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Abstract

Purpose – The primary purpose of this study is to examine hospitality and tourism undergraduate students’
attitudes to work and career expectations as they prepare to enter the workforce in the hospitality industry in
both the United States and South Korea.
Design/methodology/approach – The measurement instrument was developed from previous studies
(Chen and Shen, 2012; Kong, 2013) and included questions related to job attitudes, job satisfaction, job
motivations, job involvement, and career expectations and aspirations upon graduation. T-tests were
conducted first for the mean values of the constructs between the United States and South Korea to ensure the
comparison of two different cultural groups.
Findings – First, students from the United States (US) havemore and better work attitude than those students
from South Korea. Second, students from South Korea appear to be less motivated to work and less satisfied
with their current jobs and earnings than students from the US. Third, the results also have managerial
implications for both countries. It is very important to know that higher grade point average is not an answer to
find the right person but more likely, positive attitudes to work and higher levels of job involvement are more
likely to have higher job expectations and aspirations for employment in the industry.
Originality/value – This study adds to the hospitality literature by examining the different perspectives of
hospitality and tourism undergraduate students from the US and South Korea, specifically examining their
attitudes toward work, job satisfaction, work involvement and job expectations as they prepare for careers in
the industry. The results of this study help stakeholders (i.e. students, educators and practitioners) in the
hospitality and tourism industry gain a better understanding of their undergraduate students as they prepare
for careers in the industry. In addition, the study contributed to understanding cultural differences present
among hospitality and tourism students from individualist and collectivist cultures.

Keywords Job satisfaction, Work motivation, Cross-cultural study, Hospitality and tourism management

education, Work attitude, Work involvement

Paper type Research paper

Introduction
The hospitality and tourism industry is one of the fastest-growing industries in the world.
The increasing number of students majoring in hospitality and tourism management and its
related areas is strong evidence of this phenomenon (Rauch, 2011). A wide variety of career
opportunities are emerging in the meeting and convention, hotel, event and festival, travel,
transportation, recreation, club, and food and beverage fields. According to Teng (2007),
undergraduate students’ career aspirations are a direct result of their attitudes to work in the
hospitality and tourism industry as well as their past work experiences. As more students
enter the hospitality industry, employers need to have a better understanding of the students
who will become the leaders and employees in the hospitality and tourism industry.
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Various studies have been conducted to examine the individual constructs of job
satisfaction, job attitudes, motivations and job expectations (Chang and Teng, 2017;
Currivan, 1999; Gonz�alez et al., 2016; Kanungo, 1982; Klonoski, 2011; Kong et al., 2015;
Knippenberg, 2003; Marshall et al., 2004; Phuong and Tran, 2020; Sessa and Bowling, 2020).
There are only a few studies that have examined students’ attitudes to work, motivations, job
involvement and career aspirations in the hospitality and tourism industry (Cassado, 1992;
Goh and Lee, 2018; Josiam et al., 2008; Kong et al., 2015; Nachmias and Walmsley, 2015;
Robinson et al., 2016; Teng, 2007;Waryszak, 1999; Zopiatis and Kyprianou, 2006). Evenwhen
previous studies addressed the specific issues of attitudes to work, job satisfaction and job
involvement of employees in the hospitality and tourism industry, few have examined the
different perspectives in job attitudes between students in different countries, especially
comparing countries with individualist and collectivist cultures. Given that the hospitality
industry is highly internationalized (e.g. hotel chains, restaurant chains, fast food chains),
such comparisons would be beneficial to understanding the cultural differences of future
hospitality and tourism employees from countries with individualist and collectivist cultures.
Also, it has been well-documented that the hospitality and tourism industry employs large
numbers of ethnic minorities, women, disabled and lesbian, gay, bisexual and transgender
(LGBTQþ) workers. Thus, it is important that practitioners and educators alike understand
culture as well as diversity in organizational outcomes and individual and group
performances (Kalargyrou and Costen, 2017). The culture of the United States is one of the
most individualistic in the world, while South Korea is considered a collectivist society (Geert-
Hofstede.com, 2016). Thus, the primary purpose of this study is to examine hospitality and
tourism undergraduate students’ attitudes towork and career expectations as they prepare to
enter the workforce in the hospitality industry in both the United States and South Korea.
More specifically, the objectives of this study are:

(1) To determine if there are any differences in socio-demographics of hospitality and
tourism students between countries with individualist and collectivist cultures.

(2) To identify if there are any differences in work attitude, job involvement, job
motivation, job satisfaction and work expectation between countries with
individualist and collectivist cultures.

According to Hsu and Powers (2002), “Culture is a distinctive way of living shared by a group
of people. It is socially shared, it is learned, and it is gradually changing. Cultural values are
learned through socialization as individuals grow up” (p. 52). Culture is the formation of
human behaviors, beliefs, practices and values that are symbolized by a particular group of
people. Hofstede (1984) emphasized that different mental programming governs activities,
motivations and values that can be implied by different cultures. Thus, an understanding of
cultural differences in business is critically important and merits a cross-cultural study.

