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ABSTRACT 

The unprecedented development of China tourism industry has generated employment 

opportunities particularly in the hotel industry. This development may also inspire 

hospitality and tourism management (HTM) students to pursue career in this industry. 

Nevertheless, attracting and retaining talented HTM graduates in this industry is a 

challenging task because a great proportion of them were indecisive in their hotel 

industry career decision. It is anticipated that students ' career decisions are influenced 

by three motivational factors: intrinsic, extrinsic and parental factors. Hence this study 

aims to provide empirical evidence pertaining the influence of these motivational 

factors on HTM students' career decisions as well as the moderating effect of 

internship programme on this relationship. The study employed both quantitative and 

qualitative methods to investigate the research problems. Results from the quantitative 

analyses show that the three motivational factors have a positive and significant 

influence on students ' career decisions. The findings also indicate that internship 

programme exerts a strong influence on students ' career decision to join the hotel 

industry as well as moderating the relationship between the three motivational factors 

and their career decisions. Additionally, results from interviews with the three groups; 

hotel executives, HTM educators and graduates are beneficial in terms of enhancing 

and supporting the quantitative findings. The findings of this study would both 

contribute to the literature and the industry. Theoretically, this study enriches the 

literature by offering a detailed explanation regarding the influence of intrinsic, 

extrinsic and parental motivational factors on students ' career decision. Hence 

reducing the research gap by clarifying the relationship between motivational factors 

and students ' career decisions, with the internship programme as moderating variable. 

Practically, the results benefit both educators and the industry. It provides clearer 

views about the internship issues and may guide the career counselling teachers in the 

industrial training curriculum development. As for the hotel industry, this study would 

help the human resource executives in their training structure formulation. Eventually, 

efforts from both academia and industry shall enhance the understanding and 

confidence of the students as well as the parents and subsequently can attract and 

retain high-quality HTM graduates in the hotel industry. 

Keywords: Career Decision, China Hotel Industry, Intrinsic and Extrinsic Motivation, 

Internship Programme, Parent Factors 
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ABSTRAK 

Pembangunan yang ketara industri pelancongan China telah menghasilkan banyak 

peluang pekerjaan dalam industri perhotelan. Pembangunan ini juga boleh 

mendatangkan minat untuk pelajar pengurusan pelancongan dan hospitaliti (HTM) 

untuk memilih kerjaya dalam industri ini. Waiau bagaimanapun, menarik dan 

mengekalkan graduan HTM yang berkelayakan menyertai industri ini adalah satu 

tugas mencabar kerana sebilangan besar dari mereka tiada kepastian dalam memilih 

bidang perhotelan sebagai kerjaya mereka. Adalah dijangka bahawa keputusan 

memilih kerjaya oleh pelajar dipengaruhi oleh tiga faktor motivasi : faktor intrinsik, 

ektrinsik dan ibu bapa. Oleh itu kajian ini bertujfan untuk memberi bukti empirikal 

mengenai pengaruh ketiga-tiga faktor ini terhad~p keputusan kerjaya pelajar HTM 

selain dari kesan kesederhanan program latihan industri kepada hubungan ini. Kajian 

ini menggunakan kedua-dua kaedah kuantitatif dan kualitatif untuk meneliti 

permasalahan kajian . Keputusan analisis kuantitatif menunjukkan tiga faktor motivasi 

berkenaan memberi kesan positif dan signifikan terhadap keputusan kerjaya pelajar. 

Keputusan ini juga menunj ukkan bahawa program latihan memberi pengaruh yang 

kuat terhadap keputusan kerjaya pelajar untuk menyertai industri hotel, dan memberi 

kesan kesederhanaan terhadap hubungan antara tiga faktor motivasi dan keputusan 

kerjaya mereka. Sebagai tambahan, hasil temubual dengan tiga kumpulan; eksekutif 

hotel, pendidik HTM dan graduan didapati bermanfaat bagi meningkatkan dan 

memberi maklumat sokongan kepada dapatan kuantitatif. Hasil keseluruhan kajian 

dikira dapat memberi sumbangan kepada perkembangan literatur dan industri. Secara 

teori , kajian ini memperkayakan literatur dengan menawarkan penjelasan terperinci 

mengenai kesan faktor-faktor motivasi terhadap keputusan kerjaya pelajar. Jadi ianya 

merapatkan jurang penyelidikan dengan menjelaskan perhubungan di antara faktor 

motivasi dan keputusan kerjaya pelajar yang mana program latihan industr bertindak 

sebagai variable kederhanaan. Dari aspek praktikal, kajian ini memberi manfaat 

kepada pendidik dan industri. Ia memberi gambaran yang lebih jelas mengenai isu

isu latihan industri dan dapat memberi panduan kepada guru kaunseling kerj aya dalam 

pembentukan kurikulum berkaitan latihan industri. Bagi pihak industri pula, kajian ini 

boleh membantu eksekutif sumber manusia merangka struktur latihan dengan 

berkesan. Hasilnya, usaha dari pihak akademia dan industri boleh meningkatkan 

kefahaman dan keyakinan pelajar serta ibubapa dan seterusnya dapat menarik dan 

mengekalkan graduan HTM yang berkualiti tinggi dalam industri perhotelan. 

Kata Kunci: Keputusan Kerjaya, Industri Hotel China, Motivasi Intrinsik dan 

Ekstrinsik, Program Latihan, Faktor Ibu Bapa 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Research 

The rapid development of global tourism and hospitality industry contributes 

significantly to the economic growth, regional development, business sector, public 

sector, employment and educational institutions (Jauhari, 2013). China is one of the 

most beneficial country of the world's tourism development (Lu and Adler, 2009). 

Based on the report of the China National Tourism Administration (2016), the number 

of domestic tourist arrivals in China reached 4.44 billion people by the end of 2016. 

The tourism receipts reached an estimated 3.94 trillion yuan in 2016; direct 

contribution to GDP was 8.19 trillion yuan. China was also ranked top by direct 

contribution of tourism to employability opportunities, creating 28,130,000 jobs in 

2016, almost 11 times more than the average Asia Region countries. 

The above figures demonstrate the unprecedented development of tourism and 

hospitality industry in China, which generate a huge employment opportunities for 

the hotel industry. By the end of 2016, there were a t()tal of 10,157 hotels in mainland 

of China, including 809 5-star hotels and 2,367 4-star hotels (China National Tourism 

Administration, 2016). With the boom in the ho~l industry, a large number of 

educational institutions are also increasing with offering Hospitality and Tourism 

Management (HTM) programme. From the statistics of China National Tourism 

Administration (2015), in 2014 there were 565 universities (four-year degree) and 
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1,068 higher vocational and technical colleges (three-year diploma) with HTM 

programme. However, they can only generated 146,233 graduates in that year 

(100,880 diploma students and 45,353 degree students respectively). Compared with 

201 7' s statistics, the figures are rising quickly to 608 universities and the same 1068 

technical colleges without the number of producing graduates yet. 

As the above statistics showed that HTM programme students who are well educated 

and qualified to be recognized as the highly desirable young talents for the hotel 

industry (Fong, Luk& Law, 2014; Kim & Park, 2013; Shan & Tsai, 2011). However, 

only a small number of HTM graduates would like to pursue their career within the 

hotel industry upon graduation. Although being en~olled in HTM courses for 3 to 4 

years, a large percentage of Chinese students seek employment outside of tourism 

industry, instead hunting jobs in other business sectors such as banking, the 

government sector and insurance companies (Chak-Keung Wong & Jin Liu, 2010; 

Chang & Tse, 2015). 

Thus, with the problem of the keeping and recruiting these young talents within hotel 

industry, currently mainland China has encountered a serious mismatch between 

supply and demand for personnel, especially a serious shortage of qualified personnel 

and potential management in the hotel industry. Many Chinese HTM programme 

students are not choosing to work in the industry after graduation due to the intrinsic, 

extrinsic or parental reasons illustrated below (Blomme, Van Rheede & Tromp, 2009; 

Chang et al., 2014; Chang & Tse, 2015). 
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Intrinsically, a large number of students find the nature of hotel jobs too stressful and 

strenuous (Blomme et al., 2009; Chang & Tse, 2015; Chen & Shen, 2012). The sector 

is labour intensive, requiring long and unsocial hours, with many less-skilled jobs 

(Blomme et al., 2009; Chen & Shen, 2012). Poor r¢wards, such as the lower starting 

salary, inadequate benefits and compensation, and a bad working environment 

compared to other business sectors are cited as extrinsic reasons for students deciding 

against working in the hotel industry (Bharwani & Butt, 2012; Donina, 2015; Kamau 

& Waudo, 2012; Richardson, 2009; Tse, 2010; Wa_qszak, 1999; Yiu & Law, 2012). 

Other researchers, such as Chak-Keung Wong and Jin Liu (2010), perceived the 

Chinese context of parental factors as a major reason discouraging students from 

entering a career in the hotel industry. Parents may not support their children,seeing 

hotel as servitude to others, with few prospects of career advancement or future 

promotion compared to other business-related jobs (Chak-Keung Wong & Jin Liu, 

2010; Chang & Tse, 2015). 

While intrinsic, extrinsic and parental motivational factors have a major influence on 

students' career decisions, internship programme and students' satisfaction with work 

experience also play a significant role (Bao & Fang, 2014; Bharwani & Butt, 2012; 

Kim & Park, 2013; Ko, 2007).Three related stakeholders in internship programme, 

universities, industry and the students themselves, play very important roles in 

influencing students' decisions to stay within the hotel industry after graduation. 

Actually, many researchers (Abdullah et al., 2015; Chang & Tse 2015; Pizam, 

Okumus & Hutchinson, 2013) already highlighted students' dissatisfaction of 

3 



internship programme with three stakeholders as the major influential factor for HTM 

graduates' in-decisiveness to work in the hotel industry. Specifically, Chang and Tse 

(20 I 5) suggested the inappropriate design and planning of HTM curriculum structure 

which result in graduates dissatisfaction of the hotel industry; Others (Maertz, 

Stoeberl,& Marks, 2014; Zopiatis & Constanti, 20 I 2) stress that industrial 

practitioners should re-examine their internship programme practices in training and 

career development, supervisory leadership, salary and benefits, so that they can retain 

potential management power for the hotel industry. Meanwhile, other studies (Bao & 

Fang, 2014; Felicen et al., 2014; Kim & Park, 2013; Ko, 2007) found that students ' 

negative attitudes and bad experience with the internship programme are the major 

reasons for them deciding not to work in the hotel itJ,dustry. Thus, this study will also 

evaluate internship programme as one major influential factor on the students ' career 

decisions. 

Overall, to benefit from tourism development, it is necessary not only for the hotel 

industry to look beyond traditional methods and sources to manage and retain existing 

professional staff, but it will also be a challenge to find more innovative and flexible 

ways to attract and recruit new employees, especially the hotel and tourism 

programme graduates of the future, to satisfy the high demands of this industry. The 

next section will discuss why this research has cho, en Ningxia province in China as 

its research context. 

1.2 Research Context 

Addressing the research context at the outset enables identification of the appropriate 

target population and consequently enhances the abiry to generalize the results of the 

research. As already stated, China is enjoying fast growth in domestic tourist arrivals, 
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with 4.44 billion people in 2016, contributing to creating 28,130,000 jobs in .the 

hospitality and tourism industry (China National Tourism Administration, 2016). 

Nevertheless, attracting and retaining talented students as workforce source become a 

significant problem in China (Chang & Tse, 2015 ; Zhang & Gu, 2000; Zhao, 1991). 

Mainland China as the research context is important because of the scarcity of studies 

conducted within its hospitality and tourism industry. However, most of the studies 

about HTM students ' career development have ~een done in a Western context 

(Aldrich & Kim, 2007; Brown, Arendt & Bosselman, 2014; Germeijs & Verschueren, 

2009; Jauhari, 2013; Salami & Oyesoji Aremu, 2007). Specifically, this research 

population will be chosen from Ningxia province which locates at the north western 

part of China. A detailed rationale presented below for selecting China and Ningxia 

province as this research context. 

Un1ver 

The first reason for Choosing China as the research context, as most of studies 

regarding internship programme in the field of ho1f 1 in the Western context is rich 

(Abdullah et al. , 2015 ; Bao & Fang, 2014; Brown et al. , 2014; Chen & Shen, 2012; 

Kim & Park, 2013 ; Ko, 2007). Given the difference in cultural values between 

Westerners and Chinese, there has been a call for more studies in the Chinese context 

(Bai, 1998; Bao & Fang, 2014; Chak-Keung Wong & Jin Liu, 2010; Chang & Tse, 

2015; Hou & Leung, 2011). 

In addition, Bao and Fang (2014) stated that the internship practice for the HTM 

students were usually arranged in accordance with the peak season, providing with 

base-line task at low cost for the hotel industry; this may badly affect students ' intern 
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learning experience and distort their view of the hotel industry. The intern students 

were usually arranged for the position such as restaurant waiters/waitresses, 

housekeeping chambermaids and front desk receptionists. All these positions involve 

long working hours, less-skilled tasks and repetitive work (Bao & Fang, 2014; Donina, 

2015; Ko, 2007). In addition, they are usually recognized as "set posts" with little or 

no opportunity for job rotation, poor remuneration, heavy workload and overtime 

without payment (Kong, Cheung & Song, 2011; Zhang & Gu, 2000; Zhao, 1991 ). 

Thus, many students complain of bad internship experience and cite these are the 

major reasons why they are not motivated to join the industry upon graduation, as 

reported by Zhang and Gu (2000), Zhao (1991) afd Chak-Keung Wong and Jin Liu 

(2010). 

Another benefit of using China as the research context is that culturally Chinese 

students ' parents have an obvious and strong effect on their career choice. Studies 

conducted in different cultural contexts such as India (Agarwala, 2008; Gokuladas, 

2010) and the US (Buckley & Petrunik, 1995; Ng, Burke & Fiksenbaum, 2008) 

demonstrate that parental factors have a significant influence on students' career 

choices. However, Chinese parents in particular play a variety of important roles in 

their children's lives, especially in crucial and vital decision points such as choosing 

a university and a major programme, getting married and choosing a career (Bai, 1998; 

Chak-Keung Wong & Jin Liu, 2010; Jin, Watkins & Yuen, 2009). Chinese parents do 

not have the power to change the major programme that they favoured as their child's 

first choice, so many HTM students join this programme not as their first choice but 

perhaps as fourth or fifth. Even some HTM programme students who have been 

enrolled in this major for three or four years' learning experience might find that their 

parents still do not support them in joining this industry (Chak-Keung Wong & Jin 
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Liu, 2010; Jin et al., 2009; Zhang & Gu, 2000). However, there is a scarcity of 

empirical research on HTM programme students in China, investigating parental 

influences and views about making career decisions on graduation, especially in the 

hotel industry context. 

For these reasons, the purpose of this research is to investigate Chinese HTM 

undergraduate students' awareness of the motivational factors; whether these factors 

have a significant effect and influence on their career decision; and how the internship 

programme moderates the relationship between these factors and their career 

decisions in selecting the hotel industry. The rationfle for choosing Ningxia province 

HTM programme students as the target population f s discussed next. 

Ningxia province, located in northwestern China, is officially called Ningxia Hui 

Minority Autonomous Region; there are five cities: Yinchuan (capital city), 

Shizuishan, Wuzhong, Guyuan and Zhongwei. There are several reasons for the 

choice of Ningxia province rather than other big cities in China. The first is the fast 

development of tourism in the province, resulting in a rising of hotel industry wh~ch 

urgently needs a large number of well-trained personnel and management talent as 

workforce source, mainly drawn from HTM programme graduates. Figure l. l shows 

the rapid development of tourism and hotels in Ningxia from 2007 to 2016. 
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Figure 1.1 Ningxia Tourism and Hotels Development (2007-201 6) 

Source: Ningxia Tourism Administration (201 6) 

As Figure I.I shows, Ningxia received 7.3 million domestic tourists and 9,373 

inbound tourists in 2007, with 3.144 billion-yuan receipts from domestic tourist 

arrivals. However, domestic tourist arrivals increased drastically, reaching 21.49 

million (with receipts of 20 billion yuan) in 2016, three times more than the 2007 

figure. The number of inbound tourists was five times more than the figure for 2007, 

at 51 ,177 people. The number of hotels increased from 59 in 2007 to 102 in 2016, 

with 37 four-star hotels, 56 three-star and 9 two-star (Ningxia Tourism Administration, 

2016). The next statement presents the second reason for choosing Ningxia province 

as this research context. 

Second, Ningxia province enjoys a multi-cultural context and the benefits of different 

religions, which have a significant effects on HTM students ' career decisions, as 
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st1ggested by researchers such as Jin et al. (2009), Xiangyu (2009), Zhang et al. (2014). 

Figure 1.2 is a pie charts Ningxia' s population showing the mix of minority groups. 

Han 

"163,.4,0 
63" I / 

□ Han 

i;;J Hui 

□ Others 

Figure 1.2 Ningxia Population and Mix of Minority Groups 

Source: China Etlmic Affairs Commission (2015) a alays1a 

From Figure 1.2, it can be seen that Ningxia consists of three major groups: Han is 

the largest group with 4.16 million people, accounting for 63 % of the total population. 

The second group is the Hui minority with 2.36 million people,a proportion of 36%, 

and the official religion is Islam. The rest of population of 49,453 includes other 

minority groups such as Uigur, Zang, Menggu; Islam is the official religion of the 

Uigur (Xiangyu, 2009). In terms of whole Hui population in China, compared with 

the other provinces with Hui minority group, Ningxia has the largest percentage at 19% 

or 11 million Hui minority people;it is followed by Qinghai, Xinjiang, Shanxi and 

Gansu provinces which have only some 0.2 million Hui according to statistics from 

the China Ethnic Affairs Commission (2015). 
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Thus, based on the above multi-religion context, ysing Ningxia province as the 

research population will be interesting since the imnact of their career decisions on 

social, cultural and religious aspects are an ongoing concern (Jin et al., 2009; Zhang 

et al., 2014;. Zopiatis & Constanti, 2012). Zhang et al. (2014) stated that different 

cultural and religious family backgrounds have a significant influence on students' 

career choice behaviours. 

Several other researchers (Jin et al. , 2009; Patall et al., 2008; Zhang et al. , 2014) have 

commented that the students' religion may be incompttible with their personal values, 

leading to different career choices. For example, Xinjiang Muslim students will 

choose not to work in hotels or travel agencies in other cities or provinces due to their 

dietary restrictions,and there are issues concerning serving alcoholic beverages and 

wearing the tudung or headscarf in the service industry (Juan, 2012; Xiangyu, 2009); 

the same is true for Ningxia' s Muslim students. r alay 1a 

Overall, this study's results will highlight the differences between students' career 

decisions with different religions as a demographic characteristic; hence, using 

Ningxia as the research population may benefit provinces that have similar cultures 

and social structures, such as Xinjiang and Qinghai. Moreover, the study will 

investigate parental factors as one of motivations affecting working in the hotel 

industry. Thus, it will highlight differences between ;Hui and Han students' parental 

influences on their children's career decisions in t:4e hotel industry, also filling a 

research gap. 
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Having clarified the research context in China and the target population on HTM 

students in Ningxia province, this study moves on to discuss the problem statement 

and other issues relevant to the development of the research. After the problem 

statement, the research objectives, research questions and the significance of this 

study will be identified. The structure of the study is presented before a summary of 

this chapter. 

1.3 Problem Statement 

The increase in Chinese domestic tourists is generating numerous employment 

opportunities in the hotel industry. Based on the repol of the China National Tourism 

Administration (20 I 6), the number of domestic touri t arrivals in China reached 4.44 

billion people by the end of 2016, creating 28,130,000 jobs in 2016.Moreover, Table 

I. I shows the number of hotels and employees in 2016. 

Un1ver 1t1 tara 

Table 1. 1 

The Number of Hotels and Employees in Mainland Cf,zina in 2016 

Items 5-Stars 4-Stars 3-Stars 2-Stars 1-Star Total 

Number of Hotels 809 2,367 4,937 1,972 72 10,157 

Number of Employees 307,400 462,000 480,600 9,260 190 1,344,500 

Employees with 81,300 87,600 75,800 11,500 300 256,400 

Diploma and Degree 

Source: China National Tourism Administration (20 16) 

It can be seen that in 2016 China had a total of 10,151 hotels, including 809 five-star 

hotels, 2,367 four-star and4,937 three-star. Mean while, the industry provided 
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employment for 1,344,500 staff, although only 256,400 employees (19%) had a 

diploma or degree-level education. However, based on the hotel industry development 

report from the China National Tourism Administration (20 I 6), from 1,361,900 

employees in 2015, the number decreased by 1.28%,or 17,400 staff; the number of 

staff with higher diploma and degree level dropped by 6.83% (I 8,800) compared with 

2015's 275,200. However, from the statistics of China National Tourism 

Administration (20 I 5), in 20 14 there were 565 unh1ersities (four-year degree) and 

1,068 higher vocational and technical colleges (three-year diploma) with HTM 

programme, which can only produced 146,233 graduates in that year (100,880 

diploma students and 45,353 degree students respectively). This is supported in the 

studies by Blomme et al. (2009), Chang et al. (2014), Lu & Adler (2009), Xiaozhong, 

Shumin, Shujuan & Chenchen (2008). Not only did this number fail to meet the stated 

demand (1,344,500) for hotel employed staff, a proportion of the graduates for whom 

the HTM programme were set up decided not to work in this industry. 

These statistics illustrate a serious mismatch between the demand for personnel and 

its supply in the Chinese hotel industry, with the same trend in Ningxia province. Since 

this problem of labour shortage begins at the recrpitrnent stage, this research is 

motivated to evaluate the HTM graduates who are yet to enter the labour market, while 

their interest to work in the industry is being developed. From this perspective, Bao 

and Fang (2014) argue that the hotel labour market enpountered the practical problem 

that this industry nowadays is in severe shortages of personnel and a highly labour 

turnover. And they also argued that the hotel industry can provide with quite good 

employment opportunities for the graduation studet1-ts, and they strongly need the 

personnel especially the high-qualified HTM students. But it is very difficult for the 

industry to attract new staff and retain the HTM students as potential manpower, for 
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the reason that a large number of HTM graduates decide to pursue their careers in 

other industries instead of hotel sectors (Blomme et al. , 2009; Chang et al., 20 14). 

Thus, this study will investigate the reasons why these HTM students are not 

motivated to choose a career in the hotel industry, as presented from the next 

paragraph. 

First, many studies state that one of the biggest challenges facing for the industry' s 

labour force (Blommeet al. , 2009; Chen & Shen, 2012; Donina, 2015; Pizam et al. , 

2013; Zopiatis & Constanti, 201 2), that many HTM programme students lack an 

intrinsic willingness to enter the hotel industry. The major issues focus on the nature 

and characteristics of work in the hotel industry: its labour intensiveness, long 

working hours, unsocial life, less-skilled jobs, less challenge, and uninteresting and 

repetitive work. All of the above characteristics are cited as part of the intrinsic context 

in which students choose not to enter the hotel industry (Chen & Shen, 2012; Ross, 

2005). Some studies, such as Bao and Fang' s (2014), also include intrinsic factors of 

the job itself: few opportunities for job rotation, the nature of the job, less interesting 

and challenging work, a poor working environment, less autonomy and fewer decision 

opportunities. 

However, other researchers, such as Zhao and Zhu (2014) and Quigley and Tymon 

(2006), investigated their respondents ' career decisions from the perspective of 

intrinsic content factors, especially psychologica~ issues such as feelings of 

meaningfulness, enjoyment, competence and advanrement. Ross (2005) suggested 

that the intrinsic context and content factors should be combined, to investigate more 

internal motivators of career behaviour. Thus, this stu~y deploys both intrinsic context 

factors from the job characteristics perspective and i~trinsic content factors from the 
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psychological perspective, combining them as one intrinsic construct to investigate 

the students' career decisions; which will fill one of rrsearch gaps identified by Ross 

(2005). 

Secondly, although China's tourism developm¢nt is generating numerous 

employment opportunities, students' perceptions o( hotel jobs suffer from many 

negative extrinsic reward reasons, as evaluated by numerous researchers (Brown et 

al., 2014; Donina, 2015; Lu & Adler, 2009; Yiu & Law, 2012). Hotel jobs are 

perceived as being characterized by inadequate remuneration, insecurity and being a 

stressful workplace, with relatively low payment compared to other job sectors 

(Abdullah et al., 2015; Brown et al. , 2014; Donina, 2015). Other researchers, such as 

Kim and Park (2013), have justified extrinsic regulateµ reasons like relationships with 

supervisors and co-workers, which might influence students from attaining their 

career goals. Ryan and Deci (2000) suggested that more extrinsic regulated reasons, 

such as company policies and rules, company cultur¢ and work locations, should be 

studied to investigate more motivators of career behayiour. Researchers such as Post

Kammer (1987) and Ryan and Deci (2000) identified this as a gap which more 

students should be encouraged to investigate. Thus, this study employs both extrinsic 

rewarded and regulated factors together as one ex,insic construct to evaluate the 

influences on students' career decisions. 

Thirdly, many studies took place in different cultural [ontexts such as India (Agarwala, 

2008) and the US (Buckley & Petrunik, 1995; Ng, Burke & Fiksenbaum 2008), 

investigating the parental factors that affected their children's career decisions. Thus, 

beneficial from Chak-Keung Wong and Jin Liu (2010) research, this study will check 
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whether Chinese parents support and concern behaviour will influence on their 

children's career choices within HTM students context. 

Fourthly, in addition to the above intrinsic, extri;nsic and parental factors, the 

internship programme plays a significant role in influencing students' career choices. 

Many researchers (Donina, 20 15; Kamau & Waudo, 2012; Lam & Ching, 2007; Yiu 

& Law, 2012; Zopiatis & Constanti, 2012) identified the programme as a valuable 

solution to building a partnership with the hotel anr tourism industry, helping HR 

departments to retain the talents of graduates ne~ded in the future. Internship 

programme, providing workplace training, are employed by the industry as an 

important strategic technique to identify the talents and potential of future 

management for the industry (Ko, 2007; Lam & Ching, 2007). 

Many researchers have pointed out that three related stakeholders in the internship 

programme are the university, industry, and the students themselves, all playing 

important roles in students' decisions to stay within the hotel industry after graduation. 

Some researchers (Chang & Tse, 2015; Ko, 2007; Maertz et al., 2014; Pizam et al., 

2013) investigated students' perceptions ofHTM curriculum structures and internship 

programme design by university educators, and concluded that a good internship 

programme can strongly motivate students to remain in the industry. Other researchers 

(Blomme et al., 2009; Chang et al., 2014; Chuang & Dellmann-Jenkins, 2010; Kim 

& Park, 2013; Zopiatis & Constanti, 2012) highlighted the industrial practitioners' 

provision of poor internship programme in terms of inadequate training and career 

development, insufficient support from supervisors and co-workers, low salary and 

benefits; such negative experiences convinced most intern students to leave the 

industry. Meanwhile, other researchers such as Felicen et al.(2014), Bao and Fang 
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(2014), Chen and Shen (2012) found the students themselves to be the most relevant 

stakeholders in internship programme; negative attitudes and dissatisfaction with the 

programme are the major reasons for not choosing to work in the hotel industry after 

graduation. 

The above studies identifying negative motivation from internship programme can be 

classified into three categories: poor structure, design and planning by the educators 

(Donina, 2015; Kamau & Waudo, 2012; Lam & Ching, 2007; Yiu & Law, 2012; 

Zopiatis & Constanti, 2012);insufficient industry involvement (Blomme et al., 2009; 

Chang et al., 2014; Kim & Park, 2013); and intern students' negative experience (Bao 

& Fang, 2014; Chen & Shen, 201 2; Felicen et al.,2014). However, few studies can be 

found to identify the internship programme as a moderator in students' career 

behaviour. A recent study by Mohammed and Rashid (2016) provided a theoretical 

framework for investigating the moderating effects of the internship programme, 

although it emphasized the relationship between undergraduates' perceptions and their 

career intentions rather than the motivational factors. 

Thus, based on the evidence of previous research, this study aims to examine the 

internship programme as a moderating effect on the relationship between the three 

motivational factors, intrinsic, extrinsic and parental, and students' career decisions in 

the hotel industry, filling the literature gap of internship programme research. 

Although a majority of graduates choose not to woijk in this industry as a result of 

unsatisfactory internship experience (Bao & Fang, 2014; Ko, 2007; Kusluvan & 

Kusluvan, 2000; Xiaozhong et al., 2008), they actually had strong intrinsic and 

extrinsic motivation to work in this industry before undertaking the internship 

programme (Blomme et al., 2009; Brown et al., 2014; Chang & Tse, 2015; Chang et 
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al., 2014). Thus, despite theoretical support that internships can strengthen or decrease 

the three motivational factors, no previous study has investigated such moderating 

effect with statistical data as the empirical proof and support for this moderating effect 

as another research problem is presented next. 

Firstly, support for this research can be found in Chen and Shen (2012), Dysvik and 

Kuvaas (2011 ), Pa tall et al. (2008), regarding the effect on students' intrinsic 

motivation of their internship learning experience. Based on the theoretical findings, 

they all suggested that a positive internship learning experience may result in positive 

effects on their intrinsic content factors such as passion to work, willingness to serve, 

learning attitudes, career commitment to this industry, strong self-efficacy, and higher 

career outcome expectations; all these factors can strongly encourage the students to 

consider their career decisions in the hotel industry. 

Univ rs1t1 Utara 

Secondly, during the internship programme, the students not only obtain industry

specific knowledge, but also formulate their perceptions of what a future career path 

will be. They will perceive extrinsic regulated factors in their internship company, 

such as culture and staff regulations, supervisors and co-workers (Huang & Hsieh, 

2015; Kamau & Waudo, 2012; Kim & Park, 2013; Yiu & Law, 2012). They can also 

learn which extrinsic rewarded benefits, such as a perm.anent staff salary, benefits and 

working environment, might be provided by potential employers (Kim & Park, 2013). 

All these extrinsic factors experienced through their internship programme will 

strongly influence their career decisions, such as wheter to accept the offer of a full

time job in the internship company upon graduation <frown et al., 2014; Ko, 2007). 
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Thirdly, some studies in China (Zhang & Gu, 2000) actually supported the idea that 

the internship programme can be a moderator, revealing that the parents who had a 

positive attitude towards internship tended to ~ncourage their children to choose 

careers within the hotel and tourism industry. Interestingly, Zhao ' s (1991 ) study 

concluded that Chinese students were more likely to discuss the internship programme 

with their parents. If their parents perceived the students' negative attitude towards 

internship, especially on those extrinsic rewards like salary, benefits and working 

environment, they would usually encourage their children to quit that career aspiration 

and leave the industry to move to higher-salary brsiness sectors (Chak-Keung Wong 

& Jin Liu, 2010; Jin et al., 2009; Zhao, 1991 ). 

In summary, the research problem of this study is to investigate whether three 

motivational factors: intrinsic, extrinsic and parental factors have influences on 

students' career decisions, as well as whether internship programme exerts the 

moderating effect on such relationships.Other researchers have investigated students ' 

career perceptions of the hotel industry, and their satisfaction with internship 

programme (Abdullah et al., 2012; Bao & Fang, 2014; Donina, 2015 ; Kamau & 

Waudo, 20 12; Yiu & Law, 2012), but none have evaluated the internship programme 

as a moderating effect. This study will fill the literature gap of motivational factors 

influencing students' career decisions to work in the hotel industry, and may enrich 

the study of internship programme. 

1.4 Research Questions 

It is anticipated that the above objectives can be attained by addressing the following 

research questions, thus defining the research problem: 
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Research Question 1. Do intrinsic motivational factors significantly influence students ' 

career decisions to work in the hotel industry? 

Research Question 2. Do extrinsic motivational factors significantly influence 

students' career decisions to work in the hotel industry? 

Research Question 3. Do parental motivational fattors significantly influence students ' 

career decisions to work in the hotel industry? 

Research Question 4. Does the internship programme moderate the relationship 

between intrinsic motivational factors and students' career decisions to work in the 

hotel industry? 

Research Question 5. Does the internship pro,ramme moderate the relationship 

between extrinsic motivational factors and students' career decisions to work in the 

hotel industry? 

Research Question 6. Does the internship programme moderate the relationship 

between parental motivational factors and students' career decisions to work in the 

hotel industry? 

Research question 7. Is there any career decision differences among the students in 

terms of their ethnic background (Hui and Han), their parents' education background 

and hotel work experience? 

1.5 Research Objectives 

The purpose of this study is to investigate the relationships between three motivational 

factors, internship programme and students' career decisions to join the hotel industry 

upon graduation. Meanwhile, this study uses both qualitative and quantitative 

methods to better answer the research questions to achieve the research objectives. 

First, the qualitative research objective is to explore the opinions from three group of 
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respondents about the internship programme, motivational factors and their career 

decisions presented below. 

Research Objective (Qualitative method). To explore the opinions from three group 

of respondents regarding the perceptions of internship programme, three motivational 

factors (intrinsic, extrinsic, parental) exert any influences on students ' career decision 

to work in the hotel industry. 

Second, to investigate the relationships between the variables, this research mainly 

uses quantitative method to answer the research questions by achieving the following 

seven objectives: 

Research Objective l. To examine the influence of intrinsic motivational factors on 

students' career decisions to work in the hotel industry. 

Research Objective 2. To examine the influence of extrinsic motivational factors on 

students' career decisions to work in the hotel industry. 

Research Objective 3. To examine the influence of parental motivational factors on 

students' career decisions to work in the hotel industry. 

Research Objective 4. To examine the moderating effect of internship programme on 

the relationship between the intrinsic motivational factors and students ' career 

decisions to work in the hotel industry. 

Research Objective 5. To examine the moderating effect of internship programme on 

the relationship between the extrinsic motivational factors and students ' career 

decisions to work in the hotel industry. 
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Research Objective 6. To examine the moderating effect of internship programme on 

the relationship between parental motivational factors and students' career decisions 

to work in the hotel industry. 

Research Objective 7. To investigate career decision differences among the students 

in tem1s of ethnic background (Hui and Han), their parents' education background and 

hotel work experience. 

1.6 Significance of the Research 

It is anticipated that through achieving the above research objectives and answering 

the research questions, the outcomes of this study will meet the dual goals of 

contributing to academic knowledge and identifying managerial implications with 

practical suggestions for three stakeholders: HTM programme students, university 

educators and industry organizational employers. 

V a 

1.6.1 Theoretical Significance 

In this research, the development of a theoretical framework may enrich the literature 

with regard to internship programme and career decisions in the hotel industry. Whilst 

many studies of students' satisfaction with internship programme and their career 

choices have been published (Bao & Fang, 2014; Blomme et al., 2009; Fong et al., 

2014; Kim & Park, 2013), investigation of the motivational factors which encourage 

students to make career decisions, combined with internship programme in the hotel 

industry,are limited (Chen & Shen, 2012). Therefore this research will enrich the 

literature by providing evidence for motivational factors influencing HTM 

programme students' decisions on their future career. 
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This research also offers a deep insight into the relationship between the intrinsic, 

extrinsic and parental factors and students' career decisions, identifying the influence 

of moderating effects of internship programme on this relationship and career 

decisions in the hotel industry. Although the impfrtance of the internship programme 

within hotel and tourism education is acknowledged by many researchers (Chang & 

Tse, 2015; Felicen et al.,2014; Lam & Ching, 2007; Kamau & Waudo, 2012), the 

explicit use of intrinsic, extrinsic and parental factors toward graduates' career 

decisions in the hotel industry is limited. 

At the same time, Marija (2013) identify the neecll for a study of influential attributes 

and internship programme together on students' career decisions. Consequently, this 

research suggests the inclusion of intrinsic, extrinsic and parental motivational factors 

in a research model, so that the relationship and the differences between them, the 

internship programme and career decisions can be more meaningfully tested and 

evaluated. 

As already explained, investigation of the parental factors has been carried out in 

different cultural contexts, while other researchers such as Bai (1998), Guan et al. 

(2014), Zhang et al. (2014) have stressed the importance of Chinese parents in their 

children's career decisions.Nevertheless, there is a scarcity of empirical research 

among HTM programme students in China investiiating parental influence especially 

in the context of the hotel industry. 

Moreover, this research also combined with the Social Cognitive Career Theory 

(SCCT) and Theory of Planned Behaviour (TPB) to incorporate with the assumptions 
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and research questions of this study. Most studies of career decisions utilize either 

SCCT' s original variables such as self-efficacy, outcome expectations and career 

goals (Bailout, 2009; Mau, 2000; Rogers & Greed, 2011; Usinger & Smith, 2010; 

Vigoda-Gadot & Grimland, 2008), or the TPB model's relationships to evaluate 

students' career intentions (Law, 2010; Millar & Shevlin, 2003; Tolma et al., 2006; 

Tsai, 2010). However, a few research studies have employed both theories together to 

evaluate different factors explaining students' career decisions within the tourism and 

hotel context, particularly in China. Together these two theories enable this study to 

evaluate the research questions and establish the research framework as the 

underpinning theories, which will fill another research gap. 

1.6.2 Significance to Industry 

This study also aims to provide understanding of internship programme mam 

stakeholders: students, educators and industry employers. Not only will it ascertain 

the importance of internship practices to HTM programme educators, but it will also 

enhance the employers' understanding of students' career decisions, reducing many 

of the costs of recruiting, re-training, re-evaluating and recognizing their performance. 

Ultimately, evaluating the intrinsic, extrinsic and parental factors influencing the 

students' career decisions will be especially beneficial for employers in capturing and 

retaining prospective management. 

Many studies (Abdullah et al., 2015; Brown et al., 2014; Chuang & Dellmann-Jenkins, 

2010; Yiu & Law; 2012) identified HTM undergraduates had bad internship 

experience in the hotel industry. Most of them perceived their supervisors as bad 

employers, poor treatment of employees, few career promotion opportunities, and 
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insufficient rewards for efforts. Upon on these reasons, numbers of graduates decided 

against a hotel job as their future career path after internship. 

This study therefore examines the internship programme as a moderator of the 

relationship between intrinsic, extrinsic, parental factors and students' career 

decisions, and the results may encourage industry employers to change their strategy 

for attracting talent. It will also be beneficial to university educators in redesigning 

their internship programme, especially the curriculum structure and supervision by 

on-site mentors. Last but not least, the major stakeholders, the undergraduates 

themselves, can gain a better understanding in their choice of career paths and re

examine the hotel industry to make a wise career decision. 

1.7 Scope of the Research 

Although HTM programme graduates (146,233) make up only 2.22% of the total 

number of students (6,593,671) graduating in China in 2014, it is impossible for the 

researcher to conduct this study on the whole population in China. The study is 

therefore limited to Ningxia province, with students in the universities and higher 

vocational colleges with HTM programme graduates, from multi-racial and multi

religion backgrounds. Selected students must have completed their internship 

programme in the local 4- or 5-star hotels, which are in cooperation with the 

universities and colleges. The qualitative respondents will limit to the same hotels and 

same institutions with higher management executives. 

1.8 Operational Definition 

There are several key terms used throughout this study, operationally defined as 

follows: 
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HTM programme: The Hospitality and Tourism Management (HTM) programme a 

multi-disciplinary field of study with the purpose of preparing students with expertise, 

commitment, and skills for management, marketing, and operations positions in the 

expanding industry that provides food, accommodation and tourism services (Zopiatis 

& Constanti, 2012). The mission of the HTM programme is to prepare students for 

professional careers in the hotel and tourism industry by providing both theory-based 

instruction and practical experience (Zopiatis & Constanti, 2012). 

Intrinsic Context Factors: Randolph and Johnson's (2005) study of intrinsic context 

factors, referring to the work itself and related to other aspects of the job, included 

less tangible characteristics such as: variety of task, realistic workload, stable work 

environment, balance between work and life, adequate co-worker support, career 

advancement, input into decision-making processes, recognition of job performance, 

adequate programme for development, and fair company policies. 

Intrinsic Content Factors: Yousaf et al. 's (2015) study of intrinsic-content factors 

referred to features affecting the individual's sense of self-efficacy and competence, 

such as confidence in self-ability, opportunity for personal growth and empowerment, 

perceived meaningful work, and accomplishment. 

Extrinsic Rewarded Factors: Lewis et al. (2001) define extrinsic rewarded 

motivation as behaviour which is perceived as positively valued and tangible to the 

employees. Extrinsic rewarded factors, ranging from pay and benefits to 

compensation, working conditions and security, are all controlled by the 
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organization's rules and regulations, and can not be administered directly by the 

employees. 

Extrinsic Regulated Factors: Ryan and Deci (2000) revealed extrinsic regulated 

factors in the workplace, such as deadlines, specific requirements such as appropriate 

dress and makeup, company policies, relationship with supervisors and co-workers, 

and international company culture. 

Parental Support Factors: Parental support refers to behaviour or influences from 

the father or mother, showing a variety of help to and expectations from their children 

(Salami & Oyesoji Aremu, 2007). It can be realized in behaviour such as discussion, 

spiritual and financial as well as educational support, and other helpful strategies 

(Salami & OyesojiAremu, 2007). rsiti Utara alaysia 

Parental Concern Factors: Parental concerns refer to worries about their children 

making wrong decisions about certain behaviour (Salami & Oyesoji Aremu, 2007). 

They may include many facets, such as: unsatisfactory work conditions, low salary, 

and social status which may not allow them to show off in front of their relatives and 

friends (Salami & Oyesoji Aremu, 2007). 

Internship Programme: An internship programme in a HTM course may be 

mandatory or elective; it is defined as a structured and systematic industry learning 

experience and career-relevant supervised professional work (Zopiatis & Constanti, 

2012). 
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Career Decision Making: Mau (2004) stated that a career decision is a decision by 

the individual to enter a professional occupation, to remain in a professional 

organization, or to leave the organization or prof¢ssional occupation. Career decision 

making is the process by which a person choosef his or her career action for dealing 

with a problem or an evaluation of this career option or organizational environment 

or occupation itself. The career decision-making process is involved with activities 

such as identifying the career objectives, collecting vocational information, generating 

career options, and evaluating different alternatives before making final decisions. 

1.9 Structure of the Research 

Chapter 1 presented the general background to this research, followed by the reasons 

for choosing China and Ningxia as the study context. The major issues of the problem 

statement were explained, and the corresponding research objectives and research 

questions were listed.The significance of this study in terms of theoretical knowledge 

and industry perspectives was explained. 

Chapter 2 begins with a review of the literature in the field of the hotel industry. It 

identifies some definitions and issues regarding the research problems and internship 

programme, and explains the relationships among the three different stakeholders 

already identified, and the three motivational factors and how they influence students' 

career decisions. The major moderating effects of internship programme is evaluated 

from different perspectives. And the related theories and models are critically 

reviewed to establish the theoretical framework for this study. 
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Chapter 3 identifies the methodology for this study, beginning with the research 

philosophy and design structure and the sampling strategies. Selection of mixed with 

qualitative and quantitative methodology is justified, and the data collection methods 

demonstrated. Finally, the data analysis and pilot study are explained. 

Chapter 4 presents the results and findings from the data using the Statistical Package 

for the Social Sciences (SPSS) tool. The statistical techniques deployed are standard 

means, T-test, factor analysis, correlations, multiple and hierarchical regressions to 

test acceptance or rejection of the research iypotheses based on the research 

framework. 

Chapter 5 presents all the results from the previous chapter. The data is evaluated and 

compared with previous studies noted in the literature review. This chapter also 

discusses the new findings from analysis of the data collected. Recommendations are 

made to different stakeholders with regard to students ' career decisions, which aim to 

help the hotel industry to retain prospective managers. Lastly, limitations of the study 

and avenues for further research are identified. 

1.10 Summary 

In summary, the research problem of this study is to investigate the influence of three 

motivational factors: intrinsic, extrinsic and parental factors on students ' career 

decisions, as well as the moderating effect of internship programme on such 

relationships. The research context was identified within China and Ningxia province. 

The next chapter discusses the key components in establishing the research framework. 
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2.1 Introduction 

CHAPTER TWO 

LITERATURE REVIEW 

This chapter identifies the nature and characteristics of the hotel industry's labour 

market, and examines the concept of career decisions from different perspectives. It 

is important to evaluate all the related variables: intrinsic, extrinsic, parental 

motivational factors and internship programme. The theories related to career 

decisions, the proposed framework and hypotheses are then established. 

2.2 The Nature and Characteristics of Hotel Industry Labour Market in China 

The hospitality industry encompasses a variety of business sectors including a range 

of hotels and accommodation, food and beverage companies, bars and catering centres, 

cruise, conference and banqueting centres and recreation centres. According to 

UNWTO (20 I 5), global tourism, including both direct and indirect employment, 

created 107,519,000 jobs in 2015, representing 3.6% of total employment. In addition, 

travel organizations were expected to contribute a total of I 30,694,000 employment 

vacancies by 2025 (UNWTO, 2015). 

From the China National Tourism Administration (2016), tourism's direct 

contribution to China's GDP was 8.19 trillion yuan in 2016. It was also ranked as the 

top country for tourism's direct contribution to employment with 28,130,000 in 20 I 6, 

almost 11 times more than the other Asia countries. 
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Beneficial as the fast development of Chinese tourism, employment in the hotel 

industry differs from other industries such as technology companies, banks and the 

government sector, being especially labour intensive (Chang & Tse, 2014). For 

example, hotel jobs are varies, even in a single department such as the front office 

where the positions include reception, concierge services, guest relationship services, 

reservation centre, night duty, and each section comprises staff from a basic level to 

supervisors and managers (Brown eta/., 2014; Yiu & Law, 2012; ). 

According to Blomme et al. (2009), most people consider that hotel employees are 

"uneducated, unmotivated, unskilled and unproductive". This is especially true of 

Chinese perceptions of this service industry's jobs, most believing the jobs involve 

easily mastered skills with no need for educational qualifications (Bao & Fang, 2014; 

Chang et al., 2014; Chang & Tse, 2015). Chang and Tse (2015) presented that up to 

70% of positions within the hotel industry do not require a formal education, degree 

or diploma, and many employees find the work stressful and strenuous, with fewer 

skills needed, poor pay and bad working conditions compared to jobs in other 

industries. 

Similarly, in China' hotel industry, poor remuneration and benefits, heavy workload, 

no pay for overtime duties and overwork for interns are cited by Lu and Adler (2009). 

Some researchers (Bao & Fang, 2014; Lam & Ching, 2007; Zhang & Gu, 2000) 

explained that employers pay insufficient attention to the treatment of interns and the 

objectives set by internship programme planning, seeing interns as simply alleviating 

the labour shortage instead of developing potential employees during the internship 

period. Many complaints about the internship programme structure, its quality 
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management and poor relationship with employers are made by the students on their 

return to university or college (Bao & Fang, 2014). 

The cultural context also results in HTM students not joining the industry, especially 

those from traditional Asian cultures like the Chinese, where parents do not encourage 

their children to make careers in the hotel industry,seeing them as servants with little 

opportunity for future promotion (Chak-Keung fong & Jin Liu, 2010; Lu & Adler, 

2009; Zhang & Gu, 2000). 

Given the nature of the labour market and the characteristics of the hotel industry in 

China, the attrition within the hotel industry in tenns of staff turnover is also very high 

(Lockwood, 2001). In 2001 , the average staff turnover rate in the US was around 50%, 

and in Asia 30% (Lockwood, 2001 ). According to the China National Tourism 

Administration (2015), turnover within the industry, especially in hotels,in 2010 was 

67.2%, in 2011 54% and in 2012 57.6%. 

Nevertheless, Zhang and Gu (2000) also pointed out that many university students 

found part-time jobs in the hotel industry, taking on hotel jobs only as a way of earning 

extra money towards their school fees. Students are easily recruited as part-time staff 

and given heavy workloads and less-skilled tasks, which reduces their interest and 

enthusiasm in the industry (Lu & Adler, 2009; Zhao, 1991 ). 

All the above labour market characteristics have an impact on students' career 

decisions, and HTM educators must manage students' motivations and passion to 
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work in the hotel industry. Industrial practitioner~ must also pay more attention to the 

objectives of internship programme and students' training and career development if 

they are to attract and retain qualified personnel. 

2.3 The Concept of Career Decisions 

This section introduces the concept of careers, and students' decisions from different 

perspectives. A career decision-making process model, involving four steps, is 

described, and the scope of career opportunities provided by the hotel industry 

evaluated. 

2.3.1 The Concept of Career 

Careers can be viewed from either the organizational or individual level (Lips

Wiersma, 2002b ). While organization-level analysis considers a career as a structure 

or pathway within the organization, individual-level analysis views it as the 

individual's subjective and objective choice or experience of work or job (Kosine & 

Lewis, 2008). Stringer and Kerpelman (2010) defined career as a sequence ofrelated 

work experiences and job activities that constitute a person's lifetime, partly under 

their control and partly under that of others. In a previous study by Julien (1999), 

career is defined as a role of social identity, a social status, or a way to earn a living, 

or a pathway to achieve a person's needs through physical to self-actualization. 

Bailout (2009) suggested that careers research can be easily divided into two major 

dimensions in terms of monetary exchange and non-monetary exchange for 

individuals. At a deeper level, some researchers have examined the topic from many 

different perspectives, such as career success, career commitment, career 

development, career outcome, career effectiveness, career advancement, career 
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planning, career path, and career satisfaction (Bailout, 2009; Barnett & Bradley, 2007; 

Julien, 1999; Stringer & Kerpelman, 2010; Willis et al. , 2009). 

Among these tenns and definitions, career success gained most popularity by many 

researchers (Ballout, 2009; Barnett & Bradley, 2007; Heslin, 2005; Valcour & Ladge, 

2008). For instance, Ballout (2009) stated that the success of a career means a sense 

of achievement and satisfaction to an individual. However, Lips-Wiersma (2002a) 

pointed out that this definition failed to set career success in an organizational context, 

focusing on the individual level. Some studies concluded that career success is 

evaluated in terms of internal and external perspectives (Valcour & Ladge, 2008). 

Most judged success by external standards such as growth of salary, length of time 

before promotion, position and social status (Ballout, 2009). However, Valcour and 

Ladge (2008) evaluated career success in terms of internal standards such as sense of 

belonging, contribution, significance and extraordinary self-identity and self-respect. 

The present study believes that career success should combine internal and external 

evaluation, not focus on just one aspect. 

Some studies such as Ballout (2009), Usinger and Smith (2010) researched on career 

commitment, illustrate that a person's belief and putting a strong value on his or her 

occupation or career, most importantly, this person is firm in maintaining a kind of 

membership with that career. Interestingly, Heslin's (2005) found that people who are 

committed to their careers will enjoy more objective career success than those who 

show less commitment. In addition, Ballout (2009) stated that these committed career 

persons have high career goals and put more effort into pursuing these goals; of course, 

greater effort and perseverance generally lead to higher performance. High 

performance, in turn gives them more extrinsic rewards such as higher salaries and 

promotion opportunities. Most importantly these people will also enjoy high intrinsic 
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rewards like self-satisfaction and a happy attitude towards their job, which will result 

in higher effort and in tum higher performance (Usinger & Smith, 20 l 0). 

2.3.2 Making Career Decisions 

Based on the career definitions and research studies in the preceding notions, very 

little research on career decisions and career choices was found. In one study, Stringer 

and Kerpelman (2010) combined the two concept\ of career development and career 

decisions, stating that difficulty in making career ~ecisions was a major impediment 

to a person's career development. Some studies introduced the concept of career 

indecision as compared to career decision, categorizing individuals as those 

experiencing career indecision, those with little anxiety about making decisions, and 

those with no career decision anxiety at all (Julien, 1999; Chuang & Dellmann-Jenkins, 

2010). The researchers also identified individuals making corresponding career 

decisions, referred to as ready to decide, decided and confidently decided (Julien, 

1999). Normally, the confidently decided people are those who have full career 

information, are well-developed in their career identity, are confident about their 

career decision, and have no need of any career counselling advice (Stringer & 

Kerpelman, 20 I 0). 

However, some studies referred to career indecision individuals as plan-less decision 

makers (Mau, 2000), anxious undecided (Willis et al., 2009), chronically indecisive 

(Mau, 2000) or anxious and unclear on goals (Mau, 2004), recognizing serious anxiety 

and lack of confidence in making decisions. These people usually have poor career 

knowledge and would definitely need career counselling (Chuang & Dellmann

Jenkins, 2010; Mau, 2000, 2004). People usually misunderstood the terms 

indecisiveness and career indecision, and Mau (2004) explained the distinction 
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between them. Indecisiveness usually defined those people who experience chronic 

inability to make decisions covering different situations, whereas career indecision is 

defined as a normal confusing phase encountered by many people when they are 

making their career decisions. 

In contrast, Julien (1999) defined a decisive person as one who can make a vocational 

choice even in adverse conditions, such as a full range of choices, and incentive to 

make a choice. Mau (2004) stated that career decision is considered as a decision of 

the individual to enter a professional occupation, to remain in a professional 

organization, or to leave an organization or professiral occupation. 

However, the definition of career decision making in this study refers to the process 

of a person in choosing his or her career action to dfal with a problem or evaluate a 

career option, organizational environment or the occupation itself (Mimbs et al., 1998). 

The career decision-making process involves activities such as identifying career 

objectives, collecting vocational information, gernerating career options, and 

evaluating different alternatives before making a final decision (Mau, 2004). 

Thus, this study will focus on the concept of making career decisions, which may fill 

the knowledge gap around this term and measureme!llt. The students are at the initial 

stage of employment, making their first career cho,ce, rather than at the stages of 

looking at career success or career commitment which follow on from the initial 

decision process. 

35 



2.3.3 Career Decision-Making Process Model 

Overall, making a career decision is stressful for rany students, and the level of 

anxiety and nervousness is increasing significantly (Willis et al., 2009). Indeed, 

making a career decision is a complex process fo~ undergraduates,who may need 

career counselling (Mau, 2000). Some studies (Lips .. Wiersma, 2002a) suggested it is 

a priority to implement career planning strategies,with counselling services for initial 

career decision makers such as college graduates, since they are not mature and lack 

the knowledge and confidence to decide on their employment. 

