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ABSTRACT
This study investigates the role of Human Resource Development (HRD) and enhancement of core compe‑

tencies in promoting the sustainability and competitiveness of agro‑tourism community enterprises in Thailand.
Utilizing a quantitative method design, data were collected from 265 participants using structured questionnaires
and interviews. The study employed conϐirmatory factor analysis (CFA) and structural equationmodeling (SEM) to
examine the relationships among variables. Results indicated that HRD signiϐicantly inϐluenced both the enhance‑
ment of core competencies (β = 0.53, p < 0.001) and enterprise sustainability and competitiveness (β = 0.31, p
< 0.001). Additionally, core competencies positively impacted sustainability and competitiveness (β = 0.45, p <

0.001), conϐirming the mediating role of competencies in the HRD‑performance linkage. The ϐinal structural model
demonstrated good ϐit indices (CFI = 0.977, RMSEA = 0.075), afϐirming the model’s robustness. These ϐindings
underscore the importance of integrated HRD strategies tailored to rural tourism contexts, with implications for
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policy, training design, and sustainable development. The study highlights that well‑structured HRD initiatives, in‑
cluding skill development, leadership training, and knowledge‑sharing practices, can equip local communities with
the capabilities required to adapt to market changes and environmental challenges. Strengthening competencies
not only ensures long‑term sustainability but also enhances the competitiveness of agro‑tourism enterprises in do‑
mestic and international markets. Moreover, the results provide practical insights for policymakers and educators
in designing interventions that align with community needs, thereby fostering inclusive growth and resilience in
Thailand’s rural tourism sector.
Keywords: Human Resource Development; Enhancement of Core Competencies; Sustainable; Agro Tourism Com‑
munity Enterprises

1. Introduction

While agro tourism community enterprises are in‑
creasingly acknowledged as dynamic vehicles for sus‑
tainable rural development and economic diversiϐica‑
tion, their continued growth and resilience are persis‑
tently undermined by structural, managerial, and con‑
textual barriers. Despite numerous policy endorse‑
ments and targeted interventions, many rural enter‑
prises remain ill‑equipped to navigate the complexities
of modern tourism markets, particularly as the global
economy becomes more digitalized, competitive, and
susceptible to external shocks such as pandemics, cli‑
mate change, and economic volatility [1, 2]. The theoret‑
ical premise of human capital underscores the potential
for competency‑based training and systematic human re‑
source development (HRD) to enable local enterprises
to innovate, adapt, and differentiate themselves in sat‑
urated markets [3, 4]. However, in practice, signiϐicant
gaps persist in the design, implementation, and scaling
of HRD interventions, especially those integrating digital
skills, ϐinancial management, and creative problem solv‑
ing within community‑based tourism organizations [5, 6].

These challenges are further compounded by dis‑
parities in access to technology, variable levels of or‑
ganizational leadership, and limited policy coherence
across administrative tiers, which collectively hinder the
effective adoption of best practices and innovative busi‑
ness models [7, 8]. Furthermore, the operational realities
of rural enterprises including ϐluctuating demand, con‑
strained resources, and the need to balance commercial
imperativeswith social and environmental values create
additional layers of complexity that are not adequately

addressed by existing one size ϐits all solutions [9, 10]. As
a result, there is a pressing need for empirical research
that not only elucidates the mechanisms through which
HRD contributes to enterprise sustainability and com‑
petitiveness but also identiϐies the moderating roles of
local context, resource availability, and external support
networks.

In summary, the core problem confronting agro
tourism community enterprises is not merely the lack of
access to training or capital, but rather the absence of in‑
tegrated, context sensitive HRD strategies that foster in‑
novation, build core competencies, and enable long term
adaptation in anuncertain and rapidly changing environ‑
ment. This gap underscores both a theoretical and prac‑
tical issue: without robust evidence and tailored frame‑
works for HRD in agro tourism, rural community enter‑
prises risk stagnation, reduced competitiveness, and the
erosion of their potential as engines of inclusive and sus‑
tainable rural transformation.

Therefore, the researcher is interested in studying
the structural equation model of Human Resource De‑
velopment and enhancement of core competencies that
inϐluences Sustainable Agro Tourism Community Enter‑
prises. The aim is to develop a predictive model ca‑
pable of forecasting the levels of Human Resource De‑
velopment and Innovative Community Management for
Sustainable Agro Tourism Community Enterprises. This
model will serve as a strategic reference framework that
can be applied to further enhance the development of
Agro Tourism Community Enterprises.

