JURNAL APLIKASI MANAJEMEN

VOLUME 22 ISSUE 1 MARCH 2024

JAM

Jurnal Aplikasi Manajemen
Journal of Applied Management
Volume 22 Issue 1
March 2024

22 | 1| 2024

Received August ‘23
Revised September ‘23
October ‘23

November ‘23

Accepted March 24

AM

o

INDEXED IN

DOAJ - Directory of Open
Access Journals

SINTA - Science and Technology
Index

Dimensions

Google Scholar
ReseachGate

Garuda

IPl - Indonesian Publication
Index

Indonesian ONESearch

CORRESPONDING AUTHOR

Dony Firman Santosa

Human Resource Management
Politeknik Ketenagakerjaan,
Indonesia

EMAIL

donyfirman@polteknaker.ac.id

OPEN ACCESS

e ISSN 2302-6332
p ISSN 1693-5241

Copyright (c) 2024 Jurnal Aplikasi Manajemen

IMPROVING THE INTERNSHIPS QUALITY IN
SUPPORTING VOCATIONAL COLLEGE
STUDENTS' JOB SEARCH SUCCESS

Dony Firman Santosa
Athira Setira Adil
Politeknik Ketenagakerjaan, Indonesia
Rinandita Wikansari
Politeknik APP Jakarta, Indonesia
Erfina Oktariani
Politeknik STMI Jakarta, Indonesia

Abstract: Internships prepare students to enter the industry, business world,
and world of work (IDUKA). Internships encourage improved job prospects,
higher wages, and reduced skill mismatches. The purpose of this study is to
analyze the influence of internship quality on students' career adaptability and
students' job search success also to formulate strategic recommendations for
improving the quality of apprenticeship programs. The population of this study
is all alumni of Politeknik Ketenagakerjaan, Politeknik APP Jakarta and
Politeknik STMI Jakarta who are recorded as already working. A total of 99
respondents were selected by purposive sampling then analyzed using SEM-
PLS and the Analytic Hierarchical Process (AHP). The results of the study
found that there is a positive and significant influence between internship qual-
ity on career adaptability, career adaptability on job search success, internship
quality on job search success and internship quality on job search success
through career adaptability. The most important alternative strategy for im-
proving internship quality is setting up an internship mentoring program. Uni-
versities and companies must develop an internship curriculum for each in-
ternship position before setting up an internship mentoring programme.

Keywords: Internship Quality, Career Adaptability, Job Search Success, Vo-
cational Education
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INTRODUCTION

Internships prepare students to enter the in-
dustry, the business world, and the world of work.
The internship is an important part of vocational
higher education. It provides students opportunity-
es to learn new skills such as discipline, responsi-
bility, teamwork, problem-solving, critical think-
ing, and so on (Directorate General of Higher Ed-
ucation Ministry of Education and Culture, 2020).
The implementation of internships for vocational
higher education takes at least one semester. In-
ternships can improve job prospects, higher wages,
and reduce skill mismatches (Passaretta and Trive-
nti, 2015). The National Labor Force Survey (SA-
KERNAS) reported by the Central Bureau of Sta-
tistics (BPS) in the time span of February 2021 to
August 2022 shows that the average unemploy-
ment rate for diploma/academy graduates (6.33%)
is relatively lower than general senior high school
(8.53%) and vocational senior high school gradu-
ates (10.74%). The results indicate better employ-
ment opportunities for graduates of vocational hi-
gher education (diploma). Companies tend to be
attracted to higher education graduates who adopt
a practice-oriented approach because these gradu-
ates have acquired job-specific skills that can be
applied directly in the workplace (Backes-Gellner
and Geel, 2014). The SAKERNAS results are also
supported by The Global Talent Competitiveness
Index (2021) survey that was conducted by Insead,
Portulans Institute, and Accenture, which states
that Indonesia is one of the countries that shows
the highest increase in competitiveness dimensions
in almost all pillars. The vocational and technical
skills (VT-Skils) section show the highest score in-
crease. However, despite the increase, Indonesia's
competitiveness compared to other countries is
still at the bottom of the list, so there is a need to
improve the quality of human resources through
vocational higher education programs.