Even though some people can make career decisions easily because they are self

confident and trained for a specific occupation ciosine & Lewis, 2008), others 

encounter difficulties and seek professional counselling. No matter how a final 

decision is made, it is critical for each individual, who may reconsider the original 

decision, increasing their financial investment and, more significantly, their 

psychological frustration (Mau, 2004). 

Schermerhorn, Hunt, Osborn and Osborn (2012: pp. 298-304) pointed out that the 

process of making a career decision is usually described by these four steps: self

awareness; exploration; preparation and experience; and reflection and action;these 

constitute the rational career decision-making procesf model shown in Figure 2.1. 
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Figure 2.1 Career Decision-Making Process 

Source: Schermerhorn et al. (2012: pp. 202). 

Self
Awareness 

Exploration 

The first step, self-awareness, refers to having a good understanding of oneself, 

especially of personal attributes such as self-interest, personality, career values, 

generally concluded as knowing yourself and establishing self-consciousness. The 

second step is exploration, meaning gaining a better understanding and researching 

the desired career; this stage must start to identify career options and collect 

information such as company history and reputation, location and working 

environment. Thirdly is the preparation and experience process. To be ready to 

evaluate the career decision, it is a priority to prepare for and gain experience about 

the working organization, and for this reason int~mship as a trainee is strongly 

recommended.The final step is reflection and action. Whether developing career 

thinking or implementing a career decision, it is still important to monitor the career 

decision and reflect on the pros and cons of working for this organization, to re-check 

whether this career decision fits self-value and initial career expectations. 

The above four steps clearly show that if students wrnt to make a satisfactory career 

decision, they are required to clearly understand what they are and where they are 

(Julien, 1999). It is essential to acquire knowledge of the organizational needs and 
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opportunities in the workforce, and to sufficiently consider and evaluate alternative 

career options. Larsson et al. (2007) and Millar and Shevlin (2003) stated that the 

career decision-making process reflects a person's motivation factors for such a 

decision, knowledge of the organization, their own personality, and ability to evaluate 

alternatives. These qualities, however, can vary significantly at different stages of the 

lifespan. 

Stringer and Kerpelman's (2010) research into career decision making concluded with 

a single construct of 26 items evaluating career dev11opment and career exploration 

ability. The results showed that the higher scores of creer exploration indicated much 

more information in choosing a career and implied ~trong capability of future career 

development. 

Other studies measured the career decision by the difficulty in making it from career 

decision and career indecision perspectives (Greenbfnk & Hepworth, 2008; Willis et 

al., 2009); all used qualitative methods in terms of interview with questions to 

measure those terms; for instance: "Why choose a career in Pharmacy?" (Willis et al., 

2009: p. 90) and "How are you collecting and eva1uating information on different 

career options?"(Greenbank & Hepworth, 2008: p. 4l9). However, the answers within 

the qualitative method are too general and difficult to code within each step of career 

decision making process. 

In contrast, Tien (200 I) applied a quantitative method,a questionnaire survey, to 

evaluate career decision-making difficulties, the v1:1riables including difficulty of 

obtaining self-knowledge, difficulty of obtaining occppation knowledge, difficulty of 
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choosing alternatives, difficulty of participating in gaining learning experience. A 9-

pointLikert scale was used, ranging from "does not describe me" (1) to "describes me 

well" (9);for instance, "I find it difficult to make a career decision because I do not 

have enough information about the variety of occll/Pation or training programs that 

exist" (Tien, 2001: p. 90). A further study (Mau, 2004) also used career decision

making difficulties but on a 5-point Likert scale frf m strongly disagree to strongly 

agree. 

Unlike the above studies of career decision making, some researchers employed the 

Theory of Reasoned Action (TRA) (Law, 2010) and the Theory of Planned Behaviour 

(TPB) (Millar & Shevlin, 2003) as theoretical fodels to measure behavioural 

intentions in career decision making as a single construct. For instance, for the 

question "In the next month how often do you intend to read/write/watch/listen, 

visit/try/talk about careers?", offered a response scale from 1-7 to measure the 

intentions of career behaviour, I standing for "not at all" and 7 standing for "every 

day" (Miller & Shevlin, 2003: p.32). 

All the above researches regarding the career decision making process illuminate this 

study to measure the career decision as a single fonstruct, specifically for HTM 

students making career decisions in the hotel industry. Because most young students 

have relatively limited knowledge of themselves, their capabilities, and skills required 

by the labour force (Kosine & Lewis, 2008). Even though they may have a broad 

knowledge of the hotel industry, they may have limited knowledge of their career 

knowledge and their capabilities to make important <!lecisions. 
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2.3.4 HTM Students' Career Decisions 

HTM programme prepare students for career opportunities in a variety of workplaces 

from luxury hotels, restaurants, travel agencies, theme parks, resorts, convention 

centers, shopping malls, sports complexes, to tourism companies (Pizam et al., 2013). 

Distinctive career titles that HTM graduates can qualify for include hotel manager, 

restaurant manager, tour operation manager and tour planning manager (Kim & Park, 

2013). In Fong et al. ' s (2014) research, data on Uf hotel employment titles 2012-

2022 predicted that around 10% of employment would have distinctive titles for 

lodging managers, with a median salary of US$47,680, and a 20% uptake of food and 

beverage service managers with a salary of US$48,560. 

Chang and Tse (20 15) used longitudinal data, distributing questionnaires to HTM 

graduates in Hong Kong between 2002 and 2010 to investigate their initial career 

choices in the hotel and tourism industry. Among their sample of 400 graduates, they 

found that more than 40% would like to find jobs in the hotel and tourism industry. 

31 % worked in the accommodation sector, 23% in catering, 9% in travel agencies, 

and 11 % in municipal museums or tourism information centres. Other respondents 

represented entities related to tourism, such as local culture centres and the 

international airport (Chang & Tse, 2015). 

However, Bao and Fang's (2014) work reported tha~ no more than 20% of the HTM 

graduates from good quality universities in China wis;hed to work in the hotel industry, 

and of these 20% over half would choose to leave te industry within one year, for 

many reasons such as the nature of hotel jobs stated above, and not having career 

development opportunities ( Richardson, 2009; Zhang et al., 2014; Zhao,1991). 
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Some other reasons may be found in Fong et al. 's study (2014), which divided their 

sample into four clusters based on the perceived im,ortance of their future internship 

employers in their initial career orientations. Social support seekers and brand seekers 

would choose to work in the hotel industry but requ~red more friendly colleagues and 

good brand reputations. Learning enthusiasts would choose to work after industry 

placement, while school followers ranked affiliation with universities as the most 

critical factor. 

Brown et al. (2014) examined the attitudes an~ perceptions of current HTM 

undergraduates toward their future careers. Unsurprisingly, this study's findings also 

showed that many of them made careers in other business sectors rather than the hotel 

industry. Among those respondents who had internship experience in hotels, more 

than half claimed that they had a bad work experience and would not join this industry 

after graduation. Many also cited bad experiences coming from unfulfilled 

expectations and mismatches between the real work environment and what they 

learned at university. This is why this study is dedicated to finding what motivational 

factors influence HTM students' career decisions in jhe hotel industry. 

2.4 Motivational Factors of Students toward the Hotel Industry 

In this section, a theoretical background will be estal)>lished through demonstration of 

intrinsic, extrinsic and parental motivation facto~s. Some detailed variables are 

included in these three determinants from motivatio1 theory and other career theories, 

which will be evaluated and justified based on previous studies. 
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2.4.1 Intrinsic Motivational Factors 

This study evaluates the intrinsic motivational factor from its definition, components 

and measurement so as to investigate its relationship with career decisions. Intrinsic 

motivation refers to certain positive values and rewarded experiences which a person 

can obtain directly from their job (Ankli & Palliam, 201 2; Yousaf et al. , 201 5). In 

other words, intrinsic motivation will result from their passion and the positive 

feelings involved with the activities experienced (Hayamizu, 1997; Lewis et al., 200 I). 

In the organizational workplace the intrinsic motivators will strengthen employees' 

efforts and make themselves fulfilling of their work (Lewis et al. , 2001 ). 

"If you want to motivate the worker, don't put in another water fountain; provide a 

bigger share of the job itself" (Ross, 2005: p.254). This philosophy illustrates that the 

job itself can motivate employees and create satisfaction. In an ethnographic study, 

Ankli and Palliam (201 2), Stumpf et al.(201 3) all pointed out that intrinsic motivators 

make people satisfied with their work and lives. r a Ma a y I a 

Hirschi (20 I 0) concluded that intrinsic motivation will result in individuals perceiving 

positive work values. However, Van Emmerik (2004~ stated that intrinsic motivations 

are internally generated. In other words, intrinsic motivations are intangible and 

invisible to others, in line with the task or job itself which is the foundation of the job 

context and contents characteristics (Hirschi, 20 I 0). Intrinsic motivation has been 

divided by other researchers (Randolph & Johnson, 2005) into intrinsic context and 

intrinsic content factors, compiled from many dimen1ions separately. They stated that 

either intrinsic context or intrinsic content factors are seen as invisible and are mostly 

inherent to the work or job itself. Although they can be controlled by outside 

environmental or organizational forces, these two factors still strongly affect the 

individual ' s internal satisfaction and desire (Randolpjh & Johnson, 2005). 
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2.4.1.1 Intrinsic Context Factors 

Randolph and Johnson's (2005) study of intrinsic context factors, which refer to the 

work itself and are related to the job, showed less tangible characteristics including 

the factors shown in Table 2.1. Interestingly, Randolph and Johnson ' s (2005) study 

was conducted with 328 clinical therapists regarding rehabilitation professionals ' 

career satisfaction factors from intrinsic perspectives. The results demonstrated that 

both intrinsic context and content factors were in line with professionals ' career values, 

and have a significant positive relationship with their career satisfaction;individuals 

would keep working in their jobs. In particular, the results showed that the intrinsic 

content factors were significantly correlated witl career satisfaction, while the 

intrinsic context motivators, including variety of ttsk and realistic workload, were 

even more significant. 

Table 2.1 

Intrinsic Context and Intrinsic Content Factors 

Intrinsic Context Factors Intrinsic Content Factors 

Variety of task Confidente in own ability 

Realistic workload Empowerment 

Stable work environment Opportunity for personal growth 

Balance of work and life Perceived meaningful work 

Adequate co-worker support Accomplishment 

Career advancement Feeling close to co-workers 

Input into decision-making process Feeling of competency 

Recognition of job performance Feeling valued as an employee 

Adequate programme for development Feeling rt'jspected by others 

Fair company policies Quality of leadership 

Source: Randolph & Johnson (2005). 
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Hackman and Oldham 's (1975) Job Characteristics Model (JCM) was adopted for this 

study from the perspective of intrinsic context factors because it has been applied to 

many other studies (Hayamizu, 1997; Katsikea et al., 2011; Lee et al., 201 0; Quigley 

& Tymon, 2006; Ross, 2005). Moreover, the reason for employing the JCM model, 

the nature of hotel jobs, can be clearly demonstrated by JCM variables (Kong et al., 

2011 ). The associated questionnaire readily identifieQ those independent variables and 

measured them based on JCM dimensions (Kim et al., 2009; Kong et al., 2013). JCM 

consists of five core job dimensions to create meaningful work and intrinsically 

motivated workers: skills variety, task identity, task significance, autonomy and 

feedback (Hackman & Oldham, 1975). 

Skills variety: the degree of jobs requiring a varier of different activities and tasks 

involved and using several different skills and tal¢nts of employees (Hackman & 

Oldham, 1975; Ross, 2005). 

Task identity: the degree of jobs requiring complton of the whole piece of work, 

identified with a visible outcome from the beginning to the end (Hackman & Oldham, 

1975; Ross, 2005). 

Task significance: the degree of jobs that have a ~ubstantial impact on the lives or 

work of other people either in the immediate organization or in the external 

environment (Hackman & Oldham, 1975; Ross, 200f)-

Autonomy: the degree of jobs providing substantia~ freedom to make own decisions 

about what to do rather than be told what to do; employees can determine the task 

procedures by themselves when carrying them out ('ackman & Oldham, 1975; Ross, 

2005); 

Feedback: the degree of jobs providing direct an1 clear information on the task or 

activities involved; how well or badly the work h,s been done; and how to make 
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improvements that ensure future efficient performanq:: (Hackman & Oldham, 1975 ; 

Ross, 2005). 

Lewis et al. (200 I) proposed these JCM dimensions to measure intrinsic context 

factors, which can motivate and be engaged in people 's work primarily because of the 

task itself and internally satisfying the employee. Secondly, the five elements of JCM 

can be adapted to link those intrinsic context factors with students ' tasks in internship 

programme, tasks involved with personal skills, preferences, attitudes, and patterns of 

behaviour that individuals learn as basic tendencies (Zopiatis &Constantiiotis, 2012). 

Those tendencies that inherent to the job itself can present different implications for 

the career decisions (Zopiatis & Constanti, 201 2). 

Core Joh Dimensions 

Skill Variety 
Task Identity 
Task Si~ificance 

Autonmny 

Job Feedback 

Criri<:al Psychological S"tes 

Experienced 
Meaningfulness 

Experienced 
Responsibility 

Knowledge of Results 

Growth Need Strength 

Figure 2.2 Job Characteristics Model (JCM) 

Source.: Hackman& Oldham(1975). 

Affective Outcomes 

From a motivational standpoint, Hackman and Oldhaljn (1975) pointed out the JCM 

dimensions (Figure 2.2) and proposed that individuals can get internal rewards when 
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dimensions rather than calculating the above formul~ from a base, as either increasing 

one of five characteristics or dividing the first three ~actors to more clearly represent 
\ 

meaningful work, can all contribute to a higher MP~ 

Generally, if the MPS is high on motivation potenral, it will result in increasing 

employees' internal satisfaction and achievement thrlugh perceiving meaning in their 

task, especially in the autonomy and feedback dimensions (Hackman & Oldham, 

1975). Subsequent high MPS scores will make employees perform better in their 

current jobs, and commit them to keeping the job in future career development. 

In the hotel industry, Ross (2005) employed JCM to compare employees' intrinsic 

motivation between Mauritian and Australian five-star hotels, using a score based on 

the MPS formula. T-test results showed that generally Australian hotel employees had 

higher MPS than Mauritian employees in terms of five dimensions. Interestingly, 

front-line staff in both countries perceived the five chracteristics in JCM higher than 

other positions (Ross, 2005). 

Chuang et al. (2009) conducted research into intrinsic and extrinsic effects on job 

satisfaction among casino hotel chefs in Las Vegas. The related intrinsic context 

factors inherent to the "work itself' sub-categories included skill variety, task 

creativity, challenge, interest, and competitive jobs. The nature of the work itself 

provided them with the opportunity to create different menus and dishes and present 

a variety of skills and techniques, which made them, feel interesting and create, 

especially in such a competitive environment. "I fully enjoy my job, feel it is 

meaningful, and have a sense of pride about it" (Chuang et al., 2009). These findings 
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they perceive skill variety, task identity and task significance, which will make them 

internally experienced with meaningful work, viewing this task as important, valuable 

and worthwhile. Moreover, if employees perceive high autonomy in doing their work, 

they will feel personal responsibility for the results cpr the decisions they make. Latham 

and Ernst (2006) suggested that if the supervisor or senior management provide 

feedback on the employees' efforts and performan,e, they will know how effectively 

they can work on a task and how to improve it. Thelmore of these psychological states 

that employees perceive and experience, the mor9 they grow, the more the jobs are 

enriched with the above five dimensions, the greater internal satisfaction and 

fulfillment of employees, and in tum the higher performance with lower absentee and 

turnover rates (Li et al.,2015). 

Hackman and Oldham (1975) also combined JCM dimensions into a single index, the 

Motivating Potential Score (MPS), calculated as follows: ays1a 

Motivating potential score (MPS) = 

(
Skill variety + Task identity + Task significance) A F db k 

3 
x utonomy x ee ac . 

In other words, in order to be high on the MPS grade1 employees must perceive greater 

skill variety, task identity and task significance; hojever, these three factors will be 

divided averagely mainly because the staff usually experience them and can not 

separate them. MPS will be also higher through increasing the job autonomy and 

feedback variables (Hackman & Oldham, 1975). However, Schermerhorn et al.(2012) 

pointed out that increasing the MPS can simply be rchieved by adding up those five 
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also illustrate that the job itself was a critical influential factor in predicting overall 

employees' job satisfaction and feeling success in their careers, as well as commitment 

to their career choices (Randolph & Johnson, 200$; Wiley, 1997). 

2.4.1.2 Intrinsic Content Factors 

Randolph and Johnson's (2005) study of intrinsic content factors, include self

confidence, opportunity for personal growth and empowerment, perceived 

meaningful work and accomplishment, which affect an individual's sense of self

efficacy and competence (see Table 2.1 ), Subjective feelings are being close to co

workers, competency, being valued as an employee and respected by others. Quality 

of leadership was also included in the last item of the intrinsic content factor. 

Moreover, intrinsic content factors ( opportunities for professional growth, 

accomplishment recognition) would greatly motivate the rehabilitation professionals 

to continue in their jobs and be satisfied with thf ir careers (Randolph & Johnson, 

2005). 

As Hirschi (2010: p. 277) noted, "Even if a job makes us feel more competent and 

more self-controlling, it still might have a difficult time naturally enjoying and being 

motivated by it".People are motivated by another iptrinsic motivation, which is deep 

in the individual's psychological state as intrinsic content motivation variables in 

Zhao and Zhu's (2014) research, which deployed a three-fold measure to assess 

intrinsic content motivation in employees: (1) enjoyment of job activities, (2) leader's 

satisfaction, and (3) intrinsic exchange in terms off evel of appreciation for good job 

performance. 
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However, in comparison with intrinsic context factors, intrinsic content factors 

emphasize individuals' psychological experience and feeling positive about what they 

have done (Lips-Wiersma, 2002b ). Stumpf et ~/. (20 13) stated that the intrinsic 

content factors strong affect employees' performance through motivating them by 

internal satisfaction and fulfillment in engaging in their activities. Based on the three 

measures of Hirschi (2010), Stumpf et al. (2013) added another five factors to measure 

intrinsic content motivation for career developmf nt: (1) opportunities for decision 

making during job process; (2) task empowerment; (3) autonomy; (4) self-fulfilment; 

and (5) quality of working relationship with co-workers and junior workers. 

Quigley and Tymon (2006) introduced a model to measure the intrinsic content 

motivation factors. It consisted of four e1sential judgments: feelings of 

meaningfulness, choice, competence and progress. First, the feeling of 

meaningfulness refers to a person who believes thf job is worthy of his/her time and 

energy, encouraging further efforts that make sense to them. Secondly, the feeling of 

choice refers to a belief that this job can provide an individual with full autonomy and 

freedom to make his/her own decisions and be responsible for the sequence outcomes. 

Thirdly, the feeling of competence indicates whet,er an individual perceives his/her 

abilities adequate to perform a task, and feel competitive. Lastly, the feeling of 

progress refers to a person who believes that the acrvities they have chosen can offer 

them advancement and career development, and feel achievement from what they 

performed (Quigley & Tymon, 2006). 

Apart from JCM dimensions used for intrinsic context factors, this study adapts 

Herzberg's two-factor theory of motivators as intriisic content factors (see Lundberg 

et al., 2009) which leads to extreme job satisfaction, adding these factors (Luthans, 
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2010): personal growth, advancement, responsibility, recognition, achievement and 

work itself. Work itself is in concluded as an intrinsic context factor. The rest of the 

factors are included into this study. 

The reasons for choosing them are, first, that Lundberg et al. (2009) conducted their 

study within the hotel and tourism context. Secofdly, Herzberg's two-factor theory 

was applied to 1,753 respondents who were still doing a job which thoroughly 

satisfied them; they felt good and enjoyed their jobs (Luthans, 2010), and all tended 

to attribute this to the above factors that strongly motivated them internally. In 

thinking of intrinsic motivation in this way, Luthans said that "it's easy to go to work 

when you get paid to do what you love to do". Based on the large sample testing 

Herzberg's two-factor theory within the hotel and tpurism context, this study employs 

the measures of achievement, recognition, responsirility and advancement in the hotel 

context only. I I a ays1a 

A large amount of the literature found these factors characterized intrinsically 

motivated people as being happy and satisfied with their jobs (Ross, 2005 ; Wiley, 

1997; Yousaf et al.,2015; Zhao & Zhu, 2014). These studies all illustrate a reasonable 

cycle of this intrinsic psychological development through the above content factors 

(Lewis et al., 2015 ; Ross, 2005). When individuals perceived more achievement from 

finishing a challenging task, the greater the feeling of recognition and responsibility 

they perceived; in tum, the greater opportunity for perceiving promotion and personal 

career development in the future, and certainly the more commitment to their career, 

the more unlikely are they to leave their job and jur p to another industry (Randolph 

& Johnson, 2005). 
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Traditionally, intrinsic content motivation can make employees enjoy and feel 

accomplishment from the activity itself, but it cannot be externally forced on them; it 

can only be governed directly by themselves through their psychological experience 

and stages of growth (Post-Kammer, 1987; Ryan & Deci, 2000). However, many 

HTM programme students will not feel a sense of achievement from repetitive tasks 

and are bored with this daily work (Lam & Ching, 2007). Consequently, they do not 

perceive recognition and responsibility from tpeir jobs, and little evidence of 

promotion or advancement for their future career planning;they are thus unlikely to 

make a career decision to work in the hotel indusl on graduation (Ko, 2007; Larsson 

et al., 2007; O'Reilly & Caldwell, 1980). 

In Chuang et al. 's (2009) study, the very imfrtant intrinsic content factor of 

recognition was a major effect on the casino hotel chefs ' career satisfaction. The 

detailed measurement showed that "working hard without recognition"produced the 

most negative feelings and did not motivate the chefs at all;it also destroyed any 

feeling of achievement in their tasks, naturally followed by no responsibility or 

perceived career advancement by the respondents (Chuang et al., 2009; Randolph & 

Johnson, 2005). Bao and Fang (2014) also suppo,ed the findings that recommended 

that the hotel industry should find some way of establishing a measurement for 

recognition of staff effort. They suggested g,ving a certificate or document 

acknowledging staff merit and performance; proviring promotion opportunities; and 

offering extrinsic rewards such as increasing ben1fits or a staff bonus, all of which 

can enhance the employees' sense of recognition jd responsibility, in tum resulting 

in higher commitment to their career decisions to {ork in this industry. 
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Both intrinsic context and intrinsic content motivation can make people enjoy the 

work itself and feel accomplishment (Latham & pmst, 2006; Van Emmerik, 2004). 

The extrinsic factors will also motivate employees through rewarded and regulated 

factors, as discussed in the following section. 

2.4.2 Extrinsic Motivational Factors 

Employee motivation is not only driven by intrin~ic context and content factors, but 

also by extrinsic factors;for example, payment and benefits are the major effects on 

influencing employees' motivation and satisfaction with their work (Hirschi, 20 IO; 

Randolph & Johnson, 2005; Yousaf et al., 2015). In the working environment of 

organizations, extrinsic factors are usually involved with salary and remuneration, 

benefits and bonuses, working conditions, locatio1, company policy, and regulations 

(Twenge et al., 20 I 0). Extrinsic motivations are thus tangible and visible to others. In 

the workplace self-determination theory (Ryan & Deci, 2000) proposes that extrinsic 

motivators can be divided into two types: rewafed factors and regulated factors 

(O'Reilly & Caldwell, 1980). Lewis et al. (200 I) define extrinsic rewarded motivation 

as behaviour which is perceived as positive value and is tangible to the employees. 

However, extrinsic regulated motivation differs in accordance with the level of 

internalization of organizational goals (Lewis et al., 2001 ). It is usually evident in 

company policies, staff regulations, and operational rules that make employees feel 

controlled and pressured to obey or comply with thfm, so as not to being punished by 

the organization (Lewis et al., 2001). 
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However, Herzberg's two-factor theory (Luthans, 2010) recognized extrinsic hygiene 

factors including company policy and administration, supervision, relationship with 

supervisor, work conditions, salary, relationship wf th peers, personal life, relationship 

with subordinates, status and security. These hygiene factors were tested on I ,844 

respondents who were still working in a job that made them extremely dissatisfied, 

feel bad and unhappy with their careers.Based on Herzberg' s extrinsic hygiene factors, 

this study evaluates as motivation the independent variables from extrinsic rewarded 

and regulated factors presented in Table 2.2. 

Table 2.2 

Extrinsic Rewarded and Regulated factors 

Extrinsic Rewarded Factors Extrinsic Regulated Factors 

Work conditions Company policy and administration 

Salary Supervision 

Benefits Relationship with supervisor 

Compensation Relationship with peers 

Flexible schedule Relatio,ship with subordinates 

Balance of work and life 

Job status Performance evaluation system 

Security Company culture 

Source: Luthans (20 I 0). 

Table 2.2 lists the extrinsic rewarded factors; deadlines and the drive to avoid 

punishment can also be included. It is interesting to find (Luthans, 20 I 0) that in times 

of economic hardship, low-cost extrinsic alternativrs such as food, games and small 

packages of gifts are considered as extrinsic rew rded motivators. Hirschi (20 I 0) 
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stated that the extrinsic factors exert these same motivations in influencing employees ' 

inspirations or passion to be involved with their t~sks or jobs, and to maintain their 

intention to perform or achieve the organizational j°als. 

Ross (2005) considered extrinsic motivations to be solely external characteristics like 

salaries and other tangible benefits, safety and other hygiene factors in the workplace. 

However, Yousaf et al. (2015) suggested that extrinsic motivators should include 

organizational regulation features such as policies and procedure, company culture, 

leadership style, operation structure, combined with extrinsic rewarded factors as the 

whole set of extrinsic motivation and general conter ual factors of the workplace. The 

next section will focus on extrinsic rewarded and regulated factors separately. 

2.4.2.1 Extrinsic Rewarded Factors 

Extrinsic rewarded factors, ranging from pay and benefits to compensation, working 

conditions and security, are all controlled by the organizational rules and regulations, 

not under the direct control of employees (Zhao & Zhu, 2014). Other small issues 

which are also belong to extrinsic rewarded factors, such as praise or appreciation of 

employees ' efforts, can partially motivate employe, s. However, pay and benefits such 

as extra payoffs or bonuses related to normal task activities will largely influence staff 

engagement or involvement (Twenge et al., 2010). Thus, extrinsic rewards might be 

expressed as, "I'll do what I can to keep this jrb but the pay and benefits are 

unbeatable" (Luthans, 2010: p. 166). 
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Lewis et al. (200 I) stressed that extrinsic rewarded factors including pay and benefits, 

supervisor style, communication and discretion all play important roles in determining 

nurses' quality of working life, while salary and benefits were found to be the most 

significant positive extrinsic factors; working conditions, compensation, flexible 

schedule, and the work-life balance were the least satisfied extrinsic factors. 

Randolph and Johnson (2005) conducted research ~egarding the effect of extrinsic and 

intrinsic job satisfaction factors on recruitment and retention and rehabilitation of 

professionals. They identified several extrinsic rewarded factors, such as family leave, 

flexible work shift or schedule, staff benefits like cafeteria, working environment, 

childcare offered by the organization, higher payment, continuing education 

opportunities and tuition reimbursement. Surpris~ngly, payment and benefits were 

found to be less significant in career satisfaction and retention of the job. However, 

one extrinsic rewarded factor, flexible scheduling, ',Vas found to be strongly positively 

correlated with career satisfaction. 

Extrinsic motives, such as financial rewards, must be present, but must not be allowed 

to override the intrinsic aspects, since they enh,ce the interns' desire to perform 

during the experiential learning activity (Malka &l Chatman, 2003). This argument 

support Post-Kammmer's (1987) study that altho1h high salaries make employees 

satisfied with their jobs, they can not provide them with the internal achievement or 

recognition of the intrinsic content factors. Based 09 the above argument, this research 

analysis might be expected to test whether the extrinsic factors would less be likely to 

compensate for intrinsic factors in this research sample and context. 
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2.4.2.2 Extrinsic Regulated Factors 

Some studies (Ryan & Deci, 2000; Twenge et al., 1o 1 0; Yousaf et al., 2015) identified 

negative extrinsic regulated factors in the workplace, such as deadlines, specific dress 

requirements, company policies, stress, supervisors' comments, and bad relationship 

with co-workers. Corresponding positive extrinsic regulated factors included good 

relationships with supervisors and co-workers, casual dress, a decision-making 

participation management style, and international company culture. Post-Kammer's 

(1987) study had identified three further extrinsic regulated factors: stable financial 

facets, autonomy of schedule and work environmert; these were found to be the most 

appealing factors on which respondents made caree decisions. 

In terms of extrinsic regulated facets in the hotel industry, Chuang et al. (2009) 

examined the effects of extrinsic regulated factors on casino hotel chefs' job 

satisfaction. The chefs were happy with the supervisory style but not with the 

company policy. The items in these two sub-categories were sick-leave days and paid

holiday policies. Another qualitative finding revealed by this research was that 

extrinsic rewarded factors such as increasing compensation did not always make 

employees happy with their jobs, because pay itself was the major source of 

dissatisfaction, controlled only by the company, in combination with their social life. 

Fong et al.(2014) concluded that employers sho~ld make extra efforts to address 

issues such as task orientation, supervisor support and empowerment, co-worker 

cohesion, as the students would encounter all thes~ organizational issues for the first 

time and would feel frustrated if they did not have a good relationship with supervisors 

and co-workers. Thus, it is extremely important for students to have their supervisors' 
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and co-workers ' support as one of the extrinsic regulated factors influencing their 

options (Abdullah et al.,2015; Kim & Park, 2013). 

It is important to realize that, according to Kim and Park (2013), both internship 

students and regular employees need to establish effective social co-working;this 

would significantly increase the intern students ' social communication skills,resulting 

in better engagement in their tasks. Another benffit of good relationship with co

workers, given extrinsic rewarded and regulated factors such as permanent staff salary 

and remuneration, and future career advancement in this industry, will be realized 

through their social communication with each other. This is an important extrinsic 

regulated factor, as it encourages interns to become potential permanent employees, 

retaining graduates in the hotel industry (Kim & P&rk, 2013). 

In studying the effect of extrinsic regulated factorf on job satisfaction among hotel 

employees, Chuang and Dellmann-Jenkins (2010) found that they are much more 

important than intrinsic factors in motivating emplqyees in the hotel industry. Chang 

and Tse's (2015) study of Hong Kong hotel emf loyees similarly suggested that 

extrinsic regulated factors do not guarantee actual saitisfaction as opposed to rewarded 

factors. Job status, salary and compensation, wor~ing conditions and environment 

play more important roles in motivating employees to stay or leave the hotel industry 

(Chen & Shen, 2012). Having discussed about intfinsic and extrinsic motivational 

factors, the next section moves to evaluate the studies about parental motivational 

factors. 
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2.4.3 Parental Motivational Factors 

Culture is critical to individuals' ways of thinking and behaving (Zhang et al., 2014), 

as is value (Salami & Oyesoji Aremu, 2007). Cultural value has a critical influence on 

the individual's career behaviours (Buckley & Petrunik, 1995). Many studies (Ng, 

Burke & Fiksenbaum, 2008; Palo~& Drobot, 2010; Salami & Oyesoji Aremu, 2007; 

Zhang et al., 2014) have divided the cultural dimensions into individualism and 

collectivism, and shown them to be important determinants in students' career 

decisions, varying according to different cultural values. 

Cultural values are illustrated in the different characteristics and influences on the 

relationship between parental factors and their children's career decisions, particularly 

between individualistic and collectivistic cultures (Zhang et al., 2014). Individualistic 

cultures, such as American, focus on the individual ' s personal feelings and autonomy; 

children are less likely to be influenced by their parents,with relatively little parental 

impact on deciding their career choices (Ng et al., 2008)., In contrast, collectivistic 

cultures such as in China and India, emphasize family relationships and conformity 

with all kinds of social norms (Agarwala, 2008; Bai, 1998). Similarly, collectivistic 

culture implies strong parental influences, which also have a significant impact on 

their children's career behaviours (Salami & Oyesoji Aremu, 2007). 

China is considered as typical of collective cultural values (Chak-Keung Wong & Jin 

Liu, 2010; Jin et al., 2009). Some studies have stressed that many Chinese students 

are not willing to be separated from their families, and that they have a certain 

psychological dependence on their parents (Bai, 1998; Chak-Keung Wong & Jin Liu, 

2010; Jin et al., 2009; Zhang et al., 2014). This is compared with a country where 
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individualistic cultural values are dominant; for example, in the USA students showed 

more independence and freedom, being mature and responsible in making their own 

choices (Ng et al., 2008). 

Despite the critical part played by Chinese parents on their children's decision points 

(Bai, 1998), few studies have been conducted on parental influences on HTM 

programme students' career decisions. The exception is Chak-Keung Wong and Jin 

Liu's (2010) research into HTM students' perception of parental influence on career 

choices in China. Twenty-two parental attributes were divided into six major variables 

to evaluate the influence: perceived parental support, parental expectations, 

involvement, encouragement, parental barriers, and concerns about welfare and 

prestige. Three factors, parental support, parental concerns about welfare and prestige, 

and parental barriers, had a significant influence on students' career choices and 

intention to enter the hotel industry. SI I a r a a a y SI a 

This study therefore aims to examine the influence of parental factors on HTM 

programme students' career decisions to work in the hotel industry. Based on Chak

Keung Wong and Jin Liu 's (2010) research, it employs two major constructs, parental 

support and parental concern, to evaluate parental influence. 

2.4.3.1 Parental Support Factors 

Parental support refers to behaviour or influence of the father or mother, showing a 

variety of help and expectations to their children (Guan et al., 2014; Salami & Oyesoji 

Aremu, 2007). It can be realized in behaviour such as discussion, the spiritual, 
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financial and educational support, or other helpful strategies (Guan et al. , 2014; 

Salami & Oyesoji Aremu, 2007). Parents support for their children ' s career decisions 

can be manifested through providing vocational counselling, capital investment, 

passing on useful knowledge, offering suggestions on alternative options and . 

providing learning experience opportunities (Zhang et al. , 2014). Bai (1998) 

emphasized that communication with their children and respect for their choices and 

decisions, plus verbal or behavioural encouragement, played a significant part in 

parental support. 

Parental support can be categorized as either supportive or hindering effects on their 

children' s career behaviour (Aldrich & Kim, 2007). Bai (1998) suggested that 

hindering factors, such as discouragement and verbal or comments prevent children 

from making decisions and exert more negative and adverse pressure on their 

psychological development. 1vers1t1 ara alay 1a 

A large number of studies have emphasized that parental support has positive and 

supportive effects on their children's career behaviour (Guan et al., 2014; Salami & 

Oyesoji Aremu, 2007), but few have examined parental hindering factors such as 

parental barriers or interference in their children ' s career development. According to 

social cognitive theory (Rogers &Creed, 2011 ), strong parental support has a 

significant positive effect on a young person's career decisions. Agarwala (2008) also 

noted that a supportive family environment, especially from the parents, is closely 

related with children's career development. 
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A related study by Chak-Keung Wong and Jin Liu (2010) examined parental support 

for children entering the hotel industry; however this factor was rated by the students 

as of the lowest significance. The authors concluded that Chinese parents do not 

usually encourage their children to join the hotel ind~stry as career development. One 

reason was that parents have negative perceptions <1>f hotel careers, as well as little 

knowledge about this industry's development, and the kind of vocational 

opportunities that would provide for students. Maiy of them believed that HTM 

courses would lead to their children becoming tour tuides or hotel operational staff, 

with no advancement or opportunities for promotion r career development (Zhang & 

Gu, 2000). Hence, Chak-Keung Wong and Jin Liu (2010) blamed the factor of 

negative parental support as the major contributor tf students' unwillingness to join 

the hotel industry. 

2.4.3.2 Parental Concern Factors 

Parental concern refers to worries about their childri making wrong decisions about 

certain behaviour (Salami & Oyesoji Aremu, 2007), for several reasons: 

unsatisfactory working conditions, low salary, and low social status in the _eyes of 

relatives and friends (Salami & Oyesoji Aremu, 2007). Parents in China especially 

like to discuss and show off their children's p1;ogress to other people in the 

neighborhood (Bai, 1998). Zhang et al. (2014) strFssed that collectivistic cultural 

values is reason for this kind of comparison with others, identifying it as psychological 

inclination behaviour. 

Similarly, Agarwala (2008) stated that collective cultural values are normally manifest 

as family or social groups in countries such as China and India, where parental 

opinions and concerns about their children's decisions or quality of life play a major 
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role. Based on Bai's (1998) research, young people's career choices and career 

advancement in China are much more influenced by parents, as they are afraid of 

responsibility in making financial decisions, or psychological frustration in re

investment and re-decision of their choices. 

Zhang et al. (20 I 4) suggested that many Chinese parents' concern about their 

children's career choices prevents them from ·working or studying far away from 

home. Aldrich and Kim (2007) argued that it may not be the children themselves but 

the parents who tend to have more dependence on family ties, associating this with 

their children's career choices. They also judged that a career decision in China seems 

to be made more to satisfy parents or family needs rather than an individual's own 

aspiration or interests. 

Buckley and Petrunik (1995) considered that parents always replicate their own 

careers on their children, drawing on traditional family careers, themes, limitations 

and emotional aspects. For example, when family generations follow a medically 

oriented career tradition, they will ensure the children stay in the field of medicine, 

even though they might move to another area of the same field. 

According to Salami and Oyesoji Aremu (2007), family systems have become the 

source of a career counselling model utilizing the effects of family, birth order and 

sibling dynamics. Children will move into different directions in their career 

behaviour, when the parents or elder sibling had chosen their own direction and 

planted their role identity with certain attributes on their children or brother. These 

parents always believed that their children had trouble in making decisions, imposing 
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rules and roles based on their greater experience, which would be better for their 

children. Later, parents would impose unsuitable career expectations, past experiences 

and a relationship network on their children and thus limit their career decisions 

(Zhang et al., 2014). 

In related research within the hotel context (Chak-Keung Wong & Jin Liu, 2010), the 

respondents placed the highest value on parental concern over welfare and prestige 

when choosing their career in the hotel industry. The discussion revealed that Chinese 

parents are more concerned about their children's future career regarding extrinsic 

rewarded factors such as salary and benefits, and extrinsic regulated factors such as 

work location to make sure their children do not live too far away from them. The 

reason behind the greater concern over extrinsic rewarded factors was that if their 

children earn a high salary the parents do not need to worry about their future medical 

care, rent or other necessary life expenses (Chak-Keung Wong & Jin Liu, 2010). 

Another important parental concern is that Chinese parents prefer their children to 

work in a good organization with a high salary which makes them proud in front of 

their friends, relatives or neighbourhood (Chak-Keung Wong & Jin Liu, 2010). For 

instance, parents usually demonstrate their children's abilities to bring honour and 

prestige to their families such as by working in a bank, or as a government official, 

lawyer or teacher (Bai, 1998; Zhang et al., 2014; Hou & Leung, 2011). This factor 

was valued highest by HTM undergraduates, encouraging them to stress the salary 

and job status as major considerations in choosing a career and strengthening their 

inclination to enter the hotel industry (Chak-Keung Wong & Jin Liu, 2010; Ko, 2007; 

Lu& Adler, 2009). After discussed about three motivational factors, intrinsic, extrinsic 
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and parental motivational factors, the next section moves to evaluate the previous 

studies about the moderator of internship programme. 

2.5 Internship Programme in the Hotel Industry 

In the literature on internship programme there are widespread reviews of definitions, 

roles and relationships among three major stakeholdrrs in the hotel industry. 

2.5.1 Definition and Role 

Zopiatis and Constanti (2012) stated that internship is a structured and systematic 

industrial learning experience as well as career-relevant supervised professional work; 

in HTM programme it can be either mandatory or elective. Kim and Park (2013) 

agreed that internship is an essential learning pr~ctice in the HTM programme 

structure; it may be paid or unpaid, within an approved hotel organization, corporation 

or agency, under the direct supervision of the indlstrial organization and indirect 

supervision of a faculty member. The student can earn not only academic credit 

through this internship programme, but also ildepth knowledge of specific 

organizations. 

The role of internship has substantially changed over time (Pizam et al., 2003). Today 

internship programme is characterized as a highly i°tportant component of the HTM 

curriculum structure (Maertz et al., 2014 ), offering students valuable opportunities for 

putting into practice theories and knowledge from bioks and the classroom (Felicen 

et al., 2014). Internship programme also create a real environment and provide much 

broader spaces and contexts for students to test their knowledge and abilities, 

dispositions and social communication skills, operrtional techniques (Han et al., 

2009). 
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Based on the ideas of Chang and Tse (2015), edufators suggest that a successful 

business internship should define clear objectives between cooperating organizations, 

provide feedback, give challenging assignments, provide exposure to the industry, and 

establish a clear understanding of what is to be accomplished not only from the 

educators ' point of view but also from the industry employers and supervisors. Most 

importantly, HTM students involved in internship programme can investigate the 

working organization as a future career choice (P, et al. , 2013). 

2.5.2 Related Stakeholders in Internship Programme 

"Tell me and I forget. Show me and I remember. In~olve me and I understand"; this 

Chinese proverb means that hotel students are expected to gain knowledge and 

practise their abilities and skills through hands-on experience (Waryszak, 1999). The 

harmony between the needs of the student, the educ~tional institution, and the host 

organization as three different stakeholders is crucial in detennining students ' career 

decisions to work in the hotel industry. 

Much of the literature stresses that a successful intej ship programme should engage 

the cooperation of students, employers, and educatorf together, to ensure successful 

planning of the objectives, effective involvement off dustry, and the satisfaction of 

students (Brown et al., 2014; Chang et al., 2014; Donfna, 2015 ; Felicen et al. , 2014). 

Thus, these three stakeholder groups must ac~ieve an integral agreement, 

understanding, or congruence with each other, ensu~ing that their cooperation is a 

success and the internship programme objectives are ~chieved (Pizam et al. , 2013). 
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Donina (2015) states that most students encounter difficulties when going through the 

transition from classroom to workplace at the beginning of their professional careers. 

The internship programme gives students the opportunity to close this substantial gap 

between college-learned theory and practical conduct, and an accurate picture of 

industry-related career development (Brown et al., 2114; Lam & Ching, 2007). 

The next section defines the internship programme from its three major stakeholder: 

educators ' planning, industry involvement and interni' satisfaction and experience. It 

is important to note that genuine commitment can only be developed when the 

participation of all these three stakeholders are strongly motivated, so as to ensure the 

effectiveness of mutual cooperation to achieve successful internship programme 

(Patall et al., 2008). 

2.5.3 Internship Programme with Educators' Planning 

Zopiatis and Constanti (2012) claim that educator'f should effectively plan and 

organize the internship programme, providing a rel ) environment for students to 

practise what they have learned in the classroom and a ply it in industry work settings. 

They should plan carefully and obtain advice from different related stakeholders, to 

ensure an effective internship programme designed to t eet the programme objectives, 

and enhance students ' learning experiences and practi al skills (Felicen et al., 2014) . 

A more meaningful internship programme also needs f1culty support for the internship 

coordinator or supervisor charged with the responf bility of overseeing interns, 
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communicating with industry managers regarding th! interns ' performance evaluation, 

and solving any kind of student problems. 

2.5.3.1 HTM Programme with Internship Design 

Felicen et al. (2014) stated that HTM programme students who pursue a bachelor 

degree must meet muti-discipline requirements, typically in the technical, 

organizational and communication skills needed to manage restaurants, hotels, tour 

operations and other places where hotel and tourism services are essential to the nature 

of the business. As for the mission of the HTM programme, the objectives must be to 

equip students not only with theory-based management skills but also with industrial 

learning experience (Zhao, 1991). Chang and Tse (2015) believe that most university 

HTM curricula fo llow the same pattern as in the United States: the core subjects are 

largely those of business degrees, while the major compulsory courses focus on 

specific hotel and tourism management issues. 

Table 2.3 below lists the compulsory HTM courses at Beifang University of 

Nationalities in Ningxia, highlighting the management competencies and technical 

skills required by the hospitality industry, and covering food and lodging management 

with such courses as Food and Beverage Cost Control, Restaurant Management, Front 

Office Management and Housekeeping. Most of these courses comprise three credits 

with 48 learning hours, except for some specific skilled technical courses like 

Principles of Food Preparation, which requires students to cook food in the kitchen 

and may result in more learning hours and credits. 
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Table 2.3 

Compulsory HTM Programme Courses at Beifang University, Ningxia 

Course Code HTM Compulsory Courses Credits 

HTMI 

HTM2 

HTM3 

HTM4 

HTMS 

HTM6 

HTM7 

HTM8 

HTM9 

HTMIO 

HTMII 

HTM12 

HTM13 

HTM14 

HTMIS 

HTM16 

HTM17 

HTM18 

HTM19 

HTM20 

tf$"gWfflii: Introduction to Hospitality 

~~..!=ij~i,5( "gW Banquet and Convention Management 

ii$ .EijJ11,fViJ'i!W:iHIB Hospitality and Tourism Law 

~Jis~~"gW Hospitality Strategic Management 

1W ff "gW Front Office Management 

'75' ~~J:FFI • 
't:r 1:n ""' J::E. Housekeepmg 

4tt_xt!Jft~W Principles of Food Preparation 

jf,j 93-~t.XtU 11= ~W Commercial Food Preparation 

4t ff "gW Restaurant Management 

4tt_xw;;,1s:~ tU Food and Beverage Cost Contrf1 

;&i{i}jJ~ffl-l,{:; Introduction to Tourism 

tara 

3 

3 

3 

3 

4 

3 

4 

4 

3 

3 

3 

MWJ,t,w~ Tourist Behaviour 3 

~ ff H~ ff~ tf:@. Tour Operation Management 3 

MWJ!i!!W~ Tourism Geography 3 

MWfEf~"gW Environmental Management in Tourism 3 

MWJ1,IBiLl!ij :&_~ Tourism Policy, Planning & Development 3 

MWJ':i!F!i:f~"gW Heritage Resource Management 3 

~ Ji"gW Event Management 3 

*~-l,-Q:Jt Research Paper 6 

-1¥-~g);;>.] Internship 12 

Hours 

48 

48 

48 

48 

64 

48 

64 

64 

48 

48 

48 

48 

48 

48 

48 

48 

48 

48 

96 

192 

Source: Beifang University of Nationalities (2014). Curriculum Structure. School of 

Management, Tourism Faculty, Ningxia. 
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However, the last two courses in Table 2.3, Research Paper and Internship Programme, 

contribute the most credits (12 credits) and learning pours (6 months with 960 hours) 

especially for the in~ernship. A lecturer in the tourilm faculty of Beifang University 

stated that each department should require every student to complete industrial 

placement with hospitality fieldwork experience. The final Research Paper must be 

completed by each student according to their internship experience and perceptions 

of related issues in the hospitality and tourism industry. 

Some studies suggest that HTM educators should improve their curriculum structure, 

especially the internship programme design (Chang & Tse, 2015; Chen & Shen, 2012), 

because academic institutions can benefit from students' internship: 

► Providing suggestions for curriculum improvjment based on industry needs; 

► External assessment of the existing curriculum structure design; 

► A source to help students find p~rmanent wot; 

► Networking with industry. 

To earn their degrees, HTM students are required to complete the internship 

programme in designated hotel and tourism organizations (Yiu & Law, 2012). 

Internship placements are either arranged by schools or by the students themselves. 

The majority of internship positions are set by the organizations and most of the 

interns will be put on the operational line across diff¢rent departments, ranging from 

food and beverage waiters or waitresses, front office receptionists, bellman, 

housekeeping chambermaids to kitchen operation. Th! internship should last for three 

months in the tourism industry or six months in the ho el industry (Bao & Fang, 2014). 
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Upon completing their internship, students receivf. credits based on performance 

evaluation from the faculty supervisor and feedback from the industry supervisor. 

Many researchers have studied students' satisfaction with internship programme 

design in terms of the HTM course structure and the rnternship planning process (Bao 

& Fang, 2014; Chang & Tse, 2015; Jauhari, 2013; Pizam et al., 2013). For example, 

Chang and Tse (2015) used longitudinal data surveys among HTM graduates between 

2002 and 2010 to explore the influence of these studf°ts' perceptions ofHTM course 

structure and internship programme design on their career development. The results 

showed that the programme course structure design 1hould be more closely related to 

the hotel industry, while industry-specific courses such as executive-in-residence 

programme, distinguished speaker series, and desi~ of internship programme were 

found to be the most useful (Chang & Tse, 2015). 

n vers1t1 ara 

Many researchers (Bao & Fang, 2014; Blomme et al., 2009; Chang & Tse, 2015; 

Felicen et al., 2014; Kamau & Waudo, 2012) have stressed the importance of 

evaluating the quality of HTM programme through their internship structure design, 

and how they meet students' expectations of entering the industry. Such research can 

offer valuable suggestions to HTM educators in termi of curricular improvements and 

internship programme design to motivate more studebts to work in the hotel industry 

(Abdullah et al., 20 I 5). 

70 



2.5.3.2 Faculty Support & Supervision 

Felicen et al. (2014) found that one problem of internship programme planning 

reported by students was the lack of communication and support with institution 

coordinators during the industrial placement. Insufficient supervision by faculty staff 

may be because many industrial sites are difficult to reach, with no transport for the 

college teachers; and most importantly because insufficient funds were allocated to 

the coordinators (Felicen et al. , 2014). 

Students themselves were afraid of reporting issues to their college supervisors as 

reflecting poor performance (Kamau & Waudo, 2012). One important factor which 

contributes to student dissatisfaction is misunderstanding between on-site supervisors 

and school mentors (Felicen et al.201 4).It is crucial to inform both the organizational 

employers and universities that a good communication network is essential to ensure 

effective supervision and guidance for interns. 

Donina (2015) confirmed that one internship programme planning problem was 

school mentor supervision; 65% of institutions sent no supervisor on-site during the 

whole process of internship. The organizational employers stated that they always 

reported back to the university about the internees ' job performance, and completed 

the feedback form provided by the institution. If no academic supervisor appeared, 

feedback from the employers was given to the students. 

However, one interesting finding of Bao and Fang's (2014) work is that in the tourism

related industry, companies such as travel agencies and tour sightseeing or sports, 

were more likely to provide feedback on internees to the school mentors; in tum the 
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school mentors would focus on tourism students' feedback, befitting from more 

convenient travel arrangements. Overall, lack of support and supervision by 

institution faculty staff was seen as one of the major problems during the internship 

programme planning. 

2.5.4 Internship Programme with Industry Involvement 

Bao and Fang (2014) stated that the study of students' internship and career decisions 

would be a valuable contribution to hotel industry employers, in terms of keeping 

students in their organizations after graduation, and decreasing training costs rather 

than recruiting new staff at a later stage. Results from Donina' s (2015) research found 

that most hotel industry companies would like to cooperate with universities, 

particularly with student internship performance feedback, through evaluating the 

goals to be attained by employers which were set as the universities' internship 

programme objectives. n1vers1t1 Utara 

The benefits of industry involvement in internship programme are explored in various 

articles. Some authors (Fong et al., 2014; Yiu & Law, 2012) indicate that internship 

programme can help the industry to recruit, select, and retain potential employees, 

saving a large amount of expenditure in training new individuals. Bharwani and Butt 

(2012) identified the following advantages: 

► New ideas and fresh blood for business improvement; 

► Networking with cooperating universities; 

► Selection of future employees without paying for the recruitment process; 

► Selection of best employees; 
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► Receiving low-cost assistance during peak s1asons; 

► Releasing current employees from routine and simple tasks; 

► Public manifestation of company's social responsibilities. 

Other authors (Abdullah et al., 2015; Pizam et al., 2013) have indicated the possibility 

of reducing labour costs as the primary benefit from a company perspective. This is 

highly significant in such labour-intensive industries as service-oriented tourism and 

hotel. 

However, the opposite conclusion was drawn by Yiu and Law (2012), who found that 

many employers were treating interns as a temporar~ solution to the shortage of low

cost labour in peak seasons. They did not expect stud1nts to reach organizational goals 

or understand the company culture. The knowledge a~d skills that they were supposed 

to develop in the students were largely ignored by the organizations. Fong et al. (2014) 

also stressed the lack of commitment by employers1 who perceived interns as time 

consuming and requiring resources to mentor, supervise and provide training. 

Therefore, designing a successful internship profamme must involve industry 

employers during the planning, organizing and training stages (Zopiatis & Constanti, 

2012). Seven steps are suggested: 

1. Setting goals and development plan in how to train interns properly, which 

implies both employers' and universities' objectives of they want students to 

achieve from their internship; 

2. Writing a plan, which implies drafting a job description for each intern; 
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3. Recruiting the intern, which implies understfnding each student's personal 

characteristics and explaining the task assignlnt to better fit for their c~oices; 

4. Managing the intern, respecting the aims of the htm programme; 

5. Supervising the intern, following the task assignment and description as their 

co-workers; 

6. Evaluating the intern's progress and perform~,ce, providing feedback to them; 

7. Reporting to the school coordinators about interns' performance and 

improvement. 

It is clear that the internship process must involve all parties, institutions, industry and 

interns, following their tasks and ensuring the effectiveness of the internship 

programme and reaching the goals agreed among the three stakeholders. Selecting 

from the seven steps, this study chooses step (1) training and development and step 

(5) supervision and co-worker support, two major constructs that reflect the internship 

programme's involvement with industry. 

The reason for choosing these two factors is supported by many studies (Abdullah et 

al., 2015; Bao & Fang, 2014; Chen & Shen, 2012; Felicen et al., 2014; Tse, 2010); 

Chen and Shen (2012) in particular chose training and development as one of major 

constructs for measuring industry involvement, lar ely contributing to students' 

dissatisfaction with their internship programme. The second construct, supervision 

and co-worker support, was identified in Kim and ark's (2013) study: negative 

attitudes towards interns by supervisors and co-wor~ers can significantly decrease 

their motivation to remain in the hotel industry. Further details and reasons for 
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choosing these two factors to evaluate internship programme and industry 

involvement follow. 