In conclusion, extending the discussion of HRD
within agro‑tourism enterprises is both timely and nec‑
essary. As the sector continues to grow amidst global
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uncertainties, the ability of rural communities to adapt,
innovate, and compete will largely depend on how ef‑
fectively they can develop and mobilize their human re‑
sources. This study seeks to contribute to ϐilling the
knowledge gap by constructing and empirically testing
a structural equation model that captures the dynamic
interplay between HRD, competencies, and enterprise
sustainability. Beyond its theoretical contributions, the
research aims to provide actionable insights for policy‑
makers, educators, and practitioners seeking to design
interventions that strengthen the long‑term resilience
and competitiveness of agro‑tourism community enter‑
prises in Thailand and beyond.

1.1. Research Objective

1. To examine the effect of Human Resource Develop‑
ment (HRD)on the enhancement of core competen‑
cies.

2. To analyze the impact of Human Resource Develop‑
ment (HRD) on enterprise sustainability and com‑
petitiveness.

3. To investigate the inϐluence of enhanced core com‑
petencies on enterprise sustainability and compet‑
itiveness.

1.2. Hypotheses

H1: HumanResourceDevelopment has a positive effect on
the Enhancement of Core Competencies.

H2: HumanResourceDevelopment has a positive effect on
Enterprise Sustainability and Competitiveness.

H3: Enhancement of Core Competencies has a positive ef‑
fect on Enterprise Sustainability and Competitiveness.

These three hypotheses are connected through Hu‑
man Capital Theory, which posits that investments in
employee development (Human Resource Development,
H1 & H2) build valuable skills (Enhancement of Core
Competencies, H1). This accumulation of knowledge
and skills is a crucial resource for the ϐirm (Resource‑
Based View), directly leading to increased productivity
and resilience, which are the foundations of Enterprise
Sustainability and Competitiveness (H2 & H3). Essen‑

tially, HRD builds competencies, and those competen‑
cies drive competitive success.

2. Theoretical Framework
The relationship between Human Resource Devel‑

opment (HRD), core competencies, and enterprise per‑
formance is a central theme in strategic management
and organizational theory. This framework posits a se‑
quential and interconnected process where Human Re‑
source Development (HRD) serves as a strategic lever
that directly inϐluences an organization’s capabilities
and its long‑term success. HRD, through activities such
as training, education, and career development, funda‑
mentally works to enhance the knowledge, skills, and
abilities of employees [10]. This investment in human
capital has a direct and positive effect on the enhance‑
ment of core competencies. A company’s core competen‑
cies are its unique, valuable, and hard‑to‑imitate capabil‑
ities that differentiate it from competitors, such as supe‑
rior R&D, exceptional customer service, or a highly efϐi‑
cient supply chain [11]. Without continuous development
of its workforce, a company cannot build or maintain
these critical competencies. For example, a ϐirm that ex‑
cels in technological innovationmust constantly train its
engineers on the latest software and hardware advance‑
ments to keep its technological edge.

This enhancement of core competencies, in turn,
has a positive and signiϐicant effect on enterprise sus‑
tainability and competitiveness. A strong core compe‑
tency allows an organization to create superior prod‑
ucts or services, innovate faster, and respond more ef‑
fectively to market changes, which are all key to secur‑
ing a competitive advantage [12]. This means that the
long‑termviability andmarket positionof a companyare
not just a result of its ϐinancial resources or physical as‑
sets, but are fundamentally dependent on its unique ca‑
pabilities, which are embedded in its people. Further‑
more, HRD can also have a direct, positive effect on enter‑
prise sustainability and competitiveness independently
of core competencies [13]. HRD initiatives foster a culture
of learning and adaptability, improve employee engage‑
ment andmorale, and cultivate strong leadership, which
are all critical for an organization’s resilience and abil‑
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ity to thrive in a dynamic market environment. This di‑
rect path suggests that the beneϐits of HRD extend be‑
yond just technical skills to include the broader organi‑
zational culture and strategic agility that contribute to
a ϐirm’s sustained success. The overall framework thus
presents a layered relationship where HRD acts as both
a foundational element for building core competencies
and a direct driver of long‑term enterprise sustainabil‑
ity and competitiveness.