Literature review
Socio-demographic profiles and differences in cross-cultural studies
Society shapes individuals’ basic values, which affect their behavior and determines how
they respond to various situations (Kong and Jogaratnam, 2007). A major emphasis is placed
on individual activity and initiative in the United States due to prevailing cultural values,
whereas many Asian societies stress cooperation and conformity to the group (Belch and
Belch, 2012). The individualistic/collectivistic dichotomy has been commonly employed to
conduct cross-cultural research (Hofstede, 1980, 1991; Hofverberg and Winberg, 2020;
Laroche et al., 2005). People of individualist cultures emphasize “I”more than “we” in defining
their self-images. However, people of collectivist cultures are likely integrated into their
groups (Triandis, 1995). National culture has a strong influence on businessmanagers’ ethical
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attitudes (Christie et al., 2003) ethical sensitivity (Blodgett et al., 2001) interdependence in
organizations (Gelfand et al., 2007), and personal relationships between employees and
managers (Pheng and Leong, 2000).

In studies conducted with project managers, results showed that Asians tend to first
develop personal relationships with their business partners before business dealings, while
Americans prefer to take a straight-to-the-point approach in business dealings (Pheng and
Leong, 2000). Thus, it is expected that there will be identifiable differences between
undergraduate students from individualist versus collectivist cultural backgrounds
concerning their perception of working in the hospitality and tourism industry. According
to Hofstede and Bond (1984), more emphasis on if job-related achievements are recognized by
others in collectivist society while personal goal and job well-done in an individualistic
society are stressed. Utilizing a cross-cultural approach, this study will address the cultural
differences present among hospitality and tourism students, giving researchers a better
understanding of their attitudes toward work, job involvement levels and career
expectations/aspirations upon graduation. Also, previous studies indicated that work
satisfaction significantly reduces employees’ work–family conflict and strengthens their
work behavior (Tsaur et al., 2019; Xu et al., 2020).

Job attitudes
Hospitality and tourism have consistently been referred to as a “people industry” reliant on
organizational employees serving consumers. Therefore, employees represent the
organization in the eyes of service consumers (Solnet et al., 2012). Employee commitment
and job attitude are considered one of the most important issues in human resource
management where employee commitment is attributed mostly to work values, work
motivation and work involvement (Lee and Chen, 2013). The turnover rate of employees in
hospitality and tourism is commonly higher than in other sectors, ranging from 60 to 120%
annually (Agovino, 2019), the cost of losing employees and training new ones represents
significant cost factors. Employee turnover rates are usually attributed to employee
dissatisfaction with the overall work environment, working conditions and wages (Tracey
and Hinkin, 2008). Turnover rates are high in the hospitality and tourism industry, even
among highly motivated individuals (Brien, 2004). Work attitude was defined as one’s
attitude and commitment toward his or her profession or occupation (Brien, 2004). Thus,
employee attitudes are indicative of an organization’s success or failure. Individual behavior
will be different in reacting in a certain way according to their attitude and previous
experiences (Cohen, 2009; Cooper and Croyle, 1984; Sukhu et al., 2019). Usually, Americans
bring a “business/market orientation” to their interpersonal relationships (Devoe and
Iyengar, 2004). Thus, we propose:

H1a. Differences in positive job attitudes exist between countries with individualist and
collectivist cultures (i.e. US and South Korean students).

H1b. Differences in negative job attitudes exist between countries with individualist and
collectivist cultures (i.e. US and South Korean students).

Involvement with working in the hospitality industry
Marshall et al. (2004) defined job involvement as the psychological identification with one’s
job. Diefendorff et al. (2002) consider job involvement to be a primary determinant in
organizational effectiveness and individual motivation. Job involvement is an important
element during the developmental process in one’s career. According to Lodahl and Kejner
(1965), job involvement is one of the most important factors influencing work attitude. Job
involvement signifies a positive attachment to work and is distinct from work values

IHR
36,2

306



(Hallberg and Schaufeli, 2006). Job involvement has a significant impact on organizational
outcomes (Singh and Gupta, 2015) and is positively associated with organizational
commitment (Ho et al., 2012). As a key for personal growth, satisfaction, motivation and
goal-directed behavior within the workplace, improving job involvement boosts productivity
and organizational effectiveness (Brown, 1996). Also, other studies show a strong correlation
between job involvement and job self-efficacy (Singh and Sarkar, 2012; Yang et al., 2000). It
was also found that when younger generations were highly confident in their skills and
abilities, they had a higher level of job involvement (Lorence, 1987). Research has
demonstrated that the effect of participation will be the same in low power distance/high
individualist cultures, such as the American culture, and there will be a difference in the
participation in cultures with a low individualist culture (Hofstede, 1980). Further research
has compared students’ attitudes toward work (Josiam et al., 2008). However, this study was
limited to two countries with individualist cultures, the USA and UK. Thus, we propose:

H2. Differences in students’ involvement with work exist between countries with
individualist and collectivist cultures (i.e. US and South Korean students).

