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CHAPTER I 

INTRODUCTION 

Statement of Problem 

As America's hospitality industry proceeds into the 21*' century, most industry 

professionals are projecting an optimistic future for the lodging and restaurant industry. 

Revenues from the lodging industry are expected to exceed $100 billion in 1999 and 

continue to climb nearly 6.2 percent in both the year 2000 and the year 2001 

(PricewaterhouseCoopers L.L.P., 1999). The National Restaurant Association (1999) 

forecasts that restaurant-industry sales will increase 4.6 percent in 1999 to hit a record 

$354.0 billion. 

Realization of these projections is dependent upon hiring an increasing number of 

quality hospitality front-line employees and managerial professionals. The National 

Restaurant Association (1999) pointed out that the continued growth of the restaurant 

industry would challenge restaurateurs' recruitment and retention efforts. The Bureau of 

Labor Statistics also predicts that many job openings will be created for new lodging and 

restaurant managers as a result of the industry's high turnover rate (Bureau of Labor 

Statistics, 1998). In addition, an exceptionally low national unemployment rate of 4.5% 

in 1998 is exacerbating the problem of finding qualified people. This shrinking labor 

pool is forcing hospitality employers to vie with other industries for qualified workers 

(National Restaurant Association, 1999). 



In 1996, there were almost 500,000 foodservice and lodging managers employed 

in America. Management opportunities are expected to continue to grow through the 

year 2006 with the best opportunities available to college graduates of restaurant and 

hotel management programs (Bureau of Labor Statistics, 1998). According to the 

National Center for Education Statistics (1997), 5553 students received a bachelor's 

degree from the nation's hospitality baccalaureate programs during 1994 and 1995. Even 

if all those graduates entered the hospitality industry, they represented only 1% of the 

500,000 managerial professionals in 1996. 

While opportunities abound for college graduates in the hospitality industry, 

many of them opt to leave the industry after working in it for only a short time. As a 

survey by Altman and Brothers (1995) found out, alumni from two- and four-year 

programs indicated that 7.1% of the graduates chose not to work in the hospitality 

industry and within 5 years of graduation 30.6% of respondents left the hospitality 

industry for other careers. This revolving door of management personnel could severely 

impact the hospitality industry by creating a shortage of management personnel. 

Turnover permeates the hospitality industry from the management ranks to hourly-paid 

employees, but the industry is especially vulnerable to the brain drain of managers. 

(WiUiams & Hunter, 1991). 

Sneed and Heiman remarked in 1995: "One important mission of hospitality 

management programs is to prepare students for careers in the hospitality industry" (p. 

47). To carry out the task of producing both educated and committed future managers, 

hospitality educators need to proactively assist the industry in maintaining labor force 

stability. One of educators' top priorities should be the alignment of hospitality students' 



expectations with the reality of the hospitality industry. The reason lies in a scenario 

provided by Knuston (1989a): 

A hospitality graduate joins a foodservice or hotel company with certain 
expectations about what it will be like working for that firm. If perceptions of the 
experience meet or exceed those expectations, he/she will probably be satisfied, 
stay with the company, and may even become a "recruiter." However, when the 
perceptions of the work experience fall below the expectations, the result may be 
an unhappy employee who becomes a candidate for the company's turnover 
statistic, (p. 463) 

In order to increase the number of hospitality graduates who enter the industry 

and maximize their career longevity, it is imperative for educators to comprehend what 

hospitality careers really are and how current hospitality students picture their future 

career path in the industry. In 1988, Farmer and Tucker surveyed hospitality students, 

alumni, and employers to compare their perceptions concerning working conditions in the 

hospitality industry. Their findings suggested that students possessed a realistic 

understanding of the realities of the hospitality job market. Despite the encouraging 

findings of this study there has been very little, if any, follow up research that compares 

students' and alumni's perceptions conceming hospitality work. 

Objective 

This research studies both alumni and senior undergraduates of a four-year 

hospitality program. It is designed to examine whether the students hold realistic 

expectations and perceptions about a hospitality career. The research questions selected 

for this study include the following. 

1. What are the alumni's experience and perceptions about a hospitality career? 



2. What are the expectations and perceptions of senior hospitality students about 

a hospitality career? 

3. What are the congruencies and disparities between the results of the previous 

two questions? 

Assumptions 

Several basic assumptions were made to provide a better understanding of this 

study. 

1. The reality of hospitality careers is defined by the experience of the alumni 

respondents. 

2. Senior undergraduate students' expectations and perceptions of the hospitality 

industry are the most mature and realistic of the undergraduates in the 

program because of their exposure to restaurant and hotel management course 

work and hospitality work experience. 

3. All the respondents factually related background data and truthfully answered 

the survey questions. 



CHAPTER II 

REVIEW OF LITERATURE 

There are many factors that affect hospitality students' decisions about entering 

the hospitality industry, as well as their choices conceming career development once they 

are employed in the hospitality industry. Hospitality educators play an important role in 

helping students shape and adjust their perceptions of hospitality careers. Educators need 

to provide their students with a basic understanding of the obligations, responsibilities, 

challenges, as well as the opportunities and rewards found in a hospitality career. By 

doing this, hospitality educators can aid industry professionals in increasing job 

satisfaction and retention among entry-level managers from collegiate hospitality 

programs. 

How Should Hospitality Education Prepare Students 

Hospitality Education and Industry 

In 1990, Anna Graf WilUams pointed out: "There is a relationship between 

hospitality education and the industry that needs to be understood. This relationship is 

perhaps closer than most because industry depends upon education for continued rapid 

growth" (p. 73). Williams also felt that both education and the industry are 

interdependent. In order for hospitality educators to effectively direct educational 

programs, the roles of hospitality education and the hospitality industry need to be 

defined. Ramakrishna and Nebel (1996) drew an excellent analogy conceming 

hospitality masters programs: "... hospitality programs may be seen as the 'factories', 



with students being the 'raw materials' which need to be transformed into the 'final 

product' that the hotel industry, the 'customer', is willing to buy" (p. 47). This analogy 

can certainly be applied to undergraduate programs, which are more career-oriented and 

less research-based than hospitality graduate programs. Once hospitality undergraduate 

programs determine to play the role as recognized above, the hospitality industry's needs 

merit exploration. 

Responding to Industry Needs 

Even when educators debate the philosophical question of who determines 

hospitality's educational core, educators have certainly acknowledged industry's 

influence in determining the educational content of hospitality programs (Williams 

1990). Quinton (1988) ascertained that university and college hospitality programs 

should respond to industry's needs. Pavesic (1990) called for educators to pay attention 

to the voice of the industry because hospitality programs are preparing students for the 

hospitality industry. Three years later when he was making predictions about hospitality 

education, Pavesic (1993) foresaw a close partnership between the hospitality education 

programs and the industry. Goodman and Sprague (1991) suggested that the future of 

hospitality education will be contingent on the extent to which hospitality programs are 

able to respond to industry needs. They warned that four-year hospitality programs might 

lose their niche to general management-oriented business programs in the future if 

hospitality educators did not handle the challenges properly. Among the remedies that 

Goodman and Sprague proposed was for hospitality educators to emphasize meeting the 

needs of the industry in the development of hospitality educational programs. 



Lefever and Withiam (1998) surveyed 73 hospitality practitioners in January 1998. 

The respondents pointed out that areas for improvement by the hospitality educators 

should include ".. .making the [hospitality] curriculum as relevant and rigorous as 

possible, while also helping the students to have realistic expectations" (p. 74). In other 

words, the hospitality industry needs university graduates that are knowledge based and 

have a pragmatic understanding of hospitality. 

There has been little disagreement that hospitality programs should aim at 

producing students who possess the knowledge and skills required by the hospitality 

industry. Bartlett, Upneja, and Lubetkin (1998) stated that hospitality educators tend to 

adopt a customer-based approach to improve the curriculum of their educational 

programs. 

A case in point is the University of Central Florida's hospitality-management 

department which started redesigning their courses by asking recruiters to identify what 

skills and knowledge baccalaureate graduates needed (Ashley et al., 1995). Numerous 

universities and colleges across America have tried to identify what topics should be 

included in the hospitality curriculum. The lack of consensus by educators has not 

thwarted attempts by programs to identify general and specific educational components 

that hospitality educators feel the industry wants. Hospitality research during the past 

five years has recommended the inclusion of classes on ethics, empowerment, gaming, 

institutional/contract foodservice, and leadership (Bartlett, Upneja, & Lubetkin 1998), to 

name a few. The emergence of a wide array of topics reflects the fact that the hospitality 

industry's needs are changing. 



It is apparent that hospitality programs need to constantly assess and revise their 

curriculum in response to changing industry needs. However, the purpose of hospitality 

education should be more than imparting the necessary knowledge and skills to students 

through a well-designed curriculum. If graduates with sufficient knowledge and skills 

are not willing to work in the hospitality industry upon graduation or leave the hospitality 

field within a short period of time after graduation, hospitality education still fails to 

fulfill its purpose of serving the industry. Educators must produce graduates that are 

technically skilled and possess a realistic enthusiasm about their hospitality careers. It is 

through this enthusiasm that education can help reduce the tumover rate among 

hospitality graduates who become entry-level managers. 

Tumover and Job Satisfaction in the Hospitality Industry 

Tumover 

Definition and Its Influence 

All organizations have some level of tumover in employees. Tumover occurs 

when employees permanently withdraw from the organization voluntarily or 

involuntarily and the consequences can have both positive and negative impacts. Healthy 

tumover occurs when employees that the organization does not want to keep leave. 

Besides reducing organizational headaches, the departure of unwanted employees allows 

for more organizational flexibility and employee independence. This change offers the 

chance for intemal promotions and the hiring of new employees, which can foster new 

ideas and enthusiasm within the organization (Robbins, 1998). 

8 



Nonetheless, more often than not tumover denotes disruptive losses of qualified 

employees and the subsequent bad effects. The eroding effects of excessive tumover can 

be found in Wood's (1994) explanation: "Conventional approaches to human resource 

management in the [hospitality] industry embody the notion that high tumover and the 

absence of career opportunities and development within a single organization is 

damaging in cost and efficiency terms" (p. 50). Woods and Macaulay (1989) enumerated 

six outcomes resulting from high tumover, many of which are harmful at the corporate 

and management level. 

1. High tumover creates potential for poor service. 

2. High tumover may hinder managerial effectiveness. Managers usually have 

to take part of employees' work when they face a labor shortage. At the same 

time when the managerial effectiveness is reduced, employees' perceptions of 

poor supervision increase. 

3. High tumover can partially explain low sales. 

4. Due to the labor shortage created by high tumover, hospitality companies 

have to curb their expansion plans. 

5. A company's stock performance tends to be impaired by high tumover. 

6. Unwanted tumover stands in the way of potential managers' career 

development. This happens when they see little growth room for them 

because of curtailed expansion. 

Several researchers empirically investigated the excessively high tumover rate in 

the hospitality industry (McFillen, Riegel, & Enz, 1986; Woods & Macaulay, 1989). For 

example, McFillen et al. investigated the voluntary tumover among 3100 managers of a 



national quick-service restaurant chain in 1986. Their study indicated that the average 

store-management tumover rate was 100% in the year before the study. 

Woods and Macaulay (1989) interviewed corporate executives, managers, and 

employees from six restaurants and six hotel companies. Among the restaurant chains, 

the annual employee tumover averaged 96%, ranging from a low of 50% to a high of 

150%. These restaurants also reported that similar high tumover rates were apparent for 

at least three years. The management tumover rate for the six restaurant chains averaged 

nearly 50%. The six hotels displayed higher average tumover rates in hourly workers of 

100% and management personnel of slightly over 51% than restaurants. 