Understanding the role of internship quality
in job search success is crucial for colleges and
students (Arthur & Koomson, 2023). An intern-
ship provides students with hands-on experience
in their chosen field, which enhances their know-
ledge, skills, and expertise (Furco, 1996). This, in
turn, increases their employability and job pros-
pects. This study can help employers in industries
develop a pool of skilled and qualified talent for
future hiring needs by providing students with me-

aningful and relevant internship experiences (Nur-
matov & Huitzil, 2023). The government is also
one of the stakeholders who will experience the
benefits. The government can use this to develop
policies and programs that encourage industries to
provide high-quality internships to students. This,
in turn, can help reduce unemployment rates and
enhance the country's overall economic growth.

Three vocational colleges categorized as
non-service bonding government official colleges
located in Jakarta (Politeknik Ketenagakerjaan,
Politeknik APP, and Politeknik STMI) provided
different data on the job placements of their gradu-
ates. According to the tracer study report, Politek-
nik Ketenagakerjaan (Polteknaker) recorded the
highest percentage of graduates (91%) who have
already started working. In comparison, Politeknik
APP and Politeknik STMI recorded lower percent-
ages of 70.6% and 86.96%, respectively. The spe-
cific problem of this research is the need to under-
stand the role of internship quality in job search
success for non-service bonding government offi-
cial college students in Jakarta. Despite the positi-
ve impact of internships on job prospects and skill
development, the job placement rates for gradu-
ates are not at an optimal level yet, and there is a
need to improve the quality of human resources
through vocational higher education programs.

Previous research on internships has mainly
focused on the quantitative aspects, such as the
number of internships and time spent working.
However, there is a lack of research on the role of
qualitative aspects of internships (job characteris-
tics) in individuals' job search success (Gamboa et
al., 2020; Brooks et al., 1995). Pan et al. (2018)
studied the relationship between internship quality
and job search outcomes, as measured by the Job
Characteristics Model theory. The study's results
showed a positive and significant effect of intern-
ship quality on career adaptability and job search
success. The variables of internship quality, career
adaptability, and job search success have been dis-
cussed in the prior research (Pan et al., 2018).
However, the detailed research directly discusses
the quality of internships and other variables, nam-
ely proactive personality, that affect the success of
students' job searches in China.

Meanwhile, no research has been found in
Indonesia that discusses the role of internship qu-
ality in students' job search success through career
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adaptability. Accordingly, it is necessary to study
the role of internships more deeply and compre-
hensively from a qualitative aspect in job search
success by encouraging students' career adaptabil-
ity. Besides that, the research will help to fill the
gap in the existing literature and provide insights
for colleges, students, employers, and the govern-
ment to develop policies and programs that can
improve job placement rates for graduates, reduce
unemployment rates, and enhance the overall eco-
nomic growth of the country.

The benefits of this research include devel-
oping a pool of skilled and qualified talent for fu-
ture hiring needs, increased employability and job
prospects for students, and improved quality of
human resources through vocational higher educa-
tion programs. This study aims to analyze the in-
fluence of internship quality on students' career
adaptability, to analyze the influence of career
adaptability on students' job search success, to an-
alyze the influence of internship quality on stu-
dents' job search success, to analyze the influence
of internship quality on students' job search suc-
cess through career adaptability, and formulate
strategic recommendations for improving the qu-
ality of apprenticeship programs.

LITERATURE REVIEW
Internship Quality

Internships are structured and career-relev-
ant work experiences students obtain before grad-
uation from an academic program (Taylor, 1988).
According to Renganathan et al. (2012), an intern-
ship is a chance for students to incorporate their
on-the-job work experience and knowledge into
their university education by being in a supervised
and planned real-world professional work environ-
ment. Internships are also considered a workplace
learning activity where students experience work
tasks in a work environment without assuming the
whole identity of a worker (Gamboa et al., 2020).

According to van Vianen et al. (2012), the
quality of the internship is, in fact, more important
for students who plan to start working in the near
future, and this is due to the recognition of the stu-
dents' experience so far as a major contribution to
their technical-professional preparation. From the
student's perspective, their professional perform-
ance will more directly depend on the quality of the
(learning) knowledge the student acquires during

the internship, representing their professional prac-
tice when starting work. (Billett, 2005; Gamboa et
al., 2020)

Career Adaptability

According to Savickas and Porfeli (2012),
career adaptability is a psychosocial construct that
demonstrates an individual's/employee's resource-
fulness in coping with current and future tasks,
transitions, and traumas encountered in their job
role, both small and large in scope, which can alter
the employee's social integration. It includes adap-
ting to the transitional processes during their life
journey, from child to adolescent, school to work,
and from one job to another.