The modern enterprise operates within a dynamic,
competitive global landscape, necessitating continuous
adaptation and the strategic leveraging of internal re‑
sources. This review critically examines the theoretical
andempirical justiϐications for three core researchobjec‑
tives that seek to establish the cascading inϐluence of Hu‑
man Resource Development (HRD) on Core Competen‑
cies, which subsequently drive Enterprise Sustainabil‑
ity and Competitiveness. The relationship among these
variables is central to the Resource‑Based View (RBV) of
the ϐirm and the concept of Sustainable Competitive Ad‑
vantage (SCA). This objective is fundamentally justiϐied
by the premise that human capital is the primary source
of unique, inimitable organizational capabilities. Core
competencies are deϐined as the collective learning, es‑
pecially how to coordinate diverse production skills and
integrate multiple streams of technology [14]. These are
the foundational organizational strengths that allow an
enterprise to provide unique beneϐits to customers.

Human Resource Development (HRD), encompass‑
ing training, career development, and performanceman‑
agement, serves as the organizational mechanism for ac‑
cumulating, shaping, and reϐining the knowledge, skills,
and abilities (KSAs) that form the building blocks of
core competencies. The relationship is direct: HRD
Core Competencies. When HRD initiatives are strategi‑
cally aligned with the ϐirm’s overall goals, they foster
distinctive skills that are Valuable, Rare, Inimitable, and
Non‑substitutable (VRIN), thereby transforming individ‑
ual expertise into organizational core competence. For
example, a company’s core competence in rapid prod‑
uct innovation is not merely the sum of its engineers’
skills, but the result of cross‑functional development
programs (HRD) that teach collaboration, systems inte‑
gration, and rapid prototyping. Empirical evidence con‑

sistently shows that ϐirms investing heavily in continu‑
ous learning and skill upgrade key facets of HRD demon‑
strate a superior ability to develop and maintain these
distinctive capabilities over time [15]. Without targeted
HRD, existing core competencies may atrophy, and the
organization will fail to develop new ones required for
future challenges. Thus, investigating this effect is criti‑
cal to understanding the strategic value of HR practices.

This objective extends the focus of HRD from inter‑
nal capabilities to its ultimate strategic outcomes: Enter‑
prise Sustainability and Competitiveness. Competitive‑
ness refers to the ability of an organization to offer prod‑
ucts or services effectively and efϐiciently that meet the
market criteria of price and quality, thereby sustaining
market share and proϐitability. Sustainability, in this con‑
text, refers to the organization’s capacity to maintain its
success over the long termwhile balancing economic, so‑
cial, and environmental responsibilities (the Triple Bot‑
tom Line). The relationship explored here is: HRD (Sus‑
tainability and Competitiveness).

HRD impacts competitiveness through several av‑
enues. First, high‑quality training and development in‑
crease employee productivity and efϐiciency, leading to
reduced operational costs and improved quality, which
directly enhance cost‑ or differentiation‑based compet‑
itive advantage [16]. Second, HRD programs focused on
leadership, organizational culture, and strategic think‑
ing ensure the ϐirm can adapt quickly to market shifts,
a crucial element of dynamic capability and competitive‑
ness [15].

Furthermore, HRD plays a pivotal role in enter‑
prise sustainability. Programs that embed ethical stan‑
dards, social responsibility, and environmental steward‑
ship (e.g., greenHRD) into employee values anddecision‑
making processes ensure that the ϐirm’s growth is re‑
sponsible and long‑lasting. Employees trained in sus‑
tainability reporting and eco‑efϐicient operations are
better equipped to reduce waste and regulatory risks,
thereby enhancing the ϐirm’s reputation and attracting
socially conscious consumers and investors. Research
conϐirms that ϐirmswith dedicated training and develop‑
ment systems exhibit superior long‑term ϐinancial per‑
formanceandarebetterpositioned toweather economic
downturns, a true measure of sustainability [16]. There‑
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fore, understanding this direct impact is essential for
CEOs and HR strategists.

This objective closes the strategic loop, establishing
the direct causal link between internal capabilities and
external performance outcomes. It posits that the true
beneϐit of HRD is realizedwhen it successfully translates
into stable and unique organizational capabilities. The
relationship investigated is: Core Competencies (Sus‑
tainability and Competitiveness).

The RBV strongly asserts that sustainable competi‑
tive advantage stems from the possession of unique, non‑
tradable, and hard‑to‑replicate resources and capabili‑
ties i.e., core competencies. Unlike tangible assets (like
machinery), which can be easily acquired by competi‑
tors, a deeply embedded core competence (like superior
supply chain management, or world‑class customer ser‑
vice integration) provides a barrier to entry and allows
the ϐirm to consistently outperform its rivals. This con‑
cept is closely tied to the VRIN framework for resource
advantage [15].