The loss from tumover can be expressed in terms of productivity. Information 

gathered from survey participants indicated that "it took as much as six months for a new 

hourly employee to reach full productivity and up to one year for a new manager to reach 

the productivity level of the departed manager"(p. 80). 

When gauging the dollar value those companies paid for tumover. Woods and 

Macaulay estimated the direct cost for the loss of an hourly employee was about $3,000. 

However, the real cost may be as much as $5,000 to $10,000. These restaurant chains 

reported total costs associated with hourly employees' tumover ranged from a low of 

$1,800,000 to a high of $24,700,000 per year. The cost of tumover per manager in this 

study was estimated at over $18,488 and the total costs ranged from $300,000 to 

$12,000,000. 
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Controlling Tumover in the Hospitality Industry 

Due to the high costs associated with excessive tumover, the hospitality industry 

has focused on controlling tumover rates among existing employees. A shrinking labor 

force has reinforced efforts to reduce turnover and improve the retention of existing 

employees. Most turnover-related studies look at retaining existing employees; however, 

improved selection and hiring techniques could be more cost effective in the long mn 

(Boles, Ross, & Johnson, 1995). Instead of devoting all the company's resources to post-

employment efforts, it may be more beneficial for companies to use pre-employment 

strategies to hire people who are less likely to quit. Pre-employment programs examine 

the characteristics of an applicant and the nature of the position itself in an effort to find a 

successful employment match. Confronting the problem of tximover requires the 

combined use of pre-employment and post-employment retention programs. 

Post-Employment Efforts 

Post-employment retention efforts can start on the day a person is hired and may 

continue through an employee's last day with the organization. Kennedy and Berger's 

(1994) research brought up the issue of lowering the tumover rates by offering 

orientation programs that are properly designed. They initiated the research because of a 

study by the New York State Employment Service, which found the highest tumover 

rates to be among new employees. Kennedy and Berger looked into the orientation 

programs of six hotels located in the United States. They interviewed the human 

resources managers, reviewed the hotels' orientation packets and the instmctors' training 

notes, and whenever possible, personally participated in the programs. Kennedy and 
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Berger came up with three criteria and many specific recommendations that can be used 

to examine and perfect an orientation program. 

Recognizing the importance of entry-level managers, most of whom are college 

graduates, Dermody and Holloway (1998) advocated that hotel employers develop a 

management-career package to fortify recmitment and retention of qualified entry-level 

managers. Eight hotel human resources managers were formed into a focus group. 

During a round-table meeting, the group "agreed that the demand for well-prepared and 

dedicated managers continue to be strong in the hospitality industry" (p. 21), yet they 

admitted that low compensation, strenuous work, and odd working hours constituted the 

three obstacles to recmitment and retention of hotel managers. Dermody and Holloway 

remarked that hotels could compete with other industries for qualified candidates by 

designing and launching a management-career package. The package should be tailored 

for hotels not only to recmit but also to retain managers. After identifying eight 

important components to help hotels create customized packages, the authors concluded: 

" An effective package to recmit managers will reduce the tumover of new managers by 

addressing their career needs" (p. 25). 

Williams and Hunter (1991) wrote: "Tumover is a substantial concem for the 

hotel industry. While an issue at all levels of employment, it is particularly serious when 

it involves key management level employees" (p. 58). Since keeping good supervisors 

and managers is of great significance, many hotel companies have begun to focus their 

efforts on managerial retention. Williams and Hunter surveyed 393 junior managers and 

supervisors in eight large hotels in the metropolitan Toronto region and found several 

issues connected to recmitment and retention. 
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1. Hotels need to understand what can motivate the staff so that a employees' 

needs can be catered to. 

2. Rewards can affect management career perceptions. 

3. Hotel industry's management development support practices are insufficient. 

4. While the majority of people surveyed expressed their desire of becoming 

managerial professionals, career development assistance in the industry 

seemed deficient. 

5. Training that will improve people skills is in high demand. 

Additional research by Woods and Macaulay (1989) suggested 18 possible 

remedies to significantly reduce hospitality tumover. Since the researchers took the 

stance that no panacea exists to cure tumover, they encouraged hotel employers to apply 

the 18 remedies as general strategies to meet various needs. Nine of the 18 offerings 

were for short-term purposes and the rest required long-term nurturing. 

Pre-Employment Efforts 

Hospitality employers can begin their efforts to reduce high tumover rates before 

an employee starts working. From an employer's perspective, pre-employment efforts 

usually happen during recmitment. Boles et al. (1995) asserted that preventive measures 

such as carefully selecting employees who are less likely to leave are more cost effective 

than post-employment retention efforts. The study also linked job applicants' 

demographic and job-specific characteristics with employees' propensity to leave. They 

argued that the demographic profiles of employees who indicated low level of intention 

to leave could be included in the establishment of future selection criteria to screen out 
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potential short-term employees. Education and work experience turned out to be the only 

two demographic factors that were significantly correlated with propensity to leave. 

Their study proved that a positive relation existed between education and employees' 

propensity to leave while, as expected, work experience was negatively related with the 

tendency to leave an organization. 

Laker and Shimko (1991), in the form of the Realistic Job Preview Experience 

(RJPE), introduced another pre-employment solution to tumover. The researchers 

contended that the existence of labor shortages and high tumovers in hospitality appeared 

to be a paradox. Labor shortages induced employers to hide the realistic, usually 

frustrating and difficult, sides of the jobs from potential applicants. However, a "realistic 

shock"—the disparity between new employees' illusionary view of their jobs and the 

reality, will easily drive newcomers to quit. Laker and Shimko maintained that the 

importance of realistic job previews could not be overemphasized. RJPE was considered 

as an effective variation of the Realistic Job Preview (RJP). Unlike RJP, which is 

prepared by the employers in the form of a verbal presentation, an audio- or video-tape, 

or in a vmtten format, RJPE requires job applicants to actually perform the job for which 

they are applying. The RJPE offers applicants the opportxmity of gaining a realistic 

understanding of the job prior to being hired. It was believed that those who successfully 

completed the RJPE were more likely to stay with the company longer than applicants 

who did not participate in the RJPE. 

However, pre-employment efforts to reduce tumover should not solely be the 

employers' responsibility. Recalling Ramakrishna and Nebel's (1996) analogy, 

hospitality educators can play an important role in pre-employment efforts. Professors 
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can use the cmcible of academia to mold students into career minded managers who have 

realistic perceptions and expectations about the hospitality profession. However, before 

that goal can be attained, the relationship between job satisfaction and tumover must be 

understood. 

Job Satisfaction 

Multiple causes of tumover have been proposed by hospitality researchers and 

practitioners. Job satisfaction is one of the most scmtinized subjects. According to 

Robbins (1998), job satisfaction is "a general attitude toward one's job; the difference 

between the amount of rewards workers receive and the amount they believe they should 

receive" (p. 25). Robbins conceded that the definition was broad in scope but defended it 

as intrinsic to the concept, because "an employee's assessment of how satisfied or 

dissatisfied he or she is with his or her job is a complex surrmiation of a number of 

discrete job elements" (p. 151). In his book, four determinant variables were listed that 

give rise to more job satisfaction: mentally challenging work, equitable rewards, 

supportive working conditions, and supportive colleagues. 

Because managers tend to associate the effect of job satisfaction with employee 

performance, job satisfaction is one of the three most studied work-related attitudes by 

organizational behavior researchers, the other two being job involvement and 

organizational commitment. 

One way to measure job satisfaction is to let people rate important elements of a 

job, such as the nature of the work, supervision, pay, promotion opportunities, and 

relations with colleagues. These ratings are then converted according to a standardized 
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scale and added up to get a final job satisfaction score (Robbins, 1998). McFillen et al. 

(1986) measured managers' job satisfaction with Job Description Inventory (JDI), which 

consists of several scales of work, pay, advancement, and co-workers. Therefore, it 

appears that information on job-related facets can be utilized to explore employees' job 

satisfaction. 

Pavesic and Brymer (1990) reported their findings on alumni's job satisfaction 

after surveying graduates from 11 four-year hospitality-management programs between 

1983 and 1987. Their questionnaires asked alumni about facets of their jobs that may 

affect job satisfaction. Of the 1100 questionnaires sent 442 usable questionnaires were 

retumed. The survey results showed that nearly half of the respondents who changed 

jobs did so for a better opportunity to advance or for a better hospitality job. Financial 

concerns, working conditions, management-related reasons, hours, and quality of life 

issues were cited as reasons for changing jobs. As to the reasons leading to alumni's 

departure from the hospitality industry, four categories of almost equal percentage 

offered a good insight: long hours and inconvenient scheduling, pay-related issues, 

personal reasons and opportunities, and quality of life matters. Pavesic and Brymer also 

grouped alumni's messages to the industry into two categories; respondents wanting 

salaries raised and respondents demanding more appreciation and respect. The article 

showed that the incompatibility between long working hours and family or personal time 

creates many discontented hospitality employees. 
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Job Satisfaction and Tumover 

Although many variables such as labor market conditions, expectations about 

alternative job opportunities, and length of tenure with the organization all play a role in a 

person's decision to leave a job, job satisfaction is regarded one of the most important 

behavior predicator (Robbins, 1998). 

Hospitality researchers have long recognized that job satisfaction has a large 

bearing on tumover. Barrows (1990) discussed how some determinants and predictors 

like job satisfaction, specific intentions, and reasoned action can affect tumover. His 

extensive literature review was mainly outside the hospitality industry because research 

in the hospitality industry was somewhat sparse at that time. In previous studies, job 

satisfaction drew vast attention and was found inversely related with tumover. Moreover, 

compared with dissatisfied employees, employees who were more satisfied tumed out to 

be less likely to leave. Other factors, such as demographic characteristics, personahty 

difference, tenure, and organizational commitment, should also be considered when 

predicting tumover. Barrow supported that tumover is a situational phenomenon: 

There is no single solution which can be universally applied to tumover 
patterns in an effort to relieve the [tumover] problem. Organization, individuals, 
systems, and situations vary as do the individual causes of tumover. As with most 
human resources issues, the causes should indicate the methods to be employed, 
in this case, in an attempt to reduce undesired tumover. (p. 29) 

Job enrichment, improvement in working conditions, and managerial intervention 

in the form of job redesign, reassignment and employee compensation, were all cited by 

Barrows as possible alleviators of the tumover problem. 

In 1986, McFillen et al. remarked that job satisfaction or dissatisfaction is 

considered a major contributor to intent to leave an organization. Based on their study 
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results, they put forward a model that tried to explain managerial tumover. In the model, 

the intent to stay in or to leave an organization is a function of two factors: the level of 

job satisfaction and the degree of personal commitment to the organization. The tumover 

model stated that: 

If the level of job satisfaction is high, the manager's commitment to the 
organization is high, the manager's commitment to the organization tends to be 
strong, and he or she generally holds positive job attitudes. As a result, the 
manager can be expected to stay on the job. On the other hand, if the level of job 
satisfaction is low, commitment wanes, job attitudes plummet, and the manager, 
given the opportunity, will leave, (p. 40) 

McFillen et al. analyzed the sequence that influenced a manager's intent to leave 

or stay: "From this [multiple regression] analysis, we concluded that job satisfaction— 

particularly relating to work and advancement—strongly affects commitment, which in 

turn significantly influences managers' intentions to stay or to leave" (p. 41). They 

argued that commitment to the organization should be the best predictor of an employee's 

intent to leave, and job satisfaction should be the best predictor of commitment. 