Based on Savickas and Porfeli's (2012) ca-
reer construction theory, the Career Adapt-Abili-
ties Scale consists of (a) concern, refers to an indi-
vidual's concern about future career orientation;
(b) control related to individual management of
situations such as stress, change, problems and
other challenges that come in life; (c) curiosity; re-
fers to individual curiosity related to careers and
exploration of the suitability between self and the
roles and situations needed in the future careers;
and (d) confidence; which shows confidence in
solving any problems or challenges that arise, ex-
ploring all possibilities that can be taken and pro-
viding efforts to solutions in dealing with these ob-
stacles.

Job Search Success

Job search is considered a significant step in
a student's transition into work. It requires a special
investment in time, effort, and physical and mental
energy to overcome a series of challenges in the
job search process, such as preparing the necessa-
ry documents in the initial administrative stage, at-
tending job interviews, and choosing the right job
later (Guan et al., 2013; Wanberg et al., 2010). The
dimensions of job search success include the num-
ber of job interviews, job offers, employment sta-
tus, job-individual fit perceptions, and job-organi-
zation fit perceptions (Saks, 2006).

HYPOTHESIS DEVELOPMENT

Based on the results of the research of Pan
et al. (2018), the quality of internships as measur-
ed using the Job Characteristics Model theory with
indicators of skill variety, task identity, task sig-
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nificance, job autonomy, and job feedback signifi-
cantly has a positive and significant effect on ca-
reer adaptability, which is calculated based on four
aspects of career adaptability consisting of career
concern, career control, career curiosity, and ca-
reer confidence with six question items in each di-
mension (Hou et al., 2012). Research by Ocampo
et al. (2020) provides direct evidence supporting
the positive and sustained effects of internship par-
ticipation on career adaptability. This positive ef-
fect underscores the role of internship experience
in developing career adaptability.

H1: Internship quality has a positive and signifi-

cant effect on career adaptability.

Zhao and Liden (2011) mentioned in their
research that internships were associated with out-
comes at all stages of the school-to-work transiti-
on. It happened because it was found that students
who participated in internships often received job
offers from the companies where they interned. In
addition, research related to internships and job
search success from Gault et al. (2000) mentioned
that students who participated in internships ob-
tained their first job in a shorter time after gradua-
tion earned higher salaries, and had higher levels
of overall job satisfaction compared to those who
did not participate in internships.

H2: Career adaptability has a positive and signif-
icant effect on job search success.

Guan et al. (2013) also studied the relation-
ship between career adaptability and job search
success among university graduates in China. The
study indicated that the four dimensions of career
adaptability were the strongest predictors of job
search self-efficacy, which ultimately has implica-
tions for student job search outcomes. Similarly,
Mittal (2020) found a positive relationship between
career adaptability and job search success.

H3: Internship quality has a positive and signifi-
cant effect on job search success.

According to Brooks et al. (1995), intern-
ship quality can increase self-efficacy during job
search, thereby increasing job search success. Self-
efficacy is the belief in one's ability to perform
tasks related to career decision-making, and it is
one of the factors that play an essential role in ca-
reer adaptability.

H4: Internship quality has a positive and signif-
icant effect on job search success through ca-
reer adaptability.

METHOD

This study uses a quantitative approach. The
data used in this study are primary and secondary.
Primary data was obtained through a survey by
distributing questionnaires to graduates who have
worked and interviews with four experts with a
background of two academics and two company
practitioners. Secondary data were obtained from
literature and supporting references in journals and
related research reports. The population of this
study is all alumni of Polteknaker, Politeknik APP
Jakarta, and Politeknik STMI Jakarta, who are rec-
orded as already working, totaling 632. The re-
search was centered in the Jakarta, Bogor, Depok,
Tangerang, and Bekasi (JABODETABEK) areas,
where most alumni work. The implementation of
the study started from July 2022 to March 2023.
The determination of sample size using the Slovin
formula with an error of 10% shows that the mini-
mum sample size is 87 respondents. However, it
was adjusted by the researcher to 99 respondents.
The sampling method used was purposive sam-
pling with the criteria of determining student res-
pondents who have graduated and are working. Fi-
nally, 99 respondents were collected, with a com-
position of 68 respondents from Polteknaker, 21
from Politeknik APP Jakarta and ten from Politek-
nik STMI Jakarta.