Job motivations
The hospitality and tourism industry operates 24 h a day, seven days a week. The nature of
work is based upon both intangible and tangible product characteristics with a high degree of
interaction between line employees and consumer markets. Therefore, job characteristics may
be the key to determining the outcomes of employees (Wan and Chan, 2013). Over the last
decade, research in human resources has been focused on employee engagement and
productivity (Bakker and Bal, 2010). Additional research has emphasized reducing costs
through employee retention (Schaufeli and Salanova, 2008), improving employee job
satisfaction (Kong et al., 2018) and work performance (Kloutsiniotis and Mihail, 2020). Some
studies have analyzed work motivation from an economic perspective to determine which
economic factors influenceworkmotivation.The level ofworkmotivation is strongly correlated
with aspects of economic development (Klonoski, 2011). Employees are primarilymotivated by
economic incentives and select the option that is of most worth to them financially (B�enabou
and Tirole, 2003). Interesting work and good pay play key roles in higher employee motivation
as well (Lindner, 1998). Francois (2003) also explains that many individuals prefer working to
being unemployed and/or living on welfare. Social needs involve interaction with other people,
the need for friends and the need for belonging (Huitt, 2004). In everyday life, people are
constantly pursuing goals and trying to satisfy their desires and wants.

Herman and Chiu (2014) have argued that there is a positive relationship between social
identity, work motivation and job performance. Robbins and Judge (2009) indicated that
managers in everyworkplacemust establish an environment of acceptance and belongingness.
It can be seen that motivations, psychological setups and personality traits may have different
significances as the cultures vary (Migliore, 2011). Taking into consideration cross-cultural
differences, whereas individuals who demonstrate assertive behavior are seen as more
competent andmotivated in American culture, this same behaviormay be viewed unfavorably
in other cultures (Hofstede and Fink, 2007). In short, social identities and needs can be different,
leading to a differential impact on a person’s motivation. Thus, we propose:

H3. Differences in students’ job motivations exist between countries with individualist
and collectivist cultures (i.e. US and South Korean students).

Job satisfaction
Overall, the literature suggests that there is a relationship between job characteristics and job
satisfaction (Kong et al., 2018). Job satisfaction is a central concept in organizational
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psychology, and research on its determinants and outcomes has strong practical relevance
for human resources management. Job satisfaction has been defined as an individual’s
positive emotional reaction that arises from one’s workplace (Silva, 2006). Job satisfaction
over the last several decades is perhaps the most widely studied field of organizational
research (Kong et al., 2018). When looking for employment, individuals seek an environment
in which they may utilize their abilities and satisfy their basic needs. Kong et al. (2018)
identified that effectivemanagement activities and policies from the organization perspective
contributed positively to job satisfaction. It was also identified that from the social
perspective, family–work supportive policies should be implemented. Furthermore, the
authors identified that psychological issues were closely related to job satisfaction, especially
as it relates to employee enthusiasm. The authors also identified that job satisfaction is
positively related to organizational commitment and intention to stay. Managers should
provide supportive activities to enhance job satisfaction (Kong et al., 2018). Job satisfaction is
the result of being satisfied with one’s job, payment, promotion, motivation and colleagues.
When individuals recognize potential to satisfy their needs, they tend to be highly involved in
an activity or organization (Kanungo, 1982), which in turn leads to an increase in job
performance and a decrease in workplace turnover (Silva, 2006).

Thus, we propose:

H4a. Differences in students’ satisfaction with their current jobs exist between countries
with individualist and collectivist cultures (i.e. US and South Korean students).

H4b. Differences in students’ satisfaction with their current earnings exist between
countries with individualist and collectivist cultures (i.e. US and South Korean
students).

Job expectations
University hospitality programs help provide students with a realistic view of the hospitality
industry and improve their professional ability within the industry (Jenkins, 2001). Previous
studies suggest that work expectations are important concerning employees’ job attitudes
(Graham and Mckenzie, 1995; Kong et al., 2018; Richardson and Thomas, 2012;
Wickramasinghe and Perera, 2010). Cassado (1992) examined students’ work expectations
concerning salary, work hours, and their positions and found that the work expectations of
current students are different than those of older generations. Finally, he concluded that each
generation has different work expectations. Another study suggested that students’ work
expectations are related to their life experiences (Cleveland et al., 2007). Thus, to recruit and
retain personnel in today’s competitive labormarket, employers need to understand the needs
and demands of the workforce. Career goals and expectations of students provide the
industry with a clear picture of the preferences and demands that future employees will hold.
Through discovering the interests, abilities, career values and needs of the recruitment pool,
employers will be able to gain competitive advantages and develop successful human
resource strategies (Baum, 2007). Thus, we also propose:

H5. Differences in students’ job expectations exist between countries with individualist
and collectivist cultures (i.e. US and South Korean students).