The 1990's witnessed more investigations into the role of job satisfaction play in 

hospitality tumover problem. For instance, in an effort to identify some important 

variables in determining restaurant manager tumover, Crandall, Emenheiser, Pamell, and 

Jones (1996) hand delivered questionnaires to 220 restaurant managers. Eighty usable 

questionnaires were generated. After 18 months, they made follow-up calls to see 

whether the managers who responded to the questionnaires were still working in the same 

company. Three major variables—job satisfaction, threat of physical harm on the job, 

and excessive weekend hours—stood out in the discriminant analysis. 
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In order to identify some determining predictor of organizational commitment and 

tumover, LaLopa (1997) administered a survey on 590 non-supervisory employees in 

four resorts. Data from 300 usable questionnaires were collected and a forced regression 

analysis was performed to test seven hypotheses. Data analysis indicated that in resort 

jobs, job satisfaction is a significant predictor of organizational commitment and 

tumover. The author inferred that" when people are satisfied with benefits that are 

important to them personally they are more likely to become committed to the 

organization and stay in their jobs longer than those who do not" (p. 20). Another 

important finding of the study was that resort job satisfaction and a bona fide career 

interest appeared to interact when regressed on tumover. Furthermore, employees low on 

both variables were almost twice as likely to leave their jobs than those who were high on 

either one or both variables. 

How Expectations Can Affect Job Satisfaction 

As mentioned previously, job satisfaction may result from employees' perceptions 

of various job-related aspects (Robbins, 1998). Porter and Steers (1973) reviewed many 

research studies and put forward a previously little discussed point that employees' level 

of satisfaction can be affected by the degree to which their expectations are met. 

Different employees may enter an organization with their own unique expectations for 

their jobs. They may also experience different levels of satisfaction by experiencing 

different encounters. Porter and Steers suggested that no matter what an individual's 

expectations may be, it is important for the organization to meet them in order to retain 

the employee. Porter and Steers also associated an individual's met expectations with the 
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level of job satisfaction. They argued that job satisfaction might be viewed as the sum of 

these met expectations. Increasing the degree to which such expectations are met can 

lead to employees' increased propensity to stay and participate in the organization's 

activities. 

Porter and Steers' arguments deserve attention of both hospitality educators and 

practitioners. Given the tmth contained in their argument, the more disillusioned new 

hospitality graduates are, the more likely they will be to leave their employers. Thus, 

hospitality undergraduates' expectations and perceptions of the hospitality careers 

warrant the cooperative efforts of hospitality educators and practitioners alike. Also, it is 

of particular interest to hospitality educators because once graduates enter the industry, 

educators will have little impact on graduates' intention to leave or stay. Therefore, to 

help the hospitality industry attack the problem of high tumover, hospitality educators 

need prepare students that have realistic expectations and perceptions of the industry. 

Hospitality Students' Expectations and 
Perceptions of the Industry 

With respect to the expectations and perceptions of hospitality students, most 

relevant research was done before 1993. Based on the data collected for a comparative 

study. Farmer and Tucker (1988) compared the responses to a survey from alumni, 

current students from the School of Hotel and Restaurant Management of Widener 

University, and employers in human resources and operations management positions. 

One of the focuses of this study was the comparison among the three groups' views of 

working conditions in the hospitality industry. The most important working condition 
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reported by alumni was salary, followed by number of days worked per week and 

benefits. The students at Widener University ranked number of days worked per week as 

the most important working condition followed by benefits and salary. No remarkable 

discrepancies were found between alumni and students' opinions conceming valued 

working conditions. Farmer and Tucker concluded that educators did prepare hospitality 

students for the realities of the job market. 

McCleary and Weaver (1988) explored the expectations of hospitality students 

regarding entry-level positions in the hospitality industry. A total of 705 students in 11 

four-year hospitality programs were surveyed for answers to over 100 questions. 

Students' responses to questions about their expectations of salary, hours, fringe benefits, 

working areas upon graduation, and time before their first promotion were published. 

Over 50 percent of the students desired a beginning salary between $18,000 and $20,000. 

The majority of students, 76.4 percent of total respondents, expected to work over 46 

hours per week, with the mode being 56 to 60 hours. Medical insurance led the list of 

expected fringe benefits. A job in hotels was preferred by 410 respondents. Foodservice 

jobs were preferred by only 210 student respondents. When it comes to promotion, it is 

apparent that those students long for a fast promotion of less than a year, no matter which 

professional track they chose. 

Knutson published several studies on detecting students' expectations before 

employment. In 1987, 914 self-administered questionnaires were distributed to students 

in the School of Hotel, Restaurant and Institutional Management classes at Michigan 

State University (Knutson, 1987). Valuable information on students' expectations for 

post-graduate employment and important factors influencing students' choice of a first 
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employer was obtained from 475 completed questionnaires. Five items were perceived to 

be most important in selecting an employer: interesting work, growth and promotion, 

good working conditions, increasing responsibility, and good training programs, all of 

which received over 90% unanimous consent. As to salary, working hours, and other job 

components, answers were similar to those of McCleary and Weaver's study in 1988. 

Nearly 45 percent wanted to start a hospitality career in the hotel industry, while 33.1 

percent embraced foodservice jobs. Almost all of the respondents expected to work over 

40 hours a week. The largest group of 51.5 percent speculated working 50 to 60 hours a 

week. Most students, 71.1% of the respondents, expected a beginning salary of about 

$20,000, ranging from $18,000 to $23,999. The same number of students expressed their 

wish to be promoted within the first year of employment. Knuston commented that since 

expectations are attitudinal in nature and they can affect perceptions, which will trigger 

behaviors, researchers needed to pay attention to this link. Large discrepancies between 

perceptions of industry and students' attitudes would justify the necessity for the industry 

to be educated. 

One year later, Knuston (1989b) directed another survey to revisit the topic of 

students' expectations. One hundred sixty-five valid questionnaires were collected from 

all junior and senior college students during the 1988 fall term. Slight changes happened 

during the period between the two surveys. In this study, more students favored a career 

in foodservices and students required a higher starting salary. The cutoff time of one year 

to receive the first promotion remained unchanged. Knuston also indicated that students' 

apprehensions about hospitality employment could be grouped by quality-of-life issues 

and by perceived personal inadequacies. More specifically, long hours, the fear of 
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becoming burned out, and a low salary topped students' quality-of-life concems. 

Another serious matter discovered by this survey was that approximately one out of four 

graduates expected to leave the hospitality industry within five years of graduation. 

Furthermore, as many as 16.6 percent of hotel students and 27.5 percent of foodservice 

students indicated some intention of leaving their first employer within three years of 

graduation. The reasons students would leave their first employer included better 

opportunities, lack of a perceived future, slow promotion rates, poor working conditions, 

low salary, changes in corporate culture, and other personal reasons. 

Another study by Knuston (1989a) involved a survey mailed to alumni of the 

Hotel, Restaurant and Institutional Management (HRIM) program at Michigan State 

University who graduated between 1982 and 1987. The study retrospectively examined 

students' expectations by asking how alumni felt about the expectations they had when 

they graduated. In general, excess and equity dominated the answers provided by alumni 

to describe the degree to which the realities of working in the hospitality industry met 

their expectations upon graduation. According to the responses from HRIM alumni, 

HRIM faculty and recmiters seemed to deliver realistic images of the hospitality industry 

to the students. However, the study conveyed a piece of discouraging news that one-third 

of the HRIM alumni who were working in the hospitality industry at the time when the 

survey was conducted expected to leave the industry in five years. 

In correspondence with a myriad of research done in the US, Charles (1992) 

conducted an exploratory study of Caribbean students to identify their expectations and 

perceptions of the hospitality industry in the Caribbean. The three-year Hotel and 

Tourism Management (HTM) program of the University of the West Indies was chosen 
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as the setting of the research. Two surveys were undertaken involving students enrolled 

in the HTM program during the 1980-90 academic year. Survey I was administrated in 

the fall semester to 42 junior and seniors and survey II was administered to the same 

body of students in the following spring semester. Survey questions dealt with 

differences in career preferences, expectations, and perceptions between responses 

provided by the two subject groups. Consistent with Knuston's findings in 1989(b), 

hotels preceded foodservice in students' career preferences. In both surveys, opportunity 

for professional grov^h was cited as the no. 1 criterion students would use to select an 

employer to work for. The other three most mentioned factors influencing the selection 

process were interesting work, good salary, and chances for promotion, ranked in 

descending order. Unlike their American counterparts, the Caribbean students expected a 

time span of up to two years to get their first promotion. In spite of a marginal decrease 

from 82.5 percent to 78.9 percent, the high percentages reflected students' adamant 

willingness to stay in the hospitality industry for at least five years after graduation. The 

Caribbean students liked the people-oriented side of the industry because they could see 

the excitement and stimulation embodied in a hospitality job, but they were concemed 

that future hospitality careers would interfere with their personal, family, and social lives. 

Research by Ramakrishna and Nebel (1996) is worth mentioning, though its 

subjects involved master's level students. Ramakrishna and Nebel studied corporate 

hotel executives and master's level students and found that the students appeared to have 

unrealistic expectations of securing corporate-level positions immediately upon 

graduation. One hundred thirty students responded to a student questionnaire and 106 

hotel executives retumed answers to a hotel questionnaire. Of the 130 students, 90 
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respondents (74%) indicated their intention to choose a hotel career. What caught the 

researchers' attention was that 58% of those 90 would-be hoteliers wanted to start their 

careers at the corporate level, higher than the realistic 35% of surveyed hotel executives 

who had begun their careers at the corporate level. The remaining 65% of executives 

stepped on the career ladder as operations employees. 

Hospitality Alumni 

In order to determine whether undergraduate hospitality students hold realistic 

views of the hospitality industry, a benchmark needs to be found. Hospitality 

practitioners are a good place to start because what they have done constitutes the 

industry's past and what they currently do and think represents the industry's reality. 

However, it is obvious that the comparison between students that have a four-year college 

degree and hospitality executives and managers with less education is not very 

convincing. The experience and perceptions of alumni who graduated from the same 

hospitality program the students are in, and who still work in the hospitality industry, 

should be comparable. 

Alumni's Benefits to Hospitahty Programs 

Many universities cherish their alumni because they are great resources to rely on. 

Universities can depend on alumni to serve on advisory boards, assist in capital 

campaigns, talk to prospective customers - both students and parents, and provide 

cooperative education and employment opportunities for students and graduates (Hekman 

& Guskey, 1998). 
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Several hospitality educators discussed the role of alumni play in the hospitality 

education system. Burgermelster and Clements (1990) suggested a framework to solicit 

alumni contribution and cultivate an alumni network for a variety of support purposes 

including fund raising, research, coordination of intemships, and development of an 

alumni/industry newsletter. Advice provided by alumni in question was summarized and 

used to modify curriculum, as well as to develop an alumni network. 

Van Dyke, Montgomery, and Partlow (1994) suggested that alumni are a valuable 

avenue to explore when universities and colleges face funding shortages. Furthermore, 

they stated that: "Alumni can provide vast untapped resources of expertise, support, and 

funding. Hospitality programs need to examine the relationship.. .before tapping into the 

immeasurable resources available" (p. 21) Van Dyke et al. initiated a study to help 

hospitality programs develop an alumni relations program. Questionnaires were mailed 

to 204 hospitality program directors for status quo information on those programs' 

alumni-related perceptions and practices. From 113 responses, the researchers proposed 

a model for developing an active alumni association. The model included four steps: (1) 

information collection, which means acquiring useful information from alumni to set up 

an alumni database; (2) alumni communication by means of alumni directories and/or 

alumni newsletters; (3) alumni networking with a goal to maintain active contacts among 

alumni as well as between alumni and hospitality programs; (4) program enrichment that 

may include fundraising, recmiting students, offering intemship opportunities, giving 

guest lectures, etc. 