2.5.4.1 Training and Development 

Chen and Shen (2012) introduced two major constructs to evaluate industry 

involvement: training and compensation, and a fair working environment. Training 

programme determine whether job positions fit the students' needs and ability to 

practise their professional skills, and whether students are provided with sufficient 

pre-job and systematic on-the-job training. 

Another important variable about which students complained was job rotation 

opportunities, confirmed by Yiu and Law (2012). One main reason was that the 

industry ignored the objectives and goals of internship set by the institutions. Abdullah 

et al. (2015) agreed that t~e organizations treat in~ems simply as a cheap labour force 

to relieve pressure on labour-intensive service jobs. Students reported a lack of 

training practice and job rotations, as well as not 1eing respected by the organizations 

and guests. 

Development opportunities refer to students' awieness or perceptions of promotion 

and advancement offered by the organizatilns for _ their near-future career 

development (Jauhari, 2013). Throughout their internship, the students can gain 

knowledge and formulate their future career path "jithin the company; they will decide 

whether to stay with the organization if they are given an off er of full-time 

employment. If they believe the company can provide them with good career 
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prospects, such as promotion, continuing education, or transfer to an international 

affiliate, the students are more likely to decide to stay in the company within the hotel 

industry (Kamau & Waudo, 2012; Tse, 20 I 0). 

2.5.4.2 Supervisory and Co-workers' Support 

Supervisory support in the work setting refers to the amount of help, direction, 

counselling, training and hands-on experience given to employees (Fong et al., 2014). 

Supervisory support is critical for new interns i;ince they are for the first time 

experiencing a superior command structure, and t4e degree of support may strongly 

influence their performance (Fong et al., 2014). 

New interns will experience ambiguities and frustrations from their duties assigned to 

them, while still trying to familiarize themselves with the organization's working 

environment and management style (Waryszak, I 999). However, Fong et al. (2014) 

argued that if during this familiarization period interns receive insufficient supervisory 

support, this may reduce their enthusiasm to commit themselves to the organizational 

culture. For instance, they may not work sufficiently pard or discreetly, demonstrating 

low morale and offering poor customer service to gue~ts, consequently receiving more 

supervisory blame and less job satisfaction. Shan and Tsai (2011) agreed that 

additional supervisory support might help employe1s to resolve ambiguity in their 

jobs, increasing their job satisfaction and having a ptsitive impact on their intention 

to remain in the hotel industry. 
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Kim and Park (2013) conducted a study to identit the impact of social experience 

especially in terms of co-workers ' support and their attitude toward the intern students ' 

career ambitions. Their findings indicated that ,ntern students with wide social 

experience and the ability to work sociably with their co-workers performed better 

than those who had no social interaction with their f o-workers. 

Furthermore, co-workers would offer more help and direction to interns who 

interacted with them, making them less anxious in performing their jobs, and giving 

them more autonomy as well as immediate feedback on their activities. All this would 

increase the interns' positive attitude to their jobs and their interest in their future 

careers d in the hotel industry. 

Interns can develop strong bonds with their co-workfrs, especially because in Chinese 

working society, people become used to being within a group rather than working as 

individuals (Bai, 1998; Lu & Alder, 2009). Thus, social interaction between interns 

and co-workers can provide additional opportunities for sharing company information, 

offering the task-related advice and many types of r ssistance, and more importantly 

giving emotional support to the interns, thus encouraging the interns to stay with the 

company after graduation (Kim & Park, 2013). 

2.5.5 Internship Programme with Interns' Satisfaction & Experience 

It is important to clarify the advantages of advising students to adopt correct views 

and perceptions of their career decisions through evaluating their internship 

experiences in the hotel industry. According to several researchers (Bharwani & Butt, 
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2012; Chang & Tse, 2015; Yiu & Law, 2012) studepts can benefit from internships as 

follows: 

► ~ppo~unity to compare knowledge obtainfd in the classroom with real-life 

s1tuat10ns; I 

► Increased personal qualities related to resppnsibility and confidence through 

handling of duties; 

► Opportunity to develop interpersonal, teamrork and leadership skills; 

► Improve self-confidence; 

► Acquisition of specific technical skills and rowledge related to the industry; 

► Exposure to ethical issues in organizations and global dimensions with 

international organizations. 

Thus, the internship programme can provide a goldf n opportunity for students to "try 

before you buy" through evaluation of their internship experience and satisfaction, 

and identifying the motivation factors that might e~courage them to stay in the hotel 

industry after graduation. 

2.5.5.1 Interns' Satisfaction 

Job satisfaction can increase employees' perf1rmance and has a significant 

relationship with organizational management in ,erms of its policy and culture, 

superior levels of leadership, staff benefits and remuneration and the working 

environment (Katsikea et al., 2011). Job satisfactior also plays a critical role in the 

retention of employees and influencing their career decisions (Larsson et al., 2007). 
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When interns are satisfied with their jobs, they are more willing to provide good 

customer service and make more efforts in the job, which will strongly enhance 

customers' expectations and increase positive attitudes towards the hotel's service and 

image (Waryszak, 1999). In contrast, those interns who are not satisfied with their 

jobs are likely to neglect their tasks, show stressful and negative attitudes when 

serving guests, and be blamed by supervisors, making it less likely that they would 

stay in the hotel industry (Kamau & Waudo, 2012; Tse, 20 I 0). 

While measuring interns' job satisfaction in the hotel context, Bao and Fang (2014) 

stressed that a satisfied intern will see their job as being well-paid, will be given 

creative and challenging tasks, be involved in decision making, receive adequate 

training and benefits, and expect career advancement in the future. Other items 

measuring job satisfaction are factors inherent in the work setting or organizational 

management, such as the job itself, security, authority, leadership, salary and company 

policy (Lundberg et al., 2009). 

Kim, Knight and Crutsinger (2009) identified another two underlying dimensions in 

assessing interns' satisfaction: job rotation and job enrichment. The results showed 

that most interns were not satisfied with job enrichment in terms of task variety, 

autonomy and involvement in the decision-making process. However, job rotation 

was found to be an important factor, and Kim and Park (2013) acknowledged the 

importance of good relationships with co-workers and supervisors to achieve personal 

respect and support as the most satisfactory factors. 
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2.5.5.2 Interns' Experience 

Although some researchers (Abdullah et al., 2015; Richardson, 2009; Tse, 2010) 

believe a good internship experience can build a $tudent's aspiration to make their 

career commitment in the hotel industry, others (Bao & Fang, 2014; Donina, 2015; 

Kim & Park, 2013; Shan & Tsai, 2011) were corcerned at the numbers of HTM 

students deciding against a hotel career after internship. Chang and Tse (2015) in 

particular said that a deteriorating internship experience could turn an intern away 

from the industry within a few months. 

Many students perceived the quality of their internship experience as terrible, badly 

organized and supervised; they were full of complaints and dissatisfaction, which 

resulted in an increasing dropout rate of graduates from the hotel industry (Abdullah 

eta!., 2015; Chen & Shen, 2012; Kamau & Waudo, 2012). Other studies (Bao & Fang, 

2014; Felicen et al., 2014; Kamau & Waudo, 20 12l concluded that it was the nature 

of hotel jobs, such as long working hours, toug~ shift work, repetitive jobs and 

unskilled work, which had a detrimental effect on ie internship experience. 

Again, many studies (Abdullah et al., 2015; Chen & Shen, 2012; Kabina Armoo & 

Neequaye, 2014; Waryszak, 1999) had further negative comments about internship 

programme. Abdullah et al. (2015), for example, concluded that internship could be 

an employment advantage but also a perilous experience. A negative internship 

experience, resulting from all the features already mentioned, determines students' 

desire to leave the hotel industry. 

80 



Kim and Park (2013) examined the attitudes apd perceptions of current HTM 

undergraduates in Korea toward their future careers. Unsurprisingly, the findings 

showed that many hotel management graduates lea1e the industry because of negative 

work experience and the significant gaps between he real industry environment and 

the classroom. However, some researchers, such as Kamau and Waudo (2012) and Ko 

(2007), still believed that a successful internship experience could help students to 

make career decisions to stay in the hotel industry yter graduation and in turn reduce 

the labour turnover rate for this industry. 

However, F elicen et al. (2014) showed that before internship, the students usually had 

high expectations of working in the industry, and hoped that their internship 

experience would help them by enriching work expiience, developing technical skills, 

and creating future employable opportunities in the same company. For these reasons, 

this study involves internship experience as another measurement to evaluate the 

moderating effects of the internship programme on the relationship with motivational 

factors and students' future career decisions in the ~otel industry; this will better fill 

the research gap, according to the previous study. The following section will discuss 

theories related to career decisions and establish thi[ study's research framework. 

2.6 Theories Related to Career Decisions 

Individuals frequently move from one organizatio1 to another, or change from one 

career to another. This may relate to career chJice, which is considered as an 

individual preference for choosing one career over alternative career options (Vigoda

Gadot & Grimland, 2008). Various theories have been developed to explain what 

career choice is. Some describe it as the entry stage of a career (Palos & Drobot, 2010), 
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whereas others recognize the need for individuals to realize their vocational 

. inclination and preference (Mimbs et al., 1998). 

Career theory was initiated by Frank Parsons' trait-and-factor approach in which an 

individual's personality was matched for job selection (London, 1983 ). Since the 

establishment of this theory, a person's identity has been highlighted in most major 

theories of career development. Parsons contended that ideal choice occurs when 

personal traits (such as self-ability, characteristics, interests) matched job factors (such 

as wages and working environment). This would lead to vocational satisfaction and 

commitment (London, 1983). 

Other theories focused on a lifelong process of career development, such as 

Ginzberg's theory which asserted that a person's lifelong career process comprised 

three stages and four factors (Kosine & Lewis, 2008). The three stages are fantasy 

(from birth to age 11 ), tentative (age 12 to 17), and realistic (age 18 to early twenties), 

and the four factors are individual values, emotional factors, the amount and kind of 

education, and the effect of reality. Ginzberg also stated that children usually started 

to consider work values around the ages of 15-16. They were thinking about their 

future in terms of their interests, their abilities, the lifestyle they wanted to pursue, and 

what career would accommodate these. 

Super' s theory also considered adolescence as a critical period because students 

develop and prepare themselves for the future during this time (Germeijs & 

Verschueren, 2007), but it added that the first staf e of career development occurs 

when adolescents enter the labour market and begi to develop their vocational self-
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concepts (Kosine & Lewis, 2008). Super's theory combined stage development with 

social role theory, and suggested that the career derelopment process is composed of 

five stages: growth, exploration, establishment, m4intenance, and decline (Kosine & 

Lewis, 2008; U singer & Smith, 2010). The concept of life roles such as student, 

spouse or partner, and parent or grandparent, may ~ave more or less of an impact on 

the individual's career choice and development iepending on his or her life stage 

(Germeijs & Verschueren, 2007). 

Holland's career theory highlights "person-environment fit", which claims that job 

satisfaction in an individual is connected to the cotgruence between personality and 

work environment (Katsikea et al., 2011). lndivid als who choose a career that fits 

their personality are more likely to be satisfied wit~ that career, and to remain in it for 

a longer period of time than those people who work in an environment not matched 

to their personality (Hall & Heras, 2010). tara 

Gottfredson' s theory of career choice and develoJfllent can be seen as a process of 

elimination or limitation, in which people gradually eliminate certain career 

alternatives from further consideration, the oppos,te of the well-known notion that 

choice is a process of selection (Jin et al. ,2009). ~ircumscription-based aspects of 

self-concept appear at different stages of developrent. Gottfredson stated that the 

career aspirations of children are affected by demographic features like gender, social 

class and religion, as well as personal concepts like self-skills, self-interests and self

value (Heslin, 2005). 
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Social Cognitive Career Theory (SCCT) also referred to as the social cognitive theory 

of career development; see Figure 2.3) provides a broader context to examine career 

development (Lent, Brown & Hackett, 2002). Based on this theory, a variety of factors 

illustrate career choice behaviours. 

Person Inputs 

• Predispositions 
• Gender 
• Race/ethnicity 
• Disa bi lily/ 
health status 

Baci<ground 
contextual 

affordances 

Learning 
experlences 

Contextual influences 
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expectations 
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' Choice ' Choice 
goals actions Interests 

n1vers1t1 Utara alay 1a 

Figure 2.3 Social Cognitive Career Theory (SCCT) 

Source: Lent, Brown& Hackett (2002), pp.262. 

Performance 
domains and 
attainments 

First, as Figure 2.3 shows, personal inputs (i.e. predispositions, gender, race, health 

status), environmental background, contextual affordances (i.e. social and academic 

status, culture, and family background) will together influence personal learning 

experiences. Secondly, self-efficacy refers to beliefs about self-capabilities to 

organize and execute courses of action, and the outcome expectations refer to 

expected consequences of actions. SCCT stresses that people become interested in, 

choose to pursue ( choice of action and goals), and perform better (performance 

domains and attainments) at activities where they have strong self-efficacy beliefs in 
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the necessary skills and environmental supports ( contextual influence proximal to 

choice behaviour). Thirdly, all of these above varirbles can enhance career interests 

and intentions to engage in a certain activity or organization. In addition, SCCT 

illustrates that all the contextual variables, such as personal inputs, background 

contextual affordances, learning experiences, self-4fficacy and outcome expectations, 

can stimulate and moderate the relationship between career choice actions, or career 

behaviours and these variables (Lent et al., 2002). 

SCCT has been widely used in studies on caree~ choice (Kosine & Lewis, 2008; 

Rogers & Creed, 2011). For example, Rogers and C~eed (2011) used it as a framework 

to examine variables of career choice actions among high school students. The theory 

asserts that individuals decide to choose one career ~ecause their sense of self-efficacy 

corresponds to their outcome expectations. Self-efficacy refers to an individual's 

belief that he or she has the abilities to perform a specific task (Kosine & Lewis, 2008; 

Rogers & Creed, 2011), whereas outcome expectations are the individual's beliefs 

about the consequences of performing a task or behaviour (Rogers & Creed, 2011 ). 

For example, people are more likely to choose to engage in an activity if they see their 

involvement can lead to valued and positive outcomes (e.g. social and self-approval, 

tangible rewards, attractive work conditions). SCCT also suggests that learning 

experiences influence self-efficacy beliefs and the individual's outcome expectations, 

which in tum influence career goals and choices (Kosine & Lewis, 2008; Rogers & 

Creed, 2011 ). 

However, career choice is also influenced by theories such as the Theory of Reasoned 

Action (TRA) and the Theory of Planned Behaviour. TRA, developed by Ajzen and 

Fishbein (1980), shows the links between attitude towards behaviour, subjective 
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nom1s, behavioural intention, and individuals' behaviours. Attitude towards behaviour 

indicates an individual's positive or negative fvaluation about performing the 

behaviour. Subjective norms indicate individuals' perceptions about what other people 

or society think they should do. Behavioural intention is a tendency of individuals to 

take action in the future according to their subjective judgment. According to TRA, 

an individual's behaviour is driven by behavioural intention to perfonn a behaviour. 

The individual's behavioural intention is predictr by his or her attitude towards 

behaviour and subjective norms. 

However, TRA is applicable only to relatively simple behaviour, so it was 

reformulated as the Theory of Planned Behaviour (TPB) by Ajzen (1985). Both TRA 

and TPB claim to understand a variety of human ~ehaviours including individuals' 

career behaviour (Ajzen, 1985; Millar & Shevlin, 2003; Tolma eta!., 2006; Tsai, 2010). 

n vers1t1 a a- a ay ,a 

TRA failed to include perceived behavioural control, that is individuals' perceptions 

about how much control they have over their own behaviours such as their past 

experience (Ajzen, 1985). TPB was developed to include behavioural control, which 

was considered as a determinant of behavioural intention and behaviour as stated by 

Ajzen (1985). It can not only predict behavioural intention, but can also influence an 

individual's actual behaviour (Ajzen, 1985; Tsai, 2010). 

This study's research framework is based mainly on Ajzen's (1985) TPB model, 

shown in Figure 2.4 as a general background while combined with SCCT. The reason 

for utilizing the TPB model will be further justified f ince this research framework has 

changed the paths of TPB to fit the context of th~s research problem. Finally, this 
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research framework model will be demonstrated bfed on the TPB model and SCCT 

in the following sections. 

Attitude towards 
the behaviour 

Figure 2.4 Theory of Planned Behaviour (TPB) Model 

Source: Ajzen (1985). 

Behaviour 

Figure 2.4 presents the TPB model developed to investigate individuals' attitude and 

behaviour through their intention to perform or not to perform, predicted by three 

basic determinants and variables. The first is a person's favourable and unfavourable 

attitudes, positive or negative evaluation towards any object or behaviour. The second 

variable, termed the subjective norm, refers to the majority opinions and actions, such 

as parents' or friends' recommendations, which may exert an influence on the 

individual's attitudes and inclination to make decisions. The third determinant is 

behaviour perceived control, which means human beings usually behave in a sensible 

manner that takes account of available information from a sense of self-efficacy as 

positive attitudes and their past real experiences which can directly influence the final 

behavioural actions (Ajzen &Fish bi en, 1980; Ajzen, 1985). 

Ajzen (1985) stressed that the TPB model is open to modification by altering the paths 

and increasing independent determinants that influence the individual's attitudes or 
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perceptions of behavioural-controlled actions in various context. Tsai' s (2010) study 

supported changing the paths of the original TPB lodel to fit the tourism context. The 

results showed that travellers' perceptions of service quality had an impact on 

independent travellers' attitudes and purchasing intentions. Millar and Shevlin (2003) 

also used the TPB model with career information-seeking behaviour among school 

students; they concluded that it can predict behaviour attitudes and intention to make 

a reasonable career choice among various alternatives. 

Thus, SCCT and TPB models are incorporated in the assumptions and research 

questions of this study. SCCT explains the relationship between intrinsic factors 

(context and content factors) and career decisions, and the relationship between 

extrinsic factors (rewarded and regulated factors) and career decisions, while TPB 

explains the relationship between parental factors and career decisions. Both SCCT 

and TPB models can illustrate and explain the intpmship programme's moderating 

effects on the relationship between intrinsic, extrinsic and parental factors and career 

decisions. The reasons and justifications for combi~ing these two theories to explain 

the above relationship are explained below. 

First, Rogers and Creed (2011) utilized SCCT as a framework to examine adolescent 

career planning and exploration by investigating the influence of the three main 

determinants: self-efficacy, outcome expectations and career goals. The self-efficacy 

variables are similar to this study's intrinsic context factors (i.e. showing a strong 

leadership style, autonomy, interesting work), and such personal accomplishments can 

greatly increase adolescents' career decision makirg. Other self-efficacy variables 

perform in a similar way to this study's intrinsic content factors (i.e. strong belief in 

growing opportunity, high recognition, serious respopsibility), and such psychological 
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states of certain experiences engaged in particular tasks can also increase personal 

career choice and career goals (Hirschi, 201 O; Rogers & Creed, 2011 ). Outcome 

expectation variables are similar to this studf s extrinsic factors, indicating 

individuals' tendency to be involved with a certain behaviour or activity if they see 

more tangible rewards and benefits, such as an attractive working environment, extra 

payoffs, verbal appraisal and positive feedback; the higher these valued and positive 

outcomes to the higher the career intentions and career goals (Hirschi, 201 O; Rogers 

& Creed, 2011 ). Moreover, this study favoured SCCT as it also highlighted race and 

ethnicity will influence personal career choices, whifh incorporated with this research 

context of religion effects on career behaviour. Zhang et al.(2014) stressed that the 

culture and religious family background have a significant influence on personal 

learning experience, which directly leads to students' career planning and choices. 

Secondly, many studies utilize TPB to evaluate stf dents' career bepaviour (Bao & 

Fang, 2014; Chang & Tse, 2015; Chen & Shen, 2112; Felicen et al., 2014; Kim & 

Park, 2013). For example, Bao and Fang.'s (2014) research found that a satisfactory 

internship experience with perceived behavioural control has a significant positive 

impact on students ' career intentions to join the hoi I industry. Kim and Park (2013) 

also studied social experience factors such al co-workers' and supervisors' 

relationship and support as one type of social noF influencing internees' career 

decisions in this industry. Chak-Keung Wong and Jin Liu (2010) also researched 

parental factors as another kind of social norm affecting students' career choices in 

China, which strongly motivates this research to employ TPB to investigate the 

research questions. 

Thirdly, this study emphasizes students' career defision making and examines the 

theories mentioned above,concluding that they are jt wholly sufficiently close to the 
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research objectives and questions of this study. For ~xample, Parsons' trait-and-factor 

theory (London, 1983) only focuses on personal traits such as ability and personality 

in influencing career actions. Ginzberg's theory (Kosine & Lewis, 2008) explained 

individual's lifelong process of career development, comprising three different stages. 

Super' s theory ( Germeij s & Verschueren, 2007) is more closely related to this research, 

targeting respondents like adolescents preparing to enter the labour market, but he still 

divided their career development into five stagrs based on Ginzberg's theory. 

Holland's theory (Katsikea et al., 2011), like Parsons, concentrates on the person 

fitting the environment, influencing the individual 's career action. Gottfredson's 

theory (Jin et al., 2009) of career choice also emphasized self-concepts such as self

interest, self-abilities, self-values which can influence the different stages of career 

development and choice. 

In summary, for the reasons and justification presfnted above, SCCT and TPB are 

most appropriate to this research context, as they incorporate variables and 

relationships relevant to solving the research protlems. Furthermore, it has been 

suggested in many studies that SCCT and TPB cl be applied in various contexts, 

especially exploration of career behaviours (Law, 20 IO; Millar & Shevlin, 2003; 

Rogers & Creed, 2011; Stringer & Kerpelman, 20 I(); Tolma et al., 2006; Tsai, 2010). 

Most studies of career decisions utilize either SCC~'s original variables such as self

efficacy, outcome expectations and career goals (Ballout, 2009; Mau, 2000; Rogers & 

Greed, 2011; Usinger & Smith, 2010; Vigoda-Gadot & Grimland, 2008), or the TPB 

model's relationships to evaluate students' career intentions (Law, 2010; Millar & 

Shevlin, 2003; Tolma et al., 2006; Tsai, 2010). However, a few research studies have 

employed both theories together to evaluate differnt factors explaining students' 

career decisio~s within the tourism and hotel canter, particularly in China.Together 
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they enable this study to evaluate the research qurstions and establish the research 

framework, as described below. 

2. 7 Research Framework 

Using the framework for this research study makes it easier to demonstrate the process 

of career decision making by students. This was revised as shown in Figure 2.5, 

incorporating the career decision-making process model. The revision was inspired 

by Chen and Shen's (2012) work, which stated that students' use of their internship 

programme to explore their career environment is an essential part of making a career 

decision. 

The purpose of establishing a theoretical framework is to investigate the logical sense 

of relationships between the independent and dependent as well as moderating 

variables. It aims to establish whether the hypothefes for testing those relationships 

are meaningful or not, a critical part of any research (Ajzen & Fishbein, 1980). 
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Figure 2. 5 Research Framework 
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The TPB and SCCT models are uti lized to evaluate students' career decisions. Within 

this research context, as Figure 2.5 shows, three independent variables are input: 

intrinsic factors (intrinsic context and content factors), extrinsic factors (extrinsic 

rewarded and regulated factors) and parental factors (parental support and concern 

factors) to evaluate students' career decisions as the dependent variable. How students 

perceive these three motivational factors is the first step in the self-assessment of their 

career decisions, according to the career decision-making process model 

(Schermerhorn et al. , 20 12), since they evaluate the information which influences 

their favourable and unfavourable attitudes towards their career decisions in the hotel 

industry. 

Secondly, Figure 2.5 shows the internship programme as a moderating effect which 

will influence the relationship between the three independent variables and the 
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dependent variable. This is actually step two,the exploration phase, in the career 

decision-making process model (Schermerhorn et~!., 2012). Students' exploration of 

their career is effectively a psychological black bol (Ajzen, 1985). Finally, the career 

decision-making process requires them to gain as ~uch experience as possible from 

their internship, to help them evaluate the alternatte career choices effectively and 

accurately (Ajzen & Fishbein, 1980). 

A large number ofresearchers have found that students' career decisions were largely 

influenced by intrinsic and extrinsic motivational factors (Hirschi, 201 O; Lewis et al., 

2001; Randolph & Johnson, 2005; Van Emmerik, 2004; Zhao & Zhu 2014 ). They all 

showed that intrinsic and extrinsic factors can be [he major determinants of career 

decisions. Other studies concluded that parental factors were another major influence 

on students' career decisions (Buckley & Petrunik, 1995; Chak-Keung Wong & Jin 

Liu, 2010; Germeijs & Verschueren, 2009; Palos & Drobot, 2010; Salami & Oyesoji 

Aremu, 2007; Zhang et al., 2014). Ko (2007) believed the internship programme was 

one of best learning experiences for career exploration and the career decision-making 

process, obviously influencing the relationship bet,een students' self-assessment and 

their final career decision behaviour. 

In summary, the research hypotheses will be established based on Figure 2.5, which 

was illuminated by the career decision-making process model and TPB combined with 

SCCT to establish the basic theoretical framework for this study. 
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2.8 Hypothesis Development 

Based on the above research framework and the literature review, six hypotheses were 

developed to test the model by examining the influfnce of three motivational factors 

on students' career decisions to work in the hotel industry. The model also examines 

the moderating etf ect of the internship programmt on the relationship between the 

three motivational factors and students' career decisions. 

2.8.1 Intrinsic Motivational Factors and Career Decisions 

In most of the career literature, intrinsic dimensions can be applied to the evaluation 

of career success (Ballout, 2009; Heslin, 2005; Jul~en, 1999; Stringer & Kerpelman, 

2010; Valcour & Ladge, 2008; Willis et al., 2009). ~ntrinsic career success represents 

personal subjective components in terms of self-dirfction, self-efficacy, adaptation to 

the organization and passion for work (Heslin, 2005). It reflects a natural flow of 

individuals' psychological satisfaction with their careers (Willis et al., 2009). Bailout 

(2009) refers to intrinsic career success as emphasizing personal feeling and reaction 

to the career. 

Little of the literature, however, related the intrinsic pimensions with career decisions, 

or put these two determinants into a study of hotJl students. As Lunenburg (2011) 

noted, subjective components become more important as relevant intrinsic factors 

since an individual has potential internal standards and greater reactions to his/her 

career decisions. Thus, career decisions can be conceptualized in terms of intrinsic 

desired career choice or psychological outcomes of an individual's perceptions of 

their career (Mau, 2000). Some studies (Deci & Ryan, 2000; Jin et al., 2009) also 

indicated that university students' career decisions are positively associated with 
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by the organization, can lead directly to an individual's career success (O'Reilly & 

Caldwell, I 980). This emphasizes personal satisfaction with career accomplishments 

or outcomes. Hirschi (20 I 0) claims that extrinsic success also reflects personal 

perceptions of career rewards or desire from organifations rather than themselves. 

However, Randolph and Johnson (2005) conducted research regarding the effect of 

both extrinsic and intrinsic job satisfaction factors on recruitment and retention of 

professionals. They concluded that there were several extrinsic rewarded factors, such 

as family leave, flexible work shifts or schedules, staff benefits like cafeteria, working 

environment, childcare offered by the organization, higher payment, continuing 

education opportunities and tuition reimbursement. Surprisingly, among these 

extrinsic rewarded factors, payment and benefits signified less with regard to career 

satisfaction and retaining the job. However, one extrinsic rewarded factor, flexible 

scheduling, was found to be strongly positively correlated with career satisfaction 

(Randolph & Johnson, 2005). 

Some studies (Kim & Park, 2013 ; Ryan & Deci, 2000) also revealed negative extrinsic 

regulated factors in the workplace, such as deadlines, specific dress requirements, 

company policies, stress, supervisor's comments and poor relationships with co

workers, causing discontentment among staff. However, positive extrinsic regulated 

factors included good relationships with supervisors and co-workers, informal dress, 

decision-making participation, and international company culture, all of which 

positively affect employees' perceptions of career satisfaction (Ryan & Deci, 2000). 

Post-Kammer's (1987) study stressed three further extrinsic regulated factors: stable 

financial facets, autonomy of schedule, and work environment, and these factors were 

found to be the most appealing reasons for respondep.ts making career decisions. 
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In terms of extrinsic rewarded and regulated facets in the hotel industry, again the 

study by Chuang et al. (2009) on extrinsic regulated factors affecting casino hotel 

chefs' job satisfaction found that the chefs were happy with their supervision style but 

not at all with the company policy, specifically lick leave days and paid-holiday 

policies. Another qualitative finding revealed by this research was that extrinsic 

rewarded factors such as increasing compensation did not always make them happy 

with their jobs; compared with total compensation, but actual pay was the major 

source of dissatisfaction controlled managers, while they also needed to keep their 

social life in balance (Chuang et al., 2009). 

SCCT (Rogers & Creed, 2011) explains the relationship between extrinsic factors and 

career decisions. One of the major determinants, the outcome expectations variable, 

supports this study's extrinsic factors relationship with career decisions. This indicates 

that individuals are more likely to be involved with a certain behaviour or activity if 

they perceive more tangible rewards and benefits, such as an attractive working 

environment, extra payoffs, verbal appraisal and p¢>sitive feedback, where the most 

valued and positive outcomes can lead to stronger career intentions and career goals 

(Hirschi, 2010; Rogers & Creed, 201 1). 

As a result of these arguments, and based on the SCCT relationship, this study 

proposes the following hypothesis: 

H2: Extrinsic motivational factors have an influence on students' career decisions to 

work in the hotel industry. 
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2.8.3 Parental Motivational Factors and Career Decisions 

China, with its dominant collective culture, has a strong parental influence. Chinese 

parents play a critical role in their children's decision points (Bai, 1998), and have a 

significant impact on their children's career behaviours, especially the first career 

choice (Salami & Oyesoji Aremu, 2007). However, few studies have been conducted 

into parental influences on HTM programme students' career decisions, apart from 

the work of Chak-keung Wong and Jin Liu (2010), already described. Their results 

showed three factors, parental support, parental concern about welfare and prestige, 

and parental barriers, which had a significant influence on students' career choices 

and intention to enter the hotel industry. 

Their research persuaded this study to consider parental support and parental concern 

as two major variables to measure the effect of parental factors in the relationship with 

HTM students ' career decisions. Although a large number of studies have emphasized 

parental support having a positive and supportive effect on their children's career 

behaviour (Bai, I 998; Campbell & Uto, I 994; Salami & Oyesoji Aremu, 2007; Zhang 

et al., 2014 ), few have investigated parental hindering factors or barriers in the 

relationship with their children's career development. According to social cognitive 

theory (Rogers & Greed, 20 I I) positive parental support has a significant positive 

effect on a young person's career decisions. Agarala (2008) also noted that a 

supportive family environment is closely related to children's career development. 

Further effects of parental influence have already be¢n examined. 

TPB has been used in many studies to evaluate parental influences as a maJor 

subjective norm having a significant relationship witlh certain behavioural intentions, 
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such as making career decisions (Bao & Fang, 2014; Felicen et al. , 2014; Kim & Park, 

2013). This study also utilizes TPB variables to explain the relationship between 

parental factors and students' career decisions. Thus, based on these arguments, the 

following hypothesis has been formulated: 

H3: Parental motivational factors have an influence on students ' career decisions to 

work in the hotel industry. 

2.8.4 The Moderating Effect of Internship Programme on the Relationship 

between Intrinsic Motivational Factors and Career Decisions 

This study employs SCCT relationships between variables to explain the role of 

internship programme as a moderating effect on the relationship between intrinsic 

factors and career decisions. The internship programme is the major learning 

experience for HTM students in the exploration stage of the career decision making 

process (Schermerhorn et al., 2012), but the exploration process is a psychological 

black box (Ajzen, 1985) which may change their self-efficacy beliefs (Rogers & 

Creed, 2011 ), and their views of the industry, all of which affect their career choices 

and goals. 

The moderating effect of internship programme on the relationship between intrinsic 

factors and career decisions is also supported by TPB, which explains internship as 

the major determinant of behavioural perceived control. The learning experience and 

practice will directly influence individual's behavioural intentions in making career 

decisions, as well as changing personal attitudes to intrinsic context and content 

factors (Ajzen & Fishbein, 1980). Schermerhorn et al. (2012) also argued that the 

100 



internship learning experience and practice can assist students to evaluate their career 

choices effectively and accurately (Ajzen & Fishbein, 1980). 

Patall et al. (2008) studied the relationship between students' intrinsic factors and their 

career decisions under the effect of internship leaming experiences. The findings 

suggested that students' positive internship learning experiences may result in positive 

effects on their intrinsic content factors, such as passion for work, willingness to serve, 

good attitudes towards customer services, stronger self-efficacy beliefs, and most 

importantly strong commitment to career developmrt within the industry. 

Yiu and Law (2012) indicated that some positive intrinsic context factors like task 

significance and autonomy might also encourage interns to have a positive image of 

jobs in the hotel industry, especially if they are given a certain degree of empowerment 

and autonomy. Fong et al.' s (2014) study suggested that students would also be 

satisfied with their internship programme if they were given more intrinsic context 

factors such as challenging and interesting tasks and opportunities for job rotation. 

Bao and Fang (2014) also stated that students' participation in internship programme 

needs to be managed by intrinsic factors, such as their enjoyment and passion for work, 

their willingness to learn and broaden their horizons of this industry, experience new 

things and accept challenging tasks.On the other hand, Kamau and Waudo (2012) saw 

the employer's perspective, saying that each individual student has to keep in mind 

that they are responsible for their own learning experience during the internship 

programme, and without their own good faith and genuine hotel career aspirations, no 

internship programme can be successful. 
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Ko (2007) agreed that many employers paid much more attention to interns' soft 

intrinsic factors rather than hard technical skills such as passion for work and 

willingness to learn new things. The employers perceived students' lack of 

commitment to the job, lack of ability, and most importantly lack of willingness to 

adapt themselves to the task requirements, resulting in their dissatisfaction with the 

internship programme and ill-advised career decisions. 

Consequently, based on these arguments and sqcT and TPB support, this study 

formulated the following hypothesis: 

H4: Internship programme moderate the relationship between intrinsic motivational 

factors and students' career decisions to work in the hotel industry. 

2.8.5 The Moderating Effect of Internship Programme on the Relationship 

between Extrinsic Motivational Factors and Career Decisions 

This study employs SCCT relationships between variables to explain the internship 

programme as a moderating effect on the relationship between extrinsic factors and 

career decisions. Internship is the major learning experience for HTM students at the 

exploration stage of the career decision making process (Schermerhorn et al., 2012). 

This stage involves many extrinsic rewarded factors such as payment, and extrinsic 

regulated factors such as company policy. Similarly, SCCT explains how the learning 

experience is the major determinant in the relationship between outcome expectations 

and an individual's career goals and choices (Rogers & Creed, 2011 ). 
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The moderating effect of the internship programme on the relationship between 

extrinsic factors and career decisions is also supported by TPB, directly influencing 

an individual's behavioural intentions in making career decisions, as well as changing 

personal attitudes towards extrinsic rewarded and regulated factors (Ajzen & Fishbein, 

1980). The internship programme can assist the students to evaluate their career 

choices effectively and accurately (Ajzen & Fishbein, 1980). 

Based on the above theories' relationship support, many studies have shown that 

extrinsic factors actually prevented students from deciding to stay in the hotel industry 

after their internship programme ended (Abdullah et al., 2015 ; Chen & Shen, 2012; 

Fong et al., 2014; Waryszak, 1999; Yiu & Law, 2012). Both extrinsic rewarded and 

extrinsic regulated factors contribute to this decision, as explained in detail above. 

;. 
Bharwani and Butt (2012) stated that employers should consider improving the 

extrinsic rewarded system with payment and fringe benefits, creating a more pleasant 

working environment, recognizing the internees as potential managers and providing 

career advancement opportunities,the students would be highly motivated to remain 

in the industry despite shortcomings in the nature and characteristics of hotel jobs. 

Some studies (Fong et al., 2014; Kim & Park, 2013; Yiu & Law, 2012) revealed that 

the students, through their internship programme, acquire information not only about 

the company's extrinsic rewarded system, ranging from pay to benefits, but also about 

the extrinsic regulated system, from company policy to supervision and management 

style. All of these evaluations of the extrinsic factors through their internship 

programme would largely affect their future career decisions to remain in the hotel 
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industry and keep the internship company as future career path development after 

graduation. 

Consequently, based on the above arguments and support from SCCT and TPB, this 

study formulated the following hypothesis: 

HS: Internship programme moderates the relationship between extrinsic motivational 

factors and students' career decisions to work in the hotel industry. 

2.8.6 The Moderating Effect of Internship Programme on the Relationship 

between Parental Motivational Factors and Career Decisions 

Although Chinese parents play a critical role in their children ' s decision making, few 

studies have examined parental influences on HTM programme students' career 

decisions. Fortunately, Chak-Keung Wong and Jin Liu (2010) determined that parental 

support and parental concern together illustrate the relationship between parental 

factors and HTM students' career choices, in establishing the above hypotheses. 

However, they also suggested that additional variables, such as students' internship 

experience, should be recognized as moderators in this relationship, a suggestion 

adopted by the present study to fill the research gap. 

Other studies (Zhang & Gu, 2000; Zhao, 1991) have recognized the moderating 

effects of the internship programme on the relationship between parental influences 

and career decisions, as parents with positive attitudes towards internship tend to 

allow their children to choose careers within the hotel industry. These authors also 

stated that if the employer wanted to retain good interns as potential employees, it 
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would be better to interact with their parents as they are the best persuaders to 

encourage the students to stay with the same company. 

Moreover, parents become considerably less interested in making their children select 

hotel and tourism jobs as their first career choice, if their children are dissatisfied with 

their internship programme (Bao & Fang, 2014). If they found students with negative 

extrinsic rewarded factors like poor salary and benefits during internship, the parents 

would largely encourage their children to leave this industry and move to higher

salary business sectors (Chak-Keung Wong & Jin Liu, 201 0; Zhang et al., 2014; Zhao, 

1991). 

Thus, based on the SCCT and TPB support, this study assumes that internship 

programme may moderate the relationship between parental factors and students 

career decisions to work in the hotel industry. Consequently, this study formulated the 

following hypothesis: 

H6: Internship programme moderates the relationship between parental motivational 

factors and students' career decisions to work in the hotel industry. 

2.9 Summary 

Despite numerous studies on HTM internship programme and their influence on 

students' career development in the hotel industry (Bao & Fang, 2014; Donina, 2015; 

Fong et al., 2014; Ko, 2007; Lam & Ching, 2007; Kim & Park, 2013; Maertz et al., 

2014; Pizam et al., 2013; Shan & Tsai, 2011; Zopiafis & Constanti, 2012), few have 
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examined the relationship with intrinsic, extrinsic and parental factors, a gap which 

this study will fill. 

Based on Social Cognitive Career Theory (SCCT) (Lent et al., 2002; Rogers & Creed, 

2011) and Ajzen' s (1985) Theory of Planned Behavior (TPB) as well as the career 

decision-making process model (Schermerhorn ef al., 2012), a framework for this 

study was proposed. Three motivation factors, int,insic, extrinsic and parental, were 

evaluated from the literature. The internship progrtmme's three different stakeholder 

groups were also identified in order to justify the programme as a moderating effect 

on the relationship between the three motivational factors and students' career 

decisions. 

( 
In summary, this chapter identified the related definitions and theoretical background 

for this research study, and more importantly proposed a framework and hypotheses. 

The next chapter discusses the research methodology based on the proposed 

framework. 
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3.1 Introduction 

CHAPTER THREE I 

METHODOLOGY 

This chapter presents the research methodology tat ensures the requisite data can be 

gathered and analyzed to answer the research ques,ons and achieve the objectives of the 

study. It will first consider the research philosophy, for a better understanding of the 

research design. Specifically, it will discuss the research design, population and sampling 

procedures, measurement and questionnaire design, validity and reliability of the study 

instrument, the pilot study, data collection, and the data analysis methods used to test the 

hypotheses. 
Un1vers1t1 Utara Malaysia 

3.2 Research Philosophy 

As already mentioned, the main objective of this study is to evaluate the impact of three 

motivational factors, intrinsic, extrinsic and parental, on students' career decisions to 

work in the hotel industry, and to investigate the moderating effect of an internship 

programme on the relationship between these motivational factors and career decisions. 

With regards to this objective, this section will discuss the philosophical approach to this 

research. 

According to Hair, Money, Samouel and Page (2007), the main reason for examining 

research philosophy is to allow the researcher to assess various methods and avoid 

unsuitable use and unnecessary work by recognizing the limitations of particular 
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approaches at an early stage. Such philosophical perspective helps to locate the 

researcher's beliefs and assumptions about the nature of reality (ontology) and the truth 

of the knowledge (epistemology), and this will influence the selection of the research 

methodology (Fornell & Larker, 1981 ; Hair, Anderson & Tatham, 1998). 

There are three philosophical methods: ontological, epistemological and axiological. 

Ontology concerns the researcher's view of the nature of reality or being; epistemology 

indicates the researcher's view regarding the constitution of acceptable knowledge; and 

axiology considers the researcher's views of the role and value of the research (Saunders, 

Lewis & Thornhill, 2009). Hair et al. (2007) asse~ that it is impossible to engage in any 

form of research without committing to ontological and epistemological positions, since 

the research methods can be traced back and changed through epistemology to an 

ontological position. They argued that researchers taking differing ontological and 

epistemological positions will lead to different research approaches towards the same 

phenomenon. 

Saunders et al. (2009) stated that the four dominant assumptions about the research 

process are positivism, realism, interpretivism and pragmatism. The basic principle of 

positivism is an"organized method for combining deductive logic with precise empirical 

observations of individual behavior in order to discover and confirm a set of probabilistic 

causal laws that can be used to predict general patterns of human activity" (Saunders et 

al., 2009). Positivism also emphasizes a highly structured method to enable replication 

and quantifiable explanation, which leads to statistical analysis. Furthermore, the main 

goal of the positivist philosophy is to obtain reliable and valid knowledge as a set of 

general principles that can clarify, forecast and manage human behaviour across 

individuals and organizations (Saunders et al., 2009). 
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Interpretivism aims to understand and describe meaningful social actions and human 

behaviours. It describes and presents subjective opinions upon human actions and 

behaviours. Therefore, interpretivism is an epistemology in which it is critically important 

for the researcher to recognize similar and dissimtlar points and views with the social 

actors (Leedy & Ormrod, 2005). 

Thirdly, realism assumes that a reality exists that is independent of human opinion and 

beliefs (Saunders et al., 2009). Similar to the interpretivist position, realism 

acknowledges that the natural and social sciences are diverse, and that social reality is 

pre-interpreted. Realism is consistent with positivism, supporting scientific, empirical and 

objective investigation, and arguing that social objects need to be studied scientifically 

and not only through language and discussion. 

The final research philosophies are pragmatism and interpretivisim, which argue that 

social science is a problem-solving activity where success is judged by its capacity to 

eliminate the puzzles that scientists happen to have (Saunders et al., 2009). Sekaran (2006) 

judged that successful science is true science or describes underlying realities and can 

successfully solve more important and interesting problems. 

Based on these arguments, this study's research philosophy relates to the expansion of 

knowledge and the nature of that knowledge, and contains important assumptions about 

the way in which the researcher views the world. Regarding the research question of this 

study, the appropriate philosophical approaches are positivism and interpretivism, since 

the study employs a combination of quantitative and qualitative approaches to attain the 

research objectives and answer the research questions. 
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3.3 Research Design 

In general, research methods can be categorized into two groups: qualitative and 

quantitative (Leedy & Ormrod, 2005). The former involves non-numeric data comprising 

detailed and in-depth opinions on relevant questions. Its advantage is that as many as 

possible extensive opinions and perspectives of an issue can be achieved from 

respondents (Leedy & Ormrod, 2005). This study uses both qualitative and quantitative 

methods to better answer the research questions. 

Stage One 
Qualitative 

1\lethod 

Stage Two 
Quantitative 

~lethod 

SunTey 
Questionnaire 

Figure 3.1 Research Flow 

Group 1- Hoteliers 

Group 2- Hilf Graduates 

Grou 3- Hilf Educators 

1---"'I 

Population: Ningxia pro,'ince 
HTl\f programme students 
Three un i\'ersities 
Three colleges 

The above the Figure 3.1 shows the research flow of this this study. The first stage, this 

research conducts the qualitative method to interview three stakeholders of internship 

programme to capture the various perspectives among the Hoteliers, HTM graduates and 

HTM educators, regarding the perception of internship programme, motivational and de

motivational factors that influence on HTM students' career decisions. The second stage 

involves with quantitative method in terms of survey questionnaires to target with whole 
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HTM programme students in Ningxia province with three universities and three colleges. 

Next, it presents the reasons to involve with mix methods. 

First, the use of a combination of quantitative and qualitative methods is to better achieve 

the research objectives (Creswell, 2009), which aims to investigate and explore the 

different perspectives on HTM students' career decisions with the cooperation 

programme of internship design among the hotel industry, programme educators and 

students themselves. Second, this mixed method, using in-depth interviews to supplement 

survey questionnaires in investigating the research questions, has been adopted by many 

researchers, such as Chang and Tse (2015), Chuanf et al. (2009), Creswell, 2009; Julien 

(1999). Specifically, Chang and Tse (20 I 5) employed mixed methods of in-depth 

interview and survey questionnaire, and their results indicated that the interviews not only 

enriched the contribution of survey method but enabled a better understanding of HTM 

students ' career choices from different perspectives. alays1a 

Third, from the nature of this study, the philosophical approaches mainly deploy both 

positivism and interpretivism to attain the research problem and objectives. It is therefore 

by addressing the research objectives through both qualitative and quantitative methods, 

the results may support with each other or each method may strengthen the results. After 

emphasizing the mix methods as the research paradigm of this study, the following sub

sections present the various issues which related to this research paradigm: sampling and 

population, instrumentation, pilot testing, data collection process and analysis and all of 

these matters are followed. 

111 



3.3.1 Qualitative Method 

The in-depth interview approach within the qualitative method is chosen, since it freely 

represents the participants' opinions and feelings without the restriction of the set 

questions in the survey method. Thus, to better understand HTM students ' career 

decisions, this study carries out three sets of in-depth interviews, with HTM graduates 

who are still working in the hotel industry, the hotel management and university educators. 

The qualitative method research objective listed below. 

Research Objective (Qualitative method). To explore the opinions from three group of 

respondents regarding the perceptions of internship programme, three motivational 

factors (intrinsic, extrinsic, parental) exert any influences on students' career decision to 

work in the hotel industry. 

3.3.1.1 Non-Probability Sampling and Technique 

In general, sampling techniques can be categorized into two broad classes: probability 

and non-probability sampling (Saunderset al., 2009). In quantitative research, probability 

sampling techniques (simple random sampling, stratified random sampling, cluster 

sampling and systematic sampling) have been widely used, because the 

representativeness of a wider population is important in order to enhance the 

generalizability of the findings (Krejcie & Morgan, 1970; Leedy & Ormrod, 2005). 

Conversely, in qualitative research, sampling is not aimed at obtaining a representative 

population (Creswell, 2009; Krejcie & Morgan, 1970; Saunderset al., 2009), and so tends 

to be non-probability sampling. 
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In the case of non-probability sampling, the chance of any case being selected is not 

known because cases are not randomly selected. Thus, there is no control over 

investigators' bias in the selection of elements, and the pattern of variability cannot be 

predicted. The primary types of non-probability strategy are convenience, purposive, 

quota, snowball, deviant case, sequential and theoretical sampling (Creswell, 2009; Leedy 

& Orn1rod, 2005). 

Thus, this research employs the convenience sampling technique within the qualitative 

method, since the interview participants selected are readily available, close at hand and 

easily accessible to the researcher. 

3.3.1.2 The Development oflnterview Units and Questions 

In qualitative research, the unit of analysis can be defined as a variety of objects under 

study, such as the individual, group, institution or community. The chosen unit of analysis 

depends on what the researcher wants to analyze, for example, the individual, the process, 

or the difference between organizations. Interviews with three groups of stakeholders are 

carried out: hotel management; HTM graduates still working in the hotel industry; and 

university and college educators. 

The first group of interviewees comprises four HRM executives in four different four-star 

hotels in Yinchuan. Based on the research questions and objectives, the following 

interview questions are developed: 

(1 ). What is your opinion about the internship programme for HTM students? 
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(2).What is your opinion about company training programme and career 

development provided for the interns? 

(3). What factors can motivate or de-motivate HTM students' career decision to join 

the hotel industry? 

With the help of the HTM executives, it is easy to randomly select four graduates, one 

from each of the different hotels in Yinchuan. The interview questions developed are: 

(1 ). What is your opinion about the past intelship programme in your university or 

college? 

(2). Are you satisfied with your career in the hotel industry? 

(3). What factors motivate you to work in the hotel industry after graduation? 

The last group contacts when the researcher approaches the educators to distribute the 

questionnaire to the students. Six educators are chosen for interview and the questions are 

as follows: 

(1 ). What is your opinion about internship programme structure? 

(2). What is your opinion of curriculum structure design? 

(3). What factors can motivate or de-motivate HTM students' career decision to join 

the hotel industry? 

Following the research questions of this study, all these interview questions are related to 

the motivational factors, internship programme and students' career decisions. The 

answers are expected to provide a clear picture of the factors motivating HTM students 
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to join the hotel industry, and their perceptions of the influence of the internship 

programme on students' career decisions. 

3.3.1.3 Data Collection and Analysis 

This section illustrates how the data and interview is being done, where and when the data 

is undertaken. First, this study of data collection from the in-depth interviews occupies 

March to April, 2017. Because during this time, the work and planing for the internship 

programme starts in each hotel and university or c1llege. 

Second, this interview involve with three group of respondents. The first group of 

interviewees comprises four HRM executives in four different four-star hotels in 

Yinchuan, who are the partners in the internship programme and are familiar with the 

students as interns and employees. Each interview lasts half an hour in the HR office and 

focuses on the motivational factors for graduates to join the hotel industry, and the 

industry managers' perceptions of the internship programme. 

The second group under the help of the hotel executives, it is easy to randomly select four 

graduates in the same hotel, and interview them face-to-face in the director's office; again, 

interviews lasts for half an hour. Participants are asked about their career paths and the 

motivational factors that stimulate them to work in the hotel industry. 

The last group contacts when the researcher approaches the educators to distribute the 

questionnaire to the students. Six educators are chosen for interview in their office or in 

the classroom, again for 30 minutes, with questions about the internship programme 
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structure and HTM curriculum components such as foundation courses, and the 

distinguished speaker series; and what factors they think might motivate students to make 

career decisions in the industry. 

Qualitative data analysis involves coding and subsequently analyzing the data, which is 

usually in the form of words rather than the quantitative numerical data (Cooper & 

Schindler, 2006). Coding or categorizing the data is an important step performed by 

manual or electronic methods. Cooper and Schindler (2006) argue that the choice of 

manual or electronic method ( e.g. NVivo computer software) depends on the size of the 

project, the funds and time available, and the inclif ation and expertise of the researcher. 

Considering the small sample size of and limit time and funds for this research, the 

manual method is selected. 

I 
According to Saunders et al. (2009), there are three levels of the coding process in 

qualitative data analysis. In level 1, the initial coding, a large amount of raw data is 

labelled and highlighted by the researcher. Level 2 coding further refines the data by re

examining the level 1 codes and categorizing the key elements into a table format. Level 

3 refines the themes and puts the level 2data into the categorized themes. 

The interview questions are originally written in English, but are translated into Chinese 

because all the respondents are Chinese and would feel more comfortable with their own 

language (see Appendix 3&4). And after the data collected, all the Chinese are again 

translated to English under the proof reading by a local British so as to ensure a reliability 

of qualitative method. The next section focuses on the quantitative method in this research. 
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3.3.2 Quantitative Method 

Specifically, the quantitative method is designed to collect primary data, to determine the 

trends of answers to the research questions. It also enables the collection of a large amount 

of data from a sizeable population in a highly economical way (Cooper & Schindler, 

2006). As the research questions require investigation of the relationship between intrinsic, 

extrinsic and parental motivational factors, and internship programme and career 

decisions, the quantitative approach is suitable for this study. 

The survey method is chosen to investigate the relationship between the three 

motivational factors and career decisions, and also to examine the moderating effect on 

them of the internship programme. The following section describes the contents of 

population, measurement and questionnaire design, data collection, data analysis and 

pilot study, which are all necessary elements of quantitative method. 

3.4 Population 

Population is defined by Cooper and Schindler (2006) as those people, events or records 

that contain the desired information to answer the measurement questions. The general 

population in the present study is naturally the HTM programme students who finished 

their internship programme in the hotel industry in Ningxia. Details of Ningxia province, 

its people and religions, were given in Chapter I in the section of research context. Table 

3. I presents the expected number and type of HTM graduates in Ningxia in 2017. 
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Table 3.1 

Expected Number of HTM Students in Ningxia Province, 201 7 

Name of University Total n Total n Total Percentage of 

umber of umberof H HTM 
and College number of 

students 
TM students 

graduation 
HTM 

graduation 
students in 

students in 
2017 on total 

2017 
number of 

HTM students 

Ningxia University 16,266 434 128 29.49% 

Beifang University 19,046 521 126 24.18% 

of Nationalities 

Yinchuan University 3,1 17 19.00% 

Ningxia Vocational & 5,921 487 131 26.90% 

Technical College of 

Industry and 

Commerce 

Ningxia Polytechnic 7,056 244 83 34.02% 

College 

Ningxia Tourism 1,722 124 36 29.03% 

Vocational & 

Technical College 

Total Number 53,128 2031 546 26.88% 

Source: Ministry of Education in Ningxia Province (2016). 
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Three universities and three higher vocational colleges in Ningxia have HTM programme, 

with a total number of 2,031 students; 26.88% of these (546 students) are expected to 

graduate in 2017; the data collection period for a month from March to April in 2017. It 

is easier to approach the students who graduate in 2017 rather than the graduates from 

2016, who have already left the university and work in different places all over of China. 

Nevertheless, graduates currently working in the hotel industry in Yinchuan are also 

interviewed. 