Methodology
Data collection and sample
Data were collected utilizing a paper-based survey administered to college students in South
Korea. The data were collected from June to December 2018. Two universities were selected,
and the survey was conducted at the end of the class using a hard copy of the survey.

IHR
36,2

308



Participation was voluntary and anonymous. Respondents were asked a series of questions,
including work attitude, involvement, motivation and job satisfaction. Additionally, basic
demographic questions were included in the survey. A similar process has been conducted
among the US participants in both countries where the respondents were asked if they are a
citizen and have lived longer than ten years in the current country. Among the 600 responses
fromUS students, 57 (8.83%) were excluded because of incomplete data. Also, 20 (3.3%) were
not valid. Among the 316 responses from South Korean students, 110 (18.3%) were not valid
and excluded because of incomplete or insincere data. From the United States, 527 useable
surveys were collected, while 216 useable surveys were collected from South Korea.

Instrument development and data collection
The survey instrument consisted of four sections. The first section contained 25 statements
that gauged respondents’ attitudes toward working in the hospitality industry. For each
statement, respondents were asked to rate how strongly they agreed or disagreed along a six-
point Likert scale. Using ten semantic differential scales, the second section measured
involvement with working in the hospitality industry. The third section collected
demographic information including age, gender, ethnicity, academic standing, work
experience and career plans. The final section of the survey instrument consisted of 12
items, each measured along a six-point Likert scale, regarding perceptions of “good” jobs in
the hospitality industry.

Themeasurement instrument was developed from previous studies (Chen and Shen, 2012;
Kong, 2013), and included questions related to job attitudes, job satisfaction, job motivations,
job involvement, and career expectations and aspirations upon graduation (Table 1).
Furthermore, the questionnaire included the purpose of the study with a brief set of
instructions.

Data analysis
A confirmatory factor analysis was used to examine whether our factors could represent the
data. Data analysis was conducted with SPSS 21.0. T-tests were conducted first for the mean
values of the constructs between the US and South Korea to ensure the comparison of two
different cultural groups. One-way analyses of variance (ANOVAs) were also used to
evaluate the differences of respondents’ views between countries with individualist and
collectivist cultures (i.e. US and South Korea) on specific variables.

Results and discussion
Socio-demographic profile of sample
Using crosstabs with chi-square, Table 2 reports the comparison of the socio-demographic
characteristics between the two countries. With the acceptance of Hypothesis 1, significant
differences were identified concerning gender, age, race, class and grade point average (GPA)
between the two countries.

Approximately, 68% of respondents from the US were female, and 32% were male. The
majority of the US respondents are upperclassmenwith junior or senior standing (69.6%) and
are 25 years old or younger (91.7%). Themajority of the students from the US reported aGPA
between 2.51 and 3.50 (61.5%). Additionally, the majority of respondents in the US are of
Caucasian descent (63.6%) while others (i.e. Asian) were dominant in South Korea (75.2%).
There is a significant difference in gender between the respondents of the US and South
Korea. Korean students were split almost evenly between genders (50.9% male and 49.1%
female) and class status (50.8% underclassmen and 49.2% upperclassmen). South Korean
students are also significantly older than students in the US, with 41% reporting that they are
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26 years of age or older. Most Korean students reported their GPA to be between 2.51 and
3.50. However, a large percentage also indicated that their GPAwas above 3.51 (38.7%). This
distribution is significantly different than students in the US. While nearly 40% of South
Korean students maintain a GPA of above 3.51, only 20.0% of students in the US report their

Constructs References

Work attitude Chuang and Dellmann-Jenkins (2010). Career decision making and intention: A study of
hospitality undergraduate students. Journal of Hospitality & Tourism Research, 34(4),
512–530

Involvement Kong (2013). Relationships among work-family supportive supervisors, career
competencies, and job involvement. International Journal of Hospitality Management, 33,
304–309
Josiam et al. (2008). Involvement and the tourist shopper: Using the involvement construct to
segment the American tourist shopper at the mall. Journal of Vacation Marketing, 11(2),
135–154

Motivation Chuang and Dellmann-Jenkins (2010). Career decision making and intention: A study of
hospitality undergraduate students. Journal of Hospitality & Tourism Research, 34(4), 512–
530
Chuang et al. (2007). Hospitality undergraduate students’ career choices and factors
influencing commitment to the profession. Journal of Hospitality & Tourism Education,
19(4), 28–37

Job
Expectation

Lu and Adler (2009). Career goals and expectations of hospitality and tourism students in
China. Journal of Teaching in Travel & Tourism, 9(1–2), 63–80

USA South Korea
Chi- squareN % N %

Gender 23.109**

Male 169 32.1 109 50.9
Female 358 67.9 105 49.1
Age 148.422**

18–20 years old 179 34.8 7 3.3
21–25 years old 293 56.9 118 55.7
26–30 years old 29 5.6 53 25.0
31 years old and over 14 2.7 34 16.0
Race 459.438**

African American 35 6.7 3 1.4
Asian American 39 7.4 38 18.1
Hispanic American 89 17.0 7 3.3
White American 334 63.6 4 1.9
Other 28 5.3 158 75.2
Class 25.914**