SEM-PLS analysis was chosen to examine
the effect of internship quality on student career
adaptability, the effect of internship quality on stu-
dent job search success, and the effect of career
adaptability on student job search success. SEM-
PLS is based on a relatively small sample size and
does not require multiple normal assumptions (Ja-
ya and Sumertajaya, 2008). The Analytic Hierar-
chical Process (AHP) was used to formulate stra-
tegic recommendations for improving the quality
of student internship programs.

The research model was developed using
exogenous and endogenous latent variables. The
endogenous latent variables of students' career
adaptability and job search success were formed
by the exogenous latent variables of internship qu-
ality: skill variety, task identity, task significance,
job autonomy, and job feedback. The internship

164 SANTOSA ET AL. (2024)




JURNAL APLIKASI MANAJEMEN VOLUME 22 ISSUE 1 MARCH 2024
e

quality variable was developed from (Hackman (2006) research foundation. These three variables
and Oldham's, 1974) job characteristics model the-  are latent variables that cannot be measured di-
ory, the career adaptability variable was referred rectly. Details, latent variables, and manifest vari-
from (Savickas and Porfeli's, 2012) research and  ables (statement indicators for each variable) are
the student job search success variable using Saks  presented in Table 1.

Internship Quality

Job Search Success

Career Adaptability

Source: Processed Data (2023)
Figure 1. Research Framework

Table 1. Latent dan Manifest VVariables

Latgnt Manifest Variables (Attributes) Code
Variables

Internship 1. Skill Variety

Quality (X) - During my internship, I was required to use more than one skill to complete my X
(Hackman work.

and Old- I was given the opportunity to do more challenging types of work. X2
ham,1974)

2. Task ldentity
- lwas involved in every work process (from start to finish) in accordance with X3
my field of work.

- l'was given the opportunity to finish the work | started X4
-l was given clear information and planning regarding the tasks | had to do. Xs
3. Task Significance

-l was given tasks that can increase and improve my skills/expertise X

- The work | did was important and could provide benefits to our coworkersand Xy
the company.

4. Autonomy
- | have the freedom and independence to accomplish my tasks at work Xsg
- Incarrying out my work, | have the freedom to determine the procedures and X

implementation schedule.
5. Job Feedback
I get information about my performance regularly, both from coworkers and X1o
superiors.
Every job | have done, | always get feedback and evaluation from my superiors.  Xi1

.y |
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Latent

. Manifest Variables (Attributes) Code
Variables
Career 1. Concern
Adaptability - | thought about what my future would be like Y11
(Yl)_ -l realize that my current choices will determine my future Y12
(Savickas . - | prepare for my future Y13
and Porfelli, i . . '
2012) - | care about my choice of education and the major | should take Y14
- I plan the steps to achieve my goals Yis
- | care about my career Yis
2. Control
- lamalways optimistic about achieving my career goals Y17
- I make my own decisions about my career Yis
- I take responsibility for my decisions and actions Y1
- Istick to my beliefs about my career Y110
- I believe in myself in my career Yin
- 1l do what is good for me Y112
3. Curiosity
- llike to explore new things Y113
- lalways look for opportunities to grow as an individual Y114
- lalways look for alternatives before making a choice Y11s
-l enjoy observing different ways of doing things Y116
- 1 dig deeper into questions | have about my career Y117
- lam always curious about new career opportunities that I can take. Y118
4. Confidence
- | perform tasks efficiently Y119
-l consider things before doing something Y120
- lenjoy learning certain skills Yiz
- lalways optimize my abilities at work Y122
- lam able to overcome obstacles in my career Y123
- lam able to solve problems that arise in my work Y124
Job Search 1. Number of Job Offers
Success (Y2) . | have been offered more than one job from different companies Y21
(Saks, 2006) 2. Number of Job Interviews
- | have been invited to interview at more than one company. Y22
3. Employment Status
- Did you receive a job offer from the company? Y23
4. Person Job Fit Perceptions
- My knowledge, skills, and expertise align with the job requirements. You
- My job is in line with my needs Yos
- My current job allows me to do the type of work | want to do Yo
5. Person Organization Fit Perceptions
- The values in the company are in accordance with my values Yo7
- My personality is in accordance with the image of the company/organization Yas
- The current company/organization has met my needs Yoo

Source: Processed Data (2023)

5 |
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RESULTS
Respondent Characteristics