Table 3.2 

Ningxia HTM Students Undergoing Internship in the Hotel Industry 

Name of University and Total number Total number Percentage of internship 

College ofHTM gr of internship 

; aduation students in 
students in the hotel industry 

the hotel on total number ofHTM 
students in 2 

01 7 industry graduation students in 20 I 7 

Ningxia University 128 106 82.81 % 

Beifang University of 126 101 80.16% 

Nationalities 

Yinchuan University 42 42 100% 

Ningxia Vocational & 131 131 100% 

Technical College of 

Industry and 

Commerce 

Ningxia Polytechnic 83 83 100% 

College 
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Ningxia Tourism 

Vocational & Technical 

College 

Total Number 

36 

546 

36 100% 

499 91.39% 

Since one of the major research objectives is to evaluate the internship programme as a 

moderating effect on students' motivational factors and career decisions, the sample must 

target graduates who have completed their internship. Table 3.2 shows that 499 students 

are interns in the hotel industry, representing 91.39% of the HTM students graduating in 

2017; the remaining 8.61 % are interns in the tourism industry. As four of the institutions 

have separate hospitality and tourism programme, 100% of their hospitality programme 

students would be interns in the hotel industry, identified by the researcher through the 

internship programme coordinators of each institution,by email. The coordinators 

explained that the students completed internship forms before the programme started, 

indicating which hotel or tourism organization they would like to join. Thus, the number 

of students undergoing internship in the hotel industry in Ningxia will be exactly the same 

as the number from whom data is collected. 

Therefore, despite the relatively large number of 499 expected HTM programme intern 

graduates in the hotel industry, it was decided to include all of them in the research 

population in order to generalize the results. 

3.5 Data Collection Method 

The technique of data collection was a self-administered questionnaire, also known as a 

self-completion questionnaire, chosen for its advantages: it is the cheapest method of data 
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collection for most surveys; it is the least intrusive and most anonymous way of being 

surveyed; and it is also valuable afterwards (Hair et al., 2007). 

The questionnaire survey was conducted between March and April 20 I 7, as most HTM 

students in China undergo their internship for six months between June and December, 

returning to their university or college to submit their internship report and give the 

presentation required by the institution. Most of the previous studies on internship 

programme also conducted their data after the students had finished their internship, 

ensuring a large and reliable response rate (Bao & rang, 2014; Chen & Shen, 2012; Kim 

& Park, 2013; Ko, 2007; Lam & Ching, 2007). 

Before the questionnaires were distributed, an explanation of the research objectives and 

a Chinese version of the questionnaire (Appendix 2) were forwarded to the six college 

lecturers and professors, who were already aware of the importance of the study, to secure 

their approval to approach their students. Since the students conducted their internship in 

different hotels in different cities, it was convenient and time-saving for the researcher to 

approach them on their return to their universities and colleges to prepare their reports. A 

high response rate and reliable data was thus ensured, with the help of the students' on

site faculty mentors. 

Once approval has been granted, the data collection started with the questionnaires 

handed personally to the students. Questionnaires were also mailed to any students who 

had not yet returned. 
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3.6 Measurement and Questionnaire Design 

This section discusses how each variable in the study will be measured. Based on the 

literature review and research framework, three independent variables were identified: 

intrinsic with intrinsic context and content factors, extrinsic with extrinsic rewarded and 

regulated factors, and parental with parental support and concern factors. The one 

dependent variable was students' career decisions. The moderating variable,the internship 

programme,was evaluated from three different stakeholder perspectives:the school 

responsible for internship programme planning, the host industry, and the interns ' 

satisfaction and experience. Following the theoretical argument and research framework 

described in Chapter 2, the significant measures for each operational variable are as 

follows. 

3.6.1 Independent Variable: Intrinsic Motivational Factors 

Intrinsic motivational factors refer to certain positive values and rewarded experiences 

which a person can derive directly from their job (Yousaf et al. , 2015). In other words, 

intrinsic motivation will result from the passion and positive feelings involved in the 

activities (Lewis et al. , 2001). Ross (2005) pointed out that these positive feelings will 

excite and energize individuals from the inside. In other words, intrinsic motivations are 

intangible and invisible to others, in line with the task or job itself,and are the foundation 

for the job context and content characteristics (Hirschi, 2010). Thus, in this study the 

intrinsic factors are divided into two dimensions: intrinsic context factors and intrinsic 

content factors. 
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3.6.1.1 Intrinsic Context Factors 

Randolph and Johnson (2005) identified the features shown in Table 2. I , which include: 

variety of task, realistic workload, stable work environment, balance between work and 

life, adequate co-workers ' support, career advancement, input into the decision-qiaking 

process, recognition of job performance, adequate programme for development, and fair 

company policies. Hackman and Oldham ' s (1975) Job Characteristics Model (JCM) was 

adopted for this study from the perspective of intrinsic context factors because it has been 

applied in many other studies (Dysvik & Kuvaas, 2011; Lewis et a/.,2001; Quigley & 

Tymon, 2006; Ross, 2005). 

Table 3.3 

Measurement Items of Intrinsic Context Factors 

Code 

ICF1 

JCF2 

ICF3 

ICF4 

ICF5 

Items - Intrinsic Context Factors (JCF) 

Hotel jobs provide me with a variety of activities and skills. 

Hotel jobs provide me with identification of visible outcome from start to 

finish of the work. 

Hotel jobs are significant in my life and for other people. 

Hotel jobs provide me with substantial freedom and discretion in my 

schedule. 

Hotel jobs provide me with direct and clear feedback about my performance 

of the task. 

Source: Hackman & Oldham (1975); Ross (2005) 

The reasons for employing the J CM dimensions can be clearly demonstrated in the 

relevance of the JCM variables to the nature and characteristics of jobs in the hotel 

industry (Kong et al., 2011). The associated questionnaire is easily identified with those 
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independent variables and measured on JCM dimensions (Kim et al. , 2009; Kong et al., 

2013). The JCM consists of five core job dimensions to create meaningful work and 

intrinsically motivated workers: skills variety, task identity, task significance, autonomy 

and feedback (Hackman & Oldham, 1975). 

3.6.1.2 Intrinsic Content Factors 

Yousaf et al. ' s (2015) study of intrinsic content identified factors which affect the 

individual ' s sense of self-efficacy and competence: confidence in one ' s own ability, 

opportunity for personal growth and empowerment, perceived meaningful work, and 

accomplishment; subjective feelings of closeness to co-workers, competency, being 

valued as an employee, and respected by others; and finally, qual ity of leadership. 

Table 3.4 

Measurement Items of Intrinsic Content Factors 

Code Items - Intrinsic Content Factors (ICF) 

ICF6 Hotel jobs give me personal growth opportunity. 

ICF7 Hotel jobs provide me with space for advancement to higher positions. 

ICFS Hotel jobs provide me a sense ofresponsibility. 

ICF9 Hotel jobs give me a sense of recognition ofmy work. 

ICF 10 Hotel jobs provide me with a sense of achievement in my life, and personal 

value. 

Source: Luthans, (2010: pp. 165-167). 
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As Hirschi (2010) noted, even if a job makes the individual feel more competent and in 

control, he/she might still have a difficult time in naturally enjoying and being motivated 

by it, because people are enthused and motivated by another intrinsic content motivation 

which is embedded in the individual's psychol,gical state. Zhao and Zhu (2014) 

employed three measures to assess intrinsic content motivation in employees: (I) 

enjoyment of job activities, (2) leader's satisfaction, (3) intrinsic exchange in terms of 

level of appreciation for their good job performance. 

This study adopts the Herzberg motivators (Luthar, 2010) which lead to extreme job 

satisfaction: personal growth opportunities, advancf1ent, responsibility, recognition and 

achievement (see Table 3.4). The reasons for choosing these factors are, first,that 

Lundberg et al. (2009) successfully used them in their study within the hotel and tourism 

context;second, that Herzberg's two-factor theory examined 1,753 respondents who were 

still doing a job which satisfied them completely; and third, that they enjoyed their jobs 

(Luthans, 2010). The subjects all tended to attribute their strong internal motivation to the 

above factors. 

3.6.2 Independent Variable: Extrinsic Motivational Factors 

Employee motivation is not only driven by intrinsic context and content factors, but also 

by extrinsic factors, such as payment and benefits (Hirschi, 201 0; Randolph & Johnson, 

2005; Yousaf et al., 2015). In the working environment of organizations, extrinsic factors 

usually involve salary and remuneration, benefits and bonuses, working conditions, 

location, company policies, and regulations (Twenge et al., 20 l 0). In this study the 

extrinsic factors are divided into two dimensions: extrinsic rewarded and extrinsic 

regulated factors. 

125 



3.6.2.1 Extrinsic Rewarded Factors 

Extrinsic rewarded factors, ranging from pay and benefits to compensation, working 

conditions and security, are all controlled by the organization's rules and regulations, not 

under the direct control of the employees (Zhao & Zhu, 2014). Lewis et al. (2001) 

identified extrinsic rewarded factors as: pay and benefits, supervisor style, 

communication and discretion, all playing important roles in determining quality of 

working life. 

However, Randolph and Johnson (2005),in research regarding the extrinsic and intrinsic 

job satisfaction factors m recruitment and retention of rehabilitation 

professionals,identified several extrinsic rewarded factors such as: family leave, flexible 

work shift or schedule, staff benefits including cafeteria, working environment, childcare 

offered by the organization, higher payment, continuing education opportunities, and 

tuition reimbursement. 

This study adopts the Herzberg motivating (Luthans, 2010) factors which, if adverse, lead 

to extreme job dissatisfaction: salary, benefits and compensation, working environment, 

work conditions, flexible schedule, job status (see Table 3.5). 

Table 3.5 

Measurement Items of Extrinsic Rewarded Factors 

Code Items-Extrinsic Rewarded Factors (ERF) 

ERFl Hotel jobs can provide me with a good salary. 
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ERF2 Hotel jobs can provide me with good benefits and compensation. 

ERF3 Hotel industry working environment is a pleasure for me. 

ERF4 Hotel jobs provide me with safe working conditions. 

ERF5 Hotel jobs provide me with a flexible schedule. 

ERF6 Hotel jobs provide me with a good and respectable job status. 

Source: Luthans, (2010: pp. 165-167). 

3.6.2.2 Extrinsic Regulated Factors 

Some studies (Malka & Chatman, 2003; Ryan & Deci, 2000) divided the extrinsic 

regulated factors into two categories to indicate pl sitive and negative sides. Ryan and 

Deci (2000) identified negative extrinsic regulated factors in the workplace, such as 

deadlines, specific dress requirements company policies, stress, supervisor's comments, 

and poor relationships with co-workers. Positive extrinsic regulated factors included good 

relationship with supervisors and co-workers, flexibility in dress, decision-making 

participation, and international company culture, they all positively affect employees' 

perceptions of career satisfaction (Ryan & Deci, 2000). Post-Kammer's (1987) study 

stressed three further extrinsic regulated factors: stable financial facets, autonomy of 

schedule, and work environment; these were found to be the most appealing factors and 

a strong influence on respondents ' career decisions. 

This study adopts the Herzberg motivators (Luthans, 2010) which negative lead to 

extreme job dissatisfaction: company policy and administration, company culture, 

relationship with supervisor, relationship with co-workers, work location (see Table 3.6). 
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Table 3.6 

Measurement Items of Extrinsic Regulated Factors 

Code Items-Extrinsic Regulated Factors (ERF) 

ERF7 The company policy and administration regulations are strict for me. 

ERF8 The company culture is pleasant and comfortable for me. 

ERF9 I built a good relationship with my supervisors in my workplace. 

ERF 1 o I built a good relationship with my peers and colleagues in my workplace. 

ERF 11 The work location is appropriate and comfortable for me. 

Source: Luthans, (2010: pp. 165-167). 

3.6.3 Independent Variable: Parental Motivational Factors 

Based on the work of Chak-Keung Wong and Jin Liu (2010) this study employs two major 

constructs, parental support and parental concern factors, to evaluate parental influences 

on students' career decisions. 

3.6.3.1 Parental Support Factors 

Parental support refers to the behaviour or influences from the father or mother, showing 

a variety of help and expectations for their children (Salami & Oyesoji Aremu, 2007), as 

explained in Chapter 2. Parents support for their children's career decisions can be 

manifested through providing vocational counselling, capital investment, passing on 

useful knowledge, offering suggestions on alternative options and providing learning 

experience opportunities (Zhang et al., 2014). Bai's (1998) research emphasized 

communication with their children and respect for their choices and decisions, plus verbal 

or behavioural encouragement which played a significant help in their career success. 
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This study adopts Chak-Keung Wong and Jin Liu' s (20 I 0) research findings, which show 

that parental support is the best predictor of HTM students' career decisions (see Table 

3.7). 

Table 3.7 

Measurement Items of Parental Support Factors 

Code Items - Parental Support Factors (PS) 

PSI My parents support me in choosing a career in the hotel industry, no matter 
what position I hold. 

PS2 My parents have a positive attitude towards the hotel industry jobs. 

PS3 My parents think it is good for me to find a job which is related to what I am 
learning now. 

PS4 My parents often discuss with me a career in the hotel industry. 

PSS My parents have accurate information about a career in the hotel industry. 

PS6 My parents can refer me to work in the hotel industry. ia 

Source: Chak-Keung Wong & Jin Liu (2010) 

3.6.3.2 Parental Concern Factors 

Parental concern refers to worries about their children making the wrong decision about 

certain behaviours (Salami & Oyesoji Aremu, 2007), as already explained. It may include 

many facets such as: unsatisfactory work conditions, low salary, poor social status 

(Salami & Oyesoji Aremu, 2007). Especially in China, parents are always ready to discuss 

and boast of their children's jobs to neighbours and other people (Bai, 1998). Zhang et 

al., (2014) stressed the collective culture value as one of reasons for this kind of 

comparison with others. This study adopts Chak-Keung Wong and Jin Liu' s (2010) 

research which shows parental concern factors as another predictor of career decisions 

(see Table 3.8). 

129 



Table 3.8 

Measurement Items of Parental Concern Factors 

Code Items-Parental Concern Factors (PC) 

PCl My parents ' work values and their working experience always influence me. 

PC2 I prefer to choose a job that can ensure my parents a good quality of life when 
they are growing older. 

PC3 I prefer to select a job that makes my parents feel proud in front of other 
relatives and friends. 

PC4 My parents encourage me to pursue a stable career in another industry. 

PCS I consider my parents ' opinion when making my career choice. 

PC6 I will consider the company location when selecting a job because my parents 
don't want me to live too far away from them. 

Source: Chak-Keung Wong & Jin Liu (2010). 

3.6.4 Moderating Variable: Internship Programme 

Many authors have stressed that a successful internship programme should engage the 

cooperation of students, employers and educators to ensure successful planning of 

objectives, effective involvement of industry, and student satisfaction (Brown et al., 201 4; 

Chang et al., 2014; Donina, 2015; Felicen et al. , 2014). Thus, these three stakeholder 

groups must achieve integral agreement, understanding or congruence, ensuring 

cooperation and that the internship objectives are achieved (Pizam et al., 2013). 

Thus, this study employs three major determinants, internship programme with educators ' 

planning, industry involvement, and interns' satisfaction and experience, combined into 

a single construct to measure the internship programme. More importantly, the 

measurement items of the internship programme are based on these three elements, to 
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investigate its moderating effect on the relationship between the intrinsic, extrinsic and 

parental factors and students' career decisions. 

The first reason for utilizing the above three determinants to measure the internship 

programme is that many previous studies discussed these issues in the hotel industry, 

mostly from the perspective of the three different stakeholders: HTM programme 

educators, industry and the students (Brown et al. , 2014; Chang et al. , 2014; Donina, 

2015; Felicen et al. , 2014; Pizam et al., 2013). The literature acknowledged that this is 

necessary to ensure a successful internship programme, and that it is beneficial to all 

stakeholders. Consideration of students, in particular, is important as they are the target 

respondents of the sample population. 

Table 3.9 

Measurement Items of Internship Programme 

Code Items-Internship Programme with Educators' Planning (IPP) 

IPPI Most hospitality and tourism programme courses have assisted my career. 

IPP2 My institution has organized seminars to introduce the internship programme 
and industry operators. 

IPP3 My institution has invited industry operators for on-campus job interviews. 

IPP4 My institution has provided faculty support in terms of fund allocation for 
internship programme administration. 

IPPS My institution has arranged regular visits by faculty supervisors or mentors. 

IPP6 My institution has provided faculty support for dispute resolution. 

Code Items- Internship Programme with Industry Involvement (II ) 

Ill This company has provided me with job positions which fit my needs and 
profession. 
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JJ2 This company's HR department has provided me with continuous job training 
and skills development sessions. 

113 This company has provided me with job rotation opportunities. 

II4 This company has provided me with managerial development opportunities. 

IIS I have followed my supervisor's instructions to achieve a good performance 
during my internship. 

II6 My supervisor always gave me feedback on how well I completed my work. 

II7 My co-workers provided me with help when I met difficulties in dealing with 
my task and guests. 

II8 My co-workers have always cared about my well-being. 

Code Items-Internship Programme with Interns' Satisfaction & Experience 
(ISE) 

ISEI My internship job itself. n \ n I 
My internship job pay and welfare. I I u 

I I 
ISE2 

ISE3 My school HTM programme with internship design. LJ 

ISE4 My faculty support and supervision provided in the internship. 

ISES My internship company training and development. 

ISE6 My internship company supervisory and co-workers' support. 

ISE7 My whole internship experience. 

Source: Abdullah et al. (2015); Bao & Fang (2014); Chen & Shen (2012); Fong et al. (2014). 

Secondly, some studies must be specifically acknowledged, such as Chen and Shen 

(2012), Bao and Fang (2014), Ko (2007), and Kim and Park (20 13), because they all 

employed the above three elements as one construct in evaluating internship programme. 

Chen and Shen (20 12) established a model involving internship programme with 

educators' planning, industry involvement and interns' commitment as three independent 

variables, with students' willingness to stay in the hotel industry as the major dependent 

132 



variable. Their results showed that all of the three major stakeholder roles in the internship 

programme had significant positive influences on students ' willingness to stay in the 

industry. 

This study adopts Chen and Shen ' s (2012) approach which involves the HTM structure, 

internship programme design and faculty support and supervision to demonstrate the 

internship programme with educators ' planning items (see Table 3.9). The second element 

measures the internship programme from the industry perspective, and the items are again 

adapted from Chen and Shen (2012) and from Fong et al. (2014), involving training and 

development, and supervisory and co-worker support (see Table 3.9). The third element, 

internship programme with interns' satisfaction and experience, is adopted from the work 

of Abdullah et al. (201 5), Bao and Fang (2014) (see Table 3.9). 

3.6.5 Dependent Variable: Students' Career Decisions laysia 

Mau (2004) stated that a career decision is the decision of an individual to enter a 

professional occupation, to remain in a professional organization, or to leave the 

organization or occupation. Career decision making involves choice of a career action for 

dealing with a problem or an evaluation of this career option, organizational environment 

or occupation itself (Julien, 1999; Mimbs et al. , 1998). The career decision-making 

process involves activities such as self-assessment, identifying one's interests and 

personality; it is an exploration process, collecting information through learning 

experiences, evaluating the career options and making final decisions (Schermerhorn et 

al., 2012). 
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Stringer and Kerpelman (2010) compiled a list of26 items evaluating career development 

and career exploration. The higher scores for career decision making indicated acquisition 

of more information in choosing a career and reflected a strong capability in that career. 

The second measurement was career exploration, such as career environmental 

exploration, showing the degree of engagement in the exploration process. 

Table 3.10 

Measurement Items of Students ' Career Decisions 

Code Items- Self-Assessment (SA) 

SAl Hotel careers fit my personal interests. 

SA2 Hotel careers fit my skills development. l 1\/7 
SA3 Hotel careers fit my personal values. ) ) I vi I 

Code Items - Exploration (EX ) 
.'-..__/ L LJ 

EXI I identified related employers and information before choosing a hotel 

career. 

EX2 I identified the pros and cons of each option when choosing a hotel career. 

EX3 I identified an internship programme as an important learning experience 
in choosing a hotel career. 

Code Items - Students' Career Decision (CD) 

CDl I will work in the same hotel internship company after graduation. 

CO2 I will choose my future career in the hotel industry. 

CD3 I am committed to a career in the hotel industry. 

Source: Schermerhorn et al. (2010: pp. 256); Stringer & Kerpelman (2010) 

Other studies measured the career decision through decisive and indecisive career 

perspectives (Willis et al. , 2009; Greenbank & Hepworth, 2008), using qualitative 
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methods, interview questions to measure those terms. For instance: "Why choose a career 

in pharmacy?" (Willis et al., 2009: p. 90) and "How are you collecting and evaluating 

information on different career options" (Greenbank & Hepworth, 2008 : p. 499). Tien 

(2001), however, applied quantitative methods,a questionnaire survey, to evaluate career 

decision-making difficulties; the variables included were difficulty of obtaining self

knowledge, difficulty of obtaining occupation knowledge, difficulty of choosing 

alternatives, and difficulty of participating in gaining learning experience. 

Other researchers employed the Theory of Reasored Action (TRA) (Law, 2010) and 

Theory of Planned Behaviour (TPB) (Millar & Shevlin, 2003) as theoretical models of 

behavioural intention to measure career decisions as a single construct. For instance, one 

question was "In the next month how often do you intend to read/write/watch/listen, 

visit/try/talk about careers?". 

Thus, based on Schermerhorn et al. 's (2012) career decision-making process model and 

the study by Stringer and Kerpelman (2010) comprising the processes of self-assessment, 

exploration, preparation and experience, and reflection and action, this study views the 

internship programme as the students' major learning experience about their career area. 

As a result, this study employs Schermerhorn et al. 's (2012) career decision making 

processes (self-assessment, exploration, career decision) and the measurement items from 

Stringer and Kerpelman' (2010) study to illustrate th¢ dependent variable items (see Table 

3.10). 
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3.6.6 Questionnaire Design 

A structured questionnaire was designed to measure variables corresponding to the four 

parts of this study. Part one contains items regarding demographic information. Part two 

has three sections, covering respectively intrinsic, extrinsic and parental motivational 

factors. Part three investigates the moderating effect of the internship programme. Part 

four measures the dependent variable of students' career decisions. The questionnaire is 

shown in Appendix I. 

All responses are measured on a 5-point Likert scale, adopted because it is the most 

common scaled-response and provides the most accurate measurement (Hair et al., 1998). 

It is also considered appropriate in testing the proposed hypotheses and attitudes and 

behaviour among the respondents (Sekaran, 2006). Cooper and Schindler (2006) indicate 

further advantages over other scales, such as being easy and quick to construct, probably 

more reliable, providing a greater volume of data than other scales, and producing interval 

data. Finally, using a 5-point scale for all the items measured ensures consistency among 

variables and avoids confusion among respondents (Leedy & Ormrod, 2005). 

3.7 Reliability and Validity oflnstrument 

To ensure high-quality data during the real data collection phase, the instrument must 

have an acceptable level of reliability and validity in measuring the variables under 

investigation (Churchill & Peter, 1984; Sekaran, 2006). Reliability evaluates the stability 

of the scale based on an evaluation of the internal constancy of the items measuring the 

construct, while validity evaluates the degree to which the items measure the theoretical 

construct (Raykov, 1997). 
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3.7.1 Reliability 

Reliability refers to the consistency of the measures of a concept (Sekaran, 2006). In this 

case, to forecast the scale reliability for each factor, the recommended measure for the 

internal consistency of a set of items is Cronbach's Alpha coefficient, which must be 

counted for each indicated factor (Churchill & Peter, 1984). The more consistent are the 

answers to the items for each factor, the higher is Cronbach's Alpha coefficient. 

According to Hair et al. (2010) and Sekaran (2006)! an alpha coefficient value of 0.70 is 

considered good, while a value of more than 0.60 is acceptable. In other words, the value 

of alpha increases with the increase in correlation among the items and the number of 

items; thus a high alpha indicates that the items correlate well with the true scores while 

a low alpha indicates that the items perform poorly on the construct of interest (Hair et 

al.,2010; Sekaran, 2006). 

3.7.2 Validity 

Validity refers to whether or not an indicator that is devised to gauge a concept really 

assesses that concept (Hair et al., 2007). The validity of the scores in a survey assists in 

recognizing whether the instrument might be a good one to employ in survey research or 

not. A means of measure is valid when it actually gauges what it is intended to measure 

(Saunders et al., 2009). There are three kinds of validity: criterion, content and construct 

validity. They will be discussed in more details in the results chapter. 

Validity, associated with representation of the findings with the actual picture of the 

situation, more precisely refers to whether the researcher is gauging the intended elements 

(Pallant, 200 !).Generally, construct validity can be tested by using factor analysis (Hair 

et al., 2007), which groups items or factors that are highly correlated ( convergent validity) 
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as well as separate factors that differ from each other (discriminant validity). In order to 

increase the validity of the construct it is essential to investigate the literature for that 

particular construct and exploit the contents of the earlier related studies. Hence in this 

study, the items of the questionnaire have been adapted from those of earlier valid 

research. 

In order to ensure the validity of the measurement, Exploratory Factor Analysis (EFA) 

was performed to determine which variables were highly correlated (convergent validity). 

Each factor in the model was tested: independent, moderating and dependent variables. 

To ensure the appropriate application of EFA, Bartlett's test of sphericity and Kaiser

Meyer-Olkin (KMO) results must be checked. According to the literature (Hair et al., 

2010; Comfrey & Lee,2013), Bartlett's test of sphericity needs to be significant (p< 0.05); 

KMO values in the range of 0.90s are considered as "marvellous"· those in the 0.80s 

"meritorious"; in the 0. 70s "middling"; in the 0.60s "mediocre"; in the 0.50s "miserable"; 

and below 0.50 "unacceptable". 

Regarding the method of extraction, this study utilized the Principal Component Analysis 

(PCA) with oblique rotation in terms of promax method. The eigenvalue is one of the 

most common criteria applied in determining the number of factors to be extracted 

(Comfrey & Lee, 2013; Hau & Marsh, 2004); an eigenvalue exceeding 1.0 is considered 

significant; below 1 .0 is the cutoff. With regard to loading factor, only those items loaded 

equal to or more than 0.3 should be chosen (Hair et al., 2007). The criterion of cross 

loading also developed by Comfrey and Lee (2013) that the loading should be no higher 

than 0.35 on other item otherwise should be deleted for further data analysis. 
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3.8 Pilot Study 

Since the questionnaire is subject to reliability and validity tests, a pilot test is performed 

to improve the instructions, format, words and sentences used in the questionnaire. 

According to Cooper and Schindler (2006), a pilot 1tudy is important because it detects 

weaknesses in design and instrumentation, it provides proxy data for the selection of a 

sample, and it will be used to improve the questionnaires. Thus, the objective of using a 

pilot test is to measure the internal consistency of the instrument using Cronbach ' s Alpha 

reliability coefficients and factor analysis (Coakes & Steed, 2003; Raykov, 1997). 

Cronbach ' s Alpha reliability coefficient assesses reliability on a score of 0 to 1. As 

discussed above, less than 0.6 is poor, 0.6 to 0. 7 is considered favourable, 0. 7 to 0.8 is 

good, 0.8 to 0.9 is very good, equal or more than 0.9 is considered excellent (Coakes & 

Steed, 2003; Pallant, 2001, 2007; Raykov, 1997). 

According to Saunders et al. (2009), a pilot study is necessary as it tests for the validity 

and reliability of the measure. It estimates the reaction of potential respondents to the 

length, format and content of the instrument, asks them to comment critically on the 

clarity of the scales, and improves the reliability of the instrument. Generally, to satisfy 

this condition, a sample size of 40 is suitable. The students who graduated in June 2017, 

having finished their internship programme, were asked to respond to the questionnaire 

and comment on it. Finally, a total of 38 questionnaires were used for reliability and 

validity analysis since two questionnaires were in-completed and dropped for future 

analysis. 

Content validity was tested to check the extent to which respondents understood each 

question ' s item and expression. As a result, some of the questions in the Chinese version 

were rephrased; for example, in questions ERF7-1 I, some of the translated Chinese words 

were modified to eliminate confusion and increase the quality of the data. Based on the 
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data collected from the pilot study, Table 3 .11 represents the results of the reliability 

perfomrnnce for this questionnaire. 

Table 3. I I 

Reliability Analysis of Pilot Study 

Constructs Number of Original Items Cronbach's Alpha 

Intrinsic Context Factors 5 0.712 

Intrinsic Content Factors 5 0.812 

Extrinsic Rewarded Factors 6 0.784 

Extrinsic Regulated Factors 5 0.746 

Parental Support Factors 6 0.860 
-----i II II 

Parental Concern Factors 6 
I I I I I 0.867 

Internship Programme 21 ) \10) 0.932 

-----Students' Career Decisions 9 0.847 
--:.ri.: I ~A~ 
I ... , .. I - •~ L ..iJ 

From Table 3.11, Cronbach's Alpha was found to be over 0.70 for each construct, 

indicating the reliability of the questionnaire. Following the modification, the final draft 

was used to collect data from the actual respondents. 

Table 3.12 

Factor Analysis of Pilot Study 

Code Items - Intrinsic Context Factors (]CF) Factor Loading 

ICFl Hotel jobs provide me with a variety of activities and skills. 0.803 

ICF2 Hotel jobs provide me with identification of visible outcome 0.594 

from start to finish of the work. 

ICF3 Hotel jobs are significant in my life and for other people. 0.462 
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ICF4 Hotel jobs provide me with substantial freedom and discretion 0.370 

in my schedule. 

JCFS Hotel jobs provide me with direct and clear feedback about my 0.598 

performance of the task. 

Code Items - Intrinsic Content Factors (JCF) Factor Loading 

JCF6 Hotel jobs give me personal growth opportunity. 0.672 

ICF7 Hotel jobs provide me with space for advancement to higher 0.717 

positions. 

ICF8 Hotel jobs provide me a sense ofresponsibility. 0.755 

ICF9 Hotel jobs give me a sense of recognition of my work. 0.733 

JCF 10 Hotel jobs provide me with a sense of achievement in my life, 0.747 

and personal value. 

Code Items-Extrinsic Rewarded Factors (ERF) 
I\ J 

Factor Loading 

ERFl Hotel jobs can provide me with a good salary. I \\// 0.316 

ERF2 Hotel jobs can provide me with good benefits and V 0.524 

compensation. 
-

ERF3 Hotel industry working environment is a pleasure for me. 
.. 

0.636 

ERF4 Hotel jobs provide me with safe working conditions. 0.674 

ERFS Hotel jobs provide me with a flexible schedule. 0.385 

ERF6 Hotel jobs provide me with a good and respectable job status. 0.514 

Code Items-Extrinsic Regulated Factors (ERF) Factor Loading 

ERF7 The company policy and administration regulations are strict 0.435 

for me. 

ERF8 The company culture is pleasant and comfortall,le for me. 0.585 

ERF9 I built a good relationship with my supervisors in my 0.776 

workplace. 

ERFI0 I built a good relationship with my peers and colleagues in my 0.590 

workplace. 

ERFI 1 The work location is appropriate and comfortable for me. 0.616 
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Code Items - Parental Support Factors (PS) Factor Loading 

PSI My parents support me in choosing a career in the hotel 0.561 

industry, no matter what position I hold. 

PS2 My parents have a positive attitude towards the hotel industry 0.634 

jobs. 

PS3 My parents think it is good for me to find a job which is related 0.582 

to what I am learning now. 

PS4 My parents often discuss with ~e a career in the hotel industry. 0.559 

PSS My parents have accurate infom1ation about a career in the 0.363 

hotel industry. 

PS6 My parents can refer me to work in the hotel industry. 0.413 

Code Items-Parental Concern Factors (PC) Factor Loading 

PCl My parents' work values and their working e:xperience always 0.309 

influence me. 

PC2 I prefer to choose a job that can ensure my parents a good 0.626 

quality of life when they are growing older. 

PC3 I prefer to select a job that makes my parents feel proud in 0.654 

front of other relatives and friends. 

PC4 My parents encourage me to pursue a stable career in another 0.432 

industry. 

PCS I consider my parents' opinion when making my career choice. 0.410 

PC6 I will consider the company location when selecting a job 0.639 

because my parents don't want me to live too far away from 

them. 

Code Items-Internship Programme Factor Loading 

IPPI Most hospitality and tourism programme cou~es have assisted 0.745 

my career. 

IPP2 My institution has organized seminars to introduce the 0.485 

internship programme and industry operators. 

IPP3 My institution has invited industry operators for on-campus job 0.547 

interviews. 
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IPP4 My institution has provided faculty support in terms of fund 0.535 

allocation for internship programme administration. 

IPP5 My institution has arranged regular visits by faculty 0.673 

supervisors or mentors. 

IPP6 My institution has provided faculty support for dispute 0.387 

resolution. 

Ill This company has provided me with job positions which fit my 0.759 

needs and profession. 

II2 This company' s HR department has provided me with 0.709 

continuous job training and skills development sessions. 

II3 This company has provided me with job rotation opportunities. 0.538 

II4 This company has provided me with managerial development 0.642 

opportunities. 

II5 I have followed my supervisor's instructions to achieve a good 0.629 

perfonnance during my internship. 
I 

II6 My supervisor always gave me feedback on how well I 0.61 8 

completed my work. 

II7 My co-workers provided me with help when I met difficulties 0.763 

in dealing with my task and guests. 

II8 My co-workers have always cared about my well-being. 0.799 

ISEl My internship job itself. 0.753 

ISE2 My internship job pay and welfare. 0.554 

ISE3 My school HTM programme with internship design. 0.612 

ISE4 My faculty support and supervision provided in the internship. 0.635 

ISE5 My internship company training and development. 0.494 

ISE6 My internship company supervisory and co-workers ' support. 0.643 

ISE7 My whole internship experience. 0.579 

Code Items- Students' Career Decision Factor Loading 

SAl Hotel careers fit my personal interests. 0.784 

SA2 Hotel careers fit my skills development. 0.692 
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SA3 Hotel careers fit my personal values. 0.598 

EXI I identified related employers and information before choosing 0.525 

a hotel career. 

EX2 I identified the pros and cons of each option when choosing a 0.830 

hotel career. 

EX3 I identified an internship programme as an important learning 0.568 

experience in choosing a hotel career. 

CDI I will work in the same hotel internship company after 0.729 

graduation. 

CO2 I will choose my future career in the hotel industry. 0.541 

CD3 I am committed to a career in the hotel industry. 0.475 

The above Table 3 .12 showed the factor loading in the pilot test. It can be seen that all the 

items loading factor are above 0.3. Hair et al. (2007) pointed out that only those items 

loaded equal to or more than 0.3 should be chosen. And some other researchers like 

Pallant (2007), Comfrey and Lee (2013) also supported that the factor loadings with a 

value of 0.3 or above should generally be retained and acceptable for the analysis. Thus, 

all the items are considered to be valid for further data analysis. The following section 

describes the data analysis. 

3.9 Data Analysis 

Data analysis tests and interprets the relationships between intrinsic, extrinsic and 

parental motivational factors, internship progra1lljme and students' career decisions. 

Several SPSS tools and methods were employed, including descriptive statistics, factor 

and reliability analysis, correlation analysis, multipl~ and hierarchical regression analysis. 

These data analysis methods were used to achieve the objective of this study, identifying 

the relationships and the influences between the variables (Pallant, 2007). 
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3.9.1 Descriptive Statistics 

The researcher analyzed the data for the demo~raphic profile from Part I of the 

questionnaire by calculating frequency, mean, standard deviation, range and percentages 

(Pallant, 2007). 

3.9.2 Factor Analysis 

Factor analysis was employed to determine the set <;>f common underlying dimensions or 

factors representing the various constructs of this study (Comfrey & Lee, 2013). It tests 

whether all the theoretical constructs converge, according to the perception of the 

respondents. The main purpose of this is to test the iumber of variables by a meaningful 

and interpretable set of factors (Pallant, 2007). 

In this study it tested whether the measures of a construct were consistent with the 

researcher's understanding of the nature of those factors. In assessing the appropriateness 

of factor analysis, Hair et al. (1998) suggested that, as a general rule, the minimum sample 

size should consist of at least five times as many observations as there are variables to be 

analyzed. 

Another test to determine the appropriateness of factor analysis is the Barlett Test of 

Sphericity, which examines the presence of a sufficient number of significant correlations 

among the variables (Comfrey & Lee, 2013). It provides the statistical probability that 

the correlation matrix has significant correlations among at least some of the variables 

(Hau & Marsh, 2004). 
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3.9.3 Correlation Analysis 

Correlation analysis is performed to examine the linear relationship between continuous 

variables, basically between the independent variables, moderator and dependent 

variables (Hair et al. , 2010). In this study, correlation analysis was used to test the 

relationships between all the motivational factors as the major independent variables, 

students ' career decisions as the dependent variable, and the internship programme as the 

moderating variable. 

A positive correlation indicates that as one variable increases, so does the other. A 

negative correlation indicates that as one variable if creases, the other decreases (Fornell 

& Larker, 1981 ). A perfect correlation of + 1 indicates that the value of one variable can 

be determined exactly by knowing the value of the other variable. When Pearson's r is 

close to 1, there is a strong relationship between two variables and when r is close to 0, 

there is a weak relationship (Coakes & Steed, 2003 ; Field, 2000). 

3.9.4 Multiple and Hierarchical Regression Analysis 

Multiple regression analysis is utilized to test the hypotheses, testing the relationship 

between a single dependent variable and several independent variables (Field, 2000; Hair 

et al., 2010). It is used to make a prediction concerning the dependent variable based on 

the available independent variables. R2 explain ihe total variance of the dependent 

variable in the input model. Within the significant level, the trend of the value R2 moves 

from 0 to 1, showing the more variance of the dependent variable. According to literature 

(Hair et al., 2010; Comfrey & Lee, 2013), R2 value in the range of0.1 to 0.3 are considered 

as "acceptable"; in the range of 0.3 to 0.5 are recognized as "meritorious"; the value is 

above 0.5 is considered as "marvellous". 
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However, to study the moderating effect of the internship programme on students' 

motivational factors and their career decisions, the hierarchical regression analysis is 

more appropriate. Three steps of hierarchical regression were applied in determining the 

differences with respect to the main influence of the direct relations. After entering all the 

independent, moderator and dependent variables one by one,the first step was to measure 

the relationship between the independent and drendent variables. The second step 

evaluated the relationship between the moderator, the internship programme and the 

dependent variable, students' career decisions. The last step measured the interaction 

between the moderating variable and the independent variables. Before conducting the 

analysis, the data was checked for linearity, homoscedasticity and normality (Hair et al., 

2010). Finally, the regressions were run to determine the moderating effect of an 

internship programme on the relationship between the three motivational factors and 

students' career decisions. 
n1ver 1t1 Utara 

3.9.5 Hypotheses Testing Analysis 

Based on the above data analysis techniques, Table 3.14 presents the tests used to prove 

or disprove the hypotheses in this study in order to achieve the research objectives. 

Table 3.13 

Hypothesis Testing Analysis 

Hypotheses !f esting Analysis 

HI Intrinsic motivational factors have an influence on students' Multiple Regression 

career decisions to work in the hotel industry. Analysis 

H2 Extrinsic motivational factors have an influence on students' Multiple Regression 

K;areer decisions to work in the hotel industry. Analysis 
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H3 Parental motivational factors have an influence on students' Multiple Regression 

career decisions to work in the hotel industry. Analysis 

H4 Internship program moderates the relationship between Hierarchical Regression 

intrinsic motivational factors and students' career decisions Analysis 

o work in the hotel industry. 

HS Internship program moderates the relationship between Hierarchical Regression 

extrinsic motivational factors and students' career decisions Analysis 

~o work in the hotel industry. 

H6 Internship program moderates the relationship between Hierarchical Regression 

rarental motivational factors and students' career decisions !Analysis 

~o work in the hotel industry. 

3.10 Summary 

This chapter explained the research methodology used in this study and described the 

research philosophy, research design, the study population and sampling strategy, and the 

method of data collection and analysis. Specifically, it discussed the measurement of 

variables and instrumentation, data collection procedures and the data analysis techniques 

employed, as descried in the next chapter. 
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CHAPTER FOUR 

DATA ANALYSIS AND RESULTS 

4.1 Introduction 

This chapter analyzes the data and presents the results of the findings of this research. 

It first presents the findings from the qualitative method, and then describes the data 

collected and the profiles of the respondents following the quantitative method; 

goodness of measures and tests of validity and reliatility of the variables were carried 

out. Lastly, the results of correlation and regression analysis regarding the hypothesis 

testing are presented. 

4. 2 Findings from Interviews 

This section presents the results gathered from in-depth interviews. It describes the 

background of respondents, perceptions about internship programme, the graduates' 

career choices and career development in the hotel industry, and the factors motivating 

or de-motivating HTM students to enter or remain in this industry. 

Following the research questions of this study, all these interview questions are related 

to the motivational factors, internship programme and students' career decisions, 

which presents before each section discussion. The answers are expected to provide a 

clear picture of the factors motivating HTM students to join the hotel industry, and 

their perceptions of the influence of the internship programme on students' career 

decisions. 
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4.2.1 Background of the respondents 

The results are from the data gathered from in-depth interviews described in the 

previous chapter. The respondents were divided in,o three groups: group 1 with four 

hotel executives, group 2 with four HTM graduates selected with the help of the 

executives, and group 3 with six members from six HTM educational institutions 

selected as for the quantitative method. 

Table 4.J 

Profiles of Group 1 Respondents-Hotel Management 

Group I-Hotel Management i I 

Hotels Respondents Gender Position I I Education Background 

Shanglin Mrs Yang Female HR Manager L Bachelor ofHTM 

Boston programme 
'V; 

Wanda Mrs Hong Female F&B Director Bachelor ofHTM 

Jiahua programme 

Holiday Inn Miss Zhou Female Western Restaurant Diploma of HTM 

Manager programme 

Kempinski Mrs Wang Female Chinese Restaurant Bachelor of HTM 

Manager programme 

Overall, fourteen respondents were interviewed, all Chinese Table 4.1 presents all the 

details of the profiles for each group of respondents. Eleven respondents were females, 

three males. In detail, the group of four hotel executives were selected from local four

star hotels in Yinchuan: Shanglin Boston, Wanda Ji,hua, Holiday Inn and Kempinski; 

all had cooperative programme with the six HTM educational institutions. Four of 

them hold higher-level of management positions: HR manager, F&B director, Western 

and Chinese restaurant managers. Three graduated from the HTM programme with a 

bachelor degree and one at diploma level. 

150 



Table 4.2 

Profiles of Group 2 Respondents - HTM Graduates 

Group 2-HTM Graduates Alumni 

Hotels Respondents Gender Position Education Background 

Shanglin Miss Niu Female Restaurant: Manager Diploma ofHTM 

Boston programme 

Wanda MrMa Female Restaurant Captain Bachelor of HTM 

Jiahua programme 

Holiday Inn Miss Hai Female HR Captain Bachelor of HTM 

programme 

Kempinski Miss Zhang Female Sales Manager Bachelor of HTM 

programme 

Table 4.2 presents the four HTM graduates profiles. With the help of the above four · 

managers, four HTM graduates from the same hotels were interviewed. As Table 4.2 

showed that they all female, graduated from HTM programme either with diploma or 

bachelor degree level, but from different universities or colleges. They hold middle

or higher-level management positions, from department captain to manager. 

Table 4.3 

Profiles of Group 3 Respondents - HTM Educators 

Group 3-HTM Educators 

University or College Respondents Gender Position 

Ningxia University Mr Wang Male Director of Tourism 

Department 

Beifang University Mr Jia Male Director of Tourism 

Department 

Yinchuan University Mrs He Female Director of Tourism 

Department 
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Ningxia Vocational &Technical Mrs Ye Female Deputy Director of 

College of Industry and Commerce Tourism Department 

Ningxia Polytechnic College Mrs Chen Female Director of Tourism 

Management 

Ningxia Tourism Vocational & Mr Wang Male Director of Tourism 

Technical College Management 

As shown from Table 4.3, the last group of six HTM educators were selected when 

allocating the questionnaires in each school among three universities and three 

colleges. Three males and three females were interviewed, and almost they are all the 

directors of HTM programme departments except one deputy director from Ningxia 

vocational college. 

The above contents presents all the basic profiles ofrespondents, the following section 

demonstrate the interviews with three questions, took 15 minutes and were conducted 

in Chinese (see Appendix 6); the researcher translated the transcripts into English 

(Appendix 5) when coding the raw data. The research findings were based on the level 

3 of refined themes on this data analysis process. This thematic coding were derived 

from the research questions of each respondents original statement posed in this study 

(see Appendix 5 and Appendix 6). 

4.2.2 Interviews with Hotel Management 

To enrich the contribution of the quantitative results and to better understand HTM 

students' career decisions, the first group of interviews involved executives from four 

hotels in Yinchuan, holding different positions (see Table 4.4). The hotels were all 

internship programme partners with six educational institutions and were familiar 

with the interns. Each interviewee was asked three questions regarding her perception 
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of the internship programme, the interns ' training programme vis-a-vis career 

development, and motivational or de-motivational factors. Based on the research 

questions and objectives, the following interview questions are followed as: 

(!).What is your opinion about the internship programme for HTM students? 

(2).What is your opinion about company training programme and career 

development provided for the interns? 

(3). What factors can motivate or de-motivate HTM students ' career decision to 

join the hotel industry? 

Table 4 .4 

Perceptions of Internship Programme: Industry &ecutives /I 
Hotel Subtheme Statement I Participant 

Shanglin Make up for the "We love to have this kind of cooperation Mrs Yang 

Boston 
labour shortage programme with the school, especially the (HR 

students from universities studying the Manager) 

HTM programme; the internship 

programme can largely make up for the 

labour shortage during the peak season and 

can fill up many baseline job vacancies; We 

hope to recruit more students to be 

employed in our hotel." 

Wanda Increase students' "I think the internship programme is very Mrs Hong 

Jiahua understanding of necessary for the HTM students. There are (F&B 

the industry too many theoretical courses in the school, Director) 

and the internship programme can increase 

the students' real understanding of the 

practical issues in the industry." 

Holiday Inn Necessary, help "The internship prow-amme is very Miss Zhou 

with career necessary for HTM students, giving them a (Western 

planning clearer career planning development." Restaurant 

Manager) 
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Kempinski Easing the "The schools internship programme can 

vacancy for front- ease the labour vacancies for the hotel's 

line staff; human resources, ¢specially with the large 

Mrs Wang 

(Chinese 

Restaurant 

Obtaining 

knowledge for 

practical training 

turnover of front-l~ne staff. Secondly, the Manager) 

students can gain ~ractical knowledge from 

the internship, sucp as social 

communication skills and teamwork, that 

they can't learn in the classroom." 

The following contents present extracts from the f terviews. It can be seen from Table 

4.4 that, the HR manager from Shanglin Boston Hotel, for example, commented that 

they love to cooperate with universities on the internship programme, because it can 

make up for the labour shortage during the peak season, especially filling baseline 

vacancies. Two managers stated that this programme would increase students' 

understanding of practical issues, which is necessary for their future career planning. 

Table 4.5 

Comments on Interns' Training Programme and <;areer Development: Industry 

Executives 

Hotel Subtheme Statement Participant 

Shanglin Arranged in the "Most of the intern students were arranged Mrs Yang 

Boston first-line in front-line positions such as F&B server, (HR 

positions; front desk reception, room attendant. There Manager) 

few job rotation 
are very few job ro~ation opportunities; if 

the intern is good and wishes to learn, job 

opportunities; rotation is usually ry arranged in the 

apprentice 
same service secto s. For example, F&B 

training methods; 
rotation can be frotjn kitchen to restaurant 

and VIP private r()()ms server, although 

company culture even this rotation 'till only be considered 

training; after at least three iponths. Our hotel also 

uses the method of apprentice training by 
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intems students existing staff for newcomers. We also give 

perfonnance training in our company culture; they all 

evaluation; need to recite the guide book and must 

Farewell party 
attend regular examination; every 

department also needs to organize its first-
with free voucher; 

line staff to study the company culture at 
give extra 

least once a week; We also hold a farewell 
bonuses to 

outstanding 
party for the interns and give them a free-

buffet voucher. Meanwhile, we also help 
interns; 

them to evaluate their internship 

perfonnance, selecting the outstanding 

interns and giving them a bonus." 

Wanda Right attitudes "HTM students should have the right Mrs Hong 

Jiahua and personality; attitude and decide whether their (F&B 

More space for 
personality is suitable for the hotel industry; Director) 

Personally, I have worked both in travel 
career 

advancement 
agencies and hotels, and finally decided to 

stay in the hotel industry for my career 

development, mainly because it suits my 

personality. The hotel industry has more 

space for my career advancement than the 

travel agency." 

Holiday Inn Concern for "We have always been concerned about the Miss Zhou 

interns' intern students, helping them to master the (Western 

skills 
skills and fit into the team as soon as Restaurant 

development; 
possible. Our hotel brand is one of a Manager) 

popular international hotel group, so there 

International hotel is more chance to go to other cities for 

brands can career developmen~. However, because I am 

increase job from the Hui minollity from Wuzhong, I 

op po rt uni ti es; may be always stay at the hotel in 

Yinchuan." 

Kempinski Orientation "We treat the interns and other employees Mrs Wang 

training; equally. We conduct orientation training for (Chinese 

Co-workers 
three days to explain the enterprise culture Restaurant 

communication; 
and the service skills of different Manager) 

departments, but w]ji.en interns are allocated 

Many higher to specific positioru! they still need to learn 

vocational from existing employees. For interns' career 
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students stay in planning, we hope that the interns will 

the hotel industry continue to work in our hotel after 

graduation. However, most university 

students choose not to stay in this industry 

but higher vocational school students will." 

As concerned the interns' training programme and career development shown in Table 

4.5, some of the interviewees indicated that the interns were usually given front-of

house positions, so they were more concerned about their practical skills development. 

They trained the interns in the company culture in the orientation week and gave them 

the apprentice training methods as the interns needed good communication skills with 

co-workers. However, with regard to career devef opment, the hoteliers admitted that 

they provided the interns with few job rotation opportunities, although if they had the 

right attitude and good personality with willingness to serve the customers, they would 

have more scope for career advancement, especially in the international brand hotels. 

The hoteliers also had the impression that more students from the vocational colleges 

than from the universities would like to remain in the hotel industry. 

Table 4.6 

Motivating and De-motivating Factors: Industry Executives' Perspective 

Hotel Subtheme Statement Participant 

Shanglin Good salary if "Our hotel gives interns a good salary, the Mrs Yang 

Boston hard-working; same level as the normal staff after three (HR 

Prefer 
months. If the intern is hardworking and is Manager) 

management 
allocated to the VIP private rooms, she/he 

positions to 
can receive the same level of salary as their 

front-line jobs; 
captain because of more tips. However, 

most of the student$ wish to stay in hotel 

Experience of management positions rather than the front-

VIP reception line department. Other incentive factors for 
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work with more the students to stay in the hotel industry are 

tips; experiencing the hotel's major reception 

Hotel brand 
work and its brand development. Non-

development; 
incentives include the nature of hotel jobs, 

which very tiring and require a strong 

Nature of hotel physique; and the overtime work shift." 

jobs 

Wanda Girls more "Girls are more cautious and will be more Mrs Hong 

Jiahua focus on focused on customer needs, and I think it is (F&B 

customer more suitable for girls to work in the hotel Director) 

needs; industry; Incentive factors include self-

Self-motivation 
motivation and career promotion space. 

and room for 
Like myself, if you give a good personal 

performance, there is no problem in being 
career 

advancement; 
promoted to departmental manager after 3-5 

years. Some non-incentives, I think, are too 

Pressure to much pressure; non-regular holiday 

marry schedule. Especially for the older girls, 

there is parental pressure to marry." 
I I / 

Holiday Good 
IC j 

"I think the incentive factors are: the Miss Zhou 

Inn relationship teamwork in our hotel is excellent; good (Western 

with co- employee relationships and common topics Restaurant 

workers; among the peers. The non-incentive factors Manager) 

Unpredictable 
are: unstable work shifts; parents do not 

support girls to work in the hotel industry; 
work shifts; 

most Muslim parents especially are 

Muslim parents prejudiced against women working in this 

prejudice industry. Therefore marriage will be an 

attitudes. influential factor fo~ girls thinking of 

working in this industry." 

Kempinski lnternational "The incentive factors are: the international Mrs Wang 

hotel brands; hotel brand can enhance your career (Chinese 

the nature of 
advancement; our hotel brand is not only in Restaurant 

hotel jobs; 
China, but also in other countries. So as Manager) 

long as your English is good, you can 

Not good for choose to go to Eurqpean countries to work 

girl's and live there, although this is applicable 

reputations. only to high-level management positions. 

Non-incentive factors include the physical 
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nature of hotel work, long working hours 

and irregular schedules, which especially 

influence girls' reputations. " 

Table 4.6 presents the motivational and de-motivational factors for HTM students to 

stay in the hotel industry, from the perspective of the industry executives. It can be 

seen that there were more non-incentive factors than incentives. A good salary for hard 

work, good relationships with co-workers, exp,rience in VIP reception and hotel 

brand development were all positive motivations. However, the non-incentive factors 

included students preferring management positions to front-line jobs, and the nature 

of hotel jobs, tiring and with unstable shift work. 

It can be summary that internship programme was quite popular among the hoteliers 

because the interns can perfectly compensate for the shortage of hotel front-line staff 

and easy the vacancy during the peak seasons and high turnover period. Regarding 

with the motivators from hoteliers perspectives such as good relationship with 

coworkers, hardworking attitudes and involvement into the work can all motivate 

students to stay within this industry. Certainly they highlight the the nature of hotel 

work such as long working hours, unstable schedule, repetitive task as the major de

motivators for the students to leave this industry. 

