 0.507 0.709 1 0.335
Job Insecurity 0.206 0.390 0.335 1

Note: p < 0.05 (2-tailed)

The Pearson correlation analysis revealed a moderate positive association between
the nature of work and working hours (r = 0.507, p < 0.001), indicating that employees
who perceive their work tasks and responsibilities positively also tend to hold favourable
views regarding their working hours. This suggests that meaningful and well-structured
job roles may reduce resistance toward time-related work demands, as employees are
more likely to accept or tolerate longer or irregular working schedules when they find
their work engaging and valuable.

However, when compared to other correlations in the study, this relationship is
weaker than the strong positive association between social status and working hours (r
= 0.709) but stronger than the weaker link between the nature of work and job
insecurity (r = 0.206). These findings imply that while intrinsic job characteristics
influence employees’ perceptions of time demands, extrinsic factors such as perceived
job prestige and societal recognition may exert an even stronger influence on how
employees evaluate their working schedules.

Overall, these results emphasise the interconnected nature of job design and social
factors in shaping work-related attitudes, aligning with existing research that highlights
the importance of both intrinsic and extrinsic factors in influencing perceptions of
workload and job satisfaction.

5 Discussion

The objective of this study was to examine the key factors that contribute to
perceptions of labour shortages among final-year hospitality students in Malaysia. The
analysis, based on mean scores and correlation results, identified Working Hours as the
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most contributing factor. It recorded the highest mean score (M = 4.15, SD = 0.62),
reflecting strong agreement that long, irregular, or inflexible schedules influence
students’ career decisions. The consistent responses point to a shared concern about
the demanding nature of work schedules in the hospitality sector.

Correlation analysis further revealed that Working Hours had the strongest
association with Social Status (r = 0.709) and moderate links with both Nature of Work
(r=0.507) and Job Insecurity (r = 0.335). This suggests that perceptions of working hours
are closely tied to how students view the industry’s image, work demands, and stability.
The factor also showed good internal reliability (Cronbach’s Alpha = 0.776),
strengthening its position as a central issue influencing labour supply in hospitality.

These findings align with past studies by Ariza-Montes et al. (2019) and Grigoryan
(2024), which highlighted the influence of working hours on employee satisfaction,
retention, and career choices. Similarly, Richardson and Butler (2012) and Kusluvan et
al. (2010) found that although hospitality students may value the nature of the work,
they are often discouraged by workload pressures, stress, and societal perceptions. High
turnover, burnout, and lack of flexibility further worsen dissatisfaction, driving
individuals away from the industry.

This pattern supports the observations of Deery and Jago (2015) and Karatepe
(2013), indicating that demanding schedules not only deter newcomers but also
contribute to workforce instability. Moreover, the link between Working Hours and Job
Insecurity supports earlier findings by Cheng and Chan (2008) and Osman et al. (2020),
which reported that uncertainty in job stability strongly influences turnover intentions
and career abandonment, particularly among young newcomers. Taken together, these
results suggest that addressing the issue of working hours alongside improving industry
image and career stability could play a significant role in alleviating labour shortages in
Malaysia’s hospitality sector.

6 Conclusion

This study examined the factors shaping final-year hospitality students’ perceptions
of labour shortages in Malaysia, focusing on working hours, social status, the nature of
work, and job insecurity. Working hours emerged as the strongest concern, while social
status and the industry’s modest image also reduced its appeal. Although the nature of
work was seen positively, its physical and emotional demands remained a challenge,
and job insecurity still influenced career choices.

By using a descriptive approach, the study offers first-hand insights into how future
graduates view workforce challenges in the sector. The findings suggest that labour
shortages are driven more by perceptions of work conditions, social standing, and job
stability than by a lack of graduate interest. Employers valued interpersonal skills such
as customer care and cultural awareness, though further development in emotional
intelligence and handling feedback is needed. Strengthening industry exposure through
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site visits and practitioner engagement can help align student expectations with
workplace realities and support long-term talent retention.
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