Underclassmen 160 30.4 101 50.8
Upperclassmen 566 69.6 98 49.2
GPA 19.651**

2.50 and under 88 18.5 12 10.1
2.51–3.50 292 61.5 61 51.3
3.51–4.00 95 20.0 46 38.7
Work status 145.161**

Part-time job 290 54.9 31 13.4
Full-time job 116 22.0 143 61.9
Not currently working 122 23.1 55 23.8

Table 1.
Instrument
development

Table 2.
Comparison of socio-
demographic profile
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GPA within this range. Furthermore, the racial profile of respondents varied across
demographics, as would be expected. Students in Korea were muchmore likely to be of Asian
descent than students in the US, as Korea is a homogeneous society. However, the same
demographic questions were asked because the university does have some international
students. Additionally, as the survey asked South Korean students to indicate race among
choices such as “African American,” “Hispanic American,” and “White American,” it is not
surprising to find that a strong majority (75.2%) indicated “Other (Asian)” as their race.
Demographic profiles of each country are illustrated in Table 1.

A t-test was employed to compare the socio-demographics between the two countries
(Table 3). Respondents were asked to indicate their academic standing, from freshman to
senior. Respondents were also asked to indicate their current GPA on a 4.0 scale, which was
then broken into 3 categories: 1.50–2.50, 2.51–3.50 and 3.51–4.0. Again, it is shown that GPA,
age and class level vary significantly between the two countries. The average reported GPA
is higher in South Korea, while class status is significantly lower. These differences are likely
because freshman and sophomore level courses are generally easier than junior and senior-
level courses. Thus, students who are earlier in their academic careers should report higher
GPAs. Additionally, the average age is significantly different between the two student
samples, with South Korean students reporting an average age of nearly 26, while students in
the US average 22 years of age.

Students were also asked about their current work status–if they were working full-time,
part-time or not working. In both countries, about 23% of students were not working. The
differences in work patterns were seen as more US students were in part-time jobs compared
to Korean students (54.9%–13.4%), while a lower proportion of US students were in full-time
jobs compared to Korean students (22.0%–61.9%). Overall, in both countries about 75% of
the students were working.

Before further analysis was conducted, a confirmatory factor analysis (CFA) was
employed to test reliability and validity. Cronbach’s alpha was measured to analyze the
internal consistency of the construct and its reliability. The reliability test was satisfied as the
reliability varied from 0.86 (involvement) to 0.94 (motivation) wherein the recommended
minimum Cronbach’s alpha coefficient reliability is 0.70 (Nunnally, 1978). The results of CFA
was indicated with an excellent level (χ25 84.232, df5 24, p-value5 0.000). For the evidence
of convergent validity (Bollen, 1989), the standardized loadings and the squared multiple
correlations (SMC) were examined. The SMC was greater than 0.5 that exceeds the
recommended convergent validity. The results of CCR (0.92 for positive work attitude, 0.91
for negative work attitude, 0.96 for involvement, 0.94 for motivation and 0.91 for job
expectation) andAVE (0.70 for positivework attitude, 0.78 for negativework attitude, 0.72 for
involvement, 0.88 for motivation and 0.79 for job expectation) of all constructs were satisfied
with the required level.

Attitudes to work in the hospitality and tourism industry
All respondents were asked to indicate their level of agreement regarding attitudes to work in
the hospitality and tourism industry for each of 16 items on a six-point scale, in which

United States South Korea Country differences
Mean Sd Mean Sd Mean difference p values

Age 22.01 3.172 25.97 4.774 �3.96 p 5 0.000**
Class 3.00 0.970 2.60 1.068 0.40 p 5 0.000**
GPA 3.07 0.532 3.36 0.545 �0.29 p 5 0.000**

Note(s): **Significant at p < 0.01
Table 3.

Age, class and GPA
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(1) indicated strongly disagree and (6) indicated strongly agree. The means and standard
deviations for each of the 16 items regarding students’ attitudes to work are presented in
Table 4, along with the results of an ANOVA.

Two factors were labeled as “Negative Job Attitudes” (Factor 1) and “Positive Job
Attitudes” (Factor 2). Factor 1 included nine items which all represented negative views on
work. Variables within Factor 1 included items such as, “Given the chance, I’d never work,”
“Workers are entitled to call in sick,” and “work is nothingmore thanmaking a living.”Factor
2 included seven items representing positive viewpoints toward work. These variables
included items such as, “I should have pride in my work,” “work passes more quickly when
busy,” and “I should work hard to earn a promotion.”