4.2.3 Interviews with HTM Graduates 

The second group of interviews was with four HTM programme graduates currently 

working at four different hotels in Yinchuan. They hold different positions: HR 

captain, restaurant captain or manager, and sales manager (see Table 4.7). They were 

randomly selected with the help of the industry executives. Each interviewee was 
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asked three questions regarding their perceptions of the internship programme from 

their university or college, whether they were satisfied with their current career in the 

hotel industry, and the motivational factors to $tay in the industry. The interview 

questions are: 

(1).What is your opinion about the past internship programme in your university 

or college? 

(2). Are you satisfied with your career in the potel industry? 

(3). What factors motivate you to work in the hotel industry after graduation? 

Table 4 .7 

Perceptions of Internship Programme: HTM Graduates 

Hotel Subtheme Statement Participant 

Shanglin Internship hotels "I got my bachelor's degree from Northwest Miss Niu 

Boston in big cities can Foreign Language University, HTM (Restaurant 

increase job programme. My university arranged Manager) 

opportunities; internship in a Beijing hotel and I was 

Poor staff 
allocated to the banqueting department for 

accommodation 
half the year. I was very satisfied with my 

and poor 
internship at the beginning , because I 

relationships 
thought I would have more opportunity in 

with co-workers 
big cities and would find a job easily in a 

small hotel on graduation. However, the 

Beijing hotel's staff accommodation was 

very old and the local employees were not 

nice to the interns, especially those from 

other cities, so after graduation I chose not 

to continue in the internship hotel." 

Wanda Treated as filling "I graduated from Beifang University. At MrMa 

Jiahua the labour that time internship was arranged in local (Restaurant 

shortage by the hotels and I went to the Yuehai Hotel. The Captain) 

internship hotel. hotel didn't pay m1ch attention to us, just 
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Holiday 

Inn 

Satisfied with 

current hotel 

training 

Family didn't 

support overseas 

internship; 

Kempinski Internship hotel 

in a coastal city 

treating us as making up for their labour 

shortage not even mentioning career 

development planning." 

"I graduated from Beifang University. I was 

very satisfied wi~h my school internship 

programme. Actially, at the time, I wanted 

to go for the 3+ 1 internship programme, but 

my family didn't support my going to 

Malaysia, so I just stayed at the Holiday Inn 

for my internship training. Against my 

expectations, the Holiday Inn is quite good 

and I'm happy with their orientation 

training and the task assignment." 

"I graduated from Shenyang Normal 

University, HTM programme. Our school 

arranged internship at the InterContinental 

Hotel in Shenzhen and at that time my 

training department was in the restaurant. I 

was happy with my internship hotel 

because it's a coastal city with beautiful 

scenery and I was able to learn a lot 

anyway." 

Miss Hai 

(HR Captain) 

Miss Zhang 

(Sales 

Manager) 

The above Table 4.7 showed that the past internship programme was arranged in good 

hotels in big cities, such as the Intercontinental in Shenzhen. The participant from the 

Holiday Inn stated that she was satisfied with current company training programme, 

but previously her family would not support her going abroad for her internship. 

Although working in coastal city hotels would improve her future career opportunities, 

poor staff accommodation and bad relationships with co-workers discouraged her 

from staying in their internship hotels after graduation. The graduate from the Wanda 

Jiahua Hotel commented that the memory of his internship hotel was not good, as the 

management paid little attention to their training and just treated them as extra labour. 
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Nevertheless, the graduate from the Holiday Inn commented that the internship hotel 

had treated her well and she was satisfied with her task assignment. 

Table 4.8 

Graduates' Career Satisfaction with the Hotel Industry 

Hotel Subtheme Statement Pruticipant 

Shanglin Good company "Now I choose to work in Yinchuan in the Miss Niu 

Boston culture; Boston Hotel; although it is not an (Restaurant 

Good leadership; 
international brand, its corporate culture is Manager) 

fantastic. The GM is very concerned with 

High salary and employees, and this culture affects the 

special bonuses for employees and their working atmosphere 

the staff is harmonious and one of helping each 

other. The captain can detect good skills 

and give staff promotion. Our staff also 
u provide guests with personalized service, 

such as buying fried peanuts in the middle 

of the night for guests. Our salary is good, 

particularly with extra bonuses for 

employees. Sometimes a good skilled 

staff's salary can be catch up with the 

captain's wage level, plus the special 

bonuses and VIP room service 

commission." 

Wanda Career promotion. "I am satisfied with my job now. I was MrMa 

Jiahua promoted as supervisor a year after (RestaurantC 
Tiring hotel jobs 

graduation, and tl).e manager also aptain) 
and irregular 

schedules. 
promised me e promotion to captain after 

another two montihs. I m not sure that I 

will continue to work in the hotel industry 

in the future. After all, the nature of the 

work is very tirinr Many of the girls in 

my class quit the ob because of irregular 

schedules." 
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Holiday Promotion to "At the time I was transfen-ed from the Miss Hai 

Inn management front desk reception to the human (HR Captain) 

position; resources department for three months. 

Perhaps because o~my English and good 

writing skills, I was appreciated by the 

HR manager and was promoted to HR 

captain after graduation. Now I am very 

satisfied with my work and the salary is 

OK for me". 

Kempinski International "I chose to work in this hotel because the Miss Zhang 

brand; Kempinski brand is quite good. Actually I (Sales 

Communication 
worked as the rece~tionist on the front Manager) 

with customers; 
desk; all of my supervisors and captain 

are foreigners, so I learned English from 

Suitable for them. Due to my personal efforts, I was 

extrovert transferred to the marketing department. I 

personality. am satisfied with my present position and 

work environment, because I can deal 

with different customers, which suits my 

extrovert personality." 

With regard to these graduates' career satisfaction with the hotel industry, it can be 

seen from Table 4.8 that most of them were happy with their career development in 

the hotel industry. Miss Niu from Boston Hotel, especially, was pleased with the 

company culture, general management leadership! and high salary with special 

bonuses for staff in this hotel. Others were satisfied with their career promotion, 

adding that their extroverted personalities suited the hotel industry. They especially 

commented that the international brand hotels woul<!I provide them with good career 

opportunities, and opportunity to practise their Entlish and communication skills, 

although but they were not always happy with the nature of hotel jobs and the unstable 

work schedule. 

162 



Table 4.9 

Graduates' Motivation to Stay in the Hotel Industry 

Hotel Subtheme Statement Participant 

Shanglin Good leadership; "We are particularly concerned about the Miss Niu 

Boston Parents' concern interns, such that our captain will buy (Restaurant 

fro employment stockings for them; or visiting and holding Manager) 

locally; collections for sick employees. Second, 

Personal interest 
I'm from Dawukou and my parents want 

and persistence 
me to stay in Yinchuan, taking care with 

each other. Third is my personal interest 

and career planning. For example, there 

were 31 people in our class, but I am the 

only one still work!ing in the hotel 

industry. I think this is mainly because of 

/ ~ 
my own persistenc~ and confidence in the 

career prospects it, this industry." 

Wanda Quick promotion; "I am motivated by the fast promotion; MrMa 

Jiahua and my personality is more extrovert and (RestaurantC 
Extrovert 

suited to this work". aptain) 
personality. 

l 
Holiday International "I choose to stay with the Holiday Inn on Miss Hai 

Inn brand; graduation. The main reason is the (HR Captain) 

Family concerns 
international brand, which may provide 

me with good career development and the 

opportunity to worJl<: in other cities. 

However, my family is in Guyuan and I 

am also Muslim; crsidering my elderly 

parents and my sib ings, it's better for me 

to stay in Yinchuan which is close to 

home and convenient for looking after 

them." 

Kempinski Personal effort and "I think I was motivated to continue to Miss Zhang 

opportunity; work in the hotel i~dustry because my (Sales 

Finding interns' 
strengths and pers1nality are in I ine with Manager) 

strengths and 
this industry. And our hotel management 

also hopes that more interns will choose 
cultivating them. 

to stay in this hotel after graduation. 

Although individual effort is quite 
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important, sometimes I think opportunity 

is also very important. The supervisors 

and captains for interns should all be good 

at finding their stro111g points, cultivating 

their abilities and gpving them more 

opportunity to partjcipate in decision 

making, guiding thrir career development 

in this industry." 

When asked about their motivation for staying in the hotel industry, all the graduates 

commented on their self-efficacy, with personal interests, individual efforts and 

persistence, and extrovert personality encouraging them to stay in the hotel industry. 

Fast promotion, the development of international hotel brands and management 

leadership were also very important, but hoteliers needed to find their employees' 

strengths and cultivate their ability grow with the industry (see Table 4.9). Some 

admitted to family concern with their work locations, which was also listed as an 

influential factor in staying in the hotel industry. 

In summary the opinions from HTM graduates, they perceived internship programme 

as the main strength in increasing career opportu,ities. For the motivators, they 

highlighted self-efficacy factors such as personal interest, extrovert personality would 

give them good career prospects in the company. Rigarding the de-motivators, they 

pointed out that family concern, being tired of hotel j4bs, long working hours and shift 

work are the major reasons to influence their career 

1
atisfaction. 

4.2.4 Interviews with HTM educators 

The last group contacts when the researcher approac1es the educators to distribute the 

questionnaire to the students. The six educators frot universities and colleges (see 
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Table 4.10) all hold positions as directors of tourism departments, and so are familiar 

with HTM students' internship programme and curriculum course structure design. 

Each interviewee was asked three questions regarding the internship programme, 

course structure design and planning, and motivational or de-motivational factors.Six 

educators were chosen for interview and the questions were as follows: 

(I). What is your opinion about internship programme structure? 

(2). What is your opinion of curriculum structure design? 

(3). What factors can motivate or de-motivate i™ students' career decision to 

join the hotel industry? I 

Table 4.10 

Perceptions of Internship Programme: Educators M 
University Subtheme u Statement tara alays1a Participant 

or College 

Ningxia Different campus "Our internship programme is divided into Mr Wang 

University 
locations use local two parts based on two different 

hotels. campuses. For the Zhongwei campus, the 
(Director of 

Tourism 
internship programme is arranged mainly 

Management 
in 4-star hotels in Zhongwei, such as the 

Shapotou Golden $ay Resort Hotel and 

the China Travel Sfrvice Group; the 

Yinchuan campus \ISes 4-star hotels in the 

city, such as the Kempinski Hotel, 

Holiday Inn and the Boston Hotel." 

Beifang Local and "Our internship prQgramme covers hotels MrJia 

University 
external city not only in the locip city but also five-star 

(Director of 
hotels. hotels in other cities such as Hangzhou 

Tourism 
and overseas, e.g. the Malaysian 

Management 
Langkawi five-star hotels." 
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Yinchuan Yinchuan local "Our university implements the order Mrs He 

hotels. training mode, so '}'e sign employment 
(Director of University 

contracts with hotf!]s such as the Yinchuan 
Tourism 

Kempinski and Wl:\Ilda Plaza. When we 
Management 

recruit our higher vocational and technical 

students, we let them know about their 

internship and future employment hotels." 

Ningxia Local and "The hotel internship programme is Mrs Ye 

Vocational external city four- arranged for one year local four-star 

& Technical star hotels. hotels such as the }Boston and Wanda 
(Deputy 

Director of 
College of Plaza, as well as Beijing four-star hotels." 

Tourism 
Industry 

Management 
and 

Commerce 

Ningxia Students choose "Our school internship arrangement is Mrs Chen 

Polytechnic for themselves. chosen by the students themselves, either 

College through family contacts or the school's 
(Director of 

r Tourism 
arrangement with local city hotels." 

Management 

Ningxia Local and other "The internship in our school only lasts Mr Wang 

Tourism big city hotels. six months, unlike the other higher 

Vocational vocational college~. We are involved not 
(Director of 

Tourism 
& Technical only with the local hotels in Yinchuan 

College such as the Kempinski, Wanda Plaza and 
Management 

Boston, but also include Beijing, 

Shenzhen and Hangzhou four-star hotels". 

First, it can be seen from the above Table 4.10 that all the universities and colleges 

had internship cooperation programme with local four-star hotels: the Shanglin 

Boston, Wanda Jiahua, Holiday Inn and Kempinskf. They also have contracts with 

hotels in other cities including Beijing, Hangzhou ind Shenzhen. The students can 

choose the internship hotel location themselves. 
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Table 4.11 

Educators ' Statements on Course Structure Des;gn and Planning 

University Subtheme Statement Participant 

or College 

Ningxia Three strands. "Our course structt)re is divided into Mr Wang 

University Theory +practice 
three strands: travel agency, scenic spots 

(Director of 

teaching. 
and hotel management. Most of the 

Tourism 
curriculum structure is theory-based 

Management 
teaching; the practical unit is the 

internship programme, which can be 

chosen by students themselves." 

Beifang Two strands. "Our course structt)re is divided into two MrJia 

University International 
parts: tourism management and hotel 

(Director of 

cooperation 
services and management. We also have 

Tourism 
- an international exchange and 

programme. 
cooperation programme with Malaysian 

Management 

Ii~ 
universities: our 3-tt l and 2+2 

programmes." 

Yinchuan Three strands; "The HTM major programme in our Mrs He 

University Practical training. 
school was establis~ed in 2011 , with 

(Director of 
three strands: hotel services, tourism 

Tourism 
management and aviation services. We 

Management 
have built practical training in hotels 

into the curriculum structure, is 

combination with theory and practice 

courses." 

Ningxia Two directions; "Our course structure is divided into tour Mrs Ye 

Vocational guide and hotel management, generally 

& Technical 
2+ I study mode. 

with a 2+ 1 study mode, with the first 
(Deputy 

Director of 
College of two years for theoretical courses and one 

Tourism 
Industry year for internship the programme." 

Management 
and 

Commerce 

Ningxia Half theoretical "The course curriculum structure is Mrs Chen 

Polytechnic and half practical divided into two parts: half of the 

College courses 
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courses are theoretical and half (Director of 

practical." Tourism 

Management 

Ningxia 2.5+0.5 study "Our training mode is 2.5 + 0.5, which Mr Wang 

Tourism training mode means the first two and a half years are 
(Director of 

Vocational the theoretical courses and the half year 
Tourism 

& Technical is for practical traiJiling." 

College 
Management 

Regarding the course structure, design and planninf shown in Table 4.1 1, it can be 

concluded that most of institutions have three directions in the HTM curriculum: 

travel agencies, management of sightseeing spots and hotel management. The courses 

use not only theory-based but also practice-based teaching methods, like hotel 

buildings in the school. The university internship programme last for six months, and 

the higher vocational colleges, apart from the Ningx:fa Tourism College, one year. Mr 

Jia from Beifang University stated that they also had an international exchange 

cooperation programme with Malaysian universities
1 
with 3+ 1 study modes, meaning 

that students can conduct their internship in Malaysir-

Table 4.12 

Motivating and De-motivating Factors: Educators' Perspective 

University Subtheme Statement Participant 

or College 

Ningxia Low social "I think the key poinf de-motivating HTM Mr Wang 

University 
evaluation of students is the low social evaluation of the 

service industry; tourism industry. Since it is a service 
(Director of 

Tourism 

Double tutors 
industry, most graduates don't feel a sense 

Management 

mode. 
of achievement working in this industry. 

Thus, many students choose to work as 

teachers in the private or public sectors, or 

civil servants or in other well-paid service 
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Beifang 

University 

Yinchuan 

University 

jobs, like Wanda Group. So I suggest that 

we use a system of double tutors: r is the 

teacher to guide stuqents to understanding 

the industry; the other can invite the 

industry executives as good examples to 

encourage students to join the industry. 

Students don't "Less than 20% of our graduates are 

like their major currently in employment in the tourism 

programme. and hotel industry. Most students did not 

Low status of 

hotel jobs. 

High 

expectations of 

university 

students 

Order training 

mode 

connection with 

future 

employment 

hotels. 

choose this programme as their major at 

the outset, but were allocated to it. In 

particular, many of the students whose 

internship is in the hotel sector will not to 

choose to work there after graduation, 

because hotel work is too tiring, has a 

relatively low status and promotion is 

slow. University stu~ents have higher 

expectations towardf their future career 

paths, so most will not to be engaged in 

the hotel service indµstry after 

graduation." 

"As we have the order training mode, we 

can always guide our students to work in 

the hotel industry. At the recruitment stage 

students, already know their employment 

directions for the future, and the higher 

vocational students don't position their 

career paths as high as university students. 

Their employment rate is therefore higher 

than for university students in the hotel 

industry. If they feel their internship hotel 

is good and with op~ortunity for 

promotion, most of them will choose to 

stay in the same hotel after graduation." 
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Ningxia 

Vocational 

& Technical 

College of 

Industry 

and 

Commerce 

Ningxia 

Polytechnic 

College 

Ningxia 

Tourism 

Vocational 

& Technical 

College 

Guidance for 

students; 

Talks from 

outstanding 

graduates. 

Guidance and 

clear position 

for students. 

Low expectation 

of career 

development; 

China tourism is 

developing 

rapidly. 

"Most of our graduates mostly remain in 

the hotel industry, mainly because we 

guide them towards this in career 

development planning. We also invite 

outstanding graduates who now have 

good career paths, such as Zhao Ke, to 

talk with the students about her own 

professional growth, which really helps 

students to establish correct career targets 

in this industry." 

"Most of our students accept employment 

in the relevant hotel industry, and our 

employment rate can be as high as 90%. 

From my perspective, the motivational 

factors are the guidance and position for 

the students. For example you can directly 

tell the students that the purpose of our 

study is to train technical staff for the 

hotel industry, so they have a clear 

understanding of their future career 

planning. They also rave lower 

expectations than the university students." . 

"Honestly speaking, the higher vocational 

school students have low expectations of 

their occupation development, so they will 

directly choose emplpyment units in the 

relative industry suclb. as hotels, with their 

class teacher's guidance. Moreover, the 

development of the tpurism industry in 

China is prosperous ,t the moment, so this 

is a good time to encourage the students to 

work in the industry." 

Mrs Ye 

(Deputy 

Director of 

Tourism 

Management 

Mrs Chen 

(Director of 

Tourism 

Management 

Mr Wang 

(Director of 

Tourism 

Management 

Table 4.12 presents educators' perspective of the ~otivational and de-motivational 

factors for HTM students to stay in the hotel indusr. Most of the educators stated 

that the public in general has a low opinion of th~ hotel service industry, as the nature 
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of hotel jobs is tiring, of low status, and with unsociable hours. They also commented 

that most of the university students do not enjoy their major programme as is not their 

choice. Also, the university students have higher expectations of their future career 

paths than the college students who are more wi ll ing to stay in this service industry. 

The educators suggested that it would be better to have a system of double tutors: 

university teachers to guide the students in their future career paths with realistic 

perceptions; practitioners from the industry, such as the excellent HTM graduates 

interviewed here, to talk to students and hold seminars about career development in 

the hotel industry. Lastly, Mr Wang from the Ningxia Tourism College added that the 

prosperous trend in China' s tourism development can also motivate HTM students to 

make career decisions in the hotel industry. 

To summary the opinions from the HTM educators: they commented the mandatory 

role of the internship programme, otherwise lose connections with local hotels; For 

the motivators: they recommended a double-tutor mode with faculty teachers and 

industry executives together. With regard to de-motivators, they pointed out that 

university students had much higher expectations of hotel jobs and were reluctant to 

start hotel jobs at the entry level. 

The next section presents the findings from the quantitative method. It firstly describes 

the data collected and the profiles of the respondents, and then the goodness of 

measures and tests of validity and reliability of the variables were carried out. Lastly, 

the results of correlation and regression analysis regarding the hypothesis testing are 

presented. 
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4.3 Overview of Data Collected 

As described in the methodology chapter, 499 students who had returned to their 

university or college to prepare their internship report or graduation papers were 

surveyed. The Chinese version of the questionnaire together with University Utara 

Malaysia's (UUM) covering letter which explained the purpose of this research, had 

been emailed to the six university and college lecturers. After gaining pem1ission to 

approach the students, the questionnaires were distributed to the respondents in the 

three universities and three colleges; 26 were sent through email to those students who 

had not yet returned to the campus. 

Table 4.1 3 

Summary of Survey Responses 

Response Description N % 

Distributed questionnaires 499 100 

Returned questionnaires 490 98.20 

Unusable questionnaires 14 2.81 

Total usable questionnaires 476 95.39 

Finally, 490 questionnaires were returned from the respondents with the help of the 

lecturers, or via email. Nine students were unwilling to take part in the research. 14 of 

the questionnaires collected were incomplete (see Table 4.13), so 476 were used for 

further analysis (a 96% response rate). 
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4.4 Profile of the Respondents 

This section presented the detailed profiles of the respondents including the gender, 

age, religion, parents' education level, parents' hotel working experience, internship 

programme information and university or college assigned. 

Table 4.14 

Profiles of Questionnaire Respondents(Gende1; Age, Religion) 

Variables Description Frequencies Percent(%) 

Gender Male 151 31.7 

Female 325 68.3 

Age 20 or Jess 231 48.5 

21-23 213 44.7 

24 or above 32 6.7 

Religion Han(Buddhism) 315 a 66.2 

Hui (Islam) 147 30.9 

Others 14 2.9 

Table 4.14 shows detailed profiles of the respondents. 31.7% were male and 68.3% 

female, and most fell in the age groups 20 or less and 21-23. 66.2% (3 15) of the 

students were Han, and 30.9% (147) were from the Hui minority group. Of the 

remaining 2.9%, four were Zang, seven Uigur and three Man. As already explained, 

the Uigur follow the same religion and customs as the Hui minority group. 
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Table 4.15 

Profiles of Questionnaire Respondents (Parents ' Education Level) 

Father's Educational Less than high school 245 51.5 

Level 
Senior high school 135 28.4 

College/University or above 96 20.2 

Mother's Educational Less than high school 315 66.2 

Level 
Senior high school 118 24.8 

College/University or above 43 9.0 

Parents Work in Hotel Yes 54 11.3 

Industry Before 
No 422 88.7 

Table 4.15 showed that over half of the students ' fathers with 5 I .5% were educated 

below high school level, and only 20.2% had higher levels with college or university 

experience. Mothers ' education followed the same pattern, almost two-thirds had less 

than high school education level accounting for 66.2%. In respect of the parents' work 

experience, only a small minority (I I .3%) had worked in the hotels before, most of 

them with 422 of students' parents had no hotel working experience. 

Table 4.16 

Profiles of Questionnaire Respondents (Internship and University) 

Internship 3 or less 78 16.4 

Period 
4-6 163 34.2 

(Months) 

7 or above 235 49.4 

Internship F&B 170 35.7 

Department 
Housekeeping 96 20.2 

Assigned 

Front Office 87 18.3 
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Kitchen 15 3.2 

Conference&Banqueting 78 16.4 

Others 30 6.3 

University Ningxia University 106 22.3 

or College 
Beifang University of Nationalities 101 21.2 

Yinchuan University 41 8.6 

Ningxia Vocational & Technical College of 121 25.4 

Industry and Commerce 

Ningxia Polytechnic College 71 14.9 

Ningxia Tourism Vocational & Technical College 36 7.6 

In respect of the internship profile, I 6.4% of the respondents had three or less months 

period. 34.2% with I 63 respondents attended 4-6 months internship period, 49.4% 

lasted for 7 months or above. Regarding with internship department assigned, most of 

them were allocated in the F&B department (35.7%), housekeeping (20.2%), front 

office (18.3%), conference and banqueting department (16.4%). The last profile with 

the specific university or college they attended, it was consistency with the previous 

population, nearly half of them came from three universities and half of them were 

from the colleges. The next section moved to discuss the validity and reliability tests 

and factor analysis. 

4.5 Goodness of Measures 

The goodness of the data is measured by validity and reliability tests and factor 

analysis. Although all the measurement items were adopted from previous studies, the 

validity and reliability of their measurement scales still need to be re-examined, 

because the Chinese context might be different from the Western culture. 
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4.5.1 Validity 

As discussed in Chapter 3, validity refers to whether or not an indicator devised to 

gauge a concept really assesses that concept (Hair et al., 2007). The validity of the 

scores in a survey assists in recognizing whether the instrument is suitable to be 

employed in survey research. Here, content and construct validity are used to 

investigate the questionnaire measurements and examine the constructs of the data 

collection. 

Content validity refers to the accuracy of the scale or measurement of an instrument 

(Pallant, 200 I). In other words, content validity was tested to check the extent to 

which respondents understood each question's items and expression. For this purpose, 

a pilot study was conducted to ensure the content validity of the questionnaire 

measurement and design. As a result, some the questions in the Chinese version of the 

questionnaire were rephrased, based on the views and feedback from a sample of 40 

HTM students who graduated in 2016. Specificall1, in questions ERF7-ll, some of 

the translated Chinese words were modified to eliminate confusion and bias, and in 

tum increase the quality of data collection. 

Construct validity refers to what the construct or scale really measures (Saunders et 

al., 2009). In other words, it is the degree to which a measurement instrument 

represents and connects the observed phenomenon to the construct. There are two 

types of construct validity: convergent and discriminant. The literature describes 

convergent validity as the extent to which there is a high correlation between an item 

and other measures of the same construct, while discriminant validity is assessed when 

a lack of correlation is found within different constructs. 
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4.5.2 Factor Analysis 

In order to ensure the validity of the measurement, Exploratory Factor Analysis (EFA) 

was performed to determine which variables were highly correlated ( convergent 

validity). Each factor in the model was tested: independent, moderating and dependent 

variables. To ensure the appropriate application of EFA, Bartlett's test of sphericity 

and Kaiser-Meyer-Olkin (KMO) results must be checked. According to the literature 

(Hair et al., 2010; Comfrey & Lee,2013), Bartlett's test of sphericity needs to be 

significant (p< 0.05); KMO values in the ranfe of 0.90s are considered as 

"marvellous"; those in the 0.80s "meritorious"; in ~e 0.70s "middling"; in the 0.60s 

"mediocre"; in the 0.50s "miserable"; and below 0.50 "unacceptable". 

Regarding the method of extraction, this study utilized the Principal Component 

Analysis (PCA) with oblique rotation in terms of promax method. Compared with 

orthogonal rotation method, the oblique rotation assumes the variables are correlated 

and dependent (Hair et al., 2010). Moreover, Comfrey and Lee (2013) suggested that 

orthogonal or oblique rotation selection method is applicable if there is a theoretical 

assumption that the factors should be correlated or independent. Thus, from this 

perspective, oblique rotation method is appropriate for this research question that all 

motivational factors are assumed to be correlated. 

The eigenvalue is one of the most common criteria applied in determining the number 

of factors to be extracted (Comfrey & Lee, 2013; Hau & Marsh, 2004); an eigenvalue 

exceeding 1.0 is considered significant; below 1.0 is the cutoff. With regard to loading 

factor, only those items loaded equal to or more than 0.3 should be chosen (Hair et al., 

2007). According to Pallant (2007), Comfrey and Lee (2013), it is suggested that the 
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factor loadings with a value of 0.3 or above should generally be retained and 

acceptable for the analysis, and those items with loadings less than 0.3 were 

considered to be eliminated from further data analysis. The criterion of cross loading 

also developed by Comfrey and Lee (2013) that the loading should be no higher than 

0.35 on other item otherwise should be deleted for further data analysis. 

Prior to the EFA, three requirements for the use of EFA must be met. First, a large 

sample size must be ensured. Secondly, at least three items should measure a construct, 

and thirdly, a preliminary test with evidence of coefficients must be over 0.3, which 

can show a strong inter-correlation among the items (Pallant, 2007). 

To have a sufficient sample size, the present study considered the whole population 

of HTM students in Ningxia province, with 476 sets of data from the usable 

questionnaires. Thus, the number was adequate for factor analysis. Regarding the 

construct items to be measured, a total of 63 items in the questionnaire were subject 

to principal component analysis. 33 were made up of three independent variables: I 0 

for intrinsic motivational factors, 11 for extrinsic motivational factors and 12 for 

parental motivational factors. Twenty-one items were included for moderating 

variables, and nine for the dependent variables. The preliminary analysis was 

performed to assess the suitability of the data for the factor analysis. A correlation 

matrix revealed that coefficients of value 0.3 and above indicated that the factor 

analysis could proceed. 

4.5.2.1 Factor Analysis for Motivational Factors 

Table 4.17 shown below that the KMO measure of sample adequacy for the intrinsic 

motivational factors yielded a value of 0.90 I, exceeding the benchmark value of 0.50, 
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which indicates that the data were marvellous. Bartlett's test of sphericity was 

statistically significant (p<0.00 I). All of the ten (I 0) items encountered a 

communalities values above 0.3 as the cut-off criterion. 

Table 4 .17 

Results of Factor Analysis for Intrinsic Motivational Factors 

Code Items Factor Loadings 

Intrinsic Context Factors Factor 1 Factor 2 

ICFI Hotel jobs provide me with a variety of activities and skills. 0.796 

ICF2 Hotel jobs provide me with identification of visible outcome 0.777 
from start to finish of the work. 

ICF3 Hotel jobs are significant in my life and for other people. 0.679 

ICF4 Hotel jobs provide me with substantial freedom and discretion 0.937 
in my schedule. 

ICFS Hotel jobs provide me with direct and clear feedback about my 0.797 
performance of the task. 

Intrinsic Content Factors 

ICF6 Hotel jobs give me personal growth opportunity. 0.784 

ICF7 Hotel jobs provide me with space for advancement to higher 0.712 
positions. 

ICF8 Hotel jobs provide me a sense of responsibility. 0.906 

ICF9 Hotel jobs give me a sense ofrecognition ofmy work. 0.868 

ICF 10 Hotel jobs provide me with a sense of achievement in my life 0.681 
and personal value. 

Eigenvalue 5.484 1.244 

% of Variance 54.837 12.440 

KMO 0.901 

Bartlett's of sphericity Approx.Chi square 2788.298 

df 45 

Sig .000 
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The eigenvalue (5.484,1.244) were greater than 1.0. All of these indicate that the 

intrinsic motivational factors measurement is valid. The first intrinsic context factor 

with five items ranging from 0.679 to 0.937. The second, intrinsic content factors 

comprise five items, all having a loading over 0.6, represents a smooth loading factor. 

Hence, none often factors of intrinsic motivation were dropped from further analysis. 

Table 4.18 

Results of Factor Analysis for Extrinsic Motivationfl Factors 

Code Items Factor Loadings 

Extrinsic Rewarded Factors Factor 1 Factor 2 
7 .......... 

ERFI Hotel jobs can provide me with a good salary. I I \ 0.665 

ERF2 Hotel jobs can provide me with good benefits and compensation. 0.864 

ERF3 Hotel industry working environment is a pleasure for me. 0.593 

' ERF5 Hotel jobs provide me with a flexible schedule. 0.894 

ERF6 Hotel jobs provide me with a good and respectable job status. 0.858 

Extrinsic Regulated Factors 

ERF7 The company policy and administration regulations are strict for 0.937 
me. 

ERF8 The company culture is pleasant and comfortable for me. 0.790 

ERF9 I built a good relationship with my supervisors in my workplace. 0.824 

ERFl0 I built a good relationship with my peers and colleagues in my 0.866 
workplace. 

ERFll The work location is appropriate and comfortabl¢ for me. 0.661 

Eigenvalue 6.175 1.194 

% of Variance 56.140 10.856 

KMO 0.899 
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Bartlett's of sphericity Approx.Chi square 3566.364 

df 55 

Sig .000 

The next factor analysis involved extrinsic motivational factors, totally presented 10 

items in the above table. Similarly, as shown in Table 4.18, the KM O measure yielded 

a "marvelous" value of 0.899. The result of Bartlett's test of sphericity was significant 

as the p-value was less than 0.001, and the eigenvalue 6.175,1.194, exceeding 1.0, 

explained 56.14% and I 0.856% total variance. 

Regarding the extrinsic rewarded factors with six items, since the results of factor 

analysis requires all the items must meet 0.3 loading as the cut-off criterion, and the 

cross loading should be no higher than 0.35 on the other factor. Thus, the questions 

ERF 4 was deleted because of cross loading item. Then the rest of items had a loading 

above 0.6 and were retained for the subsequent analysis. In terms of extrinsic 

regulated factors, with five items, loading results ranged from 0.661 to 0.937. All of 

this statistically indicates that there are sufficient correlations in the item loading, 

appropriate for future data analysis. 

Table 4.19 

Results of Factor Analysis for Parental Motivational Factors 

Code Items Factor Loadings 

Parental Support Factors Factor 1 Factor 2 

PS1 My parents support me in choosing a career in the hotel 0.727 
industry, no matter what position I hold. 

PS2 My parents have a positive attitude towards the hotel industry 0.847 
jobs. 
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PS3 My parents think it is good for me to find a job which is related 0.640 
to what I am learning now. 

PS4 My parents often discuss with me a career in the hotel industry. 0.837 

PSS My parents have accurate information about a career in the 0.816 
hotel industry. 

PS6 My parents can refer me to work in the hotel industry. 0.807 

PCl My parents ' work values and their working experience always 0.646 
influence me. 

Parental Concern Factors 

PC2 J prefer to choose a job that can ensure my parents a good 0.746 
quality of life when they are growing older. 

PC3 I prefer to select a job that makes my parents feel proud in front 0.772 
of other relatives and friends . 

PC4 My parents encourage me to pursue a stable career in another 0.781 
industry. 

PCS J consider my parents' opinion when making my career choice. 0.741 

PC6 I will consider the company location when selecting a job 0.756 
because my parents don't want me to live too far away from 
them. 

-'Ir I •I• ] 

Eigenvalue ~:// Univ rs1t1 Utara alay 4.898 2.181 

.-
% of Variance 40.817 18.179 

KMO 0.889 

Bartlett's of sphericity Approx.Chi square 2460.080 

df 66 

Sig .000 

Subsequently, another 12 items of parental motivational factors were analyzed using 

principal component analysis. the KMO measure, as presented in Table 4.19, indicated 

a value of 0.889, which is greater than the recommended value of 0.50, so the data 

was described as meritorious. Meanwhile, Bartlett's test of sphericity reported a 

significant p-value, below 0.00 I ; this was statistically significant and the results 

provided the correlation evidence within those variables. All of the twelve (12) items 
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encountered a communalities values above 0.3 as the cut-off criterion. The eigenvalue 

(4.898, 2.181) were greater than 1.0. 

As Table 4 .19 shows the result, one item PC 1 was moved from parental concern 

factors to parental support. As PC I statement "My parents' work values and their 

working experience always influence me" can be rxplained as one kind of parental 

support influential factors. Because in the literature review section, parental support 

factors refer to the behaviour or the influence of the parents, showing a variety of help 

and values to their children. Then, the rest of the 11 items, all the questions were 

loaded at more than 0.6 (0.646 to 0.847), and were retained for future data analysis. 

4.5.2.2 Factor Analysis for Internship Programme 

Table 4.20 shows that the KMO measure generates a high value of 0.955, which 

indicates that the data is of the best quality. Meanwhile Bartlett's test of sphericity is 

significant with a p-value less than 0.001. The eigenvalue is greater than 1.0 at 10.091, 

which explains the percentage of 48.054 of total variance. As such, the results of the 

statistical tests support the adequacy of factor analysis for the internship programme 

scale. 

Table 4.20 

Results of Factor Analysis for Internship Programme 

Code Items- Internship Programme with Educators' Planning Factor 

Loading 

IPPl Most hospitality and tourism programme courses have assisted my career. 0.741 

IPP2 My institution has organized seminars to introduce the internship programme 0.598 
and industry operators. 

IPP3 My institution has invited industry operators for on-campus job interviews. 0.607 
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IPP4 My institution has provided faculty support in terms of fund allocation for 0.578 
internship programme administration. 

IPP5 My institution has arranged regular visits by faculty supervisors or mentors. 0.640 

IPP6 My institution has provided faculty support for dispute resolution. 0.605 

Items- Internship Programme with Industry Involvement 

Ill This company has provided me with job positiOjils which fit my needs and 0.779 
profession. 

II2 This company's HR department has provided me with continuous job 0.727 
training and skills development sessions. 

II3 This company has provided me with job rotation opportunities. 0.708 

II4 This company has provided me with managerial development opportunities. 0.721 

115 I have followed my supervisor's instructions to achieve a good performance 0.674 
during my internship. 

II6 My supervisor always gave me feedback on how well I completed my work. 0.701 

II? My co-workers provided me with help when I met difficulties in dealing with 0.700 
my task and guests. 

'\. I I I 

My co-workers have always cared about my well-being. 
. 

I I 118 0.637 

Items- Internship Programme with Interns' Satisfaction & Experience 

ISEI My internship job itself, 0.739 

ISE2 My internship job pay and welfare. 0.685 

ISE3 My school HTM programme with internship design. 0.708 

ISE4 My faculty support and supervision provided in the internship. 0.734 

ISE5 My internship company training and development. 0.744 

ISE6 My internship company supervisory and co-workfrs' support. 0.756 

ISE7 My whole internship experiences. 0.725 

Eigenvalue 10.091 

% of Variance 48.054 

KMO 0.955 

Bartlett's of sphericity Approx.Chi square 5599.411 

df 210 
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Sig 
1 

.000 

Among the 21 items accounting for the moderating variable, all the intemship 

programme factors loaded above the minimum cutoff point of 0.3, ranging from 0.578 

to 0.779. Thus, all 21 items are considered suitable for further data analysis. 

4.5.2.3 Factor Analysis for Students' Career Decisions 

Table 4.21 presents the factor analysis with nine items for career decisions. The KMO 

is marvellous at 0.913. Bartlett's test of sphericity is very significant at p<0.001 , and 

the eigenvalue is 5.201 , which explain 57.791% of total variance. Thus, the data is 

suitable for further analysis. 

Table 4.21 M 
Results of Factor Analysis for Career Decisions 

rra !Vi alBi"~:aa 
Code ~- _, _ _.,/ 

Items Factor 

Loading 

Self-Assessment 

SAI Hotel careers fit my personal interests. 0.753 

SA2 Hotel careers fit my skills development. 0.769 

SA3 Hotel careers fit my personal values. 0.799 

Exploration 

EXI I identified related employers and information before choosing a hotel career. 0.725 

EX2 I identified the pros and cons of each option when choosing a hotel career. 0.740 

EX3 I identified an internship programme as an important learning experience in 0.709 
choosing a hotel career. 

Career Decision 

CDI I will work in the same hotel internship company after graduation. 0.751 
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CD2 I will choose my future career in the hotel industry. 0.812 

CD3 I am committed to a career in the hotel industry. 0.778 

Eigenvalue 5.201 

% of Variance 57.791 

KMO 0.913 

Bartlett's of sphericity Approx.Chi square 2322.194 

df 36 

Sig .000 

The results in Table 4.21 also show that all the items of students' career decisions as 

dependent variable had a loading of more than 0.7. Thus, all are significant value and 

can be used for further analysis. The next section discusses the findings of the 

reliability test. 

4.5.3 Reliability Test 

After the items were assessed by factor analysis, it was necessary to test the reliability 

of the data, to evaluate the degree of internal consistency between the multiple 

variables. As mentioned in Chapter 3, Cronbach's alpha is widely used as a 

measurement of reliability, ranging from 0 (no consistency) to 1 (complete 

consistency); Hair et al. (2010) state that if an alpha value is less than 0.60 it is 

recognized as poor; between 0.60 to less than 0.70 it is moderate; 0.70 to less than 

0.80 is good; 0.80 to less than 0.90 is very good; and above 0.90 is viewed as excellent. 

Thus, the higher is Cronbach's alpha, the more consistent are the answers to the items 

for each factor. 
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Table 4.22 

Results of Reliabi/;ty Analysis after Factor Analysis 

Factors 

Intrinsic Context Factors 

Intrinsic Context Factors 

Extrinsic Rewarded Factors 

Extrinsic Regulated Factors 

Parental Support Factors 

Parental Concern Factors 

lnternshipProgranune 

Students' Career Decisions 

Number of Items After 

Factor Analysis 

5 

5 

5 

5 

7 

5 

21 

9 

Cronbach's Alpha 

0.889 

0.852 

0.847 

0.884 

0.883 

0.815 

0.945 

0.908 

Table 4.21 presents Cronbach's alpha values after the factor analysis for different 

variables in this research: they range from 0.815 to 0.945, proving that all the 

measured constructs are at very good level of internal consistency, especially 

internship programme and career decisions; this means that all the variables used in 

this research have good reliability. 

4.6 Testing the Assumptions of Statistical Analysis 

Multiple regression analysis is used to test the relationship between the different 

variables. However, before assessing this relationship, it is essential to ensure the 

relevant statistical assumptions are met, requiring tests for normality, linearity, 

homoscedasticity and multicollinearity. 
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4.6.1 Normality 

Normality determines whether the sample data are normally distributed (Hair et al. , 

2010). Data normality is tested for skewness and kurtosis by histograms and normal 

probability plots, to establish whether the data distribution deviates from the normal 

pattern. 
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Figure 4.1 Histogram of Dependent Variable: Students' Career Decisions 
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Figure 4.2 Normal P-P plot of Regression Standardised Residual 

Skewness and kurtosis are the most popular methods used by many researchers to 

describe the shape of the data distribution. Skewness is an indicator that shows to what 

extent a distribution of data leans from the centre, while kurtosis is a test of flatness 

or peakness in the data distribution. In this case, Hair et al. (2010) suggests that the 

variables should be in the range of+ 3 to -3. 

Table 4.23 

Statistical Values of Skewness and Kurtosis Ratios 

Variables Skewness Kurtosis 

Statistics Std.Error Statistics Std.Error 

Intrinsic Context Factors 0.209 0.112 -0.370 0.223 

Intrinsic Content Factors -0.597 0.112 0.864 0.223 

Extrinsic Rewarded Factors 0.022 0.112 -0.027 0.223 
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Extrinsic Regulated Factors -0.561 0.112 0.392 0.223 

Parental Support Factors -0.090 0.112 -0.405 0.223 

Parental Concern Factors -0.360 0.112 0.580 0.223 

Internship Programme -0.492 0.112 1.034 0.223 

Career Decisions -0.275 0.112 0.212 0.223 

Figure 4.1 shows the bell-shaped data distribution for student's career decisions in a 

histogram, and Figure 4.2 the points lying along a diagonal line. Based on a visual 

inspection of these diagrams, the data is seen not to violate the normality distribution. 

As Table 4.23 shows that the statistics of skewness and kurtosis rations all fall within 

the recommended range of +3 to -3. Consequently, the assumption of normality is 

adequately met. 

4.6.2 Linearity 

The linearity test calculates "the degree to which the change in dependent variable is 

associated with the independent variables" (Sekaran, 2006). In other words, there 

must be a straight relationship between variables. The scatter plot is the most common 

method to assess linearity in regression analysis, and as shown in Figure 4.3 there is 

no definite pattern of residual plot, such as a U-shape or other curvilinear relationship; 

hence, linearity study is met. 
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Figure 4.3 Scatter-plot of Relationship between In,insic Motivational Factors (JV) 

M 
and Students' Career Decisions (DV) 

4.6.3 Homoscedasticity 

Homoscedasticity refers to the assumption that dependent variables have equal levels 

of variance across the range of predictor variables (Pallant, 2007), which means that 

the variance of the dependent variable should be the same for all the data. Again, a 

scatter plot is used to examine homoscedasticity. As figure 4.3 shows, all the points 

are randomly and evenly dispersed throughout the plot, showing no obvious pattern 

of increasing or decreasing residuals. As a result, this scenario indicates that the 

assumption ofhomoscedasticity is supported. 

4.6.4 Multicollinearity 

Multicollinearity tests the strength of the relationship between two or more 

independent variables, to identify any unstable reiression coefficient (Hair et al., 

2010). Generally, the precise statistical tests of tolerance value and variance inflation 
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factor (VIF) are used to evaluate the multicollinearity problem. As a general rule of 

thumb, a multicollinearity problem exists if the tolerance value is less than 0.10 and 

the VIF above IO (Pallant, 2007). Table 4.24 indicates there is no problem of 

multicollinearity among all the independent variables, since the tolerance values are 

all more than 0.10 and the VIF values are all less than Io: Thus, this scenario suggests 

the absence of multicollinearity. 

Table 4.24 

Tolerance Value and Variance Inflation Factor (VIF) 

Collinearity Statistics 
Independent Variables 

i 
Tolerance VIF 

Intrinsic Context Factors I 0.41 5 \\/; 2.409 

Intrinsic Context Factors ~_; 0.481 V 2.078 

~ 

Extrinsic Rewarded Factors 0.411 2.436 ,er a av 
Extrinsic Regulated Factors 0.358 2.791 

Parental Support Factors 0.551 1.813 

Parental Concern Factors 0.632 1.583 

Internship Programme 0.346 2.887 

4.7 Correlation Analysis 

Pearson correlation analysis was performed before the multiple regression analysis to 

test the linear relationship between the independent, moderating and dependent 

variables (Hair et al., 201 O).A positive correlation indicates that as one variable 

increases, so does the other, and a negative shows that as one variable increases, the 

other decreases (Coakes & Steed, 2003). As a general rule of thumb, the r coefficient 

value determines the strength of the association between variables, ranging from -1 to 
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+l , usually measured on Hair et al. ' s (2010) scale: r<=0.l{weak relationship); 

0.l<r<=0.3 (modest relationship); 0.3<r<=0.5 (moderate relationship); 0.5<r<=0.8 

(strong relationship); r>=0.8 (very strong relationship). If r = 0 there is no relationship 

between the two specific variables (Field, 2000). 

Table 4.25 

Pearson Correlations of Study Variables 

1 2 3 4 5 6 7 8 

I .Intrinsic 1 

Context Factors 

2.Intrinsic 0.642** 1 -

Content Factors 
/I 

3 .Extrinsic 0.640** 0.505** 1 ~ J Regulated 
'~ :/ 

...____/ L 
Factors l 3 r vs 
4.Extrinsic 0.624** 0.61 3** 0.672** I 

Rewarded 

Factors 

5.Parental 0.573** 0.433** 0.594** 0.541 ** 1 

Support Factors 

6.Parental 0.43 1 ** 0.494** 0.396** 0.529** 0.364** 1 

Concern Factors 

?.Internship 0.615** 0.597** 0.670** 0.731 ** 0.581 ** 0.558** I 

Programme 

8.Students' 0.569** 0.537** 0.585** 0.587** 0.647** 0.369** 0.679* 1 

Career * 

Decisions 

**Significant Level 0.01 ; n=476 
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Table 4.25 presents a summary of the correlations between independent variables, 

moderators and dependent variables. Generally, as can be seen from the r values which 

range from 0.364 to 0. 73 1, there are moderate significant and strong positive 

relationships between intrinsic, extrinsic and parental motivators, internship 

programme and students' career decisions. 

Specifically, the table also indicates a strong correlation between all the motivational 

variables, internship programme and students ' career decisions at r =0.569, 

0.537,0.585,0.587,0.647,0.679 respectively, at p<0.01. But a moderate positive 

relationship is found between the parental concern factors and students ' career 

decisions (r=0.0.369, at p<0.01 ). 

Thus, the initial support for the hypotheses in this research can be examined by the 

correlation analysis which indicate significant positive relationships existing between 

all motivational factors, internship programme and students' career decisions. 

However, the coefficient r cannot explain the variance when several independent 

variables and dependent variables are utilized simultaneously. Accordingly, further 

regression analysis will be conducted to test the hypotheses. 

4.8 Hypothesis Testing and Regression Analysis 

After conducting the correlation analysis, multiple regression and hierarchical 

regression analysis are two methods to test the relationship between the three 

motivational factors, internship programme and students ' career decisions. Since this 

research targeted the whole population of 499 Ningxia university and college HTM 

students, the prior requirement of regression analysis was met. 
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As already mentioned in Chapter 3, multiple regression analysis is first used to test 

hypotheses 1, 2 and 3 between a single dependent variable and several independent 

variables. Second, hierarchical regression analysis is performed to assess hypotheses 

4, 5 and 6, the moderating effect of internship programme on the relationship between 

the three motivational factors and students ' career decisions. In line with the results 

of factor analysis, the framework of the study is fonnulated in Figure 4.4. 

Intrinsic :!\loth-ational Factors 
Intrinsic Conten Factors 

Intrinsic Content Factors 

Extrinsic Motintional Factors 
E:rtrinsic Re,rarded Factors 

Extrinsic Regulated Factors 

Parental !.loti,.1tional Factors 

Parental Support Factors 

Parental Concern Factors 

Figure 4.4 Research Framework after Factor Analysis 

Students' Cat'8er 
Decisions to 
work in the 

Hotel 
Industry 

Based on the model in Figure 4.4, the hypotheses tested in this study are as follows: 

H1: Intrinsic motivational factors have an influence on students ' career decisions. 

H1a: Intrinsic context factors have an influence on students' career decisions. 

H1b: Intrinsic content factors have an influence on students ' career decisions. 

H2: Extrinsic motivational factors have an influence on students' career decisions. 
195 



H2a: Extrinsic rewarded factors have an influence on students' career decisions. 

H2b: Extrinsic regulated factors have an influence on students' career decisions. 

H3: Parental motivational factors have an influence on students' career decisions. 

H3a: Parental support factors has an influence on students' career decisions. 

H3b: Parental concern factors has an influence on students' career decisions. 

H4: Internship programme moderates the relationship between intrinsic motivational 

factors and students' career decisions. 

H4a: Internship programme moderates the relationship between intrinsic context 

factors and students ' career decisions. 

H4b: Internship programme moderates the relationship between intrinsic content 

factors and students' career decisions. 

Hs: Internship programme moderates the relationship between extrinsic motivational 

factors and students' career decisions. 

Hsa: Internship programme moderates the relationship between extrinsic rewarded 

factors and students' career decisions. 

Hsb: Internship programme moderates the relationship between extrinsic regulated 

factors and students' career decisions. 
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H6: Internship programme moderates the relationship between parental motivational 

factors and students' career decisions. 

H6a: Internship programme moderates the relationship between parental support 

factors and students' career decisions. 

H6b: Internship programme moderates the relationship between parental concern 

factors and students' career decisions. 

4.8.1 Multiple Regression Analysis of Intriniic Motivational Factors and 

Students' Career Decisions 

This multiple regression analysis used to test the the hypotheses to answer the research 

question 1. 

H1: Intrinsic motivational factors have an influence on students ' career decisions. 

H1a: Intrinsic context factors have an influence on students' career decisions. 

H1b: Intrinsic content factors have an influence on students' career decisions. 

The results from the Table 4.26 indicates R2=.374, which means that intrinsic 

motivational factors explain 37.4% of the variance in students' career decisions with 

F=l 40.998, P=.000. In this case the two intrinsic motivational factors, intrinsic 

context and content factors, both contribute significantly towards the prediction of 

students' career decisions, with beta values 0.381 and 0.292 respectively. 
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Table 4.26 

Summary of Multiple Regression Analysis for Intrinsic Motivational Factor 

Influence on Students' Career Decisions 

Variables B SE B 13 

Intrinsic Context Factors 0.315 0.039 0.381 

Intrinsic Content Factors 0.286 0.046 0.292 

Sig 

.000 

.000 

Note: R=0.611; R2=0.374; F=l40.998; Significant Levrl: *p<0.05, **p<0.01 , ***p<0.001; 

B= Unstandardized coefficient; SE B= Standardized error of coefficient; P=Beta coefficient 

In addition, the beta value (13=0.381) also indicates that intrinsic context factors has 

more influence to predict students' career decisions. Hence, both intrinsic context and 

content factors have significant influence on students' career decisions. In summary, 

the results from the hypotheses testing H1 a and H1b are supported, showing that it 

perfectly achieve the Research Objective 1 : Intrinsic motivational factors have a 

positive significant influence on students' career decisions to work in the hotel 

industry. 

4.8.2 Multiple Regression Analysis of Extrinsic Motivational Factors and 

Students' Career Decisions 

This multiple regression analysis used to test the the hypotheses to answer the research 

question 2. 

H2: Extrinsic motivational factors have an influence on students' career decisions. 

H2a: Extrinsic rewarded factors have an influence on students' career decisions. 

H2b: Extrinsic regulated factors have an influence on students' career decisions. 
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Table 4.27 shows the result R2=.411, meaning that extrinsic motivational factors 

contribute 41 .1 % of the variance in students ' career decisions with F=164.873, P=.000. 

In this case the two extrinsic motivational factors extrinsic rewarded and regulated 

both have a significant influence on students' career decisions, with beta values 0.346 

and 0.355 respectively. 

Table 4.27 

Summary of Multiple Regression Analysis for Extrinsic Motivational Factor 

Influence on Students ' Career Decisions 

Variables B SEB 13 

Extrinsic Rewarded Factors 0.320 0.044 0.346 

Extrinsic Regulated Factors 0.326 0.044 0.355 

Sig 

.000 

.000 

Note: R=0.641 ; R2=0.41 l; F=l64.873; Significant Level: *p<0.05, **p<0.01 , ***p<0.001; 

B= Unstandardized coefficient; SE B= Standardized error of coefficient; j3=Beta coefficient 

In addition, the beta value (B=0.355) indicates that extrinsic regulated factors is more 

concerned by students ' career decisions. Thus, the hypothesis that extrinsic 

motivational factors have a significant influence on students' career decisions is 

supported. Thus, H2a and H2b are supported, showing that it perfectly achieve the 

Research Objective 2: Extrinsic motivational factors have a positive significant 

influence on students' career decisions to work in the hotel industry. 

4.8.3 Multiple Regression Analysis of Parental Motivational Factors and 

Students' Career Decisions 

This multiple regression analysis used to test the the hypotheses to answer the research 

question 3. 
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H3: Parental motivational factors have an influence on students ' career decisions. 

H3a: Parental support factors has an influence on students' career decisions. 

H3b: Parental concern factors has an influence on students' career decisions. 

From Table 4.28, R2=.439,which means that parental motivational factors explain 43.9% 

of the variance in students' career decisions with f::c: l 85.304, P=.000. In this case the 

two parental motivational factors, parental sup~ort and parental concern, both 

contribute significantly towards the prediction of sJdents' career decisions, with beta 

values of0.591 and 0.155 respectively. 