Descriptive analysis is used to provide in-
formation about the general description of the cha-
racteristics of respondents. This research collected
as many as 99 respondents, consisting of Poltekna-
ker alumni, Politeknik APP Jakarta, and Politek-
nik STMI Jakarta, who were recorded as already
working. Based on the questionnaires distributed,
information was obtained that 36 Respondents we-
re male (36.36%), and 62 respondents were female
(63.64%). In terms of age, 38 respondents (38.38
%) are in the age range of 21-22 years old, 50 re-
spondents are in the age range of 23-24 years old
(50.51%), and the remaining 11 respondents are
over 25 years old (11.11%). Many alumni are over
23 years old because there is no age limit when
registering for college at the Polteknaker, as long
as they still have a high school / vocational high
school certificate.

According to the origin of the vocational
college, 68 alumni came from Polteknaker (68.69
%), 21 alumni came from Politeknik APP Jakarta
(21.21%), and the remaining ten students graduat-
ed from Politeknik STMI Jakarta (10.1%). Based
on the distribution of alumni major, 49 respondents
came from Human Resource Management (49.49
%), eight respondents came from Industrial Rela-
tions (8.08%), 11 respondents came from Occupa-
tional Safety and Health (11.11%), ten respondents
came from the Electronics Industry Management
major (10.1%), two respondents came from the
Electronics Industry Marketing Management ma-
jor (2.02%), nine respondents came from the ASE-
AN and China Region International Trade major
(9.09%), six respondents came from the Automa-
tive Industry Information Systems major (6.06%)
and four respondents came from the Polymer Che-
mical Engineering major (4.05%) of which 39 res-
pondents were class of 2017 (39.39%), 40 respon-
dents belonged to the class of 2018 (40.4%) and
the remaining 20 respondents were students of the
class of 2019 (20.21%).

When viewed from the time working, infor-
mation is obtained that as many as 40 respondents
(40.4%) are fairly new to work with a work period
of less than six months. The number of respond-
ents who have worked between 6 months and one
year is 18 graduates (18.18%). Respondents with
a working period of more than one year reached

41 graduates (41.42%). In the discussion about in-
come, it can be concluded that more than 50% of
respondents earned a salary above the range of
UMP and UMK Jabodetabek in 2023. In more det-
ail, eight respondents (8.08%) have a monthly sal-
ary above IDR 7,500,000. 46 respondents, or 46.46
%, earn a monthly income between IDR 5,000,001
and IDR 7,500,000. while 37 respondents (37.38
%) reported that their monthly income was in the
range of IDR 3,000,001 and IDR 5,000,000. How-
ever, eight respondents (8.08%) still earned less
than IDR 3,000,000.

Evaluation of the Measurement Model

The outer model is evaluated based on test-
ing the validity and reliability of each latent varia-
ble. Validity testing refers to the loading value (4).
When the value is above 0.5, it is declared valid.
Another alternative that can be used is the Average
Variance Extracted (AVE) value, which must be
above 0.5. In reliability testing, the emphasis fo-
cuses on composite reliability, which measures in-
ternal consistency, where the value must be above
0.6 to show consistency (Ghozali, 2011). In order
to obtain the best structural equation model, it is
necessary to respecify the model by removing ma-
nifest variables whose values are below 0.7. Some
manifest variables removed from the model inclu-
de: X1, X2, X4, X6, X7, X8, X9, X10,Y1.1,Y1.2,
Y13, Y14, Y15, Y18, Y1.12, Y1.13, Y1.14,
Y1.15, Y1.16, Y1.17, Y1.18, Y1.20 and Y2.4. In
addition, the purpose of model respecification
through dropping manifest variables is to increase
the AVE value from the original value of 0.39 for
the exogenous latent variable internship quality
and 0.45 for the endogenous latent variable career
adaptability to 0.67 and 0.63, respectively. In the
end, the AVE value of the three latent variables is
above 0.5, which indicates that it has passed the
validity test. In a reliability test based on compo-
site reliability value and Cronbach's Alpha value,
the results are above 0.6, meaning that all manifest
variables are consistent and can be used to meas-
ure latent constructs.