The average of each factor by country type was then compared (Table 3). With the
acceptance of Hypotheses 2a and 2b, negative attitudes toward work of the US sample were
significantly lower than those of the South Korean sample, whereas the mean values of
positive job attitudes of the South Korean sample were lower than those of the US sample.
Thus, results indicate that South Korean students have a higher likelihood of having a
negative attitude toward work and careers in the hospitality and tourism industry. American
students, on the other hand, have a more positive attitude toward jobs and careers in the
hospitality and tourism industry. Perhaps, South Korean students have a more negative
attitude because hospitality and tourism are viewed as a vocational discipline/occupation
with low wages and high turnover, while American students view hospitality and tourism as
a discipline/occupation with a more flexible degree pathway that could lead into broader
service industry occupations. These findings are consistent with previous research that
identified employee commitment is mostly attributed to work values, work motivation and
work involvement (Lee and Chen, 2013).

Involvement with working in the hospitality industry
All respondents were asked to indicate their level of involvement with working in the
hospitality and tourism industries for each of ten items. A six-point bipolar scale was used in

Factor United States South Korea
Loading Mean Sd Mean Sd F-values

Factor 1: negative work attitude 2.55 0.784 3.76 0.739 519.190**
Workers are entitled to call in sick 0.706 2.06 1.056 3.85 1.093 310.882**
Work is nothing more than making a living 0.703 2.54 1.263 3.47 1.223 83.678**
Promotions mean more worries 0.703 2.10 1.195 3.72 1.160 285.496**
Hard work does not get you much 0.699 1.84 1.243 3.87 1.148 425.554**
Best job is to do almost nothing 0.684 1.72 1.023 3.38 1.259 348.689**
People taking work home are boring 0.666 2.75 1.331 3.69 1.161 82.663**
Given the chance, I would never work 0.563 2.93 1.570 3.63 1.330 32.801**
Not concerned about being promoted 0.558 2.95 1.394 3.83 1.239 65.134**
Most people are stuck in dead end jobs 0.533 3.21 1.264 4.04 1.099 69.736**
Factor 2: positive work attitude 5.34 0.521 4.30 0.659 377.639**
Work gives me a feeling of self-respect 0.794 5.36 0.775 4.40 0.996 195.403**
Work passes more quickly when busy 0.741 5.65 0.666 4.55 1.062 282.483**
I should feel pride in my work 0.731 5.70 0.592 4.52 1.133 337.964**
I should feel responsible to do a good job 0.717 5.75 0.613 4.09 1.356 525.894**
I should work hard to earn a promotion 0.691 5.30 0.886 4.25 0.935 208.637**
Doing the best job possible is satisfying 0.665 5.18 1.056 4.18 0.964 141.346**
Doing a good job as important as good paycheck 0.650 5.10 1.071 4.25 0.914 105.647**

Note(s): **Significant at p < 0.01
Table 4.
Work attitude
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which (1) indicated low involvement and (6) indicated high involvement. The mean
involvement score of the entire sample including both US students and South Korean
students was found to be 5.03 (SD5 1.014) on a 6.0 scale. The work involvement average was
compared using a t-test to determine the mean values of each country. The mean value (5.28)
of work involvement of the US sample is significantly higher than that (4.44) of the South
Korean sample (Table 5). Results indicate that South Korean students have a higher
likelihood of having a lower or negative attitude toward work involvement. This finding is
consistent with Hofstede’s (1980) research that suggested that “the effect of participation will
be the same in low power distance/high individualist cultures.” Additionally, this finding is
consistent with Hallberg and Schaufeli (2006) who suggested high job involvement signifies a
positive attachment to work, and Singh and Gupta’s (2015) findings that the level of job
involvement indicates a positive attachment. Furthermore, Ho et al. (2012) identified that job
involvement is positively associated with organizational commitment. While these findings
do not expressly validate the reasonwhy there is a difference between the two student groups
regarding work involvement, it may further add to the individualist and collectivist cultures
dichotomy illustrated in the literature (see Hofstede, 1980; 1991).

Job motivations
All respondents were asked to indicate their level of job motivation for each of the five items
on a six-point scale, in which one indicated strong disagreement and six indicated strong
agreement. Items assessed included, “Long-term Stability,” “Personal Liking,” “Health
Benefit,” “Long-term Opportunity” and “HigherWages.”Themeans and standard deviations
for all job motivation criteria are presented in Table 6. With the acceptance of Hypothesis 4,
the mean values of job motivations of the US sample are higher than those of the South
Korean sample in all variables (see Table 7).

Results indicate that South Korean students have a higher likelihood of having a lower
attitude toward workmotivation. American students, on the other hand, have amore positive
attitude toward job motivation in the hospitality and tourism industry. Perhaps, South
Korean students have amore negative attitude because hospitality and tourism are viewed as
a vocational discipline/occupation with low wages and high turnover, while American
students view hospitality and tourism as a discipline/occupation with a more flexible degree

USA South Korea
Mean Sd Mean Sd Mean Difference p-value

Work involvement 5.28 0.976 4.44 0.846 0.84 0.000**

Note(s): **Significant at p < 0.01

USA South Korea USA and South Korea
Mean Sd Mean Sd Mean difference p-value

Long-term stability 4.31 1.156 4.09 0.991 0.22 0.015**
Personal liking 4.96 0.920 4.18 1.016 0.78 0.000**
Health benefits 4.14 1.117 4.05 1.049 0.09 0.303 (NS)
Long-term opportunity 4.99 0.856 4.41 0.984 0.58 0.000**
Higher wages 4.55 1.013 4.35 0.991 0.20 0.017**
Job motivation average 4.59 0.693 4.22 0.702 0.37 0.000**