Establishment of an alumni database which stores alumni information was 

regarded by Van Dyke et al. as a vital first step toward an effective alumni association. 
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Moll and O'Brien (1987) described a unique computer database program that was created 

to solve the problems of tracking alumni for the School of Hospitality Management at 

Florida International University. Frequent mobility made alumni information almost 

unmanageable without the help of computers. The technology-centered paper detailed 

the process of creating an alumni information database from scratch. With the 

accomplished database functioning properly, the researchers believed that initiating the 

alumni tracking database would facilitate the operation of an active alumni network. 

Alumni's Participation in Hospitality Research 

Considering the unique meaning alumni have to their alma maters, hospitality 

educators certainly have no reasons to mle them out of research where alumni can 

contribute. However, for some unknown reasons, during the past 15 years there has been 

little alumni participation in academic hospitahty research. 

When determining whether students hold realistic perceptions of the hospitality 

industry, researchers need to employ a comparison group whose perceptions or 

experiences can be used as benchmarks against which students' expectations and 

perceptions are gauged. Recalling the analogy created by Ramakrishna and Nebel 

(1996), four stakeholders can be identified in the hospitality education market: students, 

alumni, faculty, and industry practitioners. They represent raw material, finished 

products, producers, and buyers, respectively. Reviews of hospitality literature usually 

saw two most used groups: hotel practitioners (supervisors, managers, and/or executives, 

etc.) and alumni of hospitality programs. Below is a brief breakdown of research studies 

27 



where alumni were utilized. The breakdown is stratified according to the number of 

groups of stakeholders (excluding the faculty) that were involved. 

One Party Involved 

Knuston (1989a) surveyed alumni of Hotel, Restaurant and Institutional 

Management (HRIM) at Michigan State University School to examine whether their 

expectations upon graduation were met. A 40-item questionnaire was mailed to alumni 

of Michigan State University's School of Hotel, Restaurant and Institutional Management 

who graduated from March 1983 through June 1987. 

Burgermelster and Clements (1990) mailed a questionnaire to 15 alumni to gather 

information related to essential skills needed by hospitality professionals. Partlow and 

Gregoire (1994) used a study sample of all 1980-1988 graduates from 19 universities 

with master's degree programs in hospitality and/or foodservice management to study 

graduates' assessment of the quality of their graduate education. 

Two hundred seventy-nine graduates of the four-year Hotel, Restaurant, and 

Institution Management program (HRIM) at Iowa State University were surveyed and 

asked to offer perceptions of 19 HRIM core curriculum (Gilmore & Hsu, 1994). 

Johns and McKechnie (1995) took advantage of the decennial reunion of 

graduates who obtained the Higher National Diploma (HND) qualification in Hotel, 

Catering and Institutional Management at Norwich Hotel School in 1984 to get 

information on the perceptions of graduates conceming skills gained and skills desired 

but not gained by the HND program. The faculty of the hospitality-management program 

at the University of Central Florida invited 25 leading executives in the hospitality and 
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tourism industry to be on an advisory committee. Those executives' identification of 

characteristics, skills, knowledge area, and competencies were taken into consideration in 

the program's course redesigning process. 

Two Parties Involved 

Casado (1993) investigated the importance that corporate recmiters and alumni of 

the school of Hotel and Restaurant Management at Northem Arizona University attribute 

to 22 professional courses. His population of study incorporated 150 recmiters and 150 

graduates of the program. 

Ramakrishna and Nebel (1996) conducted research on corporate hotel executives 

and master's level students. Executives' career paths were compared to students' 

expectations. The findings led the researchers to believe that some students' expectations 

of securing corporate-level jobs right after graduation seemed unrealistic. 

Three Parties Involved 

Farmer and Tucker (1988) included three populations - alumni, current students, 

and employers in human resources and operations management positions - to explore 

whether students have developed realistic expectations and perceptions of working 

conditions in the hospitality industry. 

Four Parties Involved 

Before Cornell's professional master's program undertook a major change, four 

groups of stakeholders—industry professionals, Cornell M.P.S. (Master of Professional 
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Studies) alumni, incoming M.P.S. candidates, and Comell's graduate faculty—were 

surveyed (Enz, Renaghan, & Geller, 1993). The researchers feh that perspectives of the 

four groups could contribute to the reengineering process. 

Bartlett et al. (1998) reported that students, alumni, industry, and faculty were 

consuhed during a two-year "reengineering" of the curriculum of the School of Hotel, 

Restaurant, and Recreation Management at the Pennsylvania State University. After the 

reengineering process, they felt it was necessary for them to know what other hospitality 

programs were doing. 

In the foregoing cited studies, only Farmer and Tucker (1988) compared alumni 

and students' views regarding the working conditions of careers in the hospitality 

industry. What are the answers after more than a decade? The discovery of the answers 

requires a study to compare students' expectations and perceptions with alumni's actual 

experience and perceptions. 
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CHAPTER III 

METHODOLOGY 

The purpose of this study was to compare the expectations and perceptions of 

current senior students at a four-year hospitality program with the experiences and 

perceptions of the program's alumni about hospitality careers. This chapter is divided 

into six sections: the subjects, the alumni database, instruments, research questions, the 

pilot study, and data collection and data analysis. 

Subjects 

The population in this experiment consisted of following two groups: (1) the 

senior students from the Restaurant, Hotel, and Institutional Management (RHIM) 

program at Texas Tech University (TTU) in Lubbock, Texas between August, 1999 and 

October, 1999 and (2) the alumni of the RHIM program. These groups were selected due 

to the comparability between them as far as the purpose of this study is concemed. 

Students 

The student population comprised two groups: (1) 20 senior students who 

graduated in the summer semester, 1999, and (2) 103 senior students graduating in the 

fall semester, 1999. They were treated as homogeneous groups because the two groups 

were both graduating students who had finished most of the required coursework in the 

RHIM program at TTU. 
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Alumni 

The alumni population consisted of 1,847 RHIM program alumni. They 

represented the maximum number of alumni the program could gather information on 

when the study was conducted. The RHIM program has graduated more than 1,847 

students since its foundation in 1984 but the RHIM program did not have a complete list 

of its graduates before the study was conducted. Therefore, the process of obtaining and 

organizing the alumni data used for this study deserves explanation. 

Alumni Database 

Since the establishment of the RHIM program, the recmiting office has been 

asking each graduating senior to keep resumes and contact information in a paper folder 

for the purpose of job-seeking. Nevertheless, incomplete alumni information was found 

in those folders, so this source of information could not be readily used by this study. 

The incompleteness was due to two facts. First, the RHIM program required each 

graduate to fill out an information card which records some basic information about the 

student, such as name, social security number, graduation date, permanent and/or current 

addresses, etc. However, the number of existing cards was less than the actual number of 

graduates. Second, some information provided by students was either invalid or out

dated. In addition, the inconvenience of flipping through over 1000 paper records to 

locate alumni's name and address was an obstacle to producing mass quantity mailing 

labels. Because of the dominance of computer automation in simplifying people's work, 

a computer database seemed to be the right choice to address the problem of 

incompleteness and the inconveniences of paper records. 
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When Moll and O'Brian (1987) were reporting how to set up a computer database 

to tackle the problem of tracking alumni by paper record, they defined the following 

several tasks that an alumni database should accomplish. 

1. Information about alumni had to be grouped so that duplicate or missing data 
was immediately apparent. 

2. Updating had to be easy, and require no training of personnel. 
3. Mailing labels and a directory or alumni should have to be available at any 

time. 
4. The database had to be secure from any possibility of loss or accidental 

erasure, (p. 74) 

These considerations were used as guidelines in choosing database application 

software to set up the RHIM alumni tracking database at TTU. Microsoft Access 97 was 

selected due to its power of setting up and maintaining a small-scale database. 

Moll and O'Brian also recommended analyzing the contents to be included in a 

database before designing it. This recommendation was implemented during the course 

of designing the RHIM program alumni tracking database. The RHIM department head 

and faculty members were consulted for suggestions of what the database must contain. 

The database then was constmcted to cater to the consented needs and was finalized after 

a period of testing. 

Once the database was constmcted, the next step would be to acquire data from 

every possible avenue in addition to the existing data held by the RHIM program's 

recmiting office. Two supplemental avenues provided valuable and more updated RHIM 

alumni information. One source was RHIM faculty. They fumished alumni data from 

their personal contact lists. The other source was the Institutional Research Center at 

TTU, which keeps records of TTU graduates. Then alumni data was manually entered 

into the database using materials form three sources. Each record for the individual 

33 



alumnus was cross-checked for possible errors and contradictions. When errors and 

contradictions arose, special attention was given to determine how to merge information 

from three parties into one record that would be most correct and up-to-date. Data entry 

was an ongoing process. Whenever new alumni information was obtained, the data in the 

database were correspondingly updated. 

Instmments 

A review of current literature revealed that no existing instmment could be 

applied in this study. Therefore, a student questionnaire (Appendix A) and an alumni 

questionnaire (Appendix B) were constmcted based on a questionnaire employed by 

Pavesic and Brymer (1989). 

The student questionnaire contains 12 questions. The first two questions ask the 

students about their age and gender for demographic analysis. Questions three and four 

ask for information about their work experience in the hospitality industry before 

graduation. Questions five through nine try to determine their expectations about a 

hospitality career after graduation. Questions 10 through 12 are open-ended questions, 

asking the students to write three reasons why they want to enter, might leave, or plan not 

to work in the hospitality industry after graduation. 

The alumni questionnaire comprises 20 questions. The first two questions ask the 

alumni about their age and gender for demographic analysis. Questions three through 

five ask about their past work experiences in the hospitality industry before graduation 

and the date they graduated from the RHIM program. Questions six through 16 obtain 

information on various aspects of alumni's hospitality careers after graduation. Question 
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17 through 20 are open-ended questions, asking the alumni to write three reasons why 

they wanted to enter, stay in, consider leaving, or left the hospitality industry. 

Because the resuhs of the two surveys need to be compared, corresponding 

questions were worded as closely as possible. The coupled questions are as follows. 

1. question 3 in the student survey with question 3 in the alumni survey; 

2. question 4 in the student survey with question 4 in the alumni survey; 

3. question 5 in the student survey with question 6 in the alumni survey; 

4. question 6 in the student survey with question 7 in the alumni survey; 

5. question 7 in the student survey with question 8 in the alumni survey; 

6. question 8 in the student survey with question 15 in the alumni survey; 

7. question 9 in the student survey with question 16 in the alumni survey; 

8. question 10 in the student survey with question 17 in the alumni survey; 

9. question 11 in the student survey with question 19 and 20 in the alumni 

survey. 

Pilot Study 

Both instruments were pilot tested before they were formally administered. The 

pilot tests were conducted in order to identify whether questions could be understood by 

students and alumni, and whether the retumed answers were in valid format. Twenty-

four graduating seniors in the RHIM program were selected to complete the student pilot 

questionnaires in July, 1999. The student questionnaires were given to a professor who 

administered the survey in his class. Ten alumni who were living in Lubbock were 

conveniently picked out and to test the alumni questionnaires. The 10 alumni either 
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conveniently picked out and to test the alumni questionnaires. The 10 alumni either 

completed the pilot questionnaires when they were visiting the RHIM program's 

recmiting office or hand given the instmment on the TTU campus. The answers to both 

pilot studies were examined carefully. The most common errors were more answers 

given than necessary, wrong format of answers, and ignorance of some questions. To 

prevent those problems from occurring again, more detailed instmctions were added and 

some questions were reworded for more clarity. 