Structural Model Evaluation

The inner model is evaluated based on the
R-square (R2) value for the latent variables of ca-
reer adaptability and job search success. The R-
square R_1”72 value of the career adaptability var-
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iable is 0.21, which means that the diversity of ca-
reer adaptability that the diversity of internship
quality can explain is 21%, while other variables
outside the model explain the remaining 79%. Fur-
thermore, the R-square R_2"2 value of the job se-
arch success variable is 0.3, which means that the
diversity of career adaptability can explain the di-
versity of job search success, and the diversity of
internship quality is 30%. In contrast, the remain-
ing 70% is explained by other variables outside the
model. An R2 value of less than 0.33 indicates a
weak model, while if the R2 value is in the range
of 0.33 to 0.67, it can indicate that the model is
moderate, and if the value is above 0.67, it is said
to be strong (Chin and Marcoulides, 1998). Eval-

uation of the goodness of the model also needs to
consider the predictive relevance (Q2) value ob-
tained from the following formula:

(Q2) =1-(1-R_172) (1-R_2"2)
=1-(1-0.21) (1-0.3)=0.45

The Q2 calculation result is 0.45 or 45%,
which means that the model can explain the phe-
nomenon of student job search success associated
with career adaptability variables and internship
quality. In other words, the model has predictive
relevance and can be used for hypothesis testing.
Details of the structural equation model are shown
in Figure 2.

¥1.10 Y1.11 Y1, 19 Y1, 21 ¥1.22 Y1 23 ¥1.24
'\ 0889 0.791 0.723 0 753 0742 371 0816 079 A 734/
X1 Career
Adaptability 0.336
'\ 0459 ) g
0824 / ¥25
=
T BT Y2.6
0.799 350 A —0811—Y :
X o \0 827—p
—
O 0850 L
X5 Y
: : Job Search Success 0.836 ¥2.8
Internship Quality N !
00 r2) ~
¥2.9

Source: Processed Data (2023)

Figure 2. Structural Equation Model

Table 3. Hypothesis Testing Results

Effect between Variables

Path Coefficient T-statistic Decision Making

HI: Internship Quality (X) — Career Adaptability (Y1)

H2: Carrer Adaptability (Y1) — Job Search Success (Y2)

H3: Internship Quality (X) — Job Search Success (Y2)

H4: Internship Quality (X) — Job Search Success (Y2)
through Career Adaptability

0.46 5.89* Accepted
0.34 3.81* Accepted
0.29 3.23*  Accepted
0.15 3.43*  Accepted
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Table 2 shows that the overall influence be-
tween variables has a value above 1.96, which me-
ans that there is a significant influence between the
internship quality on career adaptability, career
adaptability on job search success, internship qu-
ality on job search success, and internship quality
on job search success through career adaptability
at a significance level of 5%. The path coefficient
produces a positive value, which can be concluded
that the better the internship quality, the more stu-
dents' career adaptability will increase. Then, the
more students' career adaptability increases, the
higher the level of job search success, and the bet-

ter internship quality experienced by students, the
greater the job search success.

Analytic Hierarchical Process

Analytic Hierarchical Process (AHP) anal-
ysis was used to determine the most effective strat-
egies for improving the quality of internship pro-
grams and involved four experts, consisting of two
academics and two practitioners. The AHP analy-
sis was processed using Super Decisions version
3.2 software. The combination of hierarchical ana-
lysis based on the vertical assessment of four ex-
perts is presented in Figure 2.

Quality Improvement Strategy
Internship Program

Skill Diversity at Work Involvement

in Job Completion

Regular Feedback and

Job Significance Job Evaluation

HR Manager Company Head of Study Supervising Intern Students
(0.25) Mentor Program Lecturer (0.11)
(0.46) (0.06) (0.12)

\ | l \ \ |

[ I |
Recruitment Cost Effi- Obtaining Feedback on Internship Creating work-ready
ciency Program Improvement talents
(0.15) (0.21) (0.64)
L | | |
| | |

Finding Employees who Fit
the Organization's Goals
(0.34)

Intensive Monitoring and Communication
between Higher Education and Companies
(0.3)

Setting up an Internship
Mentoring Program
(0.36)

Source: Processed Data (2023)

Figure 2. Hierarchy Structure of AHP
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DISCUSSION