Note(s): **Significant at p < 0.01; NS 5 Not significant

Table 5.
Work involvement

Table 6.
Work motivation
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pathway that could lead into broader service industry occupations. It should be noted that
Americans typically bring a “business/market orientation” to their interpersonal
relationships. However, in cultures where self-interest is less emphasized, it is seen that
the managers from such cultures will be more attentive to the intrinsic factors that motivate
their employees (Devoe and Iyengar, 2004). Also, research has continually identified the
correlation between work motivation and the economic perspective in improving job
satisfaction (Kong et al., 2018) and work performance (Kloutsiniotis and Mihail, 2020). Also,
American culture rewards assertive behavior as it is viewed as being more competent and
motivated; when the same behavior may be viewed unfavorably in other cultures (Hofstede
and Fink, 2007). Thus, social identities and needs can be different, leading to a differential
impact on a person’s motivation.

Job satisfaction
Students indicated their satisfaction levels with their current job and current earnings on two
different questions. Both were based upon a five-point scale ranging from (1) “very
dissatisfied” to (5) “very satisfied”. Items assessed included “Job Satisfaction” and
“Satisfaction with Job Earnings.” The mean values of students’ satisfaction with their
current job and earnings were calculated and results are presented in Table 6. With the
acceptance of Hypothesis 5a and 5b, the mean values of students’ current job satisfaction and
current earnings of the US sample are significantly higher than those of the South Korean
sample. Results indicate that South Korean students have a higher likelihood of having a
lower or negative attitude toward job satisfaction and earnings satisfaction. American
students, on the other hand, have a more positive attitude toward job satisfaction and
earnings satisfaction in the hospitality and tourism industry. Again, this may be conceivably
due to the job characteristics of the hospitality and tourism industry is viewed as a vocational
discipline/occupation with low wages and high turnover. Previous research suggests that
there is a relationship between job characteristics and job satisfaction (Kong et al., 2018).
Furthermore, Kanungo (1982) identified that when individuals recognize potential to satisfy
their needs, they tend to be highly involved in an activity or organization and leads to
increased job performance (Silva, 2006).

Job expectations
All respondents were asked to indicate their level of agreement with job expectations upon
graduation for ten variables, each presented on a six-point scale, in which (1) indicated strong
disagreement and (6) indicated strong agreement. The results are presented in Table 8. Three
factors were labeled as “Good job means endless possibilities” (Factor 1), “Good job means
management” (Factor 2), and “Good job means proper training” (Factor 3). Factor 1 included
four items related to job possibilities, such as, “My bosses will ask me for ideas” and “I will
have freedom and autonomy.” Factor 2 included three items related to the type of career,
including items such as “I will work in hotel/restaurant management” and “I will manage an
independent operation.” Factor 3 also included three items related to guidance within a

USA South Korea USA and South Korea
Mean Sd Mean Sd Mean difference p-value

Job Satisfaction 4.13 1.349 3.64 1.433 �0.49 0.009**
Satisfaction with job earnings 3.81 1.448 3.46 1.532 �0.35 0.000**

Note(s): **Significant at p < 0.01

Table 7.
Job satisfaction and
earnings satisfaction
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position. Factor 3 included, “I will work in a corporate office,” “My boss will provide me with
clear directions,” and “I will start in a good management training program.” With the
acceptance of Hypothesis 6, the mean values of all three factors were higher among students
in the US sample than the South Korean sample. Results indicate that South Korean students
have a higher likelihood of having a lower or negative attitude toward job expectations.
Again, South Korean students may have a more negative job expectation because the
hospitality and tourism industry is viewed as a vocational discipline/occupation with a rigid
curriculum that is characterized by low wages and high turnover, while American students
view hospitality and tourism as a discipline/occupation with a more flexible degree pathway
that could lead into broader service industry occupations.

Conclusions and implications
This study adds to the hospitality literature by examining the different perspectives of
hospitality and tourism undergraduate students from the US and South Korea, specifically
examining their attitudes toward work, job satisfaction, work involvement and job
expectations as they prepare for careers in the industry. The results of this study help
stakeholders (i.e. students, educators and practitioners) in the hospitality and tourism
industry gain a better understanding of their undergraduate students as they prepare for
careers in the industry. Also, the study contributed to understanding cultural differences
present among hospitality and tourism students from individualist and collectivist cultures.