Table 4.28 

Summary of Multiple Regression Analysis for Parental Motivational Factor 

Influence on Students' Career Decisions 

Variables B SE B p Sig 

Parental Support Factors 0.542 0.034 0.591 .000 

Parental Concern Factors 0.155 0.037 0.155 .000 

Note: R=0.663;R2=0.439;F=185.304; Significant Level: *p<0.05, **p<0.01 , ***p<0.001 ; 

B= Unstandardized coefficient; SE B= Standardized error of coefficient; ~=Beta coefficient 

In addition, the beta value (.8=0.591) indicates that parental support factor has more 

influence on predicting students' career decisions. Thus, the hypothesis that parental 

motivational factors have a significant influence on students' career decisions is 

supported. Thus, H3a and H3b are supported, showing that it perfectly achieve the 

Research Objective 3: Parental motivational factors have a positive significant 

influence on students' career decisions to work in the hotel industry. 
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4.8.4 Hierarchical Regression Analysis of Intrinsic Motivational Factors, 

Internship Programme and Students' Career Decisions 

Three steps were followed in conducting hierarchical regression analysis using SPSS. 

The first was to measure the relationship between independent and dependent 

variables. The second evaluated the relationship between the moderator and 

dependent variables, and the last step measured the T teraction between the moderator 

and independent variables. To examine the forth hypothesis, these three steps of 

hierarchical regression analysis were conducted to assess if the internship programme 

moderates the relationship between motivational factors and students' career decisions. 

Table 4.29 

Summary of Multiple Regression Analysis for Internship Programme Influence on 

Students ' Career Decisions 

Variables .1 B I SEB p l Sig 

Internship Programme 0.790 0.039 0.679 .000 

Note: R=0.679; R2=0.461 ; F=404.941; Significant Level: *p<0.05, **p<0.01 , ***p<0.001; 

B= Unstandardized coefficient; SE B= Standardized error of coefficient; P=Beta coefficient 

Internship programme has an influence on students' career decisions, simple 

regression analysis was conducted, as shown in Tabl¢ 4.29. The model above indicates 

the significant relationship between internship p:rogramme and students' career 

decisions with R2=0.461 at p=.000. This results reveals that internship programme 

explain 46% of the variation in students ' career decisions. Furthermore, the beta value 

of B=0.679 indicates that internship programme has a positive and significant 

influence on students' career decisions. 
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Furthern10re, in order to test hypothesis H4,Hs,H6, the moderating effect of the 

internship programme using hierarchical regression analysis, the first (IV-DV) and the 

second step (MV-DV) were described as the flowing tests. First, the hierarchical 

regression analysis used to test the the hypotheses to answer the research question 4. 

H4: Internship programme moderates the relationship between intrinsic motivational 

factors and students' career decisions. 

H4a: Internship programme moderates the relationship between intrinsic context 

factors and students ' career decisions. 

H4b: Internship programme moderates the relationship between intrinsic content 

factors and students ' career decisions. 

Table 4.30 

Summary of Hierarchical Regression Analysis for Moderating Effects between 

Intrinsic Motivational Factors and Students ' Career Decisions 

Dependent Variable: Students' Career Decision 

Variables Std Beta Std Beta Std Beta 

Stepl Step2 Step3 

Inde~ndent Variables 

Intrinsic Context Factors 0.381 *** 

Intrinsic Content Factors 0.292*** 

R2 0.374*** 

Moderator 

Internship Programme 0.679*** 0.489*** 

R2 0.461*** 

Interactions 
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Intrinsic Context Factors x Internship Programme 0.189*** 

Intrinsic Content Factors x Internship Programme 0.124** 

R2 0.506*** 

R2 Change: 0.132*** 

Note: *P<0.05, **p<0.01, ***p<0.001 

In the third step assumption, the interaction term of internship programme was added 

for analysis, which means the final regression coefficient was conducted using 

intrinsic motivational factors and internship programme as independent variables and 

students' career decisions as the dependent variable fo establish the moderating effect 

of the internship programme. Table 4.30 reveals t~at intrinsic motivational factors 

have a positive and significant influence on students' career decisions, with R2 = 0.374, 

and the significant 8 value for two intrinsic motivational factors (intrinsic context and 

content factors) 8=0.381, 0.292 respectively. The second assumption is the 

relationship between moderator and dependent variables. The results indicate that 

internship programme also has a significantly positive influence on students' career 

decisions, with R2 = 0.461 and B=0.679. Thus, the second step was fulfilled, ready for 

the third step test. 

Table 4.30 shows the results of adding the interaction term as a moderator of the 

internship programme, with R2 = 0.506 at p <0.001, and the 8 value 0.489, which 

reveals that intrinsic motivational factors and the internship programme have a 

significant and positive influence on students' career decisions. The R2 change was 

13.2 % when the interaction term (internship programme) was added. Furthermore, 

the 8 value decreased from 0.679 to 0.489 at p<0.001 level, which reveals that the 

presumed moderator of the internship programme does indeed moderate the effects of 
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intrinsic motivational factors and students' career decisions. Specifically, the 8 value 

for intrinsic context factors decreased from 0.381 to 0.189, and the intrinsic content 

factor from 0.292 to 0.124 at p<0.00 I, when the moderating term was added. 

To summary these results, hypotheses H4a and H4b are supported, showing that it 

perfectly achieve the Research Objective 4, which indicate that the internship 

programme can reduce the effect of both intrinsic context and content factors on 

students' career decisions to work in the hotel industry. 

4.8.5 Hierarchical Regression Analysis of Extrinsic Motivational Factors, 

Internship Programme and Students' Career Decisions 

This hierarchical regression analysis used to test the the hypotheses to answer the 

research question 5. 

Hs: Internship programme moderates the relationship between extrinsic motivational 

factors and students' career decisions. 

Hsa: Internship programme moderates the relation$hip between extrinsic rewarded 

factors and students' career decisions. 

Hsb: Internship programme moderates the relationship between extrinsic regulated 

factors and students' career decisions. 

To examine hypotheses Hsa and Hsb, hierarchical regression analysis was conducted, 

following the steps described for the fifth hypothesis, with the first (IV-DV) and the 

second (MV-DV) steps were already described and analyzed. As shown in Table 4.31, 

the results of the direct relationship revealed that extrinsic motivational factors had a 
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positive and significant influence on students' career decisions, with R2 = 0.411, and 

the significant B value for the two extrinsic motivational factors (extrinsic rewarded 

and regulated) B=0.346, 0.355 respectively. For the second assumption, the internship 

programme was also found to have a significantly positive influence on students' 

career decisions, with R2 = 0.461 and B=0.679. Thus, the second step assumption was 

fulfilled for the next step test. 

Table 4.31 

Summary of Hierarchical Regression Analysis for 4oderating Effects between 

Extrinsic Motivational Factors and Students' Career Decisions 

Dependent Variable: Students' Career Decision 

Variables Std Beta Std Beta Std Beta 

Stepl Step2 Step3 

Independent Variables 

Extrinsic Rewarded Factors 0.346*** 

Extrinsic Regulated Factors 0.355*** 

0.411*** 

Moderator 

Internship Programme 0.679*** 0.460*** 

R2 0.461 *** 

Interactions 

Extrinsic Rewarded Factors x Internship Programme 0.196*** 

Extrinsic Regulated Factors x Internship Programme 0.119* 

0.497*** 

R2 Change: 0.086*** 

Note: *P<0.05, **p<0.01, ***p<0.001 
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In the third step, the interaction term was added, meaning that the final regression 

coefficient was conducted using extrinsic motivational factors and internship 

programme as independent variables and students' career decisions as the dependent 

variable to establish the moderating effect of the internship programme. Table 4.3 I 

shows the results, with R2 = 0.497 at p <0.001, jd a 8 value 0.460, showing that 

extrinsic motivational factors and the internship programme have a significant and 

positive influence on students career decisions. The R2 change was 8.6% when the 

interaction term and the 8 value decreased from 0.679 to 0.460 at p<0.001 level, 

indicating that the internship programme does indeed moderate the effects of extrinsic 

motivational factors and students' career decisions. Specifically, the B value for 

extrinsic rewarded factors decreased from 0.346 to 0. I 96, and the regulated factors 

from 0.355 to 0.1 I 9 (p<0.05) when the moderator term was added. These results 

indicate that the internship programme can reduce the influence of both extrinsic 

rewarded and regulated factors on students' career decisions. 

To summary these results, hypotheses Hsa and Hsb are supported, showing that it 

perfectly achieve the Research Objective 5, which indicate that the internship 

programme can reduce the effect of both extrinsic rewarded and regulated factors on 

students' career decisions to work in the hotel industry. 

4.8.6 Hierarchical Regression Analysis of Parental Motivational Factors, 

Internship Programme and Students Career Decisions 

This hierarchical regression analysis used to test the the hypotheses to answer the 

research question 6. 

H6: Internship programme moderates the relationship between parental motivational 

factors and students' career decisions. 
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H6a: Internship programme moderates the relationship between parental support 

factors and students' career decisions. 

H6b: Internship programme moderates the relatiopship between parental concern 

factors and students' career decisions. 

To examine hypotheses H6a and H6b, the same p1ern was followed, with results 

presented in Table 4.32. Parental motivational factors have a positive and significant 

influence on students' career decisions, with R2 = 0.439, and the significant B value 

for two the parental motivational factors, support and concern, B=0.591, 0.155 

respectively. The second assumption was the relalionship between moderator and 

dependent variables, and the internship programme was found to have a significant 

positive influence on students' career decisions, with R2 = 0.461 and B=0.679. Thus, 

the second step assumption was fulfilled for the next step test. 

Table 4.32 

Summary of Hierarchical Regression Analysis for Moderating Effects between 

Parental Motivational Factors and Students' Career Decisions 

Dependent Variable: Students' Career Decision 

Variables Std Beta Std Beta Std Beta 

Stepl Step2 Step3 

IndeQendent Variables 

Parental Support Factors 0.591 *** 

Parental Concern Factors 0.155*** 

R2 0.439*** 

Moderator 
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Internship Programme 0.679*** 0.476*** 

R2 0.461*** 

Interactions 

Parental Support Factors x Internship Programme 0.384*** 

Parental Concern Factors x Internship Programme 0.035"" 

R2 0.558*** 

R2 Change: 0.119*** 

Note: *P<0.05, **p<0.01, ***p<0.001; ns=Non-significant 

The interaction term was again added for analysis, which means the final regression 

coefficient was conducted using parental motivational factors and internship 

programme as independent variables and students ' career decisions as the dependent 

variable to establish the moderating effect of internship programme. Table 4.32 shows 

the results, with R2 = 0.558 at p <0.001 , and a B value 0.4 76, indicating that parental 

motivational factors and the internship programme have a significant and positive 

influence on students' career decisions. The R2 change was 11.9% when the 

interaction term was added. The B value decreased from 0.679 to 0.4 76 at p<0.001 

level, which reveals that internship programme does indeed moderate the effects of 

parental motivational factors and students' career decisions. Specifically, the B value 

for parental support factors decreased from 0.591 to 0.384, when the moderator term 

was added. However, the parental concern factors were not significant when the 

moderator was included (p=0.339>0.05). 

Thus, to summary these results, hypothesis H6a is su~ported, but the hypothesis H6b is 

not supported, showing that it can partly achieve the Research Objective 6. These 

results indicate that the internship programme can reduce the effects of parental 
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support factors, but does not moderate the effect of parental concern factors on 

students' career decisions to work in the hotel industry. 

4.9 T-test Analysis 

This study used t-test to analyze the HTM students' career decisions differences 

among groups of respondents based on the demographic characteristics of religion 

and parents' educational level. Tables 4.33-4.36 present the results of independent 

sample T-test analysis among the career decisions variables (self-awareness, career 

exploration, and career decision) between the grojp of Hui and Han; parents with 

higher (university or college) and lower (less than high school) educational levels, as 

well as parents with hotel working experience. These t-tests mainly to answer 

Research Question 7: Is there any difference of the students' career decisions between 

Hui and Han, parents' education level and hotel work experience? 

Un1vcrs1t1 Uta a alays1a 

4.9.1 T-test Analysis between Hui and Han Students 

As indicated from Table 4.33, there were 315 Han with religion of Buddhism, 

accounting for 66.17% of total respondents, comparison with 147 Hui with religion 

oflslam (30.88%). Compare with the means of three items in self-awareness process, 

it can be seen Hui students had slightly higher scores (such as SAi, 3.16>3.07) than 

Han students; with the same trend for exploration process of three items (such as, 

EXI,3.16>3.12). The last three items of students' career decisions, Hui minority 

students had higher scores than Han (such as CDl, 3.10>3.00). 
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Table 4.34 

Comparison ofT-test Results between Hui and Han Students 

Hui and Han F Sig. t df Sig. (2-tailed) 

SA I -Personal Interests 3.742 .054 -.944 460 .345 

-.898 252.920 .370 

SA2-Personal Skills .847 .358 -1.050 460 .294 

Development 
-1.034 274.780 .302 

SA3-Personal Values .907 .341 -1.226 460 .221 

-1.232 288.781 .219 

EX I-Identified Employers' 2.785 .096 r.454 460 .650 

Information 
-.442 266.919 .659 

EX2-Identified Each Career .038 .845 -1.032 460 .303 

Option 
-1.042 292.094 .298 

u 
EX3-Identified Internship .630 .428 -1.171 460 .242 

Programme Experience 
-1.212 3 I 0.694 .226 

CDI-Work with Internship 2.206 .138 -1.066 460 .287 

Company 
-1.054 277.002 .293 

CO2-Choose Hospitality .091 .763 -.394 460 .693 

Career 
-.404 302.756 .687 

CD3-Career Commitment in 1.857 .174 -2.480 460 .014 

Hospitality Industry 
-2.458 279.172 .015 
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However, further examination through T-test results presented in Table 4.34 showed 

no significant statistical differences between the Hui and Han groups for all the 

variables within students' career decisions, because all p-values exceeded 0.05 (Sig.2-

tailed >0.05). Hence, any differences between the two groups were insignificant. 

4.9.2 T-test Analysis of Students' Parents Education Level and Hotel Work 

Experience 

As indicated in Table 4.35, it can generally be concluded that fathers and mothers with 

a higher educational level (above the high school) all received higher mean scores 

than those with a lower educational level (less than high school) across all the 

variables, such as CO2-choose hospitality career (3.11>3.05; 3.19>3.03) However, 

parents, either father or mother, who had hotel working experience all had higher 

mean scores than those who had not. 
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Table 4.35 

Comparison of Means for Parents' Education Level and Hotel Work Experience 

Fathers' Education Level N Mean Mothers' Education Level N Mean 

SA I-Personal Interests >=2 231 3.07 SA I-Personal Interests >=2 161 3.27 

<2 245 3.11 <2 315 3.00 

SA2-Personal Skills >= 2 231 3.22 SA2-Personal Skills >== 2 161 3.34 

Development 
<2 245 3.26 

Development 
<2 315 3.18 

SA3-Personal Values >=2 231 3.16 SA3-Personal Values >=2 161 3.30 

<2 245 3.10 <2 315 3.04 

EX I-Identified >=2 231 3.16 EX I-Identified >== 2 161 3.21 

Employers' Information 
<2 245 3.10 

Employers' Information 
<2 315 3.08 

EX2-Identified Each >=2 231 3.26 EX2-Identified Each >== 2 161 3.35 

Career Option 
<2 245 3.19 

Career Option 
<2 315 3.16 

EX3-Identified >=2 231 3.42 EX3-Identified >=: 2 161 3.53 

Internship Programme < 
2 245 3.32 

Internship Programme < 
2 315 3.28 

Experience Experience 

CDI-Work with >= 2 231 3.01 CDI-Work with >=: 2 161 3.13 

Internship Company 
<2 245 3.03 

Internship Company 
<2 315 2.97 

CD2-Choose Hospitality >= 2 231 3.11 CO2-Choose >=2 161 3.19 

Career 
<2 245 3.05 

Hospitality Career 
<2 315 3.03 

CD3-Career >=2 231 3.10 CD3-Career >== 2 161 3.18 
Commitment m 

<2 245 2.98 
Commitment in 

<2 315 2.97 
Hospitality Industry Hospitality Industry 
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Parents' Hotel Work Experience N Mean 

SA I-Personal Interests Yes 54 3.11 

No 422 3.09 

SA2-Personal Skills Development Yes 54 3.35 

~o 422 3.22 

SA3~Personal Values Yes 54 3.06 

No 422 3.14 

EX I-Identified Employers' Information Yes 54 3.24 

!No 422 3.11 

EX2-Identified Each Career Option t:' 54 3.26 

422 3.22 

EX3-Identified Internship Programme Experience Yes 54 3.43 

No 422 3.36 

CD I -Work with Internship Company Yes 54 3.20 

crs1t1 No 422 3.00 

CO2-Choose Hospitality Career Yes 54 3.17 

No 422 3.07 

CD3-Career Commitment in Hospitality Industry Yes 54 3.13 

No 422 3.03 

Table 4.36 

Comparison o/T-test Results between Parents' Educational Level and Hotel Work 

Experience 
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Father's Education Level F Sig. t df Sig. (2-tailed) 

SA I-Personal Interests 3.496 .062 -.532 474 .595 

-.530 453.745 .597 

SA2-Personal Skills 3.544 .060 -.522 474 .602 

Development 
7.520 456.83 I .603 

SA3-Personal Values 7.814 .005 .701 474 .484 

.698 454.420 .486 

EXl-Identified Employers' 7.269 .007 .724 474 .469 

Information 
.720 449.540 .472 

EX2-Identified Each Career 21.185 .000 949 474 .343 

Option 
.942 430.128 .347 

EX3-Identified Internship 13.702 .000 1.214 474 .225 

Programme Experience 
Un1vcrs1t1 U 1.206 439.085 .228 

CDI-Work with Internship 2.129 .145 -.281 474 .779 

Company 
-.280 460.474 .779 

CO2-Choose Hospitality .273 .602 .651 474 .51 5 

Career 
.651 471.774 .515 

CD3-Career Commitment in .691 .406 1.303 474 .193 

Hospitality Industry 
1.303 471.627 .193 

Mother's Education Level F Sig. t df Sig. (2-tailed) 

SA I-Personal Interests 3.039 .082 3.086 474 .002 

3.085 321.931 .002 

5.432 .020 1.921 474 .055 
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SA2-Personal Skills 1.852 292.512 .065 

Development 

SA3-Personal Values I 1.015 .001 2.921 474 .004 

2.820 293.466 .005 

EX I-Identified Employers' 10.285 .001 1.526 474 .128 

Information 
1A42 277.268 .150 

EX2-Identified Each Career 24.699 .000 2.198 474 .028 

Option 
2.031 262.222 .043 

EX3-Identified Internship 4.770 .029 2.923 474 .004 

Programme Experience 

21811 290.323 .005 

CDI-Work with Internship 5.657 .018 1.842 474 .066 

Company 
1.771 290.196 .078 

CO2-Choose Hospitality 7.944 .005 1.803 474 .072 

Career 
1.728 287.691 .085 

CD3-Career Commitment in 13.509 .000 2.148 474 .032 

Hospitality Industry 
2.043 281.799 .042 

Parents' Hotel Experience F Sig. t df Sig. (2-tailed) 

SA I -Personal Interests .783 .377 .158 474 .875 

.180 73.387 .858 

SA2-Personal Skills .009 .926 1.053 474 .293 

Development 
1.076 68.158 .286 

SA3-Personal Values 1.525 .218 -.645 474 .51 9 

-.~72 63.333 .570 

.256 .613 1.028 474 .305 
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EX 1-Identified Employers' 1.031 67.438 .306 

Infonnation 

EX2-Identified Each Career 2.471 .117 .307 474 .759 

Option 
.279 64.116 .78 1 

EX3-Identified Internship 1.630 .202 .539 474 .590 

Programme Experience 
.495 64.333 .622 

CDI-Work with Internship .005 .946 1.537 474 .125 

Company 
, .686 71.397 .096 

CO2-Choose Hospitality 1.450 .229 .734 474 .464 

Career 
.718 66.488 .475 

CD3-Career Commitment in .687 .408 .679 474 .497 

Hospitality Industry 
.666 66.589 .507 

However, the results of independent sample T-tests, presented in Table 4.36, show that 

all of the variables of students' career decisions was not within the 95% confidence 

interval of the differences among the father's educational level and parents' hotel 

working experience, indicating that the differences were statistically insignificant. 

With regard to mother's educational level, it's surprising to find that there was 

significant differences among the SA3-personal values, EX2-identified each career 

option, EX3-identified internship experience and CD3-career commitment in 

hospitality industry, within the confidential level at p<0.05. After checking with the 

statistical significance, it was necessary to compare with the mean score among the 

above items. 
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From Table 4.35, the results of mean scores showed that the mothers with a higher 

education level (above high school) had higher personal values than those with a lower 

education level (less than high school, 3.30>3.04). The same trends were across the 

rest items ofEX2 (3.35>3.16), EX3 (3.53>3.28), CD3 (3.l 8>2.97), indicating that the 

mothers with higher education level intended to more help with their children in 

identifying each career options, exploration with internship experience. More 

importantly, mothers' with higher education level would have more career 

commitment in the hospitality industry than those who had lower education level. 

4.10 Summary 

The objectives of this research were to examine the relationships between three 

motivational factors and students' career decisions, as well as the moderating effect 

of the internship programme on these relationships. The research results were 

generated from the 4 76 usable questionnaires. The results of factor analysis suggest 

that all the motivational factors, internship programme and students ' career decision 

variables were reliable. A summary of findings from the hypothesis testing is 

presented in Table 4.37. 

Table 4.37 

Summary of Results from Hypothesis Testing 

No Hypothesis Description Results 

H1 Intrinsic motivational factors have an influence on students' career Supported 

decisions. 

H1a Intrinsic context factors have an influence on students' career Supported 

decisions. 
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H1b Intrinsic content factors have an influence on students' career Supported 

decisions. 

H2 Extrinsic motivational factors have an influence on students' career Supported 

decisions. 

H2a Extrinsic rewarded factors have an influence on students' career Supported 

decisions. 

H2b Extrinsic regulated factors have an influence on students' career Supported 

decisions. 

H3 Parental motivational factors have an influence on students' career Supported 

decisions. 

H3a Parental support factors have an influence on students' career Supported 

decisions. 

H3b Parental concern factors have an influence on students' career Supported 

decisions. 

H4 Internship programme moderates the relationship between Supported 

intrinsic motivational factors and students' career decisions. 

H4a Internship programme moderates the relationship between Supported 

intrinsic context factors and students' career decisions. 

H4b Internship programme moderates the relationship between Supported 

intrinsic content factors and students' career decisions. 

Hs Internship programme moderates the relationship between Supported 

extrinsic motivational factors and students' career decisions. 

Hsa Internship programme moderates the relationship between Supported 

extrinsic rewarded factors and students' career decisions. 

Hsb Internship programme moderates the relationship between Supported 

extrinsic regulated factors and students' career decisions. 

H6 Internship programme moderates the relationship between parental Supported 

motivational factors and students' career decisions. 

H6a Internship programme moderates the relationship between parental Supported 

support factors and students' career decisions. 

H6b Internship programme moderates the relationship between parental Not 

concern factors and students' career decisions. Supported 
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Nearly all the hypotheses were supported except H6b was not supported. All the three 

motivational factors and the internship programme have positive significant influence 

on students' career decisions. However, although the internship programme has a fully 

significant moderating effect on the relationship between intrinsic and extrinsic 

motivational factors and students' career decisions, it only moderates the relationship 

between parental support factors and the career decisions but not the parental concern 

factors. Meanwhile, to achieve the research objective 7, it can only find the significant 

differences in some of students' career decisions items within mother's education level, 

indicating that the mothers with higher education level support had more career 

commitment in the hospitality industry. 

The next chapter will discuss the theoretical and practical implications of this research 

based on these empirical findings. It will also discuss the study's limitations and make 

recommendations for further research. Finally, it draws a conclusion for this study. 
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5.1 Introduction 

CHAPTER FIVE 

DISCUSSION, CONCLUSION AND 

RECOMMENDATIONS 

This chapter begins with a recapitulation and discussion of the study' s findings. The 

theoretical and practical contributions of the research are presented, and the 

limitations and recommendations for future research discussed. The chapter ends with 

the overall conclusion of the study. 

5.2 Recapitulation of the Findings 

The purpose of this study is to understand the relationships between three motivational 

factors, the moderating effect of the internship programme and students ' career 

decisions. Testing these relationships provides a clearer picture of HTM students ' 

career decisions to enter the hotel industry. 

The research framework was supported by Social Cognitive Career Theory (SCCT) 

and Theory of Planned Behaviour (TPB), which indicated that students' career 

decisions are influenced by three motivational factors and the internship programme. 

Internship programme is the main exploration stage for the students' career decision

making process, and also moderates the relationship between the three motivational 

factors and these decisions. 
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The objectives of the study were assessed through the following research questions 

and hypotheses testing results, shown in Table 5.1. 

Table 5.1 

Summary of Results.from Main Hypotheses to answer RQ and RO. 

RQI. Do intrinsic motivational RO I. To examine the influence of 

factors significantly influence intrinsic motivational factors on 

students' career decisions to students' career decisions to work 

work in the hotel industry? in the hotel industry. 

HI a and HI b are supported to achieve RO I. 

Both intrinsic context and content motivational factors have a positive and significant 

influence on students' career decisions. 

RQ2. Do extrinsic motivational RO2. To examme the influence of 

factors significantly influence 

students' career decisions to 

work in the hotel industry? 

extrinsic motivational factors on 

students ' career decisions to work 

in the hotel industry. 

H2a and H2b are supported to achieve RO2. 

Both extrinsic rewarded and regulated motivational factors have a positive and 

significant influence on students' career decisions. 

RQ3. Do parental motivational RO3. To examine the influence of 

factors significantly influence parental motivational factors on 

students' career decisions to students' career decisions to work 

work in the hotel industry? in the hotel industry. 

H3a and H3b are supported to achieve RO3. 

Both parental support and concern motivational factors have a positive and significant 

influence on students' career decisions. 

RQ4. Do the internship programme RO4. To examine the moderating effect 

moderate the relationship of internship programme on the 

between intrinsic motivational 

factors and students ' career 

decisions to work in the hotel 

industry? 
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H4a and H4b are supported to achieve RO4. 

Internship programme can moderate the relationship between intrinsic context and 

content motivational factors and students ' career decisions to work in the hotel 

industry. 

RQS. Do the internship programme ROS . To examine the moderating effect 

moderate the relationship of internship programme on the 

between extrinsic motivational 

factors and students ' career 

decisions to work in the hotel 

industry? 

relationship between extrinsic 

motivational factors and students ' 

career decisions to work in the 

hotel industry. 

HSa and HSb are supported to achieve ROS. 

Internship programme can moderate the relationship between extrinsic rewarded and 

regulated motivational factors and students ' career decisions to work in the hotel 

industry. 

RQ6. Do the internship programme RO6. To examine the moderating effect 

moderate the relationship of internship programme on the 

between parental motivational 

factors and students ' career 

decisions to work in the hotel 

industry? 
t 

relationship between parental 

motivational factors and students ' 

career decisions to work in the 

hotel industry. 

H6a is supported, but H6b is rejected, can partly achieve RO6. 

Internship programme can moderate the relationship between parental support factors 

and students ' career decisions, but cant' moderate the relationship between parental 

concern factors and students ' career decisions. 

RQ7. Is there any career decision RO7. 
differences among the students 

in terms of their ethnic 

background (Hui and Han), 

their parents' education 

background and hotel work 

experience? 

T-test analysis to achieve RO7. 

To investigate career decision 

differences among the students in 

terms of their ethnic background 

(Hui and Han), their parents ' 

education background and hotel 

work experience. 

There is no significant career decision differences among the students in terms of their 

ethnic background (Hui and Han), their fathers ' education background and hotel work 

experience. But there is significant career decision differences in terms of their 
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mothers' education level. This indicates that students' mothers with higher education 

level showed more commitment for their children career in the hospitality industry. 

This study deployed interview method and survey questionnaires as well as SPSS for 

analysis: descriptive, factor, reliability, correlation, and finally multiple regression and 

hierarchical regression analysis, to answer these above questions. Table 5.1 presents 

the overall results of the hypothesis testing; almost all the hypotheses were supported 

except H6b was not supported. 

The next sections discuss the findings from qualitative method and each of these 

hypotheses presented, the related knowledge and the contribution of the findings to 

better understanding these relationships. 

5.3 Discussion of Results from Qualitative Method 

This section recapitulates the most important points of the study findings from the 

qualitative research, considering from the three perspectives of industry executives, 

HTM graduates and HTM educators. 

5.3.1 Interviews with Hotel Management 

The interviews indicated that the internship programme was popular among the 

hoteliers, as the interns compensated for the shortage of front-line staff during peak 

seasons at less cost than recruiting new staff. However, the students had adequate 

academic knowledge but lacked practical abilities. The apprentice training methods 

were used to strengthen the interns' technical skills for operational positions. Overall, 

the hoteliers thought that good relationships with co-workers, hardworking attitudes 

and involvement in the development of hotel brands would all motivate HTM students 
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to work in their industry. All of these findings are consistent with previous research 

by Bao & Fang (2014), Bharwani & Butt (2012), Chen & Shen (2012). Against this, 

the nature of hotel work (tiring, shift work, low status, bad reputation and family 

prejudice towards hotel jobs for females) were all ~e-motivators for HTM students to 

continue in the hotel industry. 

5.3.2 Interviews with HTM Graduates 

Most of the HTM graduates interviewed perceived their internship programme as the 

main strength in increasing career opportunities, especially in big city hotels. However, 

family concern over work locations, poor relationships with co-workers and bad staff 

accommodation were cited as the major problems in the internship programme. The 

interviewees were generally satisfied with their career paths in the hotel industry, 

greatly appreciating a good company culture, long-term opportunities and working in 

different cities especially in the international-brand hotels. Their motivations for 

staying in the hotel industry included self-efficacy, personal interest, extrovert 

personality and career prospects in the company. Disincentives included being tired 

of hotel jobs, long working hours and shift work. All of these comments are largely 

consistent with the results of previous quantitative findings (Brown et al., 2014; 

Chang & Tse, 2015). 

It is interesting to find the common belief from the HTM graduates and the hotel 

industry executive respondents that: the Muslim parents, are more concerned about 

daughters working in the hotel industry, because it will give them a bad reputation and 

pressure to get married. In Chinese's perspectives, the hotel jobs have been labeled as 

accommodation place for those illegal sexual behaviour happened. Apart from this, 
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the hotel jobs are also with long working hours, unscheduled shift, so they can't take 

care of their family in a regular time. 

5.3.3 Interviews with HTM Educators 

Regarding the HTM educators' perceptions of the internship programme, curriculum 

structure design and motivational factors, all commented that curriculum was divided 

into three: tourism, scenery and hotel service management. They all acknowledged 

the mandatory role of the internship programme, and the close connections with local 

and other four-star hotels, where the real working environment largely contributed to 

the students' technical skills practice. However, the university students' employment 

rate in the hotel industry was lower than that of the vpcational college students because 

they had higher expectations of their career paths. The college students possibly had 

a competitive advantage, as the university graduates were reluctant to start hotel jobs 

at the entry level, which they felt was insufficiently challenging. Thus, the HTM 

educators strongly recommended a double-tutor mode with faculty teachers and 

industry executives together guiding students to a better understanding of the realities 

of the hotel sector. This reflects the work of Chang and Tse (2015) and Ko (2007), 

who argued that HTM educators need to work more closely with hoteliers in order to 

encourage the best HTM graduates to continue to develop their career paths in the 

hospitality industry. 

5.4 Discussion of Findings from Quantitative Method 

This section discusses the influence of three motivational factors and students' career 

decisions, and the moderating effect of the internship programme on these 

relationships. Moreover, the previous literature and practical limitations implied 
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within these findings are also discussed below. It first start with the influence of 

intrinsic motivational factors on students' career decisions. 

5.4.1 Influence oflntrinsic Motivational Factors on Students' Career Decisions 

The first research question aims to determine the impact of intrinsic motivational 

factors on HTM students' career decisions. From the hypothesis testing results, it was 

found that both intrinsic context and content factors have a significant and positive 

relationship with HTM these decisions (R2=0.374). A mean of37.4% variance overall 

of the decisions can be explained by the intrinsic motivational factors. This finding is 

in line with SCCT, that self-efficacy functions can increase personal career goals 

(Hirschi, 2010; Rogers & Creed, 2011). 

Specifically, intrinsic context factors have a positive and major significant impact on 

students' career decisions (B=0.381, p=0.000). This result is in line with previous 

research by Chuang et al. (2009) Lewis et al. (2001)and Quigley & Tymon (2006) that 

intrinsic context factors, or work-itself characteristics in terms of skills variety, task 

significance and autonomy, encourage staff morale and provide them with more 

opportunities to be involved in the job. Thus, intrinsic context factors in terms of the 

job itself are a critical influential factor in predicting the students' career decisions to 

join the hotel industry. 

With regard to intrinsic content factors, the current study provides empirical evidence 

of their minor impact on students' career decision, with B value 0.292 at p=0.000 level. 

This result also directly supports SCCT theory that self-efficacy variables perform in 

a similar way to intrinsic content factors, such as strong belief in growing opportunity, 
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greater recognition and responsibility, as well as a sense of achievement. These results 

are in line with those of Leat & EI-Kot (2009), Leeet al. (2010), Lundberg et al. (2009), 

Mau (2000), Stumph et al. (2013), that students perceived the more feelings of 

recognition and achievement from their job, the greater the opportunity for perceiving 

promotion and advancement, and the stronger the career intention to join the hotel 

industry. 

In summary, the study found that both intrinsic cortext and intrinsic content factors 

have positive and significant effects on students' career decisions to work in the hotel 

sector. Hence, by building students' intrinsic context motivations, hotels can 

encourage their managers to increase the job skills variety, task identity and give the 

autonomy and feedback to students, which will make them internally experienced 

meaningful work, viewing this task as important, valuable and worthwhile. Because 

these job characteristics can internally satisfy the employees and achieve internal 

rewards, motivating the students to be more engaged on their task. 

Meanwhile, the hotel enterprises also should enhance students' intrinsic content 

motivations. Even if a job can make people feel more competent, it stil might have a 

psychological difficult time being motivated by it. Especially within hospitality work 

context, most of employees will not feel a sense of achievement and recognition from 

repetitive tasks and bored with their daily work. Thus, the hotel managers especially 

HR department should find some useful methods of establishing a measurement for 

growth and recognition of intern students such as giving certificate or document 

acknowledging their merit and good performance; providing management trainee 

opportunities. In this case, by both increasing students' intrinsic context and content 

motivations, they can be more enjoying their work and feel accomplishment, and in 
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tum, they will be more tented to make their career intentions to work in the hotel 

sectors. 

5.4.2 Influence of Extrinsic Motivational Factors on Students' Career Decisions 

Based on the hypothesis testing results, it was found that both extrinsic rewarded and 

regulated factors have a significant and positive relationship with HTM students ' 

career decisions (R 2=0 .411 ). 41.1 % variance of students ' career decisions can be 

explained by extrinsic motivational factors. This finding is in line with SCCT, that 

outcome expectations can influence individuals ' tendency of career choice if they see 

more tangible rewards and benefits; the higher the~e valued and positive outcomes, 

the higher their career intentions and goals (Lent et al., 2002 ; Rogers & Creed, 2011 ). 

For the extrinsic rewarded factors effects, the results reveal a positive and significant 

relationship at B=0.346, p<0.001, validating the results of previous studies from 

Hirschi (2010), Lewis et al. (2001 ), Malka & Chatman (2003). They stated that 

extrinsic rewarded factors (including pay and benefits, a good working environment 

and safe working conditions) play important roles in determining satisfaction with the 

students' career choice. But the other rewarded factors such as salary and benefits 

were found to be the most significant positive influence on students' career decisions, 

which is consistent with the findings from the study by Randolph and Johnson (2005). 

With respect to the relationship between extrinsic regulated factors and students ' 

career decisions, the results again reveal a positive and major significant relationship 

with B=0.355 at p<0.001. This finding is consistent with previous work by Bao and 

Fang (2014), Chen and Shen (2012), Chuang et al. (2009) in the hotel industry, that 
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HTM students were happy with supervisory style and relationships with co-workers, 

but not with company policy, regulations or company culture. These findings were 

also supported by Fong et al. (2014), Kim & Park (2013): good relationships with 

supervisors and co-workers readily establish effective social networking, significantly 

improving interns' social communication skills an? job engagement. And all these 

factors are important for encouraging interns students to become potential pem1anent 

employees. 

These two significant effects between extrinsic rewarded and regulated motivational 

factors and students' career decisions proved that fmployee motivation is not only 

driven by intrinsic motivation, but also by extrinsic factors such as payment and 

benefits, company policy and coworkers relationship. In Herzberg's two-factor theory 

(Luthans, 2010), the tested extrinsic hygiene factors were found to make employees 

extremely dissatisfied with their career. However, in this study, most students were 

found to be happy with the hotel benefits and working environment as well as good 

relationship with supervisors and coworkers. An explanation of these different results 

can be related with qualitative results, that the hoteliers and HTM graduates all 

thought international hotel brand can provide students with good benefits and pleasant 

environment, most importantly extrovert personality for interns can build good 

communication and relationship with coworkers and supervisors, which would all 

motivate the students to stay in the industry. 

5.4.3 Influence of Parental Motivational Factors on Students' Career Decisions 

In testing the third hypothesis, the result of R2=0.439 showed that a significant and 

positive relationship was found between parental motivational factors and HTM 

students' career decisions. This finding is consistent with SCCT and TPB models, 
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illustrate parental influences as one of the social norms affecting students' career 

intentions to join the hotel industry (Ajzen, 1985; Chak-Keung Wong & Jin Liu, 201 0; 

Law, 2010; Lent et al., 2002; Palos & Drobot, 2010; Rogers & Creed, 2011; Tsai, 

2010). 

Parental support factors have a major significant and positive impact, at B=0.591, 

p<0.001. This finding is in line with studies by Chak-Keung Wong and Jin Liu (2010), 

Zhang et al. (2014), that supportive discussion and behaviour will largely encourage 

their children to find careers related to their university majors, and they will do their 

best to use their personal social networks to refer thr children to the hotel industry. 

t. 
Regarding the influence of parental concern factors on students' career decisions, 

there is a minor significant and positive relationship at B=0.155 at p<0.001, again 

consistent with the studies of Chak-Keung Wong & Jin Lliu (2010), Zhang et al. 

(2014), that most Chinese parents are concerned with their children's career choice, 

especia]]y salary and benefits, work location and job status. Similarly, Chinese 

students are concerned about their parents ' future quality of life when they choose 

their career; thus, higher salary and more benefits encourage students in making career 

choices. 

As mentioned in literature in previous chapter, Chinese parents play a critical role in 

their children's career decision points. Thus, this fact was proved by this study's 

findings through quantitative and qualitative methods. From HTM graduates 

perspectives, it can be seen that some Chinese parents especially Hui minority parents 

are concerned with their children to work in the hotel sector and showed negative 
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support behaviour especially among female students. Based on this study's findings, 

it is imperative for both educators and hotel management to increase parental 

understanding of hospitality industry, to develop effective strategies such as holding 

seminar or career talks that address to their parents with short experience of real 

hospitality jobs, in tum, to support their children to work in this industry. 

5.4.4 Influence of Internship Programme on Students' Career Decisions 

Many studies have examined the effect of internship programme on HTM students' 

career decisions (Bao & Fang, 2014; Chang & Tse, 2015; Donina, 2015; Kim & Park, 

2013; Richardson, 2009; Shan & Tsai, 2011). Some researchers (Abdullah et al., 2015; 

Richardson, 2009; Tse, 2010) believed a good internship experience can build a 

student's aspiration to make a career commitment to the hotel industry; others (Bao 

& Fang, 2014; Donina, 2015; Kim & Park, 2013; Shan & Tsai, 2011) were concerned 

at the numbers ofHTM students deciding against a hotel career after internship. Chang 

and Tse (2015) in particular said that a deteriorating internship experience could tum 

the intern away from the industry within a few months. Most internship programme 

failed to meet students' expectations. This study also checked whether the internship 

programme might affect students' career choice, and after the regression analysis the 

programme was found to have a strong positive and significant relationship with 

students' career decisions, with R2= 0.461 at p<0.001. 

This finding between internship programme and students' career decisions is 

consistent with previous research (Bao & Fang, 2014; Blomme et al., 2009; Brown et 

al., 2014; Chang & Tse, 2015; Donina, 2015; Kim & Park, 2013; Richardson, 2009; 

Shan & Tsai, 2011) in the hospitality context. They all found that an internship 

programme has a positive significant relationship with students' career decisions. 
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This result was confirmed by the views of three related groups of stakeholders: 

educators, industry and students. Specifically, based on the comparison of each 

factor's mean score on one sample T-test (see details in Appendix 10), this study found 

that most students indicated satisfaction with the jducators' internship planning at 

their school mentors' regular visits (3.27 at p=0.000), and with faculty support for 

dispute resolution (3.34 at p=0.000) as well as managerial development opportunity 

provided by the industry (3.29). However, with regard to industry involvement, HTM 

students were not happy with job position arrangements and job rotation (3.32, 3.28 

at p<0.001), although they were more satisfied with supervisory and co-workers' 

support (3.45, 3.46 at p<0.001). Low scores for internship pay and welfare (3.20 at 

p<0.001) and internship design by the school (3.26 at p<0.001) largely contributed to 

students' dissatisfaction and bad internship experience. Kamau and Wando (2012) and 

Ko (2007) concluded that a successful internship programme can help HTM students 

in deciding to stay in the hotel industry after graduation, in turn reducing the high 

labour turnover rate for the industry. 

Many students were complaining about their internship experience as terrible, badly 

organized and fully dissatisfaction, which directly resulted in an increasing dropout 

rate of HTM graduates from the hotel industry. Yet, there are still several HTM 

graduates pursuit their career path in the hotel sector based on qualitative findings, 

appreciating the motivators like good company culture, development opportunities 

and international hotel brands which offered with different city work locations. In this 

regard, it is strongly suggested that the hotel enterprises and HTM educators should 

collaborate with each other to provide more effective recruitment strategies such as 

competitive compensation packages, investing more rewards and recognition policies 

in students' internship programme. 
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5.4.5 Moderating Effect of Internship Programme on the Relationship between 

Motivational Factors and Students' Career Decisions 

The empirical results of this study support the hypotheses that the internship 

programme moderates the relationship between the three motivational factors and 

students ' career decisions. This finding is consistent with previous studies, that 

internship programme are a critical learning experience for HTM students in 

exploration of their career decisions (Ajzen, I 985; Schern1erhorn et al. , 2012), 

significantly influencing intrinsic psychological factors, as well as extrinsic factors 

and parental perceptions of hospitality jobs. 

Specifically, with regard to the effect of internship programme on the relationship 

between intrinsic motivational factors and students' career decisions, the linear 

regression relationship increased to 13.2% once the moderator was introduced. 

Specifically, the B value for intrinsic context factors decreased from 0.3 81 to 0.189 at 

p<0.001, and the intrinsic content factors from 0.292 to 0.124 at p<0.01 , when the 

moderator term was added. This result of data analysis is in line with research by Ko 

(2007), Lam & Ching (2007) and Patall et al. (2008), indicating that a negative 

internship programme learning experience may result in negative effects on students' 

intrinsic context and content factors. Thus, if there is less perception of opportunity 

for growth and advancement in future career paths, the students will show less 

responsibility are work and in turn be dissatisfied wirth their jobs. Brown et al.(2014), 

Yiu and Law's (2012) Xiaozhong et al. (2008) research showed that internship can 

decrease intrinsic context motivational factors, indicating less skill variety, task 

significance and less autonomy perceived in the internship. 
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For the moderating effect between extrinsic motivational factors and students' career 

decisions, R2 changed by 8.6% at p<0.001 when the interaction term was added, the 

hierarchical regression analysis showed a significant increase in variance. Specifically, 

the B value for extrinsic rewarded factors decrease1 from 0.346 to 0.196 (p<0.001), 

and extrinsic regulated factors also decreased from 0.355 to 0.119 (p<0.01), when the 

moderator was added. These results indicate that the internship programme can reduce 

the effects of both extrinsic rewarded and regulated factors on students' career 

decisions. These findings are consistent with those of Brown et al. (2014), Fong et al. 

(2014) that supported the assumption that the internship programme can moderate the 

relationship between extrinsic motivational factors and career decisions. However, 

based on support from SCCT and TPB, students can get information through their 

internship programme about extrinsic rewarded factors, such as permanent staff pay 

and benefits, as well as extrinsic regulated factors such as company policy, company 

culture, the supervision and management style (Chen & Shen, 2012; Kim & Park, 

2013; Yiu & Law, 2012). All of these evaluations of extrinsic factors affect the 

students' career-making decisions to remain in the hotel industry, and whether to stay 

with the internship company after graduation. This result is in line with the previous 

studies listed above, confirming that the industry should not treat interns as a 

temporary solution to the shortage of low-cost labour at peak seasons. The industry 

should also teach the students to better understand their company culture and respect 

their management leadership. As Fong et al. (2014) stressed, most employers and 

supervisors lack the commitment to train their interns, perceiving the students as time 

and resources wasted in mentoring them. 

When the internship programme as moderator was added, with R 2 change by 11.9% 

at p <0.001, indicating that parental motivational factors and the internship 

235 



programme have a significant positive influences on students' career decisions. 

Specifically, the B value for parental support factor decreased from 0.591 to 0.384, 

although the parental concern factor was not significant (p=0.339>0.05). These results 

indicate that the internship programme can reduce the effect of parental support, but 

cannot moderate the effect of parental concern on students' career decisions. The 

possible reason for this no moderating effect might be explained as: Chinese parents 

think that the internship programme is just a pathway of their children's future career 

development, thus there is no need to concern with the relationship on their career 

decisions upon graduation. However, the results from the qualitative interview 

respondents of HTM graduates can supplement thif quantitative result. The parents 

were quite concerned about their children to work i~ their hometown rather than the 

other cities. Moreover, the students stated that their parents were against their schools' 

overseas internship programme and career choice in other country. 

Although Chak-Keung Wong and Jin Liu (2010) suggested adopting the internship 

programme as an additional variable to test the relationship between parental 

influential factors and HTM students career intentions. The results of this study are in 

line with the findings put forward in other studies (Chak-Keung Wong & Jin Liu, 2010; 

Zhang et al., 2014 ), indicating that Chinese parents who hold positive attitudes 

towards their children's internship programme, exhibiting supportive behaviour, 

tended to allow their children to choose careers in the hotel industry. 

Based on the results of this study, internship as the major determinant learning 

experience and practice of individual behaviour control and reaction moderator, can 

not only influence the students' career intentions, but also decrease students' intrinsic, 

extrinsic motivations as well as parental support motivators. Thus, it is suggested that 
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both industry and educators should invest more into the students internship 

programme construction, such as special interns training programme, providing with 

more job rotations, clarifying career-path structures, same rewards and welfare as 

permanent staff, so as to keep more HTM students to work in the same internship 

company upon their graduation. 

5.4.6 Discussion of T-Test Results 

The T-test found insignificant differences of students' career decisions between Hui 

and Han group, father's education level and parents' hotel work experience. Actually, 

it is strange to find there is no difference between Hui and Han students among the 

items of their career decisions. First, the reasons might be the number of Hui minority 

students are small, only taking up for 30.9% (147 students) of the total respondents. 

Second, it might be the reason that nowadays the young generation especially born in 

1990s, generally hold the same perceptions with Han students regarding their career 

decisions to hospitality industry. In addition, the results from qualitative interview can 

also support the quantitative findings, which indicates that the Muslim parents are 

prejudiced towards hotel jobs and push their children to get married earlier. 

There is also insignificant difference between fathers' education level and hotel work 

experience. Thus, it might indicate that the respondents are more likely to discuss their 

career decisions with their mothers than with their fathers. However, compared with 

some other researches like Agarwala (2008), Chak-keung Wong and JinLiu (2010), 

Salami and Oyesoji Aremu (2007), they all claimed that parents with better education 

background, show more supportive and positive behaviour on their children, and are 

more likely to give both physical as well as emotional support on their career decision. 
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There were significant differences in some items of students' career decision in terms 

of their mother's education background. Specifically, those students whose mother 

have higher educational level (above high school and university/college or above) 

perceived higher personal values, more help of their children with identified career 

options and internship experience than those with lower educational level(less than 

high school). More importantly, the students' mother with higher educational level 

had more favorable career commitment to the hotel industry than those with lower 

educational level. These results are partly consistent with previous research under 

SCCT, that parental education can strongly influence personal career behaviours (Jin 

et al., 2009; Palos & Drobot, 2012; Zhang et al., 2014). 

From the interview results, industry executive and HTM graduate interviewees all 

believed that parents are generally against their daughters' decision to work in the 

hotel industry as it would give them a bad reputation and would make finding marriage 

partner difficult. The Muslim graduates also stated that they don't prefer to move to 

non-Muslim cities to work or live, even in good international-brand hotels, due to the 

diet and other cultural issues. Most of Muslim parents, especially from small towns 

like Wuzhong or Guyuan in Ningxia province, were severely prejudiced towards hotel 

jobs. These qualitative results are consistent with previous research which found that 

different religious and cultural family backgrounds have a significant effect on their 

children's career behaviours (Palos & Drobot, 2012; Zhang et al., 20 14). After this 

discussion of the empirical findings, the next section continues to discuss the 

theoretical and practical contributions of the research. 
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5.5 Research Contributions 

Through achieving the research objectives and testing the hypotheses, the outcomes 

of this study meet the dual goals of contributing to both academic knowledge and 

practical implications for the hotel industry. The following discussion shall to explain 

this research contributions both in theoretical and practical fields. 

5.5.1 Theoretical Contribution 

This study contributes additional knowledge to f™ students ' career decision

making by integrating three different motivational factors in the research model and 

including the very important moderator of the internship programme. Specifically, 

significant and positive links were found between intrinsic, extrinsic and parental 

motivational factors, internship programme and students ' career decisions, supporting 

the SCCT and TPB guidelines adopted in the study, and indicating that HTM students' 

career decision-making processes are influenced by many direct and indirect variables 

(Ajzen, 1985; Lent et al., 2002). Thus, this study contributes to the literature on HTM 

students' career decision making, especially concerning the retention of skilled 

employees in the hotel sector, helping to fill the gap in the literature by looking at the 

motivational factors affecting career choices. 

The findings also offer deep insight into the internship programme as a moderator in 

the relationship between intrinsic, extrinsic and parental motivational factors and 

students' career decisions, again filling a significant research gap. Whist many studies 

have been found regarding students ' satisfaction with internship programme and their 

intentions to join the hospitality industry (Bao & Fang, 2014; Blomme et al., 2009; 

Chen & Shen, 2012;Kim & Park, 2013), the evaluation of motivational factors was 
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limited. Thus, this study enriches the literature by providing empirical evidence for 

the significance of intrinsic, extrinsic and parental motivational factors, and the 

internship programme, influencing HTM students' career choices. 

The research contributed to the literature by deploying both quantitative and 

qualitative methods to understand HTM students' career decisions. Unlike existing 

studies (Bao & Fang, 2014; Blomme et al., 2009; Chang & Tse, 2015; Chen & Shen, 

2012; Donina, 2015; Kim & Park, 2013; ), most of them used quantitative method to 

investigate on HTM students career intentions to work in the hospitality industry. 

Several studies utilized mixed methods of in-depth irerview and survey questionnaire 

such as Chang and Tse (2015), Chuang et al. (2009), Julien ( 1999), yet their work are 

not within hotel industry context. They all indicated that interviews can not only 

enrich the contribution of survey method, but enabled a better understanding of 

quantitative results. Thus, this study contributed to use both methods within hotel 

industry context in China, the quantitative method was used in testing the hypotheses, 

and the qualitative method employed a unique sampling approach to enrich the 

quantitative findings. The results from both methods contribute to the three different 

stakeholder groups by providing both empirical and professional evidences for future 

personnel development in the hotel industry. 

These important findings contribute to the literature on the hotel sector, in particular 

in encouraging HTM graduates to stay within the industry in Ningxia, China. The next 

section presents the practical contribution from this study. 
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5.5.2 Practical Contribution 

This study also aimed to provide managerial understanding for the three main 

stakeholders: educators, industry and students. Several studies stressed that a 

successful internship programme should engage the cooperation of these three groups 

to ensure the objectives of the programme are achieved, and that effective 

involvement of the interns will encourage them to join the hotel industry (Brown et 

al. , 2014; Chang et al. , 2014; Donina, 2015; Felicen eta!., 2014; Pizam et al. , 2013). 

Thus, the study offers Chinese hoteliers practical advice on how to motivate students 

to stay within the industry on graduation, through focusing on the integral agreement 

of the three stakeholder groups in successful internship programme. 

The findings also identify which motivational factors have the greatest influence on 

HTM students ' career decisions. Both educators and industry executives can make 

best use of these motivations to better understand the student psychology, and to 

establish a good strategy to keep young talent in the hotel industry. Thus, the educators 

should pay more attention to internship programme design and planning, to help their 

students understand the nature and characteristics of the hotel service industry. 

Specifically, HTM educators need to think about how to guide students to increase 

intrinsic motivations into the internship programme such as providing students with 

industry-related knowledge, hotel managers seminars, distinguished HTM graduates 

speaker series, can all contributed positively to their decision to take jobs in the hotel 

industry. 

With regard to employers, first, they should reco$flize the importance of intrinsic 

context and content factors in motivating students to become more involved in their 
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work, in turn making up for the shortage of extrinsic motivation factors like low salary 

and inflexible working shift. Second, hotel HR managers should also invite the HTM 

graduates alumni to share more hands-on experience to fresh students, guiding them 

with more correct and positive image of industry information rather than leaving them 

alone to try first. Third, although it is unlikely that the industry as a whole can increase 

extrinsic motivations such as pay and welfare, company culture and regulations, it 

may consider other ways such as enhancing intriTic motivations, invest more on 

internship programme, in order to attract the students to stay in this industry. From the 

quantitative results and interviews, if the industry can better understand to increase 

the task variety, autonomy and feedback to the interns, by creating clearer and more 

valuable career development paths such as opportunities to work in different cities, 

more of these strategies would highly motivated talented students to accept hotel jobs. 