Data Collection 

Student questionnaires were completed by several classes of seniors in the RHIM 

program. A class of 20 students who graduated in August 1999 was surveyed on August 

6, 1999 and an additional of five classes of senior students were surveyed in October 

1999. The student questionnaires were given to the professors who taught the classes and 

the questionnaires were retumed to the professors immediately upon completion. A total 

of 124 student questionnaires were collected. One questionnaire was not used in the data 

analysis because the respondent did not follow the instmctions and gave contradictory 

answers. Thus, 123 student questionnaires were useable for this study. 

Alumni did not receive any form of paper questionnaire. The alumni 

questionnaire was posted on the Intemet in the RHIM program's homepage. The reasons 

that prompted the adoption of an online questionnaire include the following. 

1. The Intemet is increasingly accessible in Americans' life. 

2. It is feh that people with a four-year college education, like RHIM alumni, 

should be able to fill out the online questionnaire with clear instmction. 
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3. Collecting electronic data will save time and money compared with asking 

alumni to retum completed questionnaires in postage-paid envelopes. In 

addition, data in electronic format can be easily exported into SPSS 8.0 

(Statistical Package for the Social Sciences), which is the software used for 

data analysis in this study. 

Postcards (Appendix C) containing the RHIM program's homepage address were 

sent to 1847 alumni on September 10, 1999. The direct web address of the alumni survey 

was not specified on the postcards, because alumni were also expected to first complete 

another short questionnaire asking the alumni for information to update the alumni 

database. After the respondents submitted the first questionnaire on line, they were led to 

the alumni questionnaire for this study. Only those who graduated from the RHIM 

program with a bachelor's degree were asked to fill out the alumni questionnaire used in 

this study. The online alumni questionnaire was designed to conform to online 

publishing conventions by the webmaster of the RHIM program. The RHIM faculty was 

asked to test the online questionnaire before the postcards were sent out. Although the 

outlooks of the online questionnaire and paper version appear different, both surveys 

contain essentially the same questions and the questions were in the same logical and 

physical order. The web address for the alumni questionnaire used in this study is 

http://www.hs.ttu.edu/enrhm/RHIM/survey.html. 

Because the postcards were mailed to all the known permanent, current, and 

business addresses of alumni, the number of mailed postcards (2100) exceeded the actual 

number of alumni in the database (1847). In an additional effort to maximize the 

response rate of alumni, 120 e-mails containing messages similar to those in the postcards 
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were sent to all known alumni's email addresses. Those emails also asked the recipients 

to forward the email to every alumnus with whom they have contact. 

Of the 1847 alumni, 152 people filled out the online survey. By the time the data 

analysis for this project was complete, a response rate of 8% was yielded. Due to the fact 

that more updated alumni information was not available after the first mail-out, no 

follow-up postcards were sent to alumni. Of the 152 alumni responses, 10 duplicate 

records were deleted. Thus, 142 alumni responses were used in data analysis for the 

study. 

Research Ouestions 

The research questions to be answered by this study are as follows. 

1. What are the alumni's experiences and perceptions about a hospitality career? 

2. What are the expectations and perceptions of senior hospitality students about 

a hospitality career? 

3. What are the congmencies and disparities between the results of the previous 

two questions? 

Data Preparation and Analysis 

All answers, except those to the open-ended questions, were directly coded and 

transferred to the Data Editor of the SPSS 8.0 for data analysis. The answers to all the 

open-ended questions were examined carefully and grouped into categories. Categories 

were then coded and responses were manually entered into the Data Editor using the code 

standing for the category to which each answer belonged. 
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For analysis of the research questions, both descriptive and inferential statistics 

methods were used. Descriptive statistics, including frequency, percentage, mean, and 

standard deviation, were used to describe or characterize the obtained data. Inferential 

statistics, like the two-sample hypothesis test for the mean and chi-square, were used to 

infer information about populations from the obtained sample data. 

The two-sample hypothesis test for the mean compares the means of two groups 

to see if there is a significant difference between the two means. It can be used to 

analyze continuous variables such as hours worked per week. The two underlying 

assumptions when testing the hypothesis are as follows. 

1. The two samples drawn from the respective populations are independent. 

2. The variances of the two populations are equal. 

Chi-square is a non-parametric test used to compare group frequencies. The 

requirements of non-parametric tests like chi-square are minimal. Chi-square is usually 

used to analyze data observations that are grouped into several discrete, mutually 

exclusive categories. Chi-square was chosen because this study involves many 

categorized answers. 
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CHAPTER IV 

RESULTS 

Data collected in this survey were analyzed to identify RHIM alumni's 

experiences and perceptions of hospitality careers and to explore the expectations and 

perceptions of RHIM senior students about hospitality careers. The data also helped to 

determine the congmencies and disparities that exist between RHIM alumni and student 

responses. The analysis and interpretation of data obtained from this study were 

presented in the following order. 

1. Demographic data; 

2. Descriptive data; 

3. Inferential data. 

Demographic Data 

Table 1 shows the gender and age of the 141 alumni respondents. There were 66 

females and 75 males. Almost three-quarters of the alumni respondents were between the 

ages of 26 and 35. Alumni respondents between the ages of 22 and 25 accounted for 

16.2% of the respondents and alumni over 36 years of age represented 11.3%. 

Of the 123 students who retumed usable questionnaires there were 65 males and 

58 females. Table 2 shows that the majority of the senior students (79.5%) were between 

the ages of 20 and 24. Almost 15% of the students were between 25 and 29, and only 

5.7% were over age 30. 
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Table 1: Demographic characteristics of alumni. 

Frequency Percent 
Gender 

Female 
Male 
Total 

Age 
22-25 
26-30 
31-35 
36-40 
41 and over 

66 
75 

141 

23 
57 
46 
12 
4 

142 

46.8 
53.2 

100.0 

16.2 
40.1 
32.4 

8.5 
2.8 

100.0 Total 142 100.0 

Table 2: Demographic characteristics of students. 
Frequency Percent 

Gender 
Female 
Male 
Total 

Age 
20-24 
25-29 
30 and over 
Total 

58 
65 

123 

97 
18 
7 

122 

47.2 
52.8 

100.0 

79.5 
14.8 
5.7 

100.0 
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Descriptive Data 

When asked about the length of work (part-time jobs, intemships, etc.) in the 

hospitality industry while attending college, 31 out of 138 (22.5%) alumni respondents 

replied that they had worked more than three to four years (Table 3). The same number 

of alumni indicated that they had worked more than four years. Twenty-nine alumni 

(21%) worked more than two to three years; 19 (13.8%) had worked more than one to 

two years and 18 (13%) had worked more than six months to one year. Only 10 (7.2%) 

alumni had worked less than six months. 

Table 4 illustrates the length of time senior students have worked in the 

hospitality industry while attending college. The largest group (23.6%) of students have 

worked more than four years, followed by 26 students (21.1%) who have worked more 

than one to two years. Twenty-two students (17.9%) indicated they have worked more 

than two to three years in the hospitality industry while in college. Students who have 

worked less than six months totaled 17 (13.8%). Students who have worked more than 

three to four years totaled 15 (12.2%) while 14 (11.4%) responded that they have spent 

more than six months to one year working in the hospitality industry. 

Alumni reported that while they were doing part-time work and intemships as 

undergraduate students, foodservice was the most popular area of work. There were 113 

(43.5%) alumni who had worked in the foodservice area as students. Table 5 displays a 

breakdown of the areas of the hospitality industry that alumni had worked in while in 

college. 

Students' responses were almost identical to the responses of alumni. Table 6 

shows the areas that attracted senior students: foodservice (33.3%); lodging (19%); 

42 



Table 3: Summary of frequencies and percentages of alumni's length 
of work in the hospitality industry while in college. 

Length 
0 to 6 months 
More than 6 months to 1 year 
More than 1 year to 2 years 
More than 2 years to 3 years 
More than 3 years to 4 years 
More than 4 years 
Total 

Frequency 
10 
18 
19 
29 
31 
31 

138 

Percent 
7.2 

13.0 
13.8 
21.0 
22.5 
22.5 

100.0 

Table 4: Summary of frequencies and percentages of student's length 
of work in the hospitality industry while in college. 

Length 
0 to 6 months 
More than 6 months to 1 year 
More than 1 year to 2 years 
More than 2 years to 3 years 
More than 3 years to 4 years 
More than 4 years 
Total 

Frequency 
17 
14 
26 
22 
15 
29 

123 

Percent 
13.8 
11.4 
21.1 
17.9 
12.2 
23.6 

100.0 
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Table 5: Summary of frequencies and percentages of alumni's area 
of work in the hospitality industry while in college. 

Areas of Work Frequency Percent 
Bars/Night Clubs 
Country/City Clubs 
Foodservice (Restaurant/Institutional 
/Fast food) 
Lodging (Hotel/Motel/Retirement) 
Recreation/Attraction (Resort 
/Theme park) 
Sales (Food/Beverage/Services) 
Travel/Tourism (Transportation/Ticket 
Agent^Travel Agency) 
Other 
Total 

Table 6: Summary of frequencies and percentages of students' area 
of work in the hospitality industry while in college. 

32 
21 

113 
56 
9 

12 

5 
12 

260 

12.3 
8.1 

43.5 
21.5 

3.5 

4.6 

1.9 
4.6 

100.0 

Areas of Work 
Bars/Night Clubs 
Country/City Clubs 
Foodservice (Restaurant/Institutional 
/Fast food) 
Lodging (Hotel/Motel/Retirement) 
Recreation/Attraction (Resort 
/Theme park) 
Sales (Food/Beverage/Services) 
Travel/Tourism (Transportation/Ticket 
Agent/Travel Agency) 
Other 
Total 

Frequency 
37 
24 

84 
48 

10 
23 

9 
17 

252 

Percent 
14.7 

9.5 

33.3 
19.0 

4.0 
9.1 

3.6 
6.7 

100.0 
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bars/night clubs (14.7%); country/city clubs (9.5%); sales (9.1%); other (6.7%); 

recreation/attraction (4%); and travel/tourism (3.6%). The ranking differs from that of 

alumni's in that more students chose "sales" than "other." 

Table 7 shows the number of alumni who did and did not choose to work in a 

hospitality-related area after graduation from Texas Tech University. Most alumni (120, 

84.5%) respondents have held a hospitality-related position since graduation from TTU. 

About 15% of the alumni never held a hospitality job. 

Students' decisions of whether or not to work in the hospitality industry are 

summarized in Table 8. Fourteen (11.4%) out of 123 students said they will not work in 

the hospitality industry after graduation, while 109 (88.6%) students indicated that they 

will choose to work in the hospitality area after graduation. 

The first hospitality areas in which alumni worked are presented in Table 9. The 

most popular first jobs were in foodservice, which was reported by 62 (43.7%) alumni. 

Lodging followed foodservice in popularity with 40 (28.2%) alumni. No other areas 

were chosen by more than 10% of alumni. Eight alumni (6.7%) held first jobs in 

country/city clubs; six alumni (5%) held first jobs in sales; two alumni (1.7%) entered the 

recreation/attraction area after graduation; and travel/tourism and other areas were 

occupied by one respondent each. 