Findings indicate that students from the US have more favorable and better work
attitudes than those students from South Korea. Essentially, the negative attitudes toward
working in the hospitality and tourism industry of students from South Korea can explain
why South Korean students’ desire to seek employment in this industry is lower than that of
American students (Teng, 2007). Students from the US also appeared to be more involved in
working in the hospitality and tourism industry. As indicated in the previous studies (Lodahl
and Kejner, 1965; Zopiatis et al., 2016) job involvement is one of the most important factors
influencing job attitudes. The results strongly recommend that educational programs and job
experience, such as internship programs should emphasize personal achievement and
recognition through high job involvement as independence and personal identity are highly
stressed in individualistic cultures.

Factor USA South Korea
Loading Mean Sd Mean Sd F-values

Factor 1: good job means endless possibilities 5.17 0.628 4.42 0.764 194.766**
Boss will ask for my ideas 0.819 5.48 0.697 4.53 1.011 0.000**
I will have freedom and autonomy 0.769 4.99 0.928 4.33 0.970 0.000**
I will have continual growth opportunities 0.740 5.45 0.733 4.46 0.948 0.000**
I will be my own boss 0.552 4.77 1.373 4.18 1.115 0.000**
Factor 2: good job means management 4.34 1.107 3.99 0.829 17.505**
I will work in hotel/restaurant management 0.818 4.42 1.434 4.25 1.041 0.104 (NS)
I will manage an independent operation 0.728 4.09 1.426 3.61 1.028 0.000**
I will manage a major corporation’s hotel/
restaurant

0.577 4.51 1.435 4.11 1.259 0.000**

Factor 3: good job means proper training 4.48 0.922 4.19 0.710 16.606**
I will work in a corporate office 0.629 4.16 1.578 4.22 0.986 0.000**
My boss will provide me with clear directions 0.615 4.33 1.272 4.02 1.065 0.635 (NS)
I will start in a good management training
program

0.558 4.92 1.118 4.34 0.970 0.000**

Note(s): **Significant at p < 0.01; NS 5 Not significant
Table 8.

Job expectation
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Findings indicate that students from South Korea appear to be less motivated to work
and less satisfied with their current jobs and earnings than students from the US. Silva
(2006) defined job satisfaction as an individual’s positive emotional reaction to one’s current
workplace, while Oshagbemi (2000) believes that an individual’s motivation to work is a
direct outcome of one’s job satisfaction. It was also found that students from the US have
higher job satisfaction than students from South Korea, and Korean students express more
negative attitudes to work than their US counterparts. Results from bot samples imply that
significant changes in motivation should be examined and planned for next generations or
students’ expectations should be leveraged by their academic status and expectation. Also,
it is strongly recommended to innovate program curriculum for a student to plan their
future careers. Recent graduates may provide additional insight for this discussion because
they may more easily relate to the transition between student and industry professional,
they recently experienced. These findings should be useful for educators as they develop
and design curriculum and course objectives to mitigate negative perceptions of careers in
hospitality and tourism. For example, human resource courses may add modules that
address both positive and negative attitudes toward work, job satisfaction, work
involvement and job expectations in the context of a global work environment.
Mitigation strategies and tools can be developed and deployed in program curriculums
to reduce negative perceptions and strengthen positive perceptions of hospitality and
tourism global work environments.

The results also have managerial implications for both countries, especially as the
industry continues to change and improve the perception of a career in hospitality and
tourism. This can be realized if more organizations in hospitality and tourism work
collaboratively toward improving their image. Another area that must be addressed by
industry is issues of low pay and unusual hours among high-skilled positions. Other issues
that must be addressed and assessed in more depth are work/life issues among Generation Y.
This generation of workers are looking to careers where they are appreciated and not
undervalued.

It is very important to know that a higher GPA is not an answer to find the right person
but more likely, positive attitudes to work and higher levels of job involvement are more
likely to have higher job expectations and aspirations for employment in the industry. This
allows managers to have a better understanding of the students’ aspirations and attitudes to
work as they are preparing to enter the industry. Additionally, the industry can place higher
value and emphasis on academic qualifications. Emphasis should also be placed upon
remuneration and additional training that fits the qualifications of the job position, especially
among highly skilled positions in the industry. For whatever reason, the hospitality and
tourism industry does not do this.

Limitations and areas of future research
Even though many of the findings within this study are significant, there are a few
limitations that may affect the current study. The results and implication may be limited
because samples were collected from only one university in US and two from South Korea.
Additionally, the sample size from Korea was considerably smaller than the sample size
from the US. Future studies should seek to draw a larger sample from more countries with
both individualist and collectivist cultures to increase the generalization. More and better-
advanced data collection and statistical comparison for the other groups can be presented
(e.g. gender). For example, rather than national origin, academic standing may better
explain significant differences in other items and questions. Also, although this study
cannot provide empirical evidence of why students in South Korea have a more negative
attitude toward working in the industry than their American peers, it may be a result of
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South Koreans’ work culture, such as dominant work environment–the longest hours
among citizens of developed countries (OECD, 2015). Future studies may include open-
ended questions to collect more qualitative data to explain the findings in detail. Educators
must acknowledge these cultural differences and adjust the content of hospitality programs
to meet the expectations of both students and hospitality employers.
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