For instance, a ϐirm whose core competence lies
in rapid, proprietary technological integration (a com‑
petence born from effective HRD) can continuously
launch differentiated products, commanding premium
prices and ensuring competitiveness. This competence
also enhances sustainability, as the capacity for orga‑
nizational learning and continuous innovation (a meta‑
competence) is what allows the ϐirm to navigate and sur‑
vive disruptive industry changes over decades [14]. With‑
out a clear link between core competencies and perfor‑
mance, the justiϐication for HRD investment weakens.
This objective, therefore, serves to validate the strate‑
gic management theory that resources (HRD) must be
converted into capabilities (Core Competencies) to ulti‑
mately achieve superior performance (Competitiveness
and Sustainability). The investigation completes the the‑
oretical model, demonstrating that enhanced core com‑
petencies serve as the vital mediating factor between
HRD efforts and desirable enterprise outcomes.

The three objectives together form a coherent, hier‑
archical model of strategic management. Theymove log‑
ically from the development phase (HRD Competencies),
to the direct impact onperformance (HRDPerformance),
and ϐinally, to the mechanism of advantage (Competen‑

cies Performance). The literature overwhelmingly sup‑
ports the critical, interlinked nature of these variables,
justifying the proposed investigation as a vital effort to
understand how organizations translate human capital
investment into unique, sustained competitive advan‑
tage in the 21st century [16].

3. Materials and Methods
Sampling A multi‑stage sampling strategy was

adopted to ensure the robustness and representative‑
ness of the data across both quantitative and qualitative.
For the quantitative phase, probability sampling was im‑
plemented through a stratiϐied random sampling tech‑
nique, which divides the overall population into homo‑
geneous subgroups (strata) such as enterprise role, age,
or gender, and randomly selects participants from each
stratum. This method enhances the generalizability of
ϐindings and controls for variability among subgroups.
The sample size for quantitative analysis (e.g., surveys
or Conϐirmatory Factor Analysis) was determined using
the formula for ϐinite population correction.

3.1. Sampling and Sample Size

Quota samplingwasused for thequantitativephase
to recruit surveyparticipants (n=265). Sample size ade‑
quacy for factor analysiswas conϐirmedbased on the rec‑
ommendations by Abatecola et al. [17] and recent guide‑
lines in HRD research [18].

3.2. Instrument

The primary instrument for data collection in
this study was a structured questionnaire, designed to
comprehensively capture both quantitative and qualita‑
tive dimensions of human resource development (HRD)
within rural agro tourism community enterprises. The
questionnaire was meticulously developed based on es‑
tablished frameworks in HRD, rural enterprise manage‑
ment, and digital skills assessment [19].

The questionnaire consisted of multiple sections.
The ϐirst section collected demographic and organiza‑
tional background information, such as age, gender, role
within the enterprise, years of experience, and enter‑
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prise type. Subsequent sections assessed key research
variables, including digital competency, ϐinancial man‑
agement skills, innovation practices, and perceptions
of enterprise sustainability. Items were predominantly
measured using ϐive‑point Likert scales (ranging from
“strongly disagree” to “strongly agree”), allowing for
quantitative analysis of attitudes, knowledge, and behav‑
iors.

Overall, the integration of structured question‑
naires, expert validation, andmulti‑method instruments
ensured robust, credible, and contextually appropriate
data collection aligned with the study’s objectives.

3.3. Data Analysis

Quantitative data were analyzed using the statis‑
tical software AMOS. Descriptive statistics (mean, stan‑
dard deviation, frequencies) summarized participant
characteristics and baseline competencies. Inferential
analyses included Conϐirmatory factor analysis (CFA)
and reliability testing (e.g., Cronbach’s alpha) to identify
latent constructs, test hypotheses, and conϐirm scale va‑
lidity [20, 21]. Data cleaning and normality tests were con‑
ducted to ensure robustness.

4. Results
Based on the testing and analysis of causal re‑

lationships using statistical methods within the struc‑
tural equationmodelling (SEM) development process in‑
volving the variables Human Resource Development En‑
hancement of core competencies andEnterprise Sustain‑
ability and Competitiveness, the following ϐindings were
revealed:

1) Human Resource Development has a statistically
signiϐicant direct inϐluence on Enterprise Sustain‑
ability andCompetitiveness at the0.001 level, with
a standardized path coefϐicient of 0.31.