Internship Quality and Career Adaptability.
The results of the analysis show that there is a pos-
itive and significant influence between internship
quality and career adaptability. It is in line with the
research of Pan et al. (2018). Likewise, research
from Ocampo et al. (2020) provides direct evi-
dence supporting the positive and sustained effects
of internship participation on career adaptability.
This positive effect underscores the role of intern-
ship experience in developing career adaptability.
Based on the magnitude of the path coefficient, it
shows that the quality of the internship has the
highest path coefficient. It can be concluded that
internship quality is the most influential factor in
improving students' career adaptability. The qual-
ity of the internship is formed by involvement in
every work process (from start to finish) in accord-
ance with the field of work (X3), the delivery of
clear information and planning related to the tasks
to be done (X5), and the provision of feedback and
supervisor evaluation for each job completed
(X11). The largest loading value in forming the la-
tent variable of internship quality is the delivery of
clear information and planning related to the tasks
to be done (X5). It is important for companies that
accept internships to prepare an internship curric-
ulum that refers to the type or name of job positi-
ons in the industry (Bawica, 2021). The internship
curriculum is outlined in the form of a guidebook
so that interns get clear information and planning
related to their duties and obligations.

Career Adaptability and Job Search Succes
Career adaptability has a positive and sig-
nificant influence on job search success. It means
that the more students' career adaptability increas-
es, the higher the job search success. Career adapt-
ability is formed by an optimistic attitude toward
achieving career goals (Y1.7), a sense of responsi-
bility for decisions and actions (Y1.9), sticking to
beliefs about careers (Y1.10), self-confidence in
undergoing a career (Y1.11), the ability to do tasks
efficiently (Y1.19), a sense of pleasure in learning
new skills (Y1.21), the ability to optimize skills at
work (Y1.22), the ability to overcome obstacles in
a career (Y1.23) and the ability to solve problems
at work (Y1.24). The highest loading value that
forms the latent variable of career adaptability in-
dicates an individual's ability to overcome obsta-

cles in a career (Y1.23), which is part of the con-
fidence dimension. Confidence is developed from
students' sense of achievement and motivation to
utilize their knowledge and skills during the in-
ternship. (Busby and Gibson, 2010; Ocampo et al.,
2020; Zopiatis and Constanti, 2012). These results
follow the research of (Savickas and Porfeli,
2012), which states that confidence fuels the read-
iness to explore options, make decisions, and en-
gage in proactive behavior. Individuals with high-
er levels of confidence are likely to be more adapt-
able in their careers as they believe in their capabi-
lities to tackle new and challenging tasks or cha-
nge career pathways if required.

Internship Quality and Job Search Success
(Direct and Indirect Effect)

The exogenous latent variable of internship
quality has a positive and significant effect on the
endogenous latent variable of job search success.
It means that the quality of the internship program
will open up opportunities for students to find
work more easily. Likewise, for indirect effects,
internship quality has a positive and significant in-
fluence on job search success through career adapt-
ability. According to Wanberg et al. (2010), in the
job search process, students experience a transi-
tion from the campus world to the world of work.
These transitional activities require students to sa-
crifice time, energy, and effort to overcome chal-
lenges such as collecting information on job va-
cancies, understanding their strengths and weak-
nesses, preparing the required work requirements
documents, and actively participating in career-
themed workshops until finally finding a suitable
job. By experiencing a quality internship program,
students can cut down on the stages and challenges
of the job search process. This happens because
students who take part in internships often receive
job offers from the companies where they intern
(Anjum, 2020). For companies, it is also an advan-
tage. The company gets ready-to-use talents who
have proven their quality and performance and sa-
ves expenses allocated for employee recruitment-
selection activities (Muehlemann & Wolter, 2014).
Job search success is formed by the suitability of
the current job to the needs (Y2.5), the fact that the
current job allows the type of work desired (Y2.6),
the values in the company are in accordance with
the personal values (Y2.7), the suitability of indi-

170 SANTOSA ET AL. (2024)




JURNAL APLIKASI MANAJEMEN

VOLUME 22 ISSUE 1 MARCH 2024

vidual personalities with the image of the com-
pany/organization (Y2.8) and the fact that the cur-
rent company or organization can meet the needs
(Y2.9). The highest loading value that forms the
latent variable of job search success is the compat-
ibility of individual personality with the company
or organization's image (Y2.8).

Strategy to Improve the Internship Quality

The most decisive actor in improving the
quality of the internships is the company mentor.
Company mentors are in charge of providing dir-
ection regarding company policies, guiding intern-
ship students in fulfilling learning outcomes at the
internship site, assessing performance, providing
suggestions for solving problems at work, and dis-
cussing the progress of internship students with in-
ternship supervisors. Company mentors offer ca-
reer guidance and psychosocial support for intern-
ship students to accelerate the process of adapting
to the internship site's norms, strategies, and work
approaches. Company mentors are essential in cla-
rifying communication and reducing uncertainty
and ambiguity (Jeske and Linehan, 2020). The fol-
lowing priorities in a row are the HR manager, su-
pervising lecturer, internship student, and head of
the study program.