Like the responses provided by the alumni, foodservice and lodging led the areas 

that students want to work in after graduation, with 37 (35.6%) and 27 (26%) student 

respondents respectively (Table 10). The sales area was chosen by 13 (12.5%) students. 
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22 
120 
142 

15.5 
84.5 

100.0 

Table 7: Summary of frequencies and percentages of alumni's 
choices as whether to work in the hospitality area after 
graduation from TTU. 

Decisions Frequency Percent 
Have not worked in the hospitality 
industry 
Have worked in the hospitality industry 
Total 

Table 8: Summary of frequencies and percentages of students' 
choices as whether to work in the hospitality area after 
graduation from TTU. 

Decisions Frequency Percent 
Will not work in the hospitality industry 14 11.4 
Will work in the hospitality industry 109 88.6 
Total 123 100.0 
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Table 9: Summary of frequencies and percentages of alumni's first 
hospitality job after graduation from TTU. 

Areas of Work 
Bars/Night Clubs 
Country/City Clubs 
Foodservice (Restaurant/Institutional/Fast 
food) 
Lodging (Hotel/Motel/Retirement) 
Recreation/Attraction (Resort/Theme park) 
Sales (Food/Beverage/Services) 
Travel/Tourism (Transportation/Ticket 
Agent/Travel Agency) 
Other 
Total 

Frequency 
0 
8 

62 
40 
2 
6 

1 
1 

120 

Percent 
0 

6.7 

51.7 
33.3 

1.7 
5.0 

.8 

.8 
100.0 

Table 10: Summary of frequencies and percentages of students' first 
desired hospitality job after graduation from TTU. 

Areas of Work 
Bars/Night Clubs 
Country/City Clubs 
Foodservice (Restaurant/Institutional/Fast 
food) 
Lodging (Hotel/Motel/Retirement) 
Recreation/Attraction (Resort/Theme park) 
Sales (Food/Beverage/Services) 
Travel/Tourism (Transportation/Ticket 
Agent/Travel Agency) 
Other 
Total 

Frequency 
3 
4 

37 
27 

9 
13 

3 
8 

104 

Percent 
2.9 
3.8 

35.6 
26.0 

8.7 
12.5 

2.9 
7.7 

100.0 
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Students indicating they would seek their first job in recreation/attraction totaled nine 

(8.7%) while eight (7.7%) students would look in other hospitality areas not listed. Only 

four (3.8%) students responded that they would like a first job in country/city clubs. 

Bars/night clubs and travel/tourism received three (2.9%) student responses each in the 

desired job category. 

Table 11 indicates that most alumni reported receiving their first hospitality career 

promotion in less than nine months. A third (37) of the 111 alumni respondents receiv ed 

their first promotion in more than three to six months of employment. Alumni who 

received their first promotion in less than three months totaled 30 (27%). A promotion in 

more than six to nine months was cited by 20 (18%) alumni. Reports of receiving a 

promotion in more than one year after the date of employment were given by 16 (14.4%) 

alumni, while 8 (7.2%) alumni respondents indicated a promotion span of more than nine 

months to one year. 

Students' expectations conceming the time they desire to receive their first 

promotion in the hospitality industry are displayed in Table 12. The top two responses 

among the 109 students who answered the question were from three to six months and 

from six to nine months, hsted at 35 (32.1%) and 34 (31.2%) respectively. Less than 

three months was expected by 19 (17.4%) of the student respondents. Promotions in 

more than nine months to one year were desired by 13 (11.9%) students, and eight (7.3%) 

students wanted a first promotion in more than one year from the date of employment. 

Alumni reported working from 35 to 70 hours a week in their first jobs, with a 

mean of 52.8 hours and standard deviation of 7.8 hours (Table 13). When the actual 

hours are grouped in Table 14, it can be seen that the largest group (36, 42.9%) of alumni 
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Table 11: Summary of frequencies and percentages of alumni's time to 
get the first promotion. 

Length Frequency Percent 
0 to 3 months 
More than 3 months to 6 months 
More than 6 months to 9 months 
More than 9 months to 1 year 
More than 1 year 
Total 

Table 12: Summary of frequencies and percentages of students' expected 
time to get the first promotion. 

30 
37 
20 

8 
16 

111 

27.0 
33.3 
18.0 
7.2 

14.4 
100.0 

Length 
0 to 3 months 
More than 3 months to 6 months 
More than 6 months to 9 months 
More than 9 months to 1 year 
More than 1 year 
Total 

Frequency 
19 
35 
34 
13 
8 

109 

Percent 
17.4 
32.1 
31.2 
11.9 
7.3 

100.0 
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Table 13: Summary of hours worked each week by alumni in the hospitality 
industry. 

Number of Respondents 84 
Mean 5Z8 
Mode 50.0 
Std. Deviation 7.8 
Minimum 35.0 
Maximum 70.0 

Table 14: Summary of frequencies and percentages of hours worked 
each week by alumni in the hospitality industry. 

Hours Frequency Percent 
35-40 hours 
41-50 hours 
51-60 hours 
61-70 hours 
Total 

7 
36 
32 
9 

84 

8.3 
42.9 
38.1 
10.7 

100.0 

50 



worked from 41 to 50 hours a week, followed by 51 to 60 hours (32, 38.1%). Nine 

(10.7%) alumni responded to working 61 to 70 hours a week, and only seven alumni 

(8.3%) worked less then 40 hours a week. 

The 106 students who were surveyed expected to work an average of 53.8 hours a 

week and no students were willing to work over 70 hours a week (Table 15). The mean 

for senior hospitality students was one hour longer than that reported by alumni. Table 

16 shows student responses grouped into four categories. The highest percentage 

(44.3%) of students were prepared to work 51 to 60 hours a week. The next largest group 

of students (34.9%) reported a willingness to work 41 to 50 hours. Thirteen (12.3%) 

students were willing to work between 61 to 70 hours, and nine (8.5%) would like to 

work less than 40 hours a week. 

Alumni's salary distributions are shown in Table 17. About 30% (24) of alumni 

reported earning from $25,000 to $34,999 annually. Another 30% (23) alumni were in 

the $35,000 to $49,999 range. Fourteen (17.1%) respondents were earning $50,000 to 

$74,999 and 12 (14.6%) were earning $75,000 to $99,999 a year. Three respondents 

reported eaming more than $99,999 and only two alumni had salaries under $15,000. 

A starting salary range from $25,000 to $34,999 was desired by 77 (70.6%) of the 

student respondents. The range of $35,000 to $49,999 had the second largest weight with 

28 (25.7%) out of 109 respondents. Only four students expressed a range other than the 

previous two and no students were expecting to earn less than $15,000 a year (Table 18). 

The alumni survey contains some questions conceming alumni career paths. 

More than half of the 114 alumni respondents worked for their first hospitality employer 

for less than two years (Table 19). Another 40% (35) of alumni left their first 
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Table 15: Summary of hours students expect to work each week in the 
hospitality industry after graduation from college. 

Number of Respondents 106 
Mean 53.8 
Mode 50.0 
Std. Deviation 7.6 
Minimum 30.0 
Maximum 70.00 

Table 16: Summary of frequencies and percentages of hours students 
expect to work each week in the hospitality industry after 
graduation from college. 

Hours Frequency Percent 
30-40 hours 
41-50 hours 
51-60 hours 
61-70 hours 
Total 

9 
37 
47 
13 
06 

8.5 
34.9 
44.3 
12.3 

100.0 
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Table 17: Summary of frequencies and percentages of alumni's salary range. 
Salary Frequency Percent 
$5,000 to $9,999 
$10,000 to $14,999 
$15,000 to $24,999 
$25,000 to $34,999 
$35,000 to $49,999 
$50,000 to $74,999 
$75,000 to $99,999 
More than $99,999 
Total 

Table 18: Summary of frequencies and percentages of students' salary range. 
Salary Frequency Percent 
$15,000 to $24,999 
$25,000 to $34,999 
$35,000 to $49,999 
$50,000 to $74,999 
More than $99,999 
Total 

1 
1 
4 
24 
23 
14 
12 
3 
82 

1.2 
1.2 
4.9 
29.3 
28.0 
17.1 
14.6 
3.7 

100.0 

1 
77 
28 
2 
1 

109 

.9 
70.6 
25.7 
1.8 
.9 

100.0 
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employer by the end of the fourth year after graduation. Only 17 (14.9%) alumni 

respondents stayed with their first hospitality employer longer than four years. 

Since graduation from Texas Tech University's RHIM program, less than 10% of 

the alumni respondents worked for five or more hospitality employers (Table 20). The 

number of hospitality employers that alumni worked for was negatively correlated with 

the frequency: 45 (38.1%) alumni worked for one hospitality employer; 31 (26.3%) for 

two hospitality employers; 20 (16.9%) for three hospitality employers; and 11 (9.3%) for 

four hospitality employers. 

Table 21 illustrates alumni answers to the question "Are you currently employed 

in the hospitality industry?" Of the 119 respondents, only 82 (68.9%) alumni were still in 

the hospitality industry. When these results are related to those in Table 7, it can be seen 

that 31.7% of the alumni respondents once held a hospitality job but left the hospitality 

industry for some reasons. The combined figures of Tables 7 and 21 reveal that of the 

142 alumni participants, almost 43% of the respondents either never worked in the 

hospitality industry or quit the industry after starting a hospitality career for some time. 

The distribution of alumni career choices since graduation from college has 

changed very little. Table 22 displays the current hospitality jobs of alumni and Table 9 

shows the distribution of alumni's first jobs after graduation. Foodservice and lodging 

had the largest percentages in both tables. Foodservice was chosen by 51.7% of alumni 

as their first job after graduation. Currently, 46.4% of alumni are still in foodservice. 

Lodging saw a similar change from 33.3% to 27.4%. The only area showing a significant 

change was "Other," which increased from 0.8% to 9.5%. 
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27 
35 
22 
13 
17 

114 

23.7 
30.7 
19.3 
11.4 
14.9 

100.0 

Table 19: Summary of frequencies and percentages of alumni's years with 
first hospitality employer. 

Length Frequency Percent 
1 year or less 
more than 1 year to 2 years 
more than 2 years to 3 years 
more than 3 years to 4 years 
more than 4 years to 18 years 
Total 

Table 20: Summary of frequencies and percentages of alumni's number of 
hospitality employers. 

Number of Employers Frequency Percent 
1 ~ 45 3 8 l 
2 31 26.3 
3 20 16.9 
4 11 9.3 
5 6 5.1 
6 4 3.4 
7 1 .8 
Total 118 100.0 
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Table 21: Summary of frequencies and percentages of alumni's answers as 
whether still in the hospitality industry. 

Current Status Frequency Percent 
Not in the hospitality industry 
Still in the hospitality industry 
Total 

Table 22 Summary of frequencies and percentages of alumni's current 
hospitality jobs. 

37 
82 
19 

31.1 
68.9 

100.0 

Areas of Work 
Bars/Night Clubs 
Country/City Clubs 
Foodservice (Restaurant/Institutional/Fast 
food) 
Lodging (Hotel/Motel/Retirement) 
Recreation/Attraction (Resort/Theme park) 
Sales (Food/Beverage/Services) 
Travel/Tourism (Transportation/Ticket 
Agent/Travel Agency) 
Other 
Total 

Frequency 
1 
7 

39 
23 

1 
4 

1 
8 

84 

Percent 
1.2 
8.3 

46.4 
27.4 

1.2 
4.8 

1.2 
9.5 

100.0 
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Inferential Data 

Some questions in the student questionnaire (SQ) had counterparts in the alumni 

questionnaire (AQ) for the purpose of detecting possible significant differences between 

the answers from students and alumni. The paired questions are Hsted as follows. 