The results benefit students with positive intrinsic motivations, Jess focus on extrinsic 

factors of hotel jobs, will result in positive internship experience. It also can largely 

reduce the significant gap between the real industry environment and the classroom, 

and helping themselves to make correct perceptions on career paths in the hotel 

industry. From the interview results, it also suggests the students were greatly 

influenced by HTM graduates alumin's opinions, thus, both HTM educators and 

industry should focus on better alumni group network and positive statement to the 

fresh students. 

Moreover, the study also concludes that parental motivational factors play a vital role 

in students' career decisions. The educators and/or the students themselves should 

involve the parents in the internship programme and career counseJling; for example, 

universities could organize open days for parents on campus, organize visit to the 
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internship hotels, and hold seminars to help the parents appreciate the nature of the 

hotel industry and the career advancement paths within it. 

Finally, one of the findings of this study, consistent with earlier work (Brown et al., 

2014; Chang & Tse, 2015; Chuang & Dellmann-Jenkins, 2010), is that female students 

usually dominate the HTM programme in both universities and the higher vocational 

colleges. However, because of the nature of hotel ~obs, female employees are more 

likely to encounter work and family conflict and ljave the industry (Chang & Tse, 

2015; Chuang & Dellmann-Jenkins, 2010). Thus, it is critical for HTM educators and 

hoteliers to understand female career motivations and provide them with more 

incentives to attract and retain their talent. 

5.6 Limitations and Suggestions for Future Research 

Although this study comprehensively reviewed the literature, it still has several 

limitations that need to be acknowledged, together with suggestions for future 

research. The first limitation is associated with the choice of population. This study 

focused on HTM students from Ningxia universities and colleges, with their multi

racial and multi-faith context. Thus, the results may not apply to other regions in China. 

If the study were conducted throughout several cities in different provinces, it would 

obtain a higher response and more reliable results which might provide more 

generalizable results. Future studies could also use the relationships proposed in this 

research framework to investigate if they would be appropriate for other cities in 

China or other service sectors such as the tourism industry. 
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Second, the study methodology used mix-methods of quantitative and qualitative 

techniques to investigate three stakeholders of internship programme perceptions on 

students' career decisions and motivational factors. The qualitative method helped to 

enrich the understandings of quantitative results and discussion on practical 

recommendations for internship programme related stakeholders. However, time and 

cost restrictions prevented the researcher from including a wider range of hotel 

management levels, graduates and university educators in Ningxia. Future study could 

use the qualitative methodology to cover a larger sample, and provide deeper 

knowledge of these issues. 

Third, this study only examined and tested the relationship between intrinsic, extrinsic 

and parental motivational factors, internship programme and students' career 

decisions. Further research could investigate other motivational factors that might 

influence the decisions, such as personal attitudes and background contextual 

influences. According to SCCT (Lent et al., 2002) personal inputs and environmental 

and background affordances such as social and academic status and family history can 

influence personal career choices. 

5. 7 Conclusion 

This research investigated the effects of intrinsic, extrinsic and parental motivational 

factors on HTM students' career decisions in the context ofNingxia province in China. 

It also examined the moderating effect of internship t>rogramme on such relationships. 

SCCT and TPB theories were incorporated within the framework to answer the 

research questions. Therefore this research significantly contributes to enriching the 

literature and offering a better understanding by providing the empirical evidence to 
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combine different motivational factors and deploy internship as a moderator to 

evaluate the influence on HTM students' career decisions. 

Regarding the methodology, the study used mixed quantitative and qualitative 

methods to achieve the research objectives. Regression analysis was deployed to test 

the research hypotheses. Finally, the results support nearly all the hypotheses and meet 

the objectives of the study, indicating that the various motivational factors have 

positive and significant effects on HTM students' career decisions. In addition, the 

internship programme as a moderator also has a positive and significant influence on 

students' career decisions, modifying the relationship between the three motivational 

factors and students' career decisions. 

Overall, the findings suggest that intrinsic motivations and the internship programme 

have a major influence on students' career decisions to join the hotel industry after 

graduation. Although extrinsic and parental motivations also have a positive and 

significant influence, more research need to be conducted to investigate other 

potentially influential factors. In conclusion, the findings of this study contribute to 

the literature, reducing the research gap by determining the relationship between 

intrinsic, extrinsic and parental motivational factors and students' career decisions, 

with the internship programme as a moderating variable. The main objective was 

achieved through the empirical findings: to encourage our students to join the hotel 

industry by an increased understanding of the motivational factors, better planning of 

internship programme, and helping with both educators and industry to devise 

strategies to attract and retain those high quality graduates in the hospitality industry. 
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APPENDICES 

Appendix 1 Questionnaire: English Version 

Dear Participant, 

I am Zhang Hui, a PhD candidate. I would like to take this opportunity to invite you 

to participate in a research survey entitled The Moderating Effects of Internship 

programme on the Relationship between Motivational Factors and Students' Career 

Decisions in the Hotel Industry in Ningxia, China. The purpose of this study is to 

investigate the relationships between motivational factors, internship programme and 

students' career decisions. It will only take about 10 minutes of your valuable time 

to complete this survey. 

Your participation is voluntary and your answers will be kept anonymous and 

confidential. Only the researcher will have the right of data access. If you have any 

questions regarding the survey, you may contact me directly by email at 

hz00023@l 63.com or by phone at 18408408779. I would like to thank you in advance 

for your participation and for volunteering your valuable time. 

Sincerely, 

Zhang Hui 

PhD Candidate 

Tourism Faculty, School of Management 

Beifang University of Nationalities 

Yinchuan City, Ningxia Province, China 
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Part 1: Demographic Profile 

Please complete this section using "✓" or filling in the blank for each of the following: 

1. Please indicate your gender: Male D Female D 
2. Please indicate your age: 

20orlesso 24orabove D 
3. Please indicate your religion: 

Han (Buddhism) D Hui (Islam) D Others, please identify: 

4. Please indicate yours father's educational level: 

Less than high school D 
College/University or above D 

Senior high school D 

5. Please. indicate yours mother's educational level: 

Less than high school D 
College/University or above [JJ 

Senior high school D 

6. Have your parents ever worked in the hotel industry? (Either your father or your 

mother): Yes D n v NoD a 

7. Please indicate your internship period (months): 

3 or less D 4-6 D 7 or above D 
8. Please indicate your assigned internship department in the hotel: 

(Multiple choice if you had job rotation) 

F&B D Housekeeping D Front office D 
Kitchen D Conference& banqueting D Other, please identify: ... I __ _. 

9. Please indicate the university or college you are attending: 

Ningxia UniversitO Beifang University of Nationalities D 
Yinchuan University D Ningxia Polytechnic College D 
Ningxia Vocational & Technical College oflndustry and Commerce D 
Ningxia Tourism Vocational & Technical College D 
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Part 2: Section 1. Please complete this section by indicating the extent to which 

you agree or disagree with each of the following statements,using "✓" . 

}=Strongly Disagree 2= Disagree 3= Neutral 4= Agree 5=Strongly Agree 

Intrinsic Motivational Factors 

Code Section 1.1 - Intrinsic Context Factors I 2 3 4 5 
(ICF) 

ICFJ Hotel jobs provide me with a variety of 
activities and skills. 

ICF2 Hotel jobs provide me with identification of 
visible outcome from start to finish of the 
work. 

ICF3 Hotel jobs are significant in my life and for 
other people. 

ICF4 Hotel jobs provide me with substantial 
freedom and discretion in my schedule. 

ICF5 Hotel jobs provide me with direct and clear 
I , 

feedback about my performance of the task. 

Code Section 1.2 - Intrinsic Content Factors 1 2 3 4 5 
(ICF) 

ICF6 Hotel jobs give me personal growth 
opportunity. 

ICF7 Hotel jobs provide me with space for 
advancement to higher positions. 

ICF8 Hotel jobs provide me a sense of 
responsibility. 

ICF9 Hotel jobs give me a sense ofrecognition of 
my work. 

-
ICF 10 Hotel jobs provide me with a sense of 

achievement in my life, and personal value. 
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Section 2. Please complete this section by indicating the extent to which you agree or 

disagree with each of the following statements,using "✓". 

1 =Strongly Disagree 2= Disagree 3= Neutral 4= Agree 5=Strongly Agree 

Extrinsic Motivational Factors 

Code Section2.1-Extrinsic Rewarded Factors 1 2 3 4 5 
(ERF) 

ERFI Hotel jobs can provide me with a good 
salary. 

ERF2 Hotel jobs can provide me with good 
benefits and compensation. 

ERF3 Hotel industry working environment is a 
pleasure for me. 

ERF4 Hotel jobs provide me with safe working 
conditions. 

ERF5 Hotel jobs provide me with a flexible 
schedule. ' I 

ERF6 Hotel jobs provide me with a good and 
- ,- -

respectable job status. 

Code Section2.2-Extrinsic Regulated Factors 1 2 3 4 5 
(ERF) 

ERF7 The company policy and administration 
regulations are strict for me. 

ERF8 The company culture is pleasant and 
comfortable for me. 

ERF9 I built a good relationship with my 
supervisors in my workplace. 

ERFIO I built a good relationship with my peers 
and colleagues in my workplace. 

ERFl l The work location is appropriate and 
comfortable for me. 
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Section 3. Please complete this section by indicating the extent to which you agree or 

disagree with each of the following statements,using "✓". 

I =Strongly Disagree 2= Disagree 3= Neutral 4= Agree S=Strongly Agree 

Parental Motivational Factors 

Code Section 3.1 - Parental Support Factors (PS) 1 2 3 4 s 

PSI My parents support me in choosing a career in 
the hotel industry, no matter what position I 
hold. 

PS2 My parents have a positive attitude towards the 
hotel industry jobs. 

PS3 My parents think it is good for me to find a job 
which is related to what I am learning now. 

PS4 My parents often discuss with me a career in 
the hotel industry. -

PSS My parents have accurate information about a 
career in the hotel industry. I 

PS6 My parents can refer me to work in the hotel 
industry. -

Code Section 3.2-Parental Concern Factors (PC) 

PCl My parents' work values and their working 
experience always influence me. 

PC2 I prefer to choose a job that can ensure my 
parents a good quality of life when they are 
growing older. 

PC3 I prefer to select a job that makes my parents 
feel proud in front of other relatives and 
friends. 

PC4 My parents encourage me to pursue a stable 
career in another industry. 

PCS I consider my parents' opinion when making 
my career choice. 
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PC6 I will consider the company location when 
selecting a job because my parents don't want 
me to live too far away from them. 

Part 3: Please complete this section by indicating the extent to which you are satisfied 

or dissatisfied with each of the following statements, using"✓". 

1 =Extremely Dissatisfied 2=Dissatisfied 3=Neutral 4=Satisfied 5=Extremely Satisfied 

Internship Programme 

Code Section I-Internship Programme Planning (IPP) 1 2 3 4 

IPPl Most hospitality and tourism programme courses have 
assisted my career. 

IPP2 My institution has organized seminars to introduce the 
internship programme and industry operators. 

IPP3 My institution has invited industry operators for on-
campus job interviews. 

IPP4 My institution has provided faculty support in terms of 
fund allocation for internship programme administration. 

IPP5 My institution has arranged regular visits by faculty 
supervisors or mentors. 

IPP6 My institution has provided faculty support for dispute 
resolution. 

Code Section 2- Industry Involvement (II) 1 2 3 4 

Ill This company has provided me with job positions which 
fit my needs and profession. 

112 This company's HR department has provided me with 
continuous job training and skills development sessions. 

113 This company has provided me with job rotation 
opportunities. 

114 This company has provided me with managerial 
development opportunities. 

II5 I have followed my supervisor's instructions to achieve a 
good performance during my internship. 
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116 My supervisor always gave me feedback on how well I 
completed my work. 

117 My co-workers provided me with help when I met 
difficulties in dealing with my task and guests. 

118 My co-workers have always cared about my well-being. 

Code Section 3-Interns' Satisfaction & Experience (ISE) 1 2 3 4 

ISEl My internship job itself. 

ISE2 My internship job pay and welfare . 

ISE3 My school HTM programme with inte,ship design. 

ISE4 My faculty support and supervision provided in the 
internship. 

ISES My internship company training and development. 

ISE6 My internship company supervisory and co-workers' 
support. 

J I I I\/ 
ISE7 My whole internship experience. ~ 

"-=-~_./ n1vers1t1 Utara a lay 

Part 4: Please complete this section by indicating the extent to which you agree or 

disagree with each of the following statements,using "✓". 

1 =Strongly Disagree 2= Disagree 3= Neutral 4= Agree S=Strongly Agree 

Students' Career Decision 

Code Section 1- Self-Assessment (SA) 1 2 3 4 5 

SAi Hotel careers fit my personal interests. 

SA2 Hotel careers fit my skills development. 

SA3 Hotel careers fit my personal values. 

Code Section 2 - Exploration (EX ) 1 2 3 4 5 

EXI I identified related employers and information 
before choosing a hotel career. 
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EX2 I identified the pros and cons of each option 

when choosing a hotel career. 

EX3 I identified an internship programme as an 

important learning experience in choosing a 

hotel career. 

Code Section 3 - Career Decision (CD) 1 2 3 4 5 

CDI I will work in the same hotel internship 

company after graduation. 

CD2 I will choose my future career in the hotel 

industry. 

CD3 I am committed to a career in the hotel industry. 

End of this questionnaire. 

Thank you very much for your time and effort in completing this questionnaire. 

263 



Appendix 2 Questionnaire:Chinese Version 
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Appendix 3 Interview Questions: English Version 

Group 1- Questions for Hotel Management 

1. What is your opinion about the internship programme for HTM students ? 

2. What is your opinion about company training programme and career development 

provided for the intern students? 

3. What factors can motivate or de-motivate HTM students' career decision to join the 

hotel industry? 

Group ·2- Questions for Previous HTM Graduates Now Working in the Hotel 

Industry 

1. What is your opinion about the past internship programme in your university or 

college? 

2. Are you satisfied with your career in the hotel industry? 

3. What factors motivate you to work in the hotel industry after graduation? 

Group 3- Questions for University or College Educators 

1. What is your opinion about internship programme structure? 

2. What is your opinion about curriculum structure design? 

3. What factors can motivate or de-motivate HTM students' career decisions to join 

the hotel industry? 
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Appendix 4 Interview Questions: Chinese Version 
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Appendix 5 Thematic Coding for Interviews: English Version 

Table 1 Thematic coding for hotel management 

Theme Sub-themes 

Internship Make up for 

programme the labour 

shortage. 

Interns' 

training 

programme 

and career 

development 

Arranged in 

front-of

house 

positions 

Few job 

rotation 

opportunities 

Apprentice 

training 

methods 

Company 

culture 

training 

Interns' 

performance 

evaluation; 

Farewell 

party with 

free voucher; 

give bonuses. 

Motivation Good salary 

or de- if hard

working. 

Statement Participant 

"We love to have this kind of cooperation Shanglin 

programme with the school, especially the students Boston: 

from universities studying the HTM programme; the 

internship programme can largely make up for the 

labour shortage during the peak season and can fill 

up many baseline job vacancies; We hope to recruit 

more students to be employed in our hotel." 

"Most of the intern students were arranged in front

line positions such as F&B server, front desk 

reception, room attendant. There are very few job 

rotation opportunities; if the intern is good and 

wishes to learn,job rotation is usually only arranged 

in the same service sectors. For example, F&B 

rotation can be from kitchen to restaurant and VIP 

private rooms server, although even this rotation 

will only be considered after at least three months. 

Our hotel also uses the method of apprentice training 

by existing staff for newcomers. We also give 

training in our company culture; they all need to 

recite the guide book and must attend regular 

examination; every department also needs to 

organize its first-line staff to study the company 

culture at least once a week; We also hold a farewell 

party for the interns and give them a free-buffet 

voucher. Meanwhile, we also help them to evaluate 

their internship performance, selecting the 

outstanding interns and giving them a bonus." 

"Our hotel gives interns a good salary, the same level 

as the normal staff after three months. If the intern is 

hardworking and is allocated to the VIP private 

rooms, she/he can receive the same level of salary as 
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motivation 

factors 

Theme 

Prefer their captain because of more tips. However, most of 

the students wish to stay in hotel management 

positions rather than the front-line department. 

Other incentive factors for the students to stay in the 

management 

positions to 

front-line 

jobs. hotel industry are experiencing the hotel's major 

reception work and its brand development. Non
Experience of 

incentives include the nature of hotel jobs, which 
VIP reception 

work with 

more tips; 

Hotel brand 

development; 

Nature of 

hotel jobs. 

Sub-themes 

very tiring and require a strong physique; and the 

overtime work shift. 11 

Statement Participant 

Internship Increase 

programme students' 

"I think the intemship programme is very necessary Wanda 

for the HTM students. There are too many Jiahua: 

Interns' 

training 

programme 

and career 

development 

Motivation 

or de-

motivation 

factors 

understanding theoretical courses in the school, and the internship 

ofthe programme can increase the students' real 

industry understanding of the practical issues in the 

Right attitude 

and 

personality; 

More space 

for career 

advancement 

Girls more 

focused on 

customer 

needs. Self

motivation 

industry." 

11HTM students should have the right attitude and 

decide whether their personality is suitable for the 

hotel industry; Personally, I have worked both in 

travel agencies and hotels, and finally decided to 

stay in the hotel industry for my career development, 

mainly because it suits my personality. The hotel 

industry has more space for my career advancement 

than the travel agency. 11 

"Girls are more cautious and will be more focused 

on customer needs, and I think it is more suitable for 

girls to work in the hotel industry; Incentive factors 

include self-motivation and career promotion space. 

Like myself, if you give a good personal 

and room for performance, there is no problem in being promoted 

career to departmental manager after 3-5 years. Some non-

advancement. incentives, I think, are too much pressure; non-
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Theme 

Internship 

Pressure to 

marry. 

Sub-themes 

Necessary, 

programme help with 

career 

planning 

Interns ' 

training 

programme 

and career 

development 

Concern for 

interns' skills 

development. 

International 

hotel brands 

can increase 

job 

opportunities. 

Motivation Good 

or de- relationship 

motivation 

factors 

with co-

workers. 

Unpredictable 

work shifts. 

Muslim 

parent' 

prejudice 

attitudes 

Theme Sub-themes 

Internship Easing the 

programme vacancy for 

front-line 

staff' 

Obtaining 

knowledge 

regular holiday schedule. Especially for the older 

girls, there is parental pressure to marry." 

Statement Participant 

"The internship programme is very necessary for Holiday 

HTM students, giving them a clearer career planning Inn: Miss 

development." 

"We have always been concerned about the intern 

students, helping them to master the skills and fit 

into the team as soon as possible. Our hotel brand is 

one of a popular international hotel group, so there 

is more chance to go to other cities for career 

development. However, because I am from the Hui 

minority from Wuzhong, I may be always stay at the 

hotel in Yinchuan." 

"I think the incentive factors are: the teamwork in 

our hotel is excellent; good employee relationships 

and common topics among the peers. The non-

incentive factors are: unstable work shifts ; parents 

do not support girls to work in the hotel industry; 

most Muslim parents especially are prejudiced 

against women working in this industry. Therefore 

marriage will be an influen~ial factor for girls 

thinking of working in this industry." 

Zhou 

(Western 

Restaurant 

Manager) 

Statement Participant 

"The schools internship programme can ease the Kempinski: 

Jabour vacancies for the hotel's human resources, Mrs Wang 

especially with the large turnover of front-line staff. (Chinese 

Secondly, the students can gain practical knowledge Restaurant 

from the internship, such as social communication Manager) 

skills and teamwork, that they can't learn in the 

classroom." 
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Interns' 

training 

programme 

and career 

development 

Motivation 

or de-

motivation 

factors 

I 

from practical 

training. 

Orientation 

training; 

Co-workers 

communicati 

on 

Many higher 

vocational 

students stay 

in the hotel 

industry 

International 

hotel brands. 

The nature of 

hotel jobs. 

Not good for 

girl's 

reputations. 

"We treat the interns and other employees equally. 

We conduct orientation training for three days to 

explain the enterprise culture and the service skills 

of different departments, but when interns are 

allocated to specific positions they still need to learn 

from existing employees. For interns' career 

planning, we hope that the interns will continue to 

work in our hotel after graduation. However, most 

university students choose jt to stay in this industry 

but higher vocational schoof students will." 

"The incentive factors are: the international hotel 

brand can enhance your career advancement; our 

hotel brand is not only in China, but also in other 

countries. So as long as your English is good, you 

can choose to go to European countries to work and 

live there, although this is applicable only to high

level management positions. Non-incentive factors 

include the physical nature of hotel work, long 

working hours and irregular schedules, which 

especially influence girls' reputations. " 

Table 2 Thematic coding for HTM graduates 

Theme 

Their own 

internship 

programme 

Sub-themes 

Internship 

hotels in big 

cities can 

increase job 

opportunities. 

Poor staff 

accommodati 

on and poor 

relationships 

Statement 

"I got my bachelor's degree from Northwest Foreign 

Language University, HTM programme. My university 

arranged internship in a Beijing hotel and I was allocated to 

the banqueting department for half the year. I was very 

satisfied with my internship at the beginning , because I 

thought I would have mor~ opportunity in big cities and 

would find a job easily in a small hotel on graduation. 

However, the Beijing hotel's staff accommodation was very 

old and the local employees were not nice to the interns, 

especially those from other cities, so after graduation I chose 

not to continue in the internship hotel." 
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Satisfaction 

with career 

in the hotel 

industry 

Motivation 

to stay in 

the hotel 

industry 

Theme 

with co

workers 

Good 

company 

culture. 

Good 

leadership. 

High salary 

and special 

bonuses for 

the staff. 

Good 

leadership. 

Parents' 

concern for 

employment 

locally. 

Personal 

interest and 

persistence. 

Sub-themes 

Their own Treated as 

internship filling the 

programme labour 

Satisfaction 

with career 

in the hotel 

industry 

shortage by 

the internship 

hotel 

Career 

promotion. 

Tiring hotel 

jobs and 

irregular 

schedules. 

"Now I choose to work in Yinchuan in the Boston Hotel; 

although it is not an international brand, its corporate culture 

is fantastic. The GM is very concerned with employees, and 

this culture affects the employees and their working 

atmosphere is harmonious and one of helping each other. 

The captain can detect good skills and give staff promotion. 

Our staff also provide guests with personalized service, such 

as buying fried peanuts in the middle of the night for guests. 

Our salary is good, particularly with extra bonuses for 

employees. Sometimes a good skilled staff's salary can be 

catch up with the captain's wage level, plus the special 

bonuses and VIP room service commission." 

"We are particularly concerned about the interns, such that 

our captain will buy stockings for them;or visiting and 

holding collections for sick employees. Second, I'm from 

Dawukou and my parents want me to stay in Yinchuan, 

taking care with each other. Third is my personal interest and 

career planning. For example, there were 31 people in our 

class, but I am the only one still working in the hotel 

industry. I think this is mainly because of my own 

persistence and confidence in the career prospects in this 

industry." 

Statement Participant 

"I graduated from Beifang University. At that time internship Wanda 

was arranged in local hotels and I went to the Yuehai Hotel. Jiahua: Mr 

The hotel didn't pay much attention to us, just treating us as Ma 

making up for their labour shortage not even mentioning (Restaurant 

career development planning." Captain) 

"I am satisfied with my job now. I was promoted as 

supervisor a year after graduation, and the manager also 

promised me e promotion to captain after another two 

months. I m not sure that I will continue to work in the hotel 

industry in the future . After all, the nature of the work is very 
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Motivation Quick 

to stay in promotion. 

the hotel 

industry 
Extrovert 

personality. 

tiring. Many of the girls in my class quit the job because of 

irregular schedules." 

I am motivated by the fast promotion; and my personality is 

more extrovert and suited to this work". 

Theme Sub-themes Statement Participant 

Their own Satisfaction "I graduated from Beifang University. I was very satisfied Holiday 

internship with current with my school internship programme. Actually, at the time, Inn: Miss 

programme company I wanted to go for the 3+ l internship programme, but my Hai (HR 

training; family didn't support my going to Malaysia, so I just stayed Captain) 

Family didn't at the Holiday Inn for my internship training. Against my 

support to go expectations, the Holiday Inn is quite good and I'm happy 

for overseas with their orientation training and the task assignment." 

internship; 

,f \ 

Satisfaction Promotion to 

with career management 

in the hotel position. 

industry 

Motivation 

to stay in 

the hotel 

industry 

Theme 

Their own 

internship 

programme 

International 

brand. 

Family 

concerns. 

Sub-themes 

Internship 

hotel in a 

coastal city 

n 
"At the time I was transferred from the front desk reception 

to the human resources department for three months. 

Perhaps because of my English and good writing skills, I 

was appreciated by the HR manager and was promoted to 

HR captain after graduation. Now I am very satisfied with 

my work and the salary is OK for me". 

"I choose to stay with the Holiday Inn on graduation. The 

main reason is the international brand, which may provide 

me with good career development and the opportunity to 

work in other cities. However, my family is in Guyuan and I 

am also Muslim; considering my elderly parents and my 

siblings, it's better for me to stay in Yinchuan which is close 

to home and convenient for looking after them." 

Statement 

"I graduated from Shenyang Normal University, HTM 

programme. Our school arranged internship at the 

InterContinental Hotel in Shenzhen and at that time my 

Participant 

Kempinski

Miss Zhang 

(Sales 

training department was in the restaurant. I was happy with Manager) 
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Satisfaction 

with career 

in the hotel 

industry 

Motivation 

to stay in 

the hotel 

industry 

International 

brand; 

Communicati 

on with 

customers. 

Suitable for 

extrovert 

personality 

Personal 

eff011 and 

opportunity. 

Finding 

interns' 

strengths and 

cultivating 

them. 

my internship hotel because it's a coastal city with beautiful 

scenery and I was able to learn a lot anyway. " 

"I chose to work in this hotel because the Kempinski brand 

is quite good. Actually, I worked as the receptionist on the 

front desk; all of my supervisors and captain are foreigners, 

so I learned English from them. Due to my personal efforts, 

I was transferred to the marketing department. I am satisfied 

with my present position and work environment, because I 

can deal with different customers, which suits my extrovert 

personality." 

"I think I was motivated to continue to work in the hotel 

industry because my strengths and personality are in line 

with this industry. And our hotel management also hopes that 

more interns will choose I to stay m this hotel after 

·graduation. Although indiyjdual effort is quite important, 

sometimes I think opportunity is also very important. The 

supervisors and captains for interns should all be good at 

finding their strong points, cultivating their abilities and 

giving them more opportunity to participate in decision 

making, guiding their career development in this industry." 

Table 3 Thematic coding for HTM educators 

Theme Sub-theme Statement 

Internship Different "Our internship programme is divided into two parts based 

programme campus on two different campuses. For the Zhongwei campus, the 

locations use internship programme is arranged mainly in 4-star hotels in 

local hotels Zhongwei, such as the Shapotou Golden Bay Resort Hotel 

and the China Travel Service Group; the Yinchuan campus 

uses 4-star hotels in the city, such as the Kempinski Hotel, 

Holiday Inn and the Boston Hotel." 

Course Three strands. "Our course structure is divided into three strands: travel 

structure agency, scenic spots and hotel management. Most of the 

design and 
Theory 

curriculum structure is theory-based teaching; the practical 
+practice 

planning 
teaching. 

unit is the internship programme, which can be chosen by 

students themselves." 
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Motivation 

or de-

motivation 

factors 

Low social 

evaluation of 

service 

industry; 

Double tutors 

mode. 

Theme Sub-theme 

Internship Local and 

programme external city 

hotels 

Course 

structure 

design and 

planning 

Motivation 

or de-

motivation 

factors 

Two strands. 

International 

cooperation 

programme 

Students don't 

like their 

major 

programme. 

Low status of 

hotel jobs. 

High 

expectations 

of university 

students 

Theme Sub-theme 

Internship Yinchuan 

programme local hotels 

"I think the key point de-motivating HTM students is the low 

social evaluation of the tourism industry. Since it is a service 

industry, most graduates don't feel a sense of achievement 

working in this industry. Thus, many students choose to 

work as teachers in the private or public sectors, or civil 

servants or in other well-paid service jobs, like Wanda 

Group. So I suggest that we use a system of double tutors: r 

is the teacher to guide students to understanding the 

industry; the other can invite the industry executives as good 

examples to encourage students to join the industry. 

Statement Participant 

"Our internship programme covers hotels not only in the Beifang 

local city but also five-star hotels in other cities such as University: 

Hangzhou and overseas, e.g. the Malaysian Langkawi five- Mr Jia 

star hotels." 

"Our course structure is divided into two parts: tourism 

management and hotel services and management. We also 

have an international exchange and cooperation programme 

with Malaysian universities: our 3+ 1 and 2+2 programme." 

"Less than 20% of our graduates are currently in 

employment in the tourism and hotel industry. Most students 

did not choose this programme as their major at the outset, 

but were allocated to it. In particular, many of the students 

whose internship is in the hotel sector will not to choose to 

work there after graduation, because hotel work is too tiring, 

has a relatively low status and promotion is slow. University 

students have higher expectations towards their future career 

paths, so most will not to be engaged in the hotel service 

industry after graduation." 

(Director of 

Tourism 

Department 

) 

Statement Participant 

"Our university implements the order training mode, so we Yinchuan 

sign employment contracts with hotels such as the Yinchuan University: 

Kempinski and Wanda Plaza. When we recruit our higher Mrs He 
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Course 

structure 

design and 

planning 

Motivation 

or de-

motivation 

factors 

Theme 

Three strands. 

Practical 

training. 

Order training 

mode 

connection 

with future 

employment 

hotels. 

Sub-theme 

Internship Local and 

programme external city 

four-star 

hotels 

Course 

structure 

design and 

planning 

Two 

directions. 

2+1 study 

mode 

vocational and technical students, we let them know about (Director of 

their internship and futw-e employment hotels." Hotel 

"The HTM major programme in our school was established 

in 2011, with three strands: hotel services, tourism 

management and aviation services. We have built practical 

training in hotels into the curriculum structure, is 

combination with theory and practice courses." 

"As we have the order training mode, we can always guide 

our students to work in the hotel industry. At the recruitment 

stage students, already know their employment directions 

for the future, and the higher vocational students don't 

position their career paths as high as university students. 

Their employment rate is therefore higher than for university 

students in the hotel industry. If they feel their internship 

hotel is good and with opportunity for promotion, most of 

them will choose to stay in the same hotel after graduation." 

Statement 

Managemen 

t 

Department 

) 

Participant 

"The hotel internship programme is arranged for one year Ningxia 

local four-star hotels such as the Boston and Wanda Plaza, Vocational 

as well as Beijing four-star hotels." & Technical 

College of 

Industry and 

Commerce: 

"Our course structure is divided into tour guide and hotel 

management, generally with a 2+ 1 study mode, with the first 

two years for theoretical courses and one year for internship 

the programme." 
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Mrs Ye 

(Deputy 

Director of 

Tourism 

Department 

) 



Motivation Guidance for 

or de- students. 

motivation 

factors 
Talks from 

outstanding 

graduates. 

Theme Sub-theme 

Internship Students 

programme choose for 

themselves 

Course 

structure 

Half 

theoretical 

design and and half 

planning practical 

courses / 
Motivation Guidance and 

or de- clear position 

for students. 
motivation 

factors 

Theme Sub-theme 

Internship Local and 

"Most of our graduates mostly remain in the hotel industry, 

mainly because we guide them towards this in career 

development planning. We also invite outstanding graduates 

who now have good career paths, such as Zhao Ke, to talk 

with the students about her own professional growth, which 

really helps students to establish correct career targets in this 

industry." 

Statement Participant 

"Our school internship arrangement is chosen by the Ningxia 

students themselves, either through family contacts or the Polytechnic 

school's arrangement with local city hotels." College: 

"The course curriculum structure is divided into two parts: 

half of the courses are theoretical and half practical." 

n1ver 1t1 Uta a a 

"Most of our students accept employment in the relevant 

hotel industry, and our employment rate can be as high as 

90%. From my perspective, the motivational factors are the 

guidance and position for the students. For example you can 

directly tell the students that the purpose of our study is to 

train technical staff for the hotel industry, so they have a 

clear understanding of their future career planning. They 

also have lower expectations than the university students." 

Statement 

Mrs Chen 

(Director of 

Tourism 

Department 

) 

Participant 

"The internship in our school only lasts six months, unlike Ningxia 

programme other big city the other higher vocational colleges. We are involved not Tourism 

hotels. only with the local hotels in Yinchuan such as the Vocational 

Kempinski, Wanda Plaza and Boston, but also include & Technical 

Beijing, Shenzhen and Hangzhou four-star hotels". College: Mr 

Wang 

(Director of -----~-----~------------ ---- ------~ 
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Tourism 

Depaitment 

) 

Course 2.5 + 0.5 "Our training mode is 2.5 + 0.5, which means the first two 

structure study training and a half years are the theoretical courses and the half year 

design and mode is for practical training." 

planning 

Motivation Low "Honestly speaking, the higher vocational school students 

or de- expectation of have low expectations of their occupation development, so 

career they will directly choose employment units in the relative 
motivation 

factors 
development. industry such as hotels, with their class teacher's guidance. 

China tourism Moreover, the development of the tourism industry in China 

is developing is prosperous at the moment, so this is a good time to 

rapidly. encourage the students to work in the industry." 

UUM 
n1vers1t1 Utara 
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Appendix 6 Thematic Coding if Interviews: Chinese Version 

Table 1. Thematic coding for hotel management 

Theme Sub-themes Statement Participant 

l~H~~Z93h 
mM 

"~Lt :g. xx~~ 15" ~ft , ::ft X ~-=* ~3t ...t ~ ~JJtJT 4Y1 
~ s<J * ~ ~ s<J ~ ~: m ~ ~ *~ M 1:v: ~ m m _ :t~ 3( 
M, ~-MH~s<J~~h~M~B:$ ± cAnm 
}JHY~x~~h~.!Rs<J~~ ffitEfflmff~I ~ $ n ~ 
1t: ~iM~15"s<J~1t$~~®~>] ~ ''o 

----+-----+----------------t~ ) 
~ >J ~ s<J ~r-1~a-n 
:!:ff iJII ~ iWt $fl: ~Y' 
~tii:Ji s<J $t M m 

• 

~; *ffl~ 
9rJHW ~ s<J !ff 
iJll/5"~: ~ 
~ X 1-t :h1'r 

vii: ~>J~ 
xx~~~>J 
~s<)gJ~~ 
~~gJh,; 

~ it mn s<J m: ~>J~ 
£%XXif:FJil. ~· M1ftrm~~ 
-UM1ft: 
~JJ5VIP i¥J 
•::kfi1~I 
f'Fi&IUJ!~ 
-§.fa]~; ffi 
m £ m tt 
Ji: ffimI 
1ttiJ.w 

"±~~~>J~~~*tE-HM~:~ 
~~~.~~. ~m~:~Mm~~j>. 
±~fia~I[~ f5J-tmf1 P-J En~M, l:t~o{t 
~-~fz:¾-'el.faJ' -~~Y'-=-1- )=j ~_t;;t 
~~~~M: ~~-~s<J15"~:~~X 
f-t :F:l!L~ :h1'r iJII , ~ -mi -¥ M 3t JE M ~ ff ~ 
~. $f1~.El.i_R'B}Jaj ~>J ~d,>-l~: jg~ 

>J~~h~*~•~§M~~:~>J~ 
1£*• ~~{jt*~>J~:JfJt~~~"o 

"4'ffims<J~>JMm~ffl.~>J~-~ 
,t)=j~~~~~Iffl~fflf5J:~hi¥J~ 
I'el.faJ~~~. m ~$f1±ifimJr 
f:~~*$**~mafflms<Jif:FJil.M 
~.~$~tE-0$f100~:-~~
~:~JJ5fflms<J•::k~fflifF:ffim§ 
~~AA!s<Jtii:Ji:~-~~•~= fflmI 
fF'tiJ.w~, ~h~*::k: st-m-1Jo3Jr"o 

Theme Sub-themes Statement 

~>JJJJi § ~>Jm ~t~ "~>J :fYl § xt~rhfif:FJil.~~s<J~~w 
:JJo~~xtffi g~~F-m-&,~s<J: ~~s<J:EI~~t¥:t: 
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Participant 



mfrfts<J~ ~.~~~sm~*~~~~~a~& ~~•$m 
~O frfts<J~~~~O"o m- #t3C± 

~ ~ ~ 8<J tlfs'-J~~lO 
t& till Ej 8Jt 'ti~; ffim 
ftbt~ fr~J::.fr~ 

"JJKwt~:EJll.~fts<J~~@~:fi)(:11£~~. c ~ tx ,ra, 
~M§fttt~~~~~fflmfrfts<J-Dt ~> 
M;ft~A*~~aJJKfrtt~ffi$8I 

faJ{tt:k 

&:t¾fr~fa] 
bt~::k; ~ 
ffi ffi fl ::k 

~tt. ~*~~~~maffimfrft-Dt 
M,±~~~mmmfrft s<J~ftJ::.fr~ 
fa] lttx::k "o 

s ~mfr .¥W n~:E1.&~ f~nfils<J; ~~ 
~s<J~-~:~~s<JffifJ::k;~~B~ 
fiic&; 3C ~ s<J ~ ~ .1I fl ::k, *~~llWU5t ~; 
X:-BJ:ffifJ~i:i~ffi~ "o I \ / I 

Theme Sub-themes Statement \/ I Participant 

~ ~ ~ !16' 
~. m~ffl 

"~~~B~F'M'~!16'~, ffiL§.~§ft~ ~Bfflm

!IJJ ;};JI! tJ * * 
s<Jmtft 

fttJl!tJt~~ffl M "o 

alays1a 

~ ~ ~ s<J ~~:£8'-Jtt "x1~~:£-1it~~bt~~t1, ttr5J::. 
:t& vii Ei gJt J5:t&iJII; 00 ~:m~tRJ::.-¥; ~iRMA:i3:~!11!R; ffi 
ft-DtM ~ifflms<J~ $1'ffts'-JllHftbtMfLOf, m:frtlHR, :Jt 

-~Ej 
~~~s<J ~-
Theme 

m-DtMm~ ~~oo ~~s<J~mmm.m~~*~~ 
*~mtftm ~•mmtft~ffi;~~~~ft*A~§ 
~ ~x~~ms<J,m~mn~-1iffi1£m 

)118'-JffimI{'I: ''o 

l□ fiiJ$1*M= 
~M-8'-J~ 
*; Jc~fm 
~ a<J JJ□ 3j)f ; 

"•~~•~: I~s<JrniRm•;~I 
~*; fiiJ~A~~~nfil~$;~-~~ 
-~: ffi$8'-J*l~~F'M'~~~; X:-BJ~ 
~M=,:Jt~~x-t3C~ammfrftI~~ 

§~~x:-m: -~.$~~§~**;~~8'-J~-~ 
~fflmfrft J!t~lz9-~UfliJ1£JJtfrftbtJi "o 

M:~1,llu~ 

Sub-themes Statement 
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m 3l:± < rm 

Participant 



~$£-~~ 
Il¥J 15<J1fL~ 
Ml¥JJ.Ih : 
@~~iJll ~□ 
i.R 

"~nl¥J~>.Jr]l § -aJ i;J~fM*W!i$1¥J 
Ahi5r~l¥J~M. ft)t~-~:giHl 1¥JA 
~~~*: ~~~~m-aJi;JM~>.J~ 
~>.J~~~w~~~~~~m.M~tt 
~ ~Jj ~~ jJ , ln I l¥J ff! ~Jdt1t ~ "o 

~ >.J ~ l¥J AMttfiJll : "ft1fJx-t~>.J~l□ lni t~~-t-~liiJ1= 
Jtf iJil Ei mt !iiJ$3t~tt l¥J: ft1i'J~~~>.J ~:itl:ff AMttfiJll -=. 
~ :&:Ji J5: ~Im~ ~, iJl:M '.11::~ x 1-t i;J & ~ tffl f1 l¥J ~~ 95-tt 

1:.~••m :r:;~;@~A~*~~l5<Jm111.~£• 
~ffi$fr~ ~~>.J~~a~~~I$~>.J,$~$ 
:&:Ji f~: x-t-f-~>.J 1:.1¥Jtq~J;J\l:IW, fJt1i'Jffi$ 

~£*M~>.1~~*~§-aJ1;J~am 
ffi$*~-I~,~£*#~ffiff~~ 
ff~1¥J~*ffl&,*$m£~M~~l¥J 

1¥J ~ 1llJ , ~ am ¥ffi rn s{] £ m ~ -& 1£ ~ 
oo , a ~1m oo * m ff, ?Jr l;J ~ ~~ii tzr , 
PJl;J~~¾~~-®tzfl¥J00*¾1:.~; 
@£■~®~~•m~PJl;J$~;~• 
~1¥1~-~: ffi$*~1¥JI~ffl-A , 
ft~jJ,I~B1~*•WH~ft~~~ 
~:~~~ffi$1¥JI~tt~~~~.jt 
~£X'J3'1:.fJU[nj~JJtl~tzf "o 

Table 2. Thematic coding for HTM graduates 

Theme Sub-themes Statement 

M¾~~ ~ >1 m rn ~ a*f-4 mt~ -t- g§ ~t ;,1-~ * ~ ~rn ~~ * 
l¥J ~ >.J rm f-lFtE* :IJjlm Ei~:FJI! . ~~~f-lF~>.J1±~tJ1'~$. ft 
§i,5¥1f)- PJl;Jj:~1J□mt ~B11£~~$f1~>J*~: ~B1~F~~ 

~m~: ~ -~>.Jlf!.1ft, l!]J'gff~tJ?-:, '.!liti~«*~ 
Iffl'@'~14 ~PJl;J~~ ffl$*g§·~**~«~-
~: lnI~ ~1¥Jffi$I~~~~~B:@~ffi$1¥J 
*~tzf ttffl~#W~,ffiH~ffiix-t*~Affl 

~~~. m1;J*~~m~~m••m1± 
~>J 1¥Jffi$I1t: 
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M~1Jr~ffi 
$ -3::3'± 

( ~ ~ ~ 
:fJI! ) 

Participant 

_t ~ ~ 1Jr $]1 

rffi$ -43' 
±<~~$ 
f1~:FJI!) 



Theme Sub-themes Statement Participant 

:ii -ti:~~ --~>Jffl 
B'-J ~ >J JJQ r;s; *~:f 
§ t-fift xM=•:$7r~ 

a~n~am~~*~B'-1.~a~B'-1~ @amrn
>J~§~~m•as'-J, §~**m-t: •~± cA 
3+1 rm El, fg~*~rt~:fxf#, J=iJr~ 
mt'i¥UEf~ a mrn~>J 7: 1~ a mm~~ ~ )181 ~ ±: 
>J 1: B'-J:l:! ~ ~~ :f ffl B'-J , JAAIUUtiJH itl 

~ m rn I mJriLJffr:1 
ft B'-J • a rxHtr 
t1H5r, 

i~Hfz:0-@c, ftffl3]tfff~:fffl; 

§~~>J~a~JAtt~•m~~Am 
snmtt=~~. m~~a~mffi:f 
ffl,~*~~&~tt~. M±:ff•m, 
~fta&•m*~AmB'-1±:ff,~~& 
~:fffl: m~am••a~as'-Jif'F: 

~ mJJ 1@J. * oo ~ff\m rn B'-1 a z.. J=iJr ~ * ~ m m ~ ma~ a ffl rn I 
Am a ffl ~ J\Jlil ,;i olfiJ 1t, ±:~ffi~'.W:1i®BJ!~OO~i~J\Jlil:f 
rn tT ~ I :JJ: *~!El ii, ~mfftJL~PJ~~m-t:~1m~rtrI 
f'FB'-JIEI• • f'F.~~~M~~&:fffl:NW*~~ 

Theme 

~B'-J,fi&~@~,~~~~.ffiff~ 
~~_t~. mt1:mJ11~lut~m:n~. ~ 

Sub-themes Statement 

:ct -t: ~ ~ ~>Jmrna a~tt~ttm~ffi~~~~ffr:1~~ 
¥~8'-J.~ttfiill~~~~B'-J~>J-~ 
~a~:1111 B'-1 $-tTT~·M ~iffl rn, ~ ~-~ >J 
B'-lSn~~tx®n: ftm•~~~a1~ 
~B'-J~>J•~. ~•m~~m•:IJixrtr, 
Jx\.:l~ss, ~>J~~&$: 

B'-J ~ >J JJQ • :iiI :fJix m 
El t-fift 

~ m rn I oo ~i ffl m B'-1 a~* ~Hj am rn + 1t , 1m _§J~ti: AA~ 
t1: B'-1 • • ~ J\Jlil ,i olfiJ M~:i!~~~ffi:fffl: lil\ifi~att~ 
-~ :JJ: ~-g If'F,~*±:ffffl3~*00A,ft~~ill 

B'-1 ¥tJ ii~ #His'-J~>J5'rm, m*rnra~ AB'-1~ 
ft: ~~m :JJ,•a~~Twmsn:am••a 
~*~ttM ~fts'-Jif'F~~~&If'F~ffl,IEl~PJ 

~~:f~B'-Jgpn~m.m~~as'-Jtt 
~. &f~tFHlA: 
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Participant 

M~JtJr~ffl 
J! -*~± 
(ffl~~ 

:f:I ) 



• nm 1~ * 
A M a ~ 
rn1r~I 
11= 1¥] ~ ~ 

,t,AgjJ~ 
f!L~; ~f,½1 

~ >.] ~ 1¥11ft 
,B#:l::S:~11B 
ff] 

ft~m~••nmft•~~ffMa~--t 
rr~ft:I 11= l::t~~n:U~ , rffi_§_ft1Jt1~ § 

Bl¥JM*~tt*•~~~~~--trr~; 
~rmm1¥J~m&1t:~~~-®~>.1 
~~•*~••mammr~.mM--t 
A~hm•~.@1t:a1Jtffl~~~m~ 
&m~~.m~~~~>.1~1¥J~m~~ 
±~-@~~r~~~>J~1¥Jtt2,# 
~£m~. ~~r~~~~~1¥Jm~ . 
:t~~~mamm1¥JM~titJ&1J~; 

Table 3. Thematic coding for HTM educators 

Theme Sub-themes Statement 

~>.]:@ § ~ >J :'tc t-11:a ~tt1¥J~>.1:im§1t:~~~~*m$* 
~ :11!1 l¥J ffi 1¥J,-$*!t:«*Ett~~>J.m~~ 
m, tt~Jiff >.12/t:~~~-*~-ffi~~~~~ 
r£1t:I fitt~&~El¥J~£g~~l¥Jffim; * 

'I~,; Wtt~at~J111¥J~£g~~l¥J~Jis1f: 
m~AA~,fiBffllis~&~~~AA~ffi 

....... m: I'-

~ti~fl .=.--t:n~; ft*~~~ ~ 1¥Jm~:n~ &lt:*~~ 
'tt~ ~it~~~ 1J~1¥J.~rrtt.•~~&mmw~1J 

ffl!i5~ ~;~~~•*•*It:~~~~;~>] 
•~m~EJ±~>J&m~~ff■M~ 
~~t-11: ; 

• mh ~ ;;f ~~Wf~li* ~~~±~ !t:~VHrr~ l¥J -•tt~W 
•mJJl¥J~ 1r~l¥JW1ft 1ftl::t~ff£, m~~~~*1r~: •~*~ 
~ ~ff£: ~~ fila*rr~r~~~••:;fa.:xs* 

9i1Jf"11j ~1f::k~li*rr~. 1::t:ti□ mv111r~. ~* 
~.n~•ffi~ ; ~~~ey~~~~~ 
>Jrr~~~~~.-:nIDft~a~~• 
>J *11□ ~ 51 ~, 33-:nIDJfi-l-wff~~~ 
~~Wf¥;1Ja ~~JJi/J; 

Theme Sub-themes Statement 
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Participant 

'r~::k~ -
J:~~ (~ 

Wf*ftli}f~ 
±ff) 

Participant 



[R p;j l}J,,& [R 

:$'r rt-J ~ >J ffi 
mt~ff 

~>Jfftx r-J tx5'rJ£ff OO:$'rrt-J~>J 2, tt 
~~*~~~~-n£.ffiJi!:fo!Rr-J~ 
~m1,1 im£fflm, 1X:$'!,fftt1+11¥JW3"*n 
£ • l},( ...t ffi m 0 

~ t.¥ W: B pij 1-1J fPJ , ~ ~ 1J fPJ 5t ~ ~ ¥h1 ~ :El , ffi m ~Ii*~~ •m oo~~rt-J~ :EI, ~~*~~oooo~~~-~½~. 

$.JJih~~ 
$_ JJih 00 IE] 

~ 

' 
Theme 

>] :tffi § ff 3+ 1 ~ 2+2 ;t-;~ti:\':, 

~~~-1-xt 
*~~; ffi 
Ji!:f l¥J I {'I= ti: 
l9i: *l4~ 
OOI {'FfflAA 
~~ 

Sub-themes 

ft~rt-J¥~~a*ff~rt-J•~•~~ 
20%, :::k~~~~l¥J;:tl!fiJ!JliM ~*U 
5t~u*l't-J:Ml},(*~~~~~-I-~* 
~~.x~affim~>Jmi¥J~~*~fi 
~~M-ffiJi!:ffi~:~~~±~~~ffl 
ffi;;!:ffi~I~**~•~~~~*•• 
*&~~~;~-1J®-=*~~~~ 
art-J~~~~~.~~&~~~.~1! 

;w:¥~mM-~li*ff~: \ I I 

Statement \. / I 

~fft~~fin•~~•~.•~am 
~~~~B~~ffl~-~-m~MM 
~~*·~>J~M~fitt~®~*•m 
!!_; ffi}i!:f ~li*~~l¥J~~±~~fti~JII 
lWUt:M ~ , JJ :it~~ ffi Ji!:f ~-{ft: 

i* t.¥ ii Ii -= 1-1J [P] ' ft~ i¥J ~ m ~:EI~~~ 20 11 1¥ ,5x;:tr i¥J , 
±~ff~~1J~ffimm*.~wrff:Eil},( 
RAA~m*: ~f~~~>J.~$'c;~r-J 
~ff~~~iJII~, -Sf~~t.¥1&:.l'.~:Elif; 
~½~Wt; 

tim ~iJH~i9:li 

$. JJih ~ ~ n•~~• ft1nn•~~•~· amq~~~l},(,&~ 
$. JJih l¥J ~ ~. ~>J ffl t.¥~~ 4t B~2: i31 ~~~¥~m 1¥JM~ 
~ m~**• 1J~.Ml},(~~f*N~~1¥J~mw~ 

Theme 

~~~ ~.M l},(ffi~**•~~~~l¥J~~a 
ffi}i!:ffi~-~-~~-.~-~>J~ffl 
Ji!:fl't-Jffi~~~M.~*~~*.Ml},(¥ 
~m~ ~~~ma ffi m #H~•~; 

Sub-themes Statement 
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~t1J~~* 
~-~$'c;~ 
<~Wl*fj: 

liJf~±1f) 

Participant 

i~ }II ::;k ~ -
{iiJ 3( ± ( ffi 
m ~:EI*~ 
liJf~±{f) 

Participant 



IX pg .EJ IX 6'1-
s<J IZ!l £ ffi J;s 

ffiJisff~~~n~s<J~~~M-~.~ 
~ lf!.1iz:IX pg 6'1-s<JffiJ.!f, 1Ytl:!w~tJRl¥J 12.9 £ 
IV-J:. ffi Jis , ~ J II J:. j)f ~ ± tYi , 75 z il $ 
¥@)is~; 

t' _il I p,:ij IfH 
~tt#~~ 
- llf -Jx. ± 
(~Wf *tt 

W3-t-~~n ft1!'J~Wfffrl~~n~.±~~ ~Wf~ :)~ ;rJ ± 
~.~IM ffl!V-&ffiJ.!fffrl,~ff~Is<Jffi~,~ 
~ ~1¥JrI*~ffl.EJ-Ws<J~~ 

~ /Jm .EJ ~ ~ 1:. B~ ~ t@ Jis ff :El~~ .!f ~ s<J ~ 1:. :x ~ m ~~ W 
~ /Jm s<J I!! ~: ~if{Jt 1:EffiJisff~m~Ifp, ±~¾~~~tt 
~ **~1:.i# 9rpl¥JM~iJl!:lWi31 ~. ili~ifff~pg s<Jtt 

Theme 

~ **~1:.W~~~*~~1:.*~.~rl 
~~~*~ffis<JM~~*~~.~~~ 
1:. :W i[ 13 c. s<J M~ § fj : 

Sub-themes Statement Participant 

~~rm§ ~1:. 13 .±m ft* s<J ffi rn ff JI~~~ 1:. s<J ~ ~ r:m § t' ~ IfH~ tt 
~ ~¥1:.13::i:m*,ey!V-m*~~s<J~~ *~~-~ 

ffiJis, -tgey1V,13B~*1X*s<JffiJis: -Jx.± (~Wf 
-~-~-

1
-~-•-t--:EI_*_.EJ_~---~-~-~-~- ~-s<J-,~-ffl-W_I_t_~_¾_rI_*_nQ-~-~-A.~*~m~::t 

ff) 
'tf6L ~-#- i!Btt~~~~ ~- $; 

~ /Jm .EJ ~ 51 ~~1:.. 
~ JJm s<J I!! ti ijJfl s<J JE i:v: 
~ 

Theme Sub-themes 

*~•~1:.m~•1:Effl~s<Jmrnff~ 
mt~: mt~$~z 9o%!V-_t: ::t~¾ 
x;f ¥ 1:. s<J '31 ~ IV-& ~ t9J l¥J 5E fft bt $x l3J3 

~.mt¾~~-~tt*~~I.~!V-~ 
1:.m~x;fl3c.1¥J**M~M~~~M 
Btn, bt-;2fs: s<J ~ 1:. ~~ £ 1i: 

Statement 

fttls<J~~¾#-~, *ffl 2.5+0.5 s<J~ 
~•~· ~~mrn1±1Xpg*m~~&. 
IX6'1-~~tW,.-, ~:IJII, #i:fH~:1:-fu, IX pg B~ 
t~J 11 [9 £ ~ IV-_t ffi )ism~, 17tl :!lo ~/lJt#JT 
~. ;.Jjzs.$, _t~t' ® E3 ~; 

~ ti 19: ti. 2.5+0.5 s<J ffiJisff:El ~ ~ s<J ~1E:1:if~~ ~.±~* 
'tf6L ~~ti~ ffl 2.5+0.5 s<JJ/}~-~; Jlitta-§-¾'.~ 
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Participant 

'T'~~Wftt 
*~~-.± 
%1:. (~Wf 
*~m~::t 
ff) 



~ ffj}J Ei ~ !Ublld!F *~ Im~~~~* 7'HR~lld!F *~ ~, Jiff ~ El 
~ ffj}J 1¥1 lz;J ~ : i:r 00 ~ 2mt4? El .:t izMf ;;$: ff ill'. l¥J ff-Jtill'. ~1fz:, ffl 
~ rhtill'.1¥J:ttJI x1$x?§'.~: 1J□ J::..t i*ats'-J~Vrp ~I~ ~R 

i:rOO~rhtffill'.1¥J~M~~.&**1¥1B 
~~~a*ffill'.wcill'.: 

UUM 
Un1vers1t1 Utara 
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Appendix 7 Factor Analysis Results 

Factor Analysis for Intrinsic Motivational Factors 

Conela11on 

S10 {l•la led! 