2) Human Resource Development has a statistically
signiϐicant direct inϐluence on Enhancement of
Core Competencies at the 0.001 level, with a stan‑
dardized path coefϐicient of 0.53.

3) Enhancement of Core Competencies has a statisti‑
cally signiϐicant direct inϐluence on Enterprise Sus‑

tainability and Competitiveness at the 0.001 level,
with a standardized path coefϐicient of 0.45.

Result According to Research Objective 3: To de‑
velop a structural equation model that can predict the
level of Sustainable Argo Tourism Community Enter‑
prises within the context of agro tourism community en‑
terprises.

4.1. Findings

Before proceeding to test the hypotheses or exam‑
ine the consistency of the empirical data with the model
according to the procedures of the Structural Equation
Modeling process, the researcher assessed the reliability
and validity. The Average Variance Extracted (AVE) and
the square root of the AVEwere presented to evaluate dis‑
criminant validity and convergent validity. In addition,
the researcher examined the normal distribution of the
data for each variable category based on themean values
of kurtosis and skewness, as shown in Tables 1 and 2.

Based on the development of the research concep‑
tual framework derived from the literature review, the
researcher collected data and conducted analyses to ex‑
amine the consistency between the proposedmodel and
the empirical data. The researcher tested the Measure‑
ment Model, and after reϐining andmodifying themodel,
the ϐinalized structure of the Measurement Model is pre‑
sented in Figure 1.

As shown inFigure1, after the researcher assessed
theMeasurementModel usingConϐirmatoryFactorAnal‑
ysis (CFA), the following ϐit indices were obtained: 𝛘²=
49.309, df = 19, p‑value = 0.000, 𝛘²/df = 2.595, GFI =
0.960, NFI=0.936, IFI=0.954, TLI=0.930, CFI=0.954,
and RMSEA= 0.078. These values indicate a good ϐit be‑
tween the model and the empirical data. Consequently,
the researcher proceeded to assess the Structural Model
based on the conceptual framework. After model re‑
ϐinement, the following ϐit indices were obtained: 𝛘² =
47.335, df = 19, p‑value = 0.000, 𝛘²/df = 2.491, GFI
= 0.962, NFI = 0.963, IFI = 0.978, TLI = 0.957, CFI =
0.977, and RMSEA = 0.075. These results suggest that
the structural model demonstrated a good ϐit with the
empirical data, as illustrated in Figure 2.

In addition, the researcher assessed construct re‑
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liability, convergent validity, discriminant validity, and
model ϐit with empirical data based on the criteria pro‑
posed by McGinty and Smyth [22]. The analysis indicated
that all values met the required thresholds, thereby val‑

idating the measurement model. As a result, the re‑
searcher proceeded to conduct path analysis to examine
the causal relationships among variables, as presented
in Tables 3 and 4.

Table 1. Reliability and Validity.
Validity Cronbach’s Alpha ρc ρv

HDR 0.866 0.869 0.690
ECC 0.851 0.844 0.645
ESC 0.801 0.811 0.590

Table 2. Skewness and Kurtosis.
HDR ECC ESC

Skewness −0.418 −0.451 −0.265
Kurtosis −0.518 −0.181 −0.598

Figure 1. Adjusted Measurement Model.

Figure 2. Adjusted Structural Model.
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Table 3. Results of the Regression weights and squared multiple correlation coefϐicients.
Estimate S.E. C.R. p‑Value

ECC ← HRD 0.527 0.068 7.339 0.000***
ESC ← HRD 0.306 0.083 3.885 0.000***
ESC ← ECC 0.454 0.092 5.468 0.000***

Note: ***: signiϐicant level at 0.001 (p< 0.001).

Table 4. Path Analysis.

Dependent Variable R2 Effect
Independent Variable

HDR ECC ESC

ECC 0.28
Direct 0.527*** ‑ ‑
Indirect ‑ ‑ ‑
Total 0.527*** ‑ ‑

ESC 0.45
Direct 0.306*** 0.454*** ‑
Indirect 0.239*** ‑ ‑
Total 0.546*** 0.454*** ‑

𝛘² = 47.335, df= 19, p‑value = 0.000, 𝛘²/df = 2.491, GFI = 0.962, NFI = 0.963, IFI = 0.978, TLI = 0.957, CFI = 0.977,
and RMSEA= 0.075

Note: *signiϐicant level at 0.05 (p< 0.05); ** signiϐicant level at 0.01 (p< 0.01); *** signiϐicant level at 0.001 (p< 0.001).