1. Is there any difference in the length of experience obtained in the hospitality 

industry prior to graduation between the two groups (question 3 in the SQ and 

question 3 in the AQ)? 

2. Is there any difference in the choices of hospitality areas to work in prior to 

graduation between the two groups (question 4 in the SQ and question 4 in the 

AQ)? 

3. Is there any difference between students' decisions of whether to work in the 

hospitality industry after graduation and alumni's actual decisions (question 5 

in the SQ and question 6 in the AQ)? 

4. Is there any difference in the choices of hospitality areas to work in upon 

graduation between the two groups (question 6 in the SQ and question 7 in the 

AQ)? 

5. Is there any difference between students' expected time that is needed to get 

the first hospitality promotion and alumni's actual experience (question 7 in 

the SQ and question 8 in the AQ)? 

6. Is there any difference between student's expected hours worked each week 

and alumni's actual practice (question 8 in the SQ and question 15 in the 

AQ)? 
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7. Is there any difference between students' desired salary range upon graduation 

and alumni's current salary level (question 9 in the SQ and question 16 in the 

AQ)? 

The chi-square test was used to interpret possible statistical significance between 

student and alumni answers for all preceding question pairs except no. 6. Pair no. 6 was 

tested using the two-sample hypothesis test for the mean. The results of all chi-square 

tests are listed in Table 23 and the results of the two-sample hypothesis test for the mean 

are presented in Table 24. 

The chi-square test was used to determine if there was any significant difference 

between students and alumni's length of hospitality work as an undergraduate. No 

significant difference was found between the two groups. There were also no significant 

differences between students and alumni's choices of hospitality area to work in while in 

college. The chi-square test found no difference between student and alumni intentions 

to enter the hospitality industry upon graduation (Table 23). 

A significant difference was found in the choice of hospitality areas to work in 

upon graduation between the two groups (Table 23). The chi-square test has a 

significance level of less than 0.001. Some categories presented in the questionnaires 

were merged to avoid violations of chi-square assumptions. One of chi-square's 

assumptions is that no more than 20% of the categories should have expected frequencies 

of less than five (SPSS Inc.). If the chi-square was tested on the relationship between two 

independent variables (students and alumni) and the eight dependent variables (bars/night 

clubs, country/city clubs, foodservice, etc.) contained in the original questionnaire, there 

would be six cells (37.5%) in a 2 x 8 contingency table that had an expected count less 
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Table 23: Summary of the results of chi-square tests. 
Questions Significance 
Any difference in the length of experience obtained NS 
in the hospitality industry before graduation between 
the two groups? 

Any difference in the choices of hospitality areas to NS 
work in before graduation between the two groups? 

Any difference in students' decision of whether to NS 
work in the hospitality industry after graduation 
and alumni's actual decisions? 

Any difference in the choices of hospitality areas P<0.001 
to work in upon graduation between the two groups? 

Any difference between students' expected time P<0.05 
needed to get the first hospitality promotion and 
alumni's actual experience? 

Any difference between students' desired salary P<0.001 
range upon graduation and alumni's current 
salary level? 

Table 24: Summary of the results of the two-sample hypothesis test for the mean. 
Test for Equality of Variances t-test for Equality of Means 

F P t df P 

Equal variances .557 .456 .919 188 .359 
assumed 
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than five. Thus, some categories were merged into new ones to insure the validity of the 

chi-square test. Comparing Table 25 with Table 9 and Table 10, it can be seen that 

"Bars/Night Clubs" and "Country/City Clubs" were merged into one category titled 

"Clubs;" "Recreation/Attraction," "Travel/Tourism," and "Other" were merged into one 

group named " Recreation/Travel/Other." Table 25 reveals that the statistical difference 

may be due to students' frequencies being less skewed than alumni frequencies. More 

specifically, most alunrni went into the hospitality industry either in the foodservice or 

lodging area and few started in other areas, but a significant percentage of students would 

like to start in areas other than foodservice and lodging. 

When comparing students' expectations of the time before getting the first 

hospitality promotion with alumni's actual experience, a significant difference was found 

between the two groups at the significance level of 0.05 by the chi-square test. Table 26 

cross-tabulates students' promotion expectations versus alumni's actual experiences. The 

statistical difference may be attributable to the fact that significantly more alumni got 

their first promotion within three months and more students expected to get promoted 

between the sixth and ninth months than alumni actually experienced. 
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Table 25: Cross-tabulation of students and alumni's choices of which hospitality 
area to work in after graduation. 

Students 
Alumni 
Total 

Clubs 

7 
8 
15 

First (desired) job after graduation 

Foodservice Lodging Recreation/ 
Travel/Other 

37 27 20 
62 40 4 
99 67 24 

Sales 

13 
6 
19 

Total 

104 
120 
224 

Table 26: Cross-tabulation of students' expectations and alumni's actual experience 
conceming the first hospitality promotion. 

Students 
Alumni 
Total 

Oto3 
months 

19 
30 
49 

More than 3 
months to 6 

months 
35 
37 
72 

Promotion 

More than 6 
months to 9 

months 
34 
20 
54 

More than 9 
months to 1 

year 
13 
8 

21 

More than 
1 year 

8 
16 
24 

Total 

109 
111 
220 
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A two-sample hypothesis test for means was used to detect the possible difference 

between students' expectation and alumni's actual experience conceming average hours 

worked each week (Table 24). The test for equality of variances between the two groups' 

means was conducted first and a P value of 0.456 was produced, indicating that the 

equality of variances between the means could be assumed. For the two-sample 

hypothesis test for the means, the P value was 0.36, which signaled no difference 

between the average hours worked each week in students' expectation and alumni's 

practice. 

In order to test whether differences exist between students' desired salary range 

and alumni's actual salary level, necessary merges were done to avoid the violation of 

assumptions of the chi-square test. The original nine categories (Table 17) were merged 

into two new categories: "Less than $35,000" and "$35,000 and above." A difference 

was obtained through the chi-square test at the significance level of less than 0.001. 

Table 27 helps to explain the significant difference. A majority of students only expected 

a salary less than $35,000 while more than 60% of alumni were enjoying a salary of 

$35,000 or more. 
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Table 27: Cross-tabulation of students' expected and alumni's current salary. 
Salary Total 

Less than $35,000 $35,000 and above 
Students 78 31 109 
Alumni 30 52 82 
Total 108 83 191 
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CHAPTER V 

SUMMARY, CONCLUSIONS, AND DISCUSSION 

This chapter includes a summary of the research design and research questions. 

Major findings of this study are Hsted and possible explanations are also provided in an 

attempt to explain some of the disparities found in student and alumni answers. 

Limitations of this study are discussed, followed by significance of this study. The last 

section makes recommendations for future related research. 

Summary 

High tumover rates are an obstacle to the healthy growth of America's hospitality 

industry. Research in and outside the hospitality industry has concluded that job 

satisfaction is a major predictor of employees' intention to leave an organization. The 

higher the levels of employee job satisfaction, the fewer employees have the intention of 

leaving the organization, which reduces tumover. According to Power and Steers (1973), 

every employee enters an organization with unique expectations about his or her job. Job 

satisfaction can be thought of as the sum of those expectations that are met. The degree 

to which employees' expectations are met can positively influence the tumover rate of an 

organization. Given the above scenario, it is imperative for educators of baccalaureate 

hospitality programs to explore the undergraduate students' expectations and perceptions 

about their future hospitality career and compare students' expectations and perceptions 

with the reality of working in the hospitality. If substantial deviations are detected within 
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student's views from the reality of hospitality careers, it may signal the necessity of 

greater efforts to align students' expectations with the reality of hospitality jobs. 

In this study, the experiences and perceptions of alumni from a baccalaureate 

hospitahty program are assumed to represent the reality of working in the hospitality 

industry. The alumni were selected because their experiences and perceptions of a 

hospitality career provided the best benchmark to which students' expectations and 

perceptions could be compared. 

The purpose of this study was to find answers to the following three questions. 

1. What are the alumni's experiences and perceptions about a hospitality career? 

2. What are the expectations and perceptions of senior hospitality students about 

a hospitality career? 

3. What are the congmencies and disparities between the results of the previous 

two questions? 

This study was conducted from August 1999 to October 1999. Two sample 

groups, senior students in the Restaurant, Hotel, and Institutional Management (RHIM) 

program at Texas Tech University and alumni of the same RHIM program, completed a 

student survey and an alumni survey respectively. A total of 123 student responses and 

142 alumni responses were used in the data analysis for this study. Data were analyzed 

by descriptive and inferential statistics using the SPSS 8.0 (Statistical Package for the 

Social Sciences). 
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Conclusions 

The following can be concluded from the findings of the study. 

1. Nearly a quarter (22.5%) of RHIM alumni worked in the hospitality industry 

for more than three years to four years while they were undergraduate students 

and another 22.5% worked for more than four years. A similar percentage 

(23.6%) of RHIM senior students worked more than four years in the 

hospitality industry while in college. No significant differences were found 

between the two groups' length of work in the hospitality industry while they 

were in college. 

2. The foodservice and lodging sectors were the two most popular areas that both 

RHIM alumni and senior students chose to work in while they were in college. 

No significant differences were found in the choices of hospitality areas to 

work in before graduation between the two groups. 

3. Most RHIM senior students (88.6%) would like to enter the hospitality 

industry after graduation, just as most RHIM alumni (84.5%) did when they 

graduated. No significant differences were found between RHIM students' 

decisions of whether to work in the hospitality industry after gradation and 

RHIM alumni's actual decisions. 

4. The foodservice and lodging sectors attracted most RHIM alumni (80%) when 

they started their hospitality career after graduation. Foodservice and lodging 

were also chosen by over 60% of the RHIM senior students as the most 

popular areas to start a career. A significant difference (P < 0.001) was found 

in the choices of hospitality areas to work in upon graduation between the two 
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groups. The difference may be explained by the fact that students' choices 

were not as skewed as those of alumni's (Table 25). The difference of 

skewness may be because that alumni's responses were fact—they responded 

to the question after having chosen a hospitality area to work in, whereas 

some students had not determined where to start their hospitality career when 

the student survey was conducted. It is also worth noticing that a significant 

portion of students (12.5%) intended to work in the sales sector upon 

graduation. By contrast, the percentage of alumni who worked in sales after 

graduation was only 5%. Those students indicating "sales" may be unrealistic 

about their first job because hospitality employers tend to be more selective 

when hiring new graduates for sales positions. 

5. Most RHIM alumni (60%) received their first hospitality promotion in less 

than half a year. Most RHIM senior students (63.3%) expected to be 

promoted between three months and nine months from the first date of their 

employment in the hospitality industry. From Table 26, it can be concluded 

that students were expecting to spend a longer amount of time than alumni 

actually did before receiving the first promotion after graduation. The chi-

square test found a significant difference between the two groups' answers 

pertaining to the time needed to get the first promotion. The study also 

revealed that, in general, RHIM students thought that the first promotion 

should take place no later than one year after they start working in the 

hospitality industry. 
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6. On average, RHIM senior students expected to work one hour longer per 

week than RHIM alumni actually do (52.8 hours) in the hospitality industry. 

This study also found that very few RHIM alumni work and very few RHIM 

students expected to work less than 40 hours a week. AHnost 80% of both 

groups indicated that they are currently working or expect to work between 41 

and 60 hours per week. No significant differences were found between 

students' expected working hours each week and alumni's actual practice. 