Correlatllln-b< 

1Cfl•61111S ICfHnl< 1CfJT11k ICfl• ICf~ 
v,11911 ld""1/ S19n1ftunce AW>noffll' 

,_ 
ICFI-SlolltVino~ 1000 636 m .190 705 

1Cf1-Ta11< ldonllr .136 1.000 .!ti .m 78! 

ICF.l-TISl<.&lgnlkanct .m .781 1.000 .'95 .l'Ol 

ICF4-_,..,. 400 •&3 ◄ts 1.000 191 

ICFHfffl>t!k 705 782 103 .m 1,00 
ICF~P11son11 GtM 4&• .m .538 ,137 m 
!Cf 7 .... ,, ..... ,emen1 39, .m ~ .291 Jl8 
ICF&-Responslbilllf 102 "' ,ri .213 U9 

ICFS-fte<D!lnSon 349 m 461 .m us 
ICFl1Mth1Mtn1111 .393 m .515 .336 m 
ICFI-S1<:111,vadefy 000 000 .000 000 

ICFl-TISl<kltntr,' .000 .000 .000 JOO 
,en rntc Sl9nlltofttt .000 ODO .000 JOO 
ICfl.-omy .000 DOD .uuo .euo 
ICFH-.1, 000 000 .000 .ooo 
ICf&-Pe,sonaiG""'°' 000 000 .000 .001 JOO 
tCFT·AIMnCfflll!nl .000 .000 .000 .000 JOO 
tCf8-llespon,_ .000 .000 .000 .000 .000 
ICF9-Rec011- 000 .000 .000 .000 .000 
1Cf10-Aehlmmont .000 .000 .000 .000 000 

KMO and Bartlett's Test 

Kalser-Meyer-Olkin Measure or Sampling Adequacy. 

Bartlett's Test of 
Sphericity 

n Approx. Chi-Square 

df 

Sig. 

Communalities 

Initial Extraction 

ICF1-Skills Variety 1.000 

ICF2-Task Identity 1.000 

ICF3-Task Significance 1.000 

ICF 4-Autonomy 1.000 

ICF5-Feedback 1.000 

ICF6-Personal Gro\fv'th 1.000 

ICF7-Advancement 1.000 

ICF8-Responslbility 1.000 

ICF9-Recognllion 1.000 

ICF10-Achievement 1.000 

Extraction Method: Principal Component 
Analysis. 
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.666 

.786 

.741 

.616 

.779 

.623 

.615 

.697 

.664 

.539 

ltf6-
Ptrson11 
urov,tn 

191 
.517 

.538 

.m 

.49! 

1.000 

.m 
582 

.532 

.m 

.000 

.000 

ODD 

.001 

.000 

.000 

.000 

.000 

.000 

ICfl• 
Aawancemenl 

m 
539 

WI 

191 
m 
521 

1.000 

.5)9 

.m 

.198 

000 

.000 
000 
000 

000 

.000 

000 

.000 

.000 

.901 

2788.298 

45 

.000 

ICF8- ICFt- ICF10-
Rnpons~.- Rec09n..., ""'1-

, 02 m .393 

144 153 .158 

m 464 .515 

m m 336 
449 us ,22 

m m 421 

m .m .,91 

1000 589 547 

.589 1000 542 

.5'7 50 1.000 

000 000 .000 

.000 .DOD .000 

ODO 01IO .000 

.D00 .000 .000 

000 ODO 000 

008 1100 .000 
.800 000 .000 

000 .000 

000 .OGG 

.000 .000 



T 01 al Variance Ex11lained 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Component Total % ofVariance Cumulative% Total % ofVariance cumulative% 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

5.484 54.837 54.837 5.484 54 .837 54.837 

1.244 12.440 67.278 1.244 12.440 67.278 

.740 7.399 74.677 

.532 5.31 8 79.995 

.470 4.701 84.696 

.392 3.917 88.613 

.379 3.787 92.401 

.358 3.581 95.982 

.221 2.208 98.190 

.181 1.810 100.000 

Extraction Method: Principal ComponentAnatysls. 

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance. 

Pattern Matrixa 

Component 

1 

ICF1-Skills Variety 

ICF2-Task Identity 
= 

ICF3-Task Significance Uta re 
ICF 4-Autonomy 

ICF5-Feedback 

ICF6-Personal Growth .784 

ICF 7-Advancement .712 

ICFB-Responslbility .906 

ICF9-Recognition .868 

ICF10-Achlevement .681 

E>Ctraction Method: Principal Component 
Analysis. 
Rotation Method: Promaxwith Kaiser 
Normalization. 

a. Rotation converged in 3 Iterations. 
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2 

.796 

.777 

.679 

.937 

.797 

Rotation 
Sums of 
Squared 

Loadings• 

Total 

4.701 

4.630 



r -,••~1r•, 

61; ,, ~- ♦ If 

Factor Analysis for Extrinsic Motivational Factors 

COllelalton ... ,a 

I I ERf1• 
ComDltlY 

ERr). E"Ar-'-S• E~I ~•tlll 

UU1-h,I" ! EltfJ.llltrwN Es=: .. ....... £Rr6-Jot _,,,,,o 
cano-. ...... " 

f~1•.1;1•, I 90 '" .... , 
" 

.,, 
E-RFHl...-i ... I 1.CIIIO ... ... ... ,,. ..... _ ... ... •ODO ,,, ... "' ·-~ I =-WOrtlftf "' I ... ... .... "' ... 
ERF,-F...-..&tllitG.,... 

~~ I ... ... .... ·- .. , 
fRF&-Jtllllatu, .,, 

"' ... ... . ... 
=L-::~~CY ml "' ffl m .no ,,. 
ERF•Camiatl'lfC~ .. , ,., 

"' 
,,. ... .., 

fRft-R.lti~OI\UIO ... 4\6 j ,., . SH ,., .m "' &•Mm, 

~l0-ftlHMn.--. ,.. ,.. m ... ,.. 
"' I 

ERF11-WDft,.Localon ... ... , .., . .. All ,,. 
fRf1 ,Salil~ 000 "' ... ... '" ERrl-8t .. 1'11 ... ... ... ... ... -»-...... 
Er-.irotll'ltllt 

... ... ... ... ODO 

ERf.t ,S:N Wttlong, -- ... 010 .... 000 .... 
ERf$-f..,.lt lcbt~ ... . 000 ... ... -..,._....,. ... 000 ... 000 .... =~~- - .000 - .... ... ... 
Efl:rl•Cfmpil"lf'C...-c - ... - ... ... .... =-...... - ... . 010 ... .... .... .... 

UfltMIOl'I 

... 1 EAF1G-"-lnclfltfllp..., ... ... ODO .... .000 ..... 
£IV 1 H-.11: l.oUIVOfl •oo I ... ODO I .000 -1 .oo, 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of 
Spherictty 

Approx. Chi-Square 

df 

Sig. 

Commtmalities 

Initial Extraction 

ERF1-Salary 1.000 

ERF2-Benefit 1.000 

ERF3-Working 
Environment 

1.000 

ERF 4-Safe Working 1.000 
Condition 

ERF5-Flexlble Schedule 1.000 

ERF&Job Status 1.000 

ERF7-Company Policy 
and Administration 

1.000 

ERF8-Company Culture 1.000 

ERF9-Relationshlp with 
Supervisors 

1.000 

ERF10-Relatlonshlp with 1.000 
Peers 

ERF11-Work Location 1.000 

Extraction Method: Principal Component 
Analysis. 
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.533 

.686 

.778 

.713 

.600 

.605 

.659 

.829 

.604 

.613 

.749 

';r) 

.m 

.Sit 

"' ,,. ,,. 
1.000 

"' .S2:7 ... 
... , 
000 
.ooo .... 
.... 
.... ... 
... 
.000 

000 ... 

"'" ERFa. Rt-1,,on,n!fl 

't= -Supt>MIOUi 

,,, 
'" .. , 
:: ! "' 

"' .. , 
4$4 ~n ... "' .,. .,, 

.... .... 
IOI .... ... ... ... .. , 
O' °'' ... 000 ... . .. 
''" .000 - ... ... . ... .... ... I 
.... ... , 
... ... ... .... 

.899 

3566.364 

55 

.000 

EA'10-... _ 
Ellft1~ _,..,. ....-

,11, '" ,.. ... . ., .., 
... "' ,., ... .... "' .... so, .. , .,. ... , ... 
·- ... ... 1000 
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.., ... 000 .., 000 
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Total Variance Explained 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Component Total % ofVariance Cumulative % Total % ofVariance Cumulative % 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

6.175 56.140 56.140 6.175 56.140 56.140 

1.194 10.856 66.996 1.194 10.856 66.996 

.756 6.874 73.B70 

.572 5.200 79.069 

.515 4.678 83.747 

455 4.135 87.B82 

.408 3.711 91 .593 

.351 3.194 94.788 

.331 3.011 97.799 

.137 1.24B 99,046 

.105 .954 100.000 

Extraction Method: Principal Component Analysis. 

a. When components are correla1ed, sums or squared loadings cannot be added to obtain a total variance. 

Pattern Matrix• 

Component 

1 

ERF1-Salary 

ERF2-Benefit 

ERF3-Working 
Environment 

ERF 4-Safe Working .431 
Condition 

ERF5-Flexible Schedule 

ERF6-Job Status 

ERF7-Company Polley .937 
and Administration 

ERF8-Company Culture .790 

ERF9-Relationship with 
Supervisors 

.824 

ERF10-Relationship with 
Peers 

.866 

ERF11-Work Location .661 

Extraction Method: Principal Component 
Analysis. 
Rotation Method: Promax with Kaiser 
Normalization. 

a. Rotation converged in 3 Iterations. 
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2 

.665 

.864 

.593 

.495 

.894 

.858 

1a 

Rotation 
Sums of 
Squared 

Loadings• 

Total 

5.406 

5.256 



KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 

df 

Sig. 

Communalities 

Initial Extraction 

PS1-Support to Choose 1.000 
Hospitality Career 

PS2-Positive Attitudes 1.000 

PS3-Job Related to Study 1.000 

PS4-Discuss about 1.000 
Career 

PSS-Accurate Career 1.000 
Information 

PS6-Referto Work 1.000 

PC1-Parents· Work 1.000 
Values Influence 

PC2-Ensure Parents 1.000 
Good Quality of Life 

PC3-Make Parents Feel 1.000 
Pround 

PC4-Pursue Another 1.000 
Career 

PC5-Conslder Parents· 1.000 
Opinion 

PC6-Company Location 
Concern 

1.000 

Extraction Method: Principal Component 
Analysis. 
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.557 

.664 

.432 

.654 

.644 

.652 

.600 

.543 

.601 

.569 

.571 

.593 

.889 

2460.080 

66 

.000 



Total Variance Explained 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Component Total % orvariance Cumulative % Total % of Variance Cumulative % 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

4 898 40 817 40 817 4 898 40.817 40.817 

2.181 18.179 58.996 2.181 18.179 58.996 

.872 7.267 66.263 

.604 5.033 71 .296 

.550 4.586 75.882 

.529 4.407 80.289 

.510 4.247 84.536 

.484 4.032 88.568 

.421 3.510 92.078 

.341 2.839 94.917 

.334 2.784 97.701 

.276 2.299 100.000 

Extraction Method: Principal Component Analysis. 

a. When components are correlated, sums of squared loadings cannot be added to obtain a total variance. 

Pattern Matrixa 

Component 

1 

PS1-Support to Choose .727 
Hospitality Career 

PS2-Positive Attitudes .847 

PS3-Job Related to Study .640 

PS4-0lscuss about .837 
Career 

PSS-Accurate Career .816 
Information 

PS6-Refer to Work .807 

PC1-Parents' Work .646 
Values Influence 

PC2-Ensure Parents 
Good Quality of Life 

PC3-Make Parents Feel 
Pround 

PC4-Pursue Another 
Career 

PCS-Consider Parents' 
Opinion 

PCS-Company Location 
Concern 

Extraction Method: Principal Component 
Analysis. 
Rotation Method: Promaxwith Kaiser 
Normalization. 

a. Rotation converged in 3 iterations. 
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2 

.746 

.772 

.781 

.741 

.756 

Rotation 
Sums of 
Squared 

Loadings• 

Total 

4 475 

3.488 



Factor Analysis for Internship Programme 

CDITelllllonMOlrtx 

IPP2-
113-Job """ IPPI-Hllll Organized IPP>-0<> IPP4-facurtv IP/e~~~~:ne 111 ✓00 112-Job 114-llanagerial 

Programme Internship Campus Jot! Supf:~wllfl IPP5-6thool Positions Trelnlng Rolat1on o~~t~~nt 6upeMsor'S 
COUIHSHelp Semln11rs , ... ,,,_ Merrtors\llslts Support Arrangement Senion Opportunltv Instructions 

Correlation IPP1-HTM Programme 
Courses Help 

1.000 .523 .493 .4"47 "' ,,117 '" "' ."479 .,, .469 

1:~~~/,f;~~~inars 523 1000 52□ rn "' .383 .415 "' .392 .., 
"' 

IPPJ-On-Campu&Job "' .520 1.000 U7 .,, .382 "' m .339 '70 ,o, 
lnleMew 

IPP4-FatuitvSupport\lf'lltl .U1 .'71 .447 1.DOO .'79 .389 .38. .422 .399 .420 .334 
Fund 

IPP5-SchOOI Mentoq; .. , .411 .<56 .478 1.000 .598 .d8 .417 .41 3 .,, ,.. 
""'"' IPP8--Dispute Ruolu1ion 
Support 

.,, 383 .382 "' 589 1.000 525 ,03 .◄ 07 ,o, "' 
111-JobPos111ons "' m .,. 38' ... .525 1.000 603 .573 "' 510 
Arrangement 

112-Job Trsilnlng Session "' ,05 "' 
.,, 

"' ,03 603 1000 590 587 506 

HJ-JobRol~lon .479 302 .339 "' . 413 .407 m 590 1.000 .652 ... 
Opportunll'/ 

114-Managerial 
De¥elopment Oppor1unit,' 

.-t59 .U5 .-470 .'20 "' .405 .562 .587 .652 t .000 .., 
IIS-SupllrriiOr'S .4 119 .356 • .COi .334 .369 .318 .510 .506 .,,, .◄&3 1.000 
Jnttructton, 
118-Buper-.h;or's Feedb.ick .,0 310 . 374 .355 ... .35' .461 "' .382 .., 

"' 117-Coworl<er'sHelp .507 .334 .290 .272 "' . 344 .525 "' .463 436 ... 
118-Coworker'sCere .392 .294 .'211 .297 .317 .306 39' .UO .:188 3'0 "' 18E1-lntemshlpJobttseK .523 .335 .357 .301 371 ,370 .574 .. , .525 .-4114 m 
ISE2-lntem11hip Pay and 
W11lfare 

.509 371 .419 326 .'34 .340 .470 m .431 .467 ,01 

16EJ-lntem,hlpDeslgn .U5 380 .369 .373 ,01 .JTe ,,. 
"' . .&57 "' 389 

by8choo1 

ISE,4-lntemshlp With 
faculty 6uppoflend 
Superriakln 

505 396 .415 ,,. .., .474 .m m . .C53 .., 38' 

ISE5-lntemthlP Company .456 .364 .300 .345 385 .414 .541 49' .521 .480 "' Training and 
Dewlopm1nl 

ISE6-lntemshlP Company .494 .325 .316 .385 .405 .375 .515 . .516 .467 .M6 "' Supervisory and 
coworkers Buppor1 

ISE7•1ntemshlp 
Expert&nte 

.527 .3-4 6 .J.U .335 .367 .319 .521' .506 ,468 .440 .458 

Cam l&aOon MmrllC 

16E6-

ISE4· ISES. 
1n1ernsn1p 
Company 

ISE3-
~~nasc~rly 

Internship Supervisory 
113-Job 11 4-Managerial 115- 116- 117· 118· 16E1· ISE:?· Internship Company and 16E7-

Rotation Development 8upervl$Or'S Buperv1sors CcrwolM!r'S Caworke~ lntemshipJob lntemshJpPay Design~ Bup~ortand Training and Ccrwurkers Internship 
Opportuntty Oppor1unlt,, lns1rucilons Feedback Help c ... Itself ;andY'feUare School SuperrislOn 0 e¥elopmenl Support Experience 

. .f.78 .458 "' .490 507 ,392 .523 .508 ,445 .505 .456 <Q4 .527 

382 .445 .356 .:no .334 .294 .335 .371 .380 ,396 .364 326 .348 

.338 .470 .401 .374 .290 272 .357 .419 .368 .415 .380 376 .3.U 

·"'' .420 .334 .355 .m .297 .301 .326 .373 .379 .345 .3115 .335 

.◄13 .437 .369 .406 .358 .317 .371 .434 .401 .◄45 .385 405 .36 7 

.-407 ,o, .318 354 .344 .306 .370 ,340 .379 .◄74 .414 .375 .319 

.573 .562 .510 '" .525 .3 85 .574 .478 .624 .562 .541 .515 .527 

.590 .587 .506 .489 .◄51 .440 .466 .439 .426 ,474 .499 .516 .506 

1.000 .652 .444 .382 .463 .388 .525 .431 ,457 .453 .521 .., ,488 

652 1.000 .. , .. , . 436 .340 .6 • .487 ·'"" .487 .490 516 .440 

.444 . ◄83 1.000 .567 .569 .435 .479 .401 .389 .384 .458 .. , .458 

.382 .443 .567 1,000 .580 .528 .526 .488 .A51 .458 .485 555 .473 

.463 .436 .568 .590 1.000 .609 .521 .368 .429 .-186 ,504 , .. ,520 

.388 .340 .'35 .526 .608 1,000 .492 .418 .422 .440 .415 .486 ,499 

.525 464 .479 .526 .521 .4112 1.000 .5115 .527 .512 .5Q8 .575 .523 

.431 .-187 .401 .ABS .368 .08 .595 1.000 .555 .448 .475 .518 .-171 

. 457 ... .369 .451 .◄ 29 .422 .527 .555 1.000 .593 .572 .525 .568 

.-153 .487 .384 .458 ... .440 .512 .448 .593 1.000 .573 598 533 

.521 .490 .458 .485 .504 .475 .598 .475 .572 .573 1.000 .807 .803 

.-167 .516 .◄87 .55S .544 .496 .575 .516 .525 .598 .607 1 000 .608 

.468 .440 .458 .473 .520 . "88 .523 ,477 .... .533 .803 "" 1,000 
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KMO and Bartlett's Te~ 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 

df 

Sig. 

Communalities 

Initial Extraction 

IPP1-HTM Programme 1.000 
Course s Help 

IPP2-Organized 1.000 
Internship Seminars 

IPP3-On-Campus Job 1.000 
Interview 

IPP4-Faculty Support with 1.000 
Fund 

IPP5-School Mentors 1.000 
Visits 

IPP6-Dispute Resolution 1.000 
Support 

111-Job Positions 1.000 
Arrangement 

11 2-Job Training Session 1.000 

113-Job Rotation 1.000 
Opportunity I, 

114-Managerial 1.000 
Development Opportunity 

115-Supervisor's 
Instructions 

1.000 

116-Supervisor's Feedback 1.000 

117-Coworker's Help 1.000 

118-Coworker's Care 1.000 

ISE1 -lnternship Job Itself 1.000 

ISE2-lnternship Pay and 1.000 
Welfare 

ISE3-lnternship Design 1.000 
by School 

ISE4-lnternship with 1.000 
Faculty Support and 
Supervision 

ISE5-lnternship Company 1.000 
Training and 
Development 

ISE6-lnternship Company 1.000 
Supervisory and 
Coworkers Support 

ISE7-lnternship 1.000 
Experience 

Extraction Method: Principal Component 
Analysis. 
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.549 

.358 

.369 

.334 

.410 

.367 

.606 

.529 

.502 

.520 

.454 

.492 

.490 

.405 

.546 

.470 

.501 

.539 

.554 

.572 

.526 

.955 

5599.411 

210 

.ODO 

ys1a 



Total Variance Explained 

Initial Eigenvalues Extraction Sums ofSquared Loadings 

Component Tota l % of Variance Cumulative% Tota l % of Va riance Cumulative % 

1 1 0.091 48.0 54 48.054 1 0.091 48.054 48.054 

2 1.423 6.776 54.830 

3 .927 4.415 59.245 

4 .868 4.133 63.378 

5 .807 3.843 67.221 

6 .685 3.264 70.485 

7 .635 3.022 73.508 

8 .577 2.750 76.258 

9 .546 2.602 78.859 

10 .489 2.331 81 .190 

11 .472 2.247 83.437 

12 .461 2.195 85.632 

13 .440 2.097 87.729 

14 .428 2.039 89.768 

15 .369 1.755 91.523 

16 .345 1.645 93.167 

17 .320 1.522 94.689 

18 .306 1.456 96.146 

19 .288 1.370 97.516 

20 .278 1.323 98.839 

21 .244 1.161 100.000 

Extraction Method: Principal Component Analysis. 
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Component Matrixa 

Component 

IPP1-HTM Programme 
Courses Help 

IPP2-Organized 
Internship Seminars 

IPP3-On-Campus Job 
Interview 

IPP4-Faculty Support with 
Fund 

IPP5-School Mentors 
Visits 

IPP6-Dispute Resolution 
Support 

111-Job Positions 
Arrangement 

112-Job Training Session 

113-Job Rotation 
Opportunity 

114-Managerial 
Development Opportunity ~ 

115-Supervisor's 
In stru cti on s 

11 6-Supervisor's Feedback 

117-Coworker's Help ~ --118-Coworker's Care 

ISE1-lnternship Job Itse lf 

ISE2-lnternship Pay and 
Welfare 

ISE3-lnternship Design 
by School 

ISE4-lnternship with 
Faculty Support and 
Supervision 

ISE5-lnternship Company 
Training and 
Development 

ISE6-lnternship Company 
Supervisory and 
Coworkers Support 

ISE7-lnternship 
Experience 

Extraction Method: Principal 
Component Analysis. 

a. 1 components extracted. 
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ra 

1 

.741 

.598 

.607 

.578 

.640 

.605 

.779 

.727 

.708 

.721 

.674 

.701 

.700 

.637 

.739 

.685 

.708 

.734 

.744 

.756 

.725 



CotTtlaton 

Sig (Ha11ea1 

Factor Analysis for Students ' Career Decisions 

couelalltN1 Mat:r111: 

SA2-Pet5Maf EJ(1•Idtntrfted EXl-ltlenbfle.d 
8A1•Pt11ot'II& - BA>-fJtftooar EftlP~rs• Eav, Career 

ln1etetll °""'°- Vii.lea 

., __ 
Option 

6'1- f'er tonl:lrdt•tst 1 ooc ·~ 6<5 <66 <59 

BAl•P6rtonal ~ .636 1 000 .BOS .515 ·~ lmtlo-
SAl-PtrSOna'I Vllutt .s,s .IOS 1 000 51' 574 

EX1•klera'le4 E~rs· .,u .515 
ln1Drmt11Gn 

.514 1.000 802 

EXl•ltffflD111tO' Eattt -"" 01 .574 602 1.000 
ca,oer()plion 

J,0..ldl'ntrfltd lntemshrp 06 .... .478 <IM 56! 
f(IOramm, E;,;,enenn 

CDl~WOO(dl lntemlhlP . ◄ 10 . .-e, .S11 .449 .ua 
Company 

=hOoRHo•- 54) .515 .141J .485 454 

COJ.caro, comm mtnt .◄ 86 .... 531 .474 .4&'i 
,n Ho1,,p!1aht,-1nou,1ry 

6A1-Pertona1 Interests. 000 000 000 000 

SA2•PttWn11 611il1$ 000 000 ,000 .000 o-1•-
6AJ.Pfr101\a\VD.IH .llOO .000 .000 .000 

~1-ldllilltdE~ .000 .000 .000 .000 
l~n 

00-lcl-td Eotb 
CerHrOrJWon 

000 .000 .ooo .000 

00-ldlnblitd lnlernshlp 
Prcgiiamme ~rtence 

.008 .000 .000 .000 .ODO 

C()1-WOfkwt,ilnlemthlp 
Comp1nv 

.000 .000 .000 .000 000 

C02·ChOON Ho5')ltllltf .000 .000 .000 .000 .000 
care .. 
C03,C1,-er Comrrwnent .000 .000 .000 .000 .000 
1nH01ptte1nv 1noustry 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 

df ar 
Sig. 

Communalities 

Initial Extraction 

SA1-Personal Interests 1.000 

SA2-Personal Skills 1.000 
Development 

SA3-Personal Values 1.000 

EX1-ldentitied Employers' 1.000 
Information 

EX2-ldentitied Each 1.000 
Career Option 

EX3-ldentified Internship 
Programme Experience 

1.000 

CD1-Work with Internship 
Company 

1.000 

CO2-Choose Hospitality 
Career 

1.000 

CD3-Career Commitment 1.000 
in Hospitality Industry 

Extraction Method: Principal Component 
Analysis. 
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.567 

.591 

.639 

.526 

.548 

.502 

.564 

.659 

.605 

EX3-lt1emltitd 
lntemshlp 

Programmt 
Expeneru.t 

•J~ 
488 

478 

<IM 

.SB! 

1.000 

. ◄ 6'5 

.507 

.<16 

000 

000 

.000 

.000 

000 

000 

000 

.000 

CDI-Worf.: 
with 

1n1emshlp 
Company 

'70 

05 

511 

U9 

. ◄ 78 

.◄ 65 

1000 

.656 

.614 

000 

000 

.000 

.DOO 

.000 

,000 

000 

.ooo 

.913 

36 

.000 

C03--CIIHf 
CD2·Chaose Cornrrutmen1 

Hot111'allt 1n Hosp1ta1rt, 
C...or lnCIUJUY 

S4J •e~ 
.!35 '98 

.593 531 

<85 .nc ... 469 

.507 •••• 

.6>6 .614 

1,000 .153 

.753 1.000 

000 000 

.000 .000 

.000 000 

.000 .000 

.000 .000 

.000 .000 

000 .000 

.000 

.000 



Total Variance Explained 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Component Total % ofVariance Cumulative % Total % ofVariance Cumulative % 

1 5.201 57.791 57,791 5.201 57.791 57.791 

2 .823 9.146 66.937 

3 .715 7.943 74,881 

4 .517 5.743 80.624 

5 .438 4.866 85.489 

6 .408 4.530 90.019 

7 .351 3.904 93.923 

8 .317 3.518 97.441 

9 .230 2.559 100.000 

Extraction Method: Principal Component Analysis. 

Component Matrixa 

Component 

SA1-Personal Interests -
SA2-Personal Skills 
Development 

SA3-Personal Values 

EX1-ldentified Employers ' 
Information 

EX2-ldentified Each - ~ 
Career Option 

EX3-ldentified Internship 
Programme Experience 

CD1-Work with Internship 
Company 

CO2-Choose Hospitalify 
Career 

CD3-Career Commitment 
in Hospitalify Industry 

Extraction Method: Principal 
Component Analysis. 

a. 1 components extracted. 
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1 

.753 

.769 

.799 

.725 

.740 

.709 

.751 

.812 

.778 
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Appendix 8. Multiple and Hierarchical Regression Analysis Results 

Multiple Regression Analysis for the Relationship between Intrinsic Motivational 

Factors and Students' Career Decisions 

Variables Entered!Removedb 

Variables Variables 
Model Entered Removed Method 

1 INTRINSIC Enter 
CONTENT, 
INTRINSIC 
CONTEXT 

a. All requested variables entered. 
b. Dependent Variable: CAREER DECISIONS 

Model summary' 

Adjusted R Std. Error of 
Model R R Square Square the Estimate 

1 .611 a .374 .371 .54636 

a. Predictors: (Constant), INTRINSIC CONTENT, INTRINSIC 
CONTEXT 
b. Dependent Variable: CAREER DECISIONS 

ANOVAb 

Sum of 
Model Squares df Mean Square 

1 Regression 84 .179 2 42.090 

Residual 141 .197 473 .299 

Total 225.376 475 

F 

140.998 

a. Predictors: (Constant), INTRINSIC CONTENT, INTRINSIC CONTEXT 
b. Dependent Variable: CAREER DECISIONS 

Coefficients .. 

Standardized 
Unstandardized Coefficients Coefficients 

Model B Std. Error Beta 

1 (Constant) 1.237 .127 

INTRINSIC CONTEXT .315 .039 .381 

INTRINSIC CONTENT .286 .046 .292 

a. Dependent Variable: CAREER DECISIONS 
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Sig. 

.0001 

t 

9.777 

8.020 

6.153 

Sig. 

.ODO 

.000 

.000 



Multiple Regression Analysis for the Relationship between Extrinsic Motivational 

Factors and Students' Career Decisions 

Variables Entered/Remouedb 

Variables variables 
Model Entered Removed Method 

1 EXTRINISC Enter 
REGULATED, 
EXTRINSIC 
REWARDED 

a. All requested variables entered. 
b. Dependent Variable: CAREER DECISIONS 

Model Summary' 

Adjusted R Std. Error of 
Model R R Square Square the Estimate 

1 .641 a .411 .408 .52986 

a. Predictors: (Constant), EXTRINISC REGULATED, 
EXTRINSIC R~ARDED 
b. Dependent Variable: CAREER DECISIONS 

Sum of 
Model Squares df Mean Square 

1 Regression 92.578 2 46.289 

Residual 132.798 473 .281 

Total 225.376 475 

F 

164.873 

a. Predictors: (Constant), EXTRINISC REGULATED, EXTRINSIC REWARDED 
b. Dependent Variable: CAREER DECISIONS 

Coefficients" 

Standardized 
Unstandardized Coefficients Coefficients 

Model 8 Std. Error Beta 

1 (Constant) 1.078 .117 

EXTRINSIC REWARDED .320 .044 .346 

EXTRINISC REGULATED .326 .044 .355 

a. Dependent Variable: CAREER DECISIONS 
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Sig. 

.oooa 

t Sig. 

9.194 .000 

7.262 .000 

7.443 .000 



Multiple Regression Analysis for the Relationship between Parental Motivational 

Factors and Students' Career Decisions 

Variables EnteredlRemOlledb 

Variables Variables 
Model Entered Removed Method 

1 PARENTAL Enter 
CONCERN, 
PAREt'IITAL 
SUPPORT 

a. All requested variables entered. 
b. Dependent Variable : CAREER DECISIONS 

Model summary> 

Adjusted R Std. Error of 
Model R R Square Square the Estimate 

1 .663a .439 .437 .51687 

a. Predictors: (Constant), PARENTAL CONCERN, PARENTAL 
SUPPORT 
b. Dependent Variable: CAREER DECISIONS 

ANOVAb 

Sum of 
Model Squares df Mean Square 

1 Regression 99.011 2 49.505 

Residual 126.365 473 .267 

Total 225.376 475 

F 

185.304 

a. Predictors: (Constant), PARENTAL CONCERN, PARENTAL SUPPORT 
b. Dependent Variable: CAREER DECISIONS 

Coefficientsa 

Standardized 
Unstandardized Coefficients Coefficients 

Model B Std. Error Beta 

1 (Constant) .987 ,133 

PARENTAL SUPPORT .542 .034 .591 

PARENTAL CONCERN .155 .037 .155 

a. Dependent Variable: CAREER DECISIONS 
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Sig. 

.oooa 

t 

7.418 

15.982 

4.184 

Sig. 

.000 

.000 

.000 



Multiple Regression Analysis for the Relationship between Internship Programme 

and Students' Career Decisions 

Variables Entered!Removedb 

Variables Variables 
Model Entered Removed Method 

1 INTERNSHIP Enter 
PROGRAMME 

a. All requested variables entered. 
b. Dependent Variable: CAREER DECISIONS 

Model Summaryl 

Adjusted R Std. Error of 
Model R R Square Square tile Estimate 

1 .679° .461 .460 .50638 

a. Predictors: (Constant), INTERNSHIP PROGRAMME 
b. Dependent Variable: CAREER DECISIONS 

ANOVAb 

Sum of 
Model Squares df Mean Square F Sig. 

1 Regression 103.834 1 103.834 404.941 .ooo• 
Residual 121.542 474 .256 

Total 225.376 475 

a. Predictors: (Constant), INTERNSHIP PROGRAMME 
b. Dependent Variable: CAREER DECISIONS 

Coefficients0 

Standardized 
Unstandardized Coefficients Coefficients 

Model B Std. Error Beta t Sig. 

1 (Constant) .538 .1 32 4.081 .000 

INTERNSHIP .790 .039 .679 20.123 .000 
PROGRAMME 

a. DependentVariable: CAREER DECISIONS 
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Hierarchical Regression Analysis for the Relationship between Intrinsic 

Motivational Factors Internship Programme and Students' Career Decisions 

variables Enlered'RerrMM!IF 

Vanable: Vanab let 
lllode l Ente,ea Removed MelhOd 

1 INTRINSlr' Enter 
CONTENT, 
rrH Rll~clC 

i r~TEYT 

2 INTERNSHIP Enter 
PR0GRA!OIE 

I 
a All requnled VllriilblH enwred 
b Oependenl Variable. CAREER DEC1810NS 

Modet Summary" 

Change Stabslics 

Sid Error of R sauare 
Model R R Square I A~ustelf R 

QUllrB tie Estimate Change F Ctlange df1 af2 Sig f Change 

1 

2 

&11 • ·;4 .3i1 5~636 374 140 998 . 
. 711 b .506 .502 .48590 .132 126.035 1 

a Prell1ctors: (ConmnO, INTRlNSIC CONTENT INTRNSIC CONTEXT 
b. Predictors: (Consblnl), INTRIN81C CONTENT, INTRINSIC CONTEXT, INTERNSHIP PROGRAMME 
c. Dependent Variable CAREER DECISIONS 

ANOVAC 

Sum of 
Model Squares df Mean Square F Sig. 

Regression 84.179 2 42.090 140.998 .ooo• 
Residual 141 .197 473 .299 

Total 225.376 475 

2 Regression 113.936 3 37.979 160.858 .ooob 

Residual 111.440 472 .236 

Total 225.376 475 

a. Predictors: (Constant), INTRINSIC CONTENT, INTRINSIC CONTEXT 
b. Predictors: (Constant), INTRINSIC CONTENT, INTRINSIC CONTEXT, INTERNSHIP 
PROGRAMME 
C. Dependent Variable: CAREER DECISIONS 

Coefficients• 

Standardized 
Unstandardized Coefficients Coefficients 

Model B Std. Error Beta 

1 (Constant) 1.237 .127 

INTRINSIC CONTEXT .315 .039 .381 

INTRINSIC CONTENT .286 .046 .292 

2 (Constant) .393 .135 

INTRINSIC CONTEXT .156 .038 .189 

INTRINSIC CONTENT ,121 .044 .124 

INTERNSHIP .569 .051 .489 
PROGRAMME 

a. Dependent Variable: CAREER DECISIONS 
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t 

9.777 

8.020 

6.153 

2.905 

4.140 

2.757 

11.227 

47:; 000 

472 .000 

Sig. 

.000 

.000 

.000 

.004 

.000 

.006 

.000 



Hierarchical Regression Analysis for the Relationship between Extrinsic 

Motivational Factors Internship Programme and Students' Career Decisions 

Vllflables Emered~owlf' 

V~ri~ l·lp' \lariahlP< 
Model Erile1ea F.erno·,ea lllelllod 

1 EXTRINISC Enter 
REGULATED, 
EXTRINSIC 
REWAROEO 

I 
2 INTERNSHIP Enter 

PROGRMIME 

I 
a . .AJI requested ¥11nables entered 
D. OependenlVartable CAAEER DECISIONS 

Mode1Sl.llllll8f)" 

I I Change S1at,stcs 

Adjusted R I Std Error of R Sauare 
Model R RSquare I $quill' lhe Estimale ~ha~gf F Change I df1 

1 

2 

( 41 • 
411 I ,( 08 52986 '11 164 8731 2 

705b 4117 .◄~ .49003 016 81.033 1 

a. PrediCIOrs (Constant,), EXTRINISC REOULATED, EXTRINSIC REWARDED 
b. Predictor$. (ConstanO. EXm!NISC REGULATED, EXTRINSIC REWARDED, INTERNSHIP PROGRAMME 
t. Oependenl Variable CAREER DECISIONS 

ANOVA 0 

Sum of 
Model Squares df Mean Square F 

1 

2 

Regression 92.578 2 46.289 164.873 

Residual 132.798 4 73 .281 

Total 225.376 475 

Regression 112.036 3 37.345 155.524 

Residual 113.340 472 .240 

Total 225.376 475 

a. Predictors: (Constant) , EXTRINISC REGULATED, EXTRINSIC REWARDED 
b. Predictors: (Constant), EXTRINISC REGULATED, EXTRINSIC REWARDED, 
INTERNSHIP PROGRAMME 
c. Dependent Variable: CAREER DECISIONS 

Coefficients• 

Standardized 
Unstandardized Coefficients Coefficients 

Sig. 

.oooa 

.ooob 

df'l 

H3 

~71 

Srg F Chanpe 

000 

.000 

Model B Std . Error Beta t Sig. 

1 

2 

(Constant) 1 .078 .117 9 .194 

EXTRINSIC REWARDED .320 .044 .346 7 .262 

EXTRINISC REOULATED .326 .044 .355 7.443 

(Constant) .460 .128 3.581 

EXTRINSIC REWARDED .181 .044 .196 4.163 

EXTRINISC REGULATED .110 .047 .119 2 .327 

INTERNSHIP .535 .059 .460 9 .002 
PROGRAMME 

a. Dependent Vartable: CAREER DECISIONS 

Hierarchical Regression Analysis for the Relationship between Parental 

Motivational Factors Internship Programme and Students' Career Decisions 
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.000 

.000 

.000 
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.020 
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Variables Enle1edAler110,,ed'" 

\ ~'Int• e:- ✓e1 r ,-1t11ec. 

Model Enterea Removeo Method 

1 PAREITTAL Enter 
CONCERN, 
PAAEITTAL 
SUPPOPT 

2 INTERNSHIP Enter 
PROORAMME 

I All 1'8QfJttledvarlable6 lnlered 
b. DependtnlVllllble· CAAEER DECtSION8 

Model Stamlary' 

I I Change Stat15t cs 

AdJustedR Sid Error of R SqJ&re 
Model R I RSquare 

' sauare Ille Estimate r 1,anpe F Ctlange dtt 

1 &, ••• I nl m 51687 439 185 304 

2 747b .558 .555 45939 119 126 776 

8. Predictor,; ; (Con&tanl), PAREIIITAL CONCERN, PARENTAL SUPPORT 
b. Predlctoi.: (Constano, PAREIIITAL CONCERN, PARENTAL SUPPORT, INTI:RN8Hlf PROORAMIIE 
c. Depen11entV1rtable· CAAEER DECISIOIIIS 

ANOVA" 
s um or 

Model Squares df Mean Square F 

1 

2 

Regression 99.011 2 49.505 185.304 

Residual 126.365 473 .267 

Total 225.376 475 

Regression 125.765 3 41 .922 198.644 

Residual 99.611 472 .211 

Total 225.376 475 

a. Predictors: (Constan!), PARENTAL CONCERN, PARENTAL SUPPORT 
b. Predictors: {Constant), PARENTAL CONCERN, PARENTAL SUPPORT, 
INTERNSHIP PROGRAMME 
c. Dependent Variable: CAREER DECISIONS 

Coefficients" 

Standardized 
UnstandardiZed Coefficients Coeffi cients 

Model B Std. Error Beta 

1 {Constant) .987 .133 

PARENTAL SUPPORT .542 .034 .591 

PARENTAL CONCERN .155 .037 .155 

2 (Constant) .384 .130 

PARENTAL SUPPORT .352 .035 .384 

PARENTAL CONCERN -.035 .037 -.035 

INTERNSHIP .553 .049 .476 
PROGRAMME 

a. DependentVartable: CAREER DECISIONS 
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1 473 

1 m 

Sig. 

.ooo• 

.ooob 

-

t 

7.418 

15.082 

4.184 

2.957 

10.1 88 

-.958 

11.259 

Sig F Change 

oon 
000 

Si11. 

.000 

.000 

.000 

.003 

.000 

.339 

.000 



Appendix 9. Correlation Results 

Correlatioos 

INTRINSIC INlRINSIC EXIRINSIC OORINISC P.ARENTAL PARENTAL INTERNSHIP CAREER 
CONTEXT CONTENT REWARDED REGULIITED SUPPORT CONCERN PROG~ME DECISIONS 

INTRINSIC CONTEXT Pearson Correlalion 1 .641" .640
11 

.62( 51r 41( .m" 569" 

Si~.(1-laile~ .000 .000 .000 .000 .000 000 .000 

N 476 m 476 476 476 476 m m 
MRINSIC CONTENT Pearson Correlafion .641" 1 .505

11 

.613" .433" .494" .591" .5Jl" 

Si~. (1-laile~ ,000 .000 .000 .000 .000 .000 .000 

N 476 m m m 416 m m 476 

EXTRINSIC REWAADED Pearson Correl~ion .640
11 

.505
11 

1 .672" .594" .396
11 

.670
11 

.585
11 

Sig. (1-laile~ .000 .000 .ODO .ODO .000 .000 .000 

N 476 476 476 476 476 m 476 476 

EXTRINISC REGUlATED Pearson Correlation .624" .613" .672" 1 541" .st .rn" 587" 

Sig. (1-laile~ \ ,000 .000 .000 .000 .000 .000 .000 

N 476 476 m 476 m H6 m 416 

PAAENTAL SUPPORT Pearson Correlation .573
11 .m" .594" .st 1 .364" .58( .647" 

Sig. (1-laile~ .000 .ODO .000 .ODO 
- .000 .000 .000 '/ 

N 476 476 476 476 476 476 476 476 

PAAENTAL CONCERN Pearson Correlalion .4t .m" .396
11 

52f .36( 1 .558
11 

J69" 

Sig. (1-laile~ .000 .000 .000 .ODO .000 .000 .000 

N 476 476 476 476 476 476 476 476 

INTERNSHIP Pearson Correlation .615
11 

.597" .570" .731" .581" .558
11 

1 .679" 
PROGRAMME 

Si~. (1-laile~ .000 .000 .000 .000 .000 .000 .000 

N m 476 m m m m 476 m 
CAAEER DECISIONS Pearson Correlation .569

11 

.537" .585
11 

.587" .647" .369
11 

.679" 1 

Sig. (1-laile~ .000 .000 ,000 .000 .000 .000 .000 

N 476 476 476 476 476 476 476 476 

tt. Correlation is signmianl a11he 0.01 level (1-lailea). 
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Appendix 10. T-Test Results 

T-test Results for Hui and Han Students 

Independent Samples Test 

Levene's Test for Equality of 
Variances I-test for Equality of Means 

Mean 
F Sig. t df Sig. (2-lailed) Difference 

SA1-Personal Interests 3.742 .054 -.944 460 .345 -.087 

-.898 252.920 .370 -.087 

SA2-Personal Skills .847 .358 -1.050 460 .294 -.088 
Development 

-1.034 274.780 .302 -.088 

SA3-Personal Values .907 .341 ·1.226 460 .221 -.110 

-1.232 288.781 .219 ·.110 

EX1-ldenlified Employers' 2.785 .096 -.454 460 .650 -.039 
Information 

-.442 266.919 .659 ·.039 

EX2-ldentified Each .038 .845 -1.032 460 .303 ·.090 
Career Opt on 

-1.042 292.094 .298 -.090 

EX3-ldentified Internship .630 .428 -1 .171 460 .242 ·.102 
Programme Experience 

-1 .212 31 0.694 .226 ·.102 

CD1-Work with Internship 2.206 

) 
.138 -1.066 460 .287 -.099 

Company 
·1.054 277.002 .293 ·.099 17 J 

CO2-Choose Hospttality 'A// / .091 .763 -.394 460 .693 -.036 
Career 

/ r ·.404 302.756 .687 -.036 

CD3-Career Commitment 1.857 .174 -2.480 460 .014 ·.247 
in Hospitality lndusby 

-2.458 279.172 .015 -.247 
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T-tests Results for Father's Education Level 

Independent Samples Test 

Levene's Test for Equality of 
Variances t-testfor Equality of Means 

Mean 
F Sig. t df Sig. (2-tailed) Difference 

SA1-Personal Interests 3.496 .062 -.532 474 .595 -.045 

·.530 453.745 .597 -.045 

SA2-Personal Skills 3.544 .060 •.522 474 .602 ·.041 
Development 

-.520 456.831 .603 -.041 

SA3-Personal Values 7.814 .005 .701 474 .484 .058 

.698 454.420 .486 .058 

EX1-ldentified Employers' 7.269 .007 .724 474 .469 .058 
Information 

.720 449.540 .472 .058 

EX2-ldenlified Each 21 .1 85 .000 .949 474 .343 .076 
Career Option 

.942 430.128 .347 .076 
~ 

EX3-ldenlified Internship \ 
I 

13.702 .000 1.214 474 .225 .097 
Programme Experience 

1.206 439.085 .228 .097 

CD1-Work with Internship 2.129 .145 ·.281 474 .779 -.024 
Company 

) -.280 460.474 .779 -.024 

CO2-Choose Hospitality / .273 .602 .651 474 .515 .055 
Career 

.651 471.774 .515 .055 

CD3-Career Commitment .691 .406 1.303 474 .193 .120 
in Hospitality lndustiy 

1.303 471 .627 .193 .120 
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T-tests Results for Mother's Education Level 

Independent Samples Test 

Levene's Testfor Equality of 
Variances t-testfor Equality of Means 

Mean 
F Sig. t df Sig. (2-tailed) Difference 

SA1-Personal Interests 3.039 .082 3.086 474 .002 .273 

3.085 321 .931 .002 .273 

SA2-Personal 8~IIs 5.432 .020 1.921 474 .055 .157 
Development 

1.852 292.512 .065 .157 

SA3-Personal Values 11.015 .001 2.921 474 .004 .254 

2.820 293.466 .005 .254 

EX1-ldentified Employers' 10.285 .001 1.526 474 .128 .129 
Information 

1.442 277.268 .150 .129 •----

EX2-ldentmed Each 24.699 .000 2.198 474 .028 .186 
Career Option 

2.031 262.222 .043 .186 

EX3-ldentmed Internship 4.770 .029 2.923 474 .004 .245 
Programme Experience I! 

2.811 290.323 .005 .245 

CD1-Work with Internship 5.657 i .018 1.842 474 .066 .165 
Company 

1.771 290.196 .078 .165 

CO2-Choose Hospltalit,' 7.944 .005 1.803 474 .072 .161 
Career 

1.728 287.691 .085 .161 

CD~Career Commitment 13.509 .000 2.148 474 .032 .209 
in Hospitality Industry 

2.043 281.799 .042 .2 09 
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T-tests Results for Parents' Hotel Work Experience 

Independent Samples Test 

Levene's Test for Equality of 
Variances t-testfor Equality of Means 

Mean 
F Sig. t df Sig. (2-tailed) Difference 

SA1 •Personal Interests .783 .377 .158 474 .875 .021 

.180 73.387 .858 .021 

SA2-Personal Skills .009 .926 1.053 474 .293 .129 
Development 

1.076 68.158 .286 .129 

SA3-Personal Values 1.525 .218 ·.645 474 .519 -.084 

·.572 63.333 .570 -.084 

EX1-ldentified Employers' .256 .613 1.028 474 .305 .129 
Information 

1.031 67.438 .306 .129 

EX2-ldenlified Each 2.471 .117 .307 474 .759 .039 
Career Option 

.279 64.116 .781 .039 
' I 

EX3-ldentified Internship 1.630 
I 

.202 .539 474 .590 .068 
Programme Experience ' l I .495 64.333 .622 .068 

CD1-Workwith Internship 

li) 
.005 .946 1.537 474 l .125 .206 

Company 
/ 1.686 71.397 .096 .206 

CO2-Choose Hospltality l 1.450 .229 .734 474 .464 .098 
Career 

.718 66.488 .475 .098 

CD3-Career Commitment .687 .408 .679 474 .497 .099 
in Hospitality lndus!Jy 

.666 66.589 .507 .099 
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One-Sample T-tests Results for Internship Programme Variables 

One-Sample statistics 

Std. Er ror 
N Mean Std. DeViation Mean 

IPP1-HTM Programme 476 3.09 .966 .044 
Courses Help 

IPP2-Organized 476 3.16 .864 .040 
lntemshtp Seminars 

IPP3-On-Campus Job 476 3.18 .877 .040 
Interview 

IPP4-Faculty Support Will1 476 3.13 .884 .041 
Fund 

IPP5-School Mentors 476 3.27 .850 .039 
Visits 

IPP6-Dispute Resolution 476 3.34 .866 .040 
Support 

114-Managerial 
Developmenl Opportunity 

476 3.29 .853 .039 

One-Sample Test 

Test Value= O 

'l 
95% Confidence Interval of the 

Difference 

Mean 
t df Sig. (2-tailed) Difference Lower Upper 

IPP1-HTM Programme 
Courses Help 

69.807 475 .000 3.090 3.00 3.18 

IPP2-Organized 79.691 475 .000 3.155 3.08 3.23 
lntemshtp Seminars 

IPP3-On-Campus Job 79.039 475 I .000 3.176 a 3.10 3.26 
Interview 

IPP4-Faculty Support with 
Fund 

77.338 475 .000 3.134 3.05 3.21 

IPP5-School Mentors 83.860 475 .000 3.267 3.19 3.34 
Visits 

IPP6-Dispute Resolution 84.050 475 .000 3.336 3.26 3.41 
Support 

114-Managerlal 84.099 475 .000 3.288 3.21 3.36 
Development Opportunity 
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One-Sample Statistics 

Std. Error 
N Mean Std. Deviation Mean 

111-Job Positions 476 3.32 .872 040 
Arrangement 

112-Job Training Session 476 3.34 .847 .039 

113-Job Rotation 476 3.2B .864 .040 
Opportunity 

115-Supervisor's 476 3.45 .794 .036 
Instructions 

116-Supervisor's Feedback 476 3.37 .845 .039 

117-Coworker's Help 476 3.46 .892 .041 

JIB-Coworker's Care 476 3.45 .877 .040 

One-Sample Test 

Test Value= 0 

95% Confidence Interval oflhe 
Difference 

Mean 
I df Sig. (2-lailed) Difference Lower Upper 

111-Job Positions 83.007 475 .000 3.317 3.24 3.40 
Arrangement 

112-Job Training Session 86.030 475 .000 3.340 3.26 3.42 

113-Job Rotation 82.902 475 .000 3.284 3.21 3.36 
Opportunity 

115-Supervisor's 94.652 475 .000 3.445 3.37 3.52 
Instructions 

116-Supervisor's Feedback 87.078 475 .000 3.374 3.30 3.45 

117-Coworker's Help 84.513 475 .000 3.456 3.38 3.54 

118-Coworker's Care 85.723 475 .000 3.447 3.37 3.53 

One-Sample statistics 

Std. Error 
N Mean Sid. Deviation Mean 

ISE1- lntemship Job Itself 476 3.32 .888 .041 

ISE2-lnternshlp Pay and 476 3.20 .857 .039 
Welfare 

ISE3-lntemshlp Design 476 3.26 1t .811 .037 
by School 

ISE4-lntemship with 476 3.34 .826 .038 
Faculty Support and 
Supervtslon 

ISE5-lnternship Company 
Training and 

476 3.36 .820 .03B 

Development 

ISE6-lntemship Company 
Supervisory and 

476 3.41 .809 .037 

Coworkers Support 

ISE7-lntemship 
Experience 

476 3.39 .B36 .038 

One-Sample Test 

Test Va lue= 0 

95% Confidence Interval ofthe 
Difference 

Mean 
t df Sig. (2-talled) Difference Lower Upper 

ISE1 - lnternship Job Itself 81.69B 475 .000 3.324 3.24 3.4 0 

ISE2-lntemshlp Pay and 
Welfare 

81.352 475 .000 3.195 3.12 3.27 

ISE3-lnternship Design 
by School 

87.794 475 .000 3.265 3.19 3.34 

ISE4-lntemship with 88.100 475 .000 3.336 3.26 3.41 
Faculty Support and 
Supervision 

ISE5-lntemshlp Company 89.353 475 
Training and 

.000 3.359 3.29 3.43 

Development 

ISE6-lntemshlp Company 
Supervtsory and 
Coworkers Support 

91.888 475 .000 3.408 3.33 3.48 

ISE7-lnternship 8B.630 475 .000 3.395 3.32 3.47 
Experience 
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