The results from Table 3 show that Human Re‑
source Development (HRD) has a signiϐicant positive
effect on both Employee Communication Competence
(ECC) and Employee Service Competence (ESC). Specif‑
ically, HRD strongly predicts ECC (β= 0.527, p< 0.001)
and also directly inϐluences ESC (β = 0.306, p < 0.001).
In addition, ECC has a signiϐicant positive impact on ESC
(β = 0.454, p < 0.001), indicating that employees with
higher communication competence tend to demonstrate
better service competence. These ϐindings suggest that
HRD not only enhances service competence directly but
also indirectly through improving communication com‑
petence, highlighting ECC’s mediating role in the rela‑
tionship between HRD and ESC.

4.2. Hypothesis Testing Outcomes

H1: HumanResourceDevelopment has a positive effect on
the Enhancement of Core Competencies.

Based on the results of the path analysis presented
in Table 1, it can be concluded that the variable Hu‑
man Resource Development has a positive effect on En‑

hancement of Core Competencies at the 0.001 level, with
a standardized path coefϐicient of 0.53. Therefore, Re‑
search Hypothesis 1 is accepted.

H2: HumanResourceDevelopment has a positive effect on
Enterprise Sustainability and Competitiveness.

Based on the results of the path analysis presented
in Table 1, it can be concluded that the variable Hu‑
man Resource Development has a positive effect on En‑
terprise Sustainability and Competitiveness at the 0.001
level, with a standardized path coefϐicient of 0.31. There‑
fore, Research Hypothesis 2 is accepted.

H3: Enhancement of Core Competencies has a positive ef‑
fect on Enterprise Sustainability and Competitiveness.

Based on the results of the path analysis presented
inTable1, it can be concluded that the variable Enhance‑
ment of Core Competencies has a positive effect on En‑
terprise Sustainability and Competitiveness at the 0.001
level, with a standardized path coefϐicient of 0.45. There‑
fore, Research Hypothesis 3 is accepted.

From the hypothesis testing results, the ϐindings
can be described and presented as shown in Table 5.

Table 5. Hypothesis Testing Result.

Path Estimate Adjusted
R Square p‑Value Label

Human Resource Development ‑> Enhancement of Core Competencies 0.527 0.28 0.000*** Accepted
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Table 5. Cont.

Path Estimate Adjusted
R Square p‑Value Label

Human Resource Development ‑> Enterprise Sustainability and Competitiveness 0.306 0.45 0.000*** Accepted
Enhancement of Core Competencies ‑> Enterprise Sustainability and Competitiveness 0.454 0.45 0.000*** Accepted

Note: ***: signiϐicant level at 0.001 (p< 0.001).

5. Discussion

This study provides compelling evidence that s be‑
tween HRD and positive enterprise outcomes. These
ϐindings align with broader theoretical frameworks that
emphasize the strategic role of human capital in achiev‑
ing organizational goals [23]. The direct and indirect ef‑
fects of HRD on enterprise performance highlight its
dual function: it directly improves the enterprise’s abil‑
ity to compete and endure, while also acting as a catalyst
for developing the core competencies essential for long‑
term success.

The signiϐicant direct effect of HRD on the enhance‑
ment of core competencies (β = 0.53, p < 0.001) sug‑
gests that investing in people through training, skill de‑
velopment, and knowledge sharing is not merely a sup‑
portive function but a fundamental driver of enterprise
capability. This result is particularly pertinent for the
agro‑tourism sector, where success hinges on a blend
of traditional agricultural knowledge, hospitality skills,
and business acumen. The development of competen‑
cies in product innovation, technological adaptation, re‑
source management, and market responsiveness is cru‑
cial for these enterprises to navigate the complexities
of a dynamic market [24]. For instance, HRD initiatives
might include workshops on developing unique agro‑
tourism products, such as farm‑to‑table culinary expe‑
riences or eco‑friendly lodging, which directly enhance
their capacity for product innovation. Similarly, training
on digital marketing and e‑commerce platforms repre‑
sents a direct HRD intervention aimed at improvingmar‑
ket responsiveness and technological adaptation [25].