Regular feedback and job evaluation are the
most prioritized factors in improving the quality of
internships. Internship students, both from compa-
ny mentors and supervisors, require appropriate
feedback and regular job evaluations because feed-
back is considered an important element in im-
proving and maintaining the performance, quality
of the internship program, and professional learn-
ing of internship students. In addition, appropriate
feedback is also provided to assess the progress
that internship students have made (Anjum, 2020).
Other priorities of the factor elements are job com-
pletion, diversity of skills, and job significance.

The biggest objective to be achieved in im-
proving the quality of internships is to create work
-ready talents. It is in line with the objectives of
apprenticeship at Higher Education Providers of
Vocational Higher Education, namely preparing
students to be able to internalize professional atti-
tudes and work culture according to what is need-
ed by the industry, gain knowledge, general skills,
and specific skills related to work expertise, and
be introduced to the work environment that pro-

vides benefits in preparation for entering the world
of work and careers. A quality apprenticeship pro-
gram is designed to prepare human resources who
can establish expertise and skills in their fields, are
ready to work, and are able to compete globally.
The second and third objectives to be achieved are
obtaining feedback on apprenticeship program im-
provement and recruitment cost efficiency.

The most important alternative strategy is to
prepare an internship mentoring program. Based
on discussions with experts, it is recommended
that every company that opens an internship pro-
gram prepare an internship curriculum for each
position before preparing an internship mentoring
program. The internship curriculum contains a
plan of tasks and work that students will carry out
for at least six months of the internship period.
Tasks are specific to each individual, so the con-
tribution of each internship student is highly em-
phasized. An effective internship mentoring pro-
gram is to set a regular meeting time (recommend-
ed every two weeks) between the internship men-
tor and the student to discuss the progress of the
project/task being worked on, motivate, and pro-
vide feedback. The internship mentoring program
can be scheduled in an informal setting, such as
over lunch, or in a more formal setting.

IMPLICATIONS

The study results obtained the main factors
prioritized in improving the quality of internships,
which are feedback and periodic job evaluations,
with the most instrumental actor being the intern-
ship mentor. Internship students, both from com-
pany mentors and internship supervisors, require
appropriate feedback and regular job evaluations
because feedback is considered an important ele-
ment in improving and maintaining the perform-
ance, quality of the internship program, and pro-
fessional learning of internship students. The most
decisive alternative strategy for improving the qu-
ality of internships is setting up an internship men-
toring program. Universities and companies must
develop an internship curriculum for each intern-
ship position before setting up an internship men-
toring program. The internship curriculum conta-
ins a plan of tasks and work that students will carry
out for at least six months of the internship period.
Tasks are specific per individual so that the contri-
bution of each internship student is highly empha-
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sized.

RECOMMENDATIONS

The recommendation for further research is
to focus on the similarity of the study program of
the respondents who are the object of research, for
example, specifically for study programs with so-
cial science clumps. Then, it can be developed for
further research to add self-efficacy variables. Self
-efficacy is considered to have a prominent role in
the job search process and its outcomes.

A limitation of this study is the dispropor-
tionate number of respondents from Polteknaker,
Politeknik APP Jakarta, and Politeknik STMI Ja-
karta. In addition, the number of respondents col-
lected is still relatively small (not within the sam-
ple size range of 100 - 200 respondents). Due to
the status of respondents who are alumni of the
three vocational colleges, it is difficult to reach
and has a high non-response rate.

CONCLUSIONS

Based on SEM-PLS, it was found that in-
ternship quality has a positive and significant ef-
fect on career adaptability. The main actor in im-
proving the quality of internships is the company
mentor. Career adaptability has a positive and sig-
nificant effect on job search success. Then, intern-
ship quality has a positive and significant effect on
job search success, and internship quality has a
positive and significant effect on job search suc-
cess through career adaptability. The most import-
ant alternative strategy for improving the quality
of internships is to create an internship mentoring
program. An effective internship mentoring pro-
gram is setting regular meetings (recommended
every two weeks) between mentors and students
to discuss the progress of the project or assignment
being worked on, motivate them, and provide feed-
back.
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