7. RHIM senior students' expectations of their starting salary appear to be 

reasonable. Seventy-eight (72%) of 109 student respondents expected a 

starting salary range of less than $35,000 (Table 27), a very reasonable range 

compared with RHIM alumni's salary level. Of 82 alumni respondents, 

36.6% (30) were making a salary less than $35,000 and the rest made more 

than $35,000. Actually, of those 30 alumni who were making less than 

$35,000 a year, 17 (56.7%) have been in the hospitality industry for less than 

four years. This breakdown further supports that students were not expecting 

unrealistic starting salaries because 71.5% of the student respondents 

indicated the expectation of a starting salary less than $35,000 (Table 18). 

8. In general, it can be concluded that RHIM senior students did possess realistic 

expectations and perceptions about a hospitality career. 
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Research Limitation 

This study was conducted to explore the congmencies and disparities of senior 

students and alumni's views of a hospitality career. The student and alumni respondents 

were from the Restaurant, Hotel, and Institutional Management program at Texas Tech 

University, therefore, the results and conclusions of this study may not be applicable to 

all baccalaureate hospitality programs. 

Significance of the Study 

This study is meaningful in that it helped the Restaurant, Hotel, and Institutional 

Management program at Texas Tech University determine whether the senior students 

held realistic expectations and perceptions about their future hospitality career. Results 

from the study showed that the RHIM program did a good job in preparing the students 

for their future hospitality work. 

Recommendations 

The following recommendations are listed to help future research that is related to 

this study. 

1. Future replications of this study on a regular basis in the RHIM program are 

recommended. Periodic assessments of this type can assist hospitality 

educators, students, and the hospitality industry to make sure that the RHIM 

program continues to reaHstically prepare its students for careers in 

hospitality. Future studies can also help educators decide which courses of 

action should be taken when disparities are detected. Analysis of alumni's 
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responses can reflect changes in the hospitality industry and educators can 

impart the changes to the students. Replications of this study can provide the 

RHIM program with a longitudinal picture of the evolution of students' 

expectations while they are in college and the expectations of the same 

students after the students enter the hospitality industry. 

2. Additional research on RHIM senior students' expectations and perceptions as 

well as RHIM alumni's experiences and perceptions can include more detailed 

questions. Areas of interest may include why some alumni start their 

hospitality career in an area that is different from the one in which they spend 

most time while in college or is there any correlation between the areas that 

students work in before graduation and the area they choose for a career upon 

graduation. Future results have the potential of being more informative 

because of a growing number of alumni whose updated information is 

available. 

3. Other baccalaureate hospitality programs may be interested in applying the 

questionnaires used in this study to assess regional differences in hospitality 

programs conceming hospitality students and alumni's views of a hospitality 

career. 
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Dear students. 

Dr. Charlie Adams and Ling Xia are surveying Texas Tech University RHIM students 

about perceptions and expectations regarding their future hospitality careers. If you are a 

senior student majoring in the RHIM program at Texas Tech University, we are asking 

that you fill out the attached questionnaire. Please retum the questionnaire to your 

instmctor when you finish all the questions. Your answers will be used for research 

purposes only and will be kept confidential. Thank you very much for participating. 

Your assistance is greatly appreciated! 

Cordially, 

Charlie Adams, Ph.D 
Assistant Professor RHIM 

Ling Xia 
Graduate Research Assistant RHIM 
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Restaurant, Hotel, & Institutional Management Program 
Texas Tech University 

Students Perceptions and Expectations Survey 1999 

Please indicate the appropriate answer. 

1. What is your age? 

2. What is your gender? Female Male 

3. While attending college an undergraduate student, how long have you worked 
(part- time jobs, intemships, etc.) in the hospitality industry? (Choose only one.) 

a. 0 to 6 months d. More than 2 years to 3 years 
b̂. More than 6 months to 1 year e. More than 3 years to 4 years 

c. More than 1 year to 2 years f. More than 4 years 

While attending college as an undergraduate student, what area(s) of the 
hospitality industry have you worked in (part- time jobs, intemships, etc.)? 
(Choose all that apply.) 

a. Bars/Night Clubs 
b. Country/City Clubs 
c. Foodservice (Restaurant/Institutional/Fast food) 
d. Lodging (Hotel/Motel/Retirement) 
e. Recreation/Attraction (Resort/Theme park) 
f. Sales (Food/Beverage/Services) 
g. Travel/Tourism (Transportation/Ticket Agent/Travel Agency) 
h. Other, please specify: 

5. Do you plan to work in the hospitality industry after you graduate from Texas Tech 
University with a Bachelor of Science in Restaurant, Hotel, and Institutional 
Management? 

Yes (Please answer questions 6 to 11.) 
No (Please just answer question 12.) 

6. What is your first desired hospitality career area after graduation? (Choose only one.) 
a. Bars/Night Clubs 
b. Country/City Clubs 
c. Foodservice (Restaurant/Institutional/Fast food) 
d. Lodging (Hotel/MoteVRetirement) 
e. Recreation/Attraction (Resort/Theme park) 
f. Sales (Food/Beverage/Services) 
g. Travel/Tourism (Transportation/Ticket Agent'Travel Agency) 
h. Other, please specify: 
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7. How long, after you start your hospitality career, do you expect it will take to get a 
promotion from your first hospitality employer? (Choose only one.) 

a. 0 to 3 months d. More than 9 months to 1 year 
b̂. More than 3 months to 6 months e. More than 1 year 

c. More than 6 months to 9 months 

8. What is the average number of hours you expect to work each week after entering 
the hospitality industry? hour(s) per week 

9. What is your expected salary range when you begin your career in the hospitality 
industry? (Choose only one.) 

a. Less than $5,000 f. $35,000 to $49,999 
b̂. $5,000 to $9,999 g. $50,000 to $74,999 

c. $10,000 to $14,999 h. $75,000 to $99,999 
d. $15,000 to $24,999 i. More than $99,999 
e. $25,000 to $34,999 

10. If you are entering the hospitality industry after graduation, please list three reasons 
why you want to enter the industry? 
a. 

11. If you plan to enter the hospitality industry, please Hst three reasons that you think 
might make you leave the hospitality industry. 

12. If you plan not to work in the hospitality industry after graduation, please list three 
reasons why you don't want to start a hospitahty career, 
a. 

T h L a n l c y o u . f o r t a l c i n g t h e t i m e t o c o m p > l e t e 

t h i s q i a e s t i o n n a i r e ! 
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APPENDIX B 

ALUMNI SURVEY 

79 



Dear RHIM Alumni: 

Texas Tech University's Restaurant, Hotel, & Institutional Management (RHIM) 

program is evaluating the hospitality industry experiences of its RHIM alumni. We 

are interested in your opinions regarding the hospitality industry. If you graduated 

from the RHIM program at Texas Tech University with a bachelor's degree we are 

asking that you fill out our online questionnaire found at 

http://www.hs.ttu.edu/enrhm/RHIM/survey.htm. We have also included a written 

questionnaire if you would prefer to respond by mail. Your answers will be kept 

confidential and used for research purposes only. Thank you for participating; your 

assistance is greatly appreciated! 

Cordially, 

Charlie Adams, Ph.D. 
Assistant Professor, RHIM 

Ling Xia 
Graduate Research Assistant, RHIM 
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Restaurant, Hotel, & Institutional Management Program 
Texas Tech University 

ALUMNI HOSPITALITY INDUSTRY SURVEY 1999 

Please indicate the appropriate answer. 

1. What is your age? 

2. What is your gender? Female Male 

3. While attending college as an undergraduate student, how long did you work 
(part- time jobs, intemships, etc.) in the hospitality industry before you graduated 
from Texas Tech University. (Choose only one.) 

a. 0 to 6 months d. More than 2 years to 3 years 
b̂. More than 6 months to 1 year e. More than 3 years to 4 years 

c. More than 1 year to 2 years f. More than 4 years 

4. While attending college as an undergraduate student, what area(s) of the hospitality 
industry did you work in (part- time jobs, intemships, etc.) before you graduated 
from Texas Tech University? (Choose all that apply.) 

a. Bars/Night Clubs 
b. Country/City Clubs 
c. Foodservice (Restaurant/Institutional/Fast food) 
d. Lodging (Hotel/Motel/Retirement) 
e. Recreation/Attraction (Resort/Theme park) 
f. Sales (Food/Beverage/Services) 
g. Travel/Tourism (Transportation/Ticket Agent/Travel Agency) 
h. Other, please specify: 

5. When did you graduate from Texas Tech University with a Bachelor of Science in 
Restaurant, Hotel, and Institutional Management? year semester 

6. Have you held a hospitality-related position after graduation from Texas Tech 
University? 

Yes (Please continue to answer questions.) 
No (You are finished, thank you!) 
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7. What was your first hospitality career area after graduation? (Choose only one.) 
a. Bars/Night Clubs 
b. Country/City Clubs 
c. Foodservice (Restaurant/Institutional/Fast food) 
d. Lodging (Hotel/Motel/Retirement) 
e. Recreation/Attraction (Resort/Theme park) 
f- Sales (Food/Beverage/Services) 
g- Travel/Tourism (Transportation/Ticket Agent/Travel Agency) 
h. Other, please specify: 

8. After you graduated from Texas Tech University's RHIM program, how long did it 
take for you to receive your first promotion in the hospitality industry? 
(Choose only one.) 

a. 0 to 3 months d. More than 9 months to 1 year 
b̂. More than 3 months to 6 months e. More than 1 year 

c. More than 6 months to 9 months 

9. After you graduated from Texas Tech University's RHIM program, how long 
did you work for your first hospitality employer? year(s) month(s) 

10. Since your graduation from Texas Tech University's RHIM program, how long 
have you been employed in the hospitality industry? year(s) month(s) 

11. Since your graduation from Texas Tech University's RHIM program, for how 
many hospitality employers have you worked? 

12. Are you currently employed in the hospitality industry? 
Yes (Please answer questions 13 to 19.) 
No (Please answer questions 17 & 20.) 

13. In what area of the hospitality industry are you currently employed? (Choose only one.) 
a. Bars/Night Clubs 
b. Country/City Clubs 
c. Foodservice (Restaurant/Institutional/Fast food) 
d. Lodging (Hotel/Motel/Retirement) 
e. Recreation/Attraction (Resort/Theme park) 
f. Sales (Food/Beverage/Services) 
g. Travel/Tourism (Transportation/Ticket Agent/Travel Agency) 
h. Other, please specify: 

14. How long have you been with your present hospitality employer? 
year(s) month(s) 
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15. What is the average number of hours you work each week in the hospitality industry? 
hour(s) per week 

16. What is your current salary range in the hospitality industry? (Choose only one.) 

a. Less than $5,000 f. $35,000 to $49,999 
b̂. $5,000 to $9,999 g. $50,000 to $74,999 

c. $10,000 to $14,999 ĥ. $75,000 to $99,999 
d. $15,000 to $24,999 i. More than $99,999 
e. $25,000 to $34,999 

17. Please Hst three reasons why you entered the hospitality industry? 
a. 

b. 

18. If you are currently working in the hospitality industry, please list three reasons why 
you have stayed in the hospitality industry, 
a. 

19. If you are currently working in the hospitality industry, please list three reasons why 
you might consider leaving the hospitality industry, 
a. 

20. If you are no longer working in the hospitality industry, please list three reasons why 
you left the hospitality industry. 
a. 

b. 

T h a n l c y o u . f o r * t a l c i r r g t h e t i m e t o c o m p l e t e 

t h i s q u - e s t i o n n a i r e ! 
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