The mediating role of core competencies is a key
ϐinding of this research. The structural model con‑
ϐirms that HRD’s inϐluence on enterprise sustainability
and competitiveness is substantially affected by the en‑
hancement of these core competencies (β = 0.45, p <

0.001). This conϐirms that HRD’s impact is not a super‑
ϐicial, short‑term gain but is rooted in the deep‑seated

improvement of organizational capabilities. It means
thatHRDprogramsdon’t just solve immediate problems;
they build a lasting capacity within the enterprise to
adapt and thrive. This is consistent with the Resource‑
Based View (RBV) of the ϐirm, which posits that a
ϐirm’s competitive advantage is derived from the valu‑
able, rare, inimitable, and non‑substitutable resources it
possesses [26]. In this context, a skilled and competent
workforce, cultivated through effective HRD, is a prime
example of such a resource. For Thai agro‑tourism enter‑
prises, which often operate in highly localized and com‑
petitive environments, a unique set of competencies re‑
lated to their speciϐic cultural and natural resources pro‑
vides a powerful competitive edge [27].

The identiϐied competency domains are especially
relevant to the current challenges and opportunities fac‑
ing rural community enterprises. Product innovation
is essential for differentiating a business in a saturated
market. For example, a community enterprise could in‑
novate by combining traditional farming practices with
cultural storytelling, creating a unique narrative‑based
tour. Technological adaptation is no longer a luxury but
a necessity, as it enables enterprises to reach broader
markets through online booking systems, social media
marketing, and data analytics for customer insights [28].
Resourcemanagement, which includes both natural and
ϐinancial resources, ensures operational efϐiciency and
long‑term viability. This competency is particularly
important for agro‑tourism enterprises, which depend
heavily on the sustainable management of their envi‑
ronmental assets [29]. Finally, market responsiveness en‑
sures that enterprises remain attuned to customer pref‑
erences andmarket trends, allowing them to adjust their
offerings and strategies in real‑time. This dynamic capa‑
bility is a cornerstone of competitive advantage in fast‑
evolving service industries [30].

These ϐindings also resonate with the broader dis‑
course on sustainable rural development. By strength‑
ening community enterprises through HRD, this study

52



Research onWorld Agricultural Economy | Volume 07 | Issue 02 | June 2026

demonstrates a pathway to economic empowerment
that is both bottom‑up and self‑sustaining. The focus on
local human capital ensures that the beneϐits of tourism
are retained within the community, fostering a more eq‑
uitable distribution of wealth. The development of these
enterprises contributes not only to economic growth but
also to the preservation of local culture and traditions, as
these often form the basis of their unique tourism offer‑
ings. The success of these enterprises depends heavily
on the collective action and shared knowledge of com‑
munity members, underscoring the importance of HRD
programs that foster collaboration and social learning.

In conclusion, this research provides a robust em‑
pirical foundation for the strategic importance of HRD
in the agro‑tourism sector. It validates that HRD is a di‑
rect catalyst for success and that its impact is ampliϐied
by its role in building a strong foundation of core compe‑
tencies. These competencies, including innovation, tech‑
nology, resource stewardship, andmarket agility, are the
true engines of sustainability and competitiveness. This
study’s ϐindings provide a clear mandate for policymak‑
ers and community leaders to prioritize and invest in hu‑
man capital development as a central strategy for foster‑
ing resilient and thriving rural economies.

6. Conclusions
The study revealed that the mean levels of HRD, en‑

hancementof core competencies, andenterprise sustain‑
ability and competitiveness were 3.54, 3.86, and 3.33,
respectively, indicating moderate to high development
across all areas. The path analysis further conϐirmed the
validity of the proposed structural relationships. The to‑
tal effects of HRD on enterprise sustainability weremea‑
sured at 0.546, with both direct and indirect contribu‑
tions, emphasizing the integral role of HRD as a transfor‑
mative driver. The measurement and structural models
demonstrated good ϐit with empirical data (CFI= 0.977,
TLI = 0.957, RMSEA = 0.075), reinforcing the reliabil‑
ity of the conceptual framework. Additionally, training
evaluations provided by 30 participants reported high
satisfaction across accuracy, feasibility, and usefulness
(mean = 4.78, SD = 0.33), conϐirming the practical im‑
pact of HRD interventions on participant perceptions

and learning outcomes.

6.1. Implication

These ϐindings bear important implications for
policymakers, training providers, and community en‑
terprise leaders. First, they highlight the necessity of
investing in structured HRD programs that are context‑
sensitive and competency‑driven, particularly in areas
such as digitalmarketing, ϐinancialmanagement, and in‑
novation. Second, the evidence underscores the strate‑
gic value of building core competencies not as stan‑
dalone objectives, but as mediators that translate train‑
ing into measurable enterprise performance. Third,
the research supports the integration of community‑
based learning, social capital networks, and participa‑
tory governance intoHRD frameworks. These elements
strengthen adaptability, promote innovation, and en‑
able long‑term competitiveness in a rapidly shifting ru‑
ral tourism landscape. The strong empirical support
for the HRD–competency–sustainability chain suggests
that scaling such programs at national or regional lev‑
els could signiϐicantly accelerate rural economic trans‑
formation in line with creative economy policies and
the Sustainable Development Goals (SDGs). The cre‑
ative economy sector is tightly associated with sustain‑
able development and Sustainable Development Goals
(SDGs).

6.2. Contribution

This study advances theoretical and empirical un‑
derstanding in several ways. Theoretically, it enriches
the discourse on Human Capital Theory by empirically
validating a competency‑based HRD framework within
a grassroots tourism context. It also demonstrates the
mediating power of core competencies, thereby reϐin‑
ing our understanding of causal pathways in rural en‑
terprise development. Empirically, the study introduces
a robust structural model that can be adapted and ap‑
plied in other regions with similar agro‑tourism and ru‑
ral enterprise ecosystems. Furthermore, the high relia‑
bility of instruments and rigorous data validation tech‑
niques (e.g., Cronbach’s alpha > 0.80, CFA ϐit indices)
offer a strong methodological contribution to HRD and
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tourism research. From a practical standpoint, the study
provides a replicable model for designing HRD interven‑
tions that are relevant, impactful, and scalable, helping
bridge the gap between training policy and community‑
level implementation.

6.3. Limitations & Future Research Direc‑
tions

Despite its contributions, this study has several lim‑
itations. First, its cross‑sectional design limits the abil‑
ity to establish causal relationships over time; therefore,
longitudinal studies are recommended to capture the dy‑
namic impacts of human resource development (HRD).
Second, although the sample size (n = 265) was sufϐi‑
cient for the statistical analyses conducted, it was geo‑
graphically restricted, which may constrain the gener‑
alizability of the ϐindings beyond the speciϐic regional
and cultural context examined. Third, the use of self‑
reported data introduces the possibility of social desir‑
ability bias and response inaccuracies, particularly re‑
garding perceived skill acquisition and enterprise per‑
formance. Moreover, the study focused on short‑term
training outcomes, without assessing long‑term behav‑
ioral or operational changes. Finally, while the study
examined key competency domains such as digital liter‑
acy and ϐinancial management, future research should
broaden its scope to include emerging areas like envi‑
ronmental sustainability, green HRM, and circular econ‑
omy skills within rural tourism enterprises. Building
upon the limitations acknowledged in this study, sev‑
eral avenues for future research can be identiϐied. First,
the adoption of longitudinal research designs would al‑
low scholars to examine the causal effects of Human
Resource Development (HRD) interventions over time.
Such designs could capture the evolving trajectories of
competency development and provide deeper insights
into the sustained impacts of HRD on enterprise per‑
formance. Second, the present study’s ϐindings are lim‑
ited to a speciϐic regional and cultural setting. Future
research should aim to replicate and extend this work
across different geographical contexts, cultural environ‑
ments, and types of tourism enterprises. Comparative
studies could highlight contextual variations, thereby
enhancing the generalizability and cross‑cultural rele‑

vance of HRD strategies. Third, to address potential bi‑
ases inherent in self‑reported data, future investigations
might incorporate multi‑source or mixed‑method ap‑
proaches. For example, triangulating survey responses
with performance records, observational methods, or
qualitative interviews could provide a more holistic and
objective assessment of training effectiveness.

Fourth, given that the current researchprimarily as‑
sessed short‑term training outcomes, subsequent stud‑
ies should seek to measure long‑term behavioral, opera‑
tional, and strategic changes. This may include tracking
the retention and application of acquired skills, changes
in organizational practices, and broader community‑
level impacts over extended periods. Finally, as rural
tourism enterprises continue to evolve in response to
global sustainability imperatives, future research should
broaden the scope of HRD competencies beyond digital
literacy and ϐinancial management. In particular, there
is a need to investigate how emerging domains such as
environmental sustainability, green HRM practices, and
circular economy skills can be integrated into training
and development frameworks. Exploring these areas
would not only align HRD with global sustainable devel‑
opment goals but also ensure the resilience and compet‑
itiveness of rural tourism enterprises in a rapidly chang‑
ing environment.
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