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Abstract:



Previous studies described in detail many university–industry programs. The purpose of this paper was to develop a multidimensional and multi-item attitude scale to measure undergraduate tourism students’ attitudes towards working in the tourism industry. This study was a quantitative and exploratory research. This paper describes a scale development process and presents the result of the scale using data collected from a university–industry collaboration program in Macau. This study identified five dimensions, i.e., Interpersonal Relationships, Industry–Person Congeniality, Organizational Climate, Working Condition, and Nature of Work, to measure the students’ attitudes. The proposed measurement scale will help evaluate and identify the sustainability of university–industry cooperation partnerships. Furthermore, the scale will help design marketing strategies to promote such programs. This study identified areas to be improved and provides suggestions to HR managers or educators.
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1. Introduction


Ever since the liberalization of the Macau gaming license, Macau has experienced enormous growth and has developed into a world-class tourism destination. However, the rapid growth induced other consequences. For example, as a result of the increasing number of constructions in gaming facilities and hotel resorts, the unemployment rate in Macau reduced from 6.1 percent in 2003 to 2 percent in 2017. While the low unemployment rate was beneficial to the workers, it created labor shortage. According to the Bureau of Economics and Business Affairs [1] and Casino News Daily [2], labor shortage is one of the “bottlenecks” to the future development of Macau tourism.



Education is important to Macau’s economy. The Macau government has exerted numerous efforts to “develop Macau through education” and “cultivate talents for the development of Macau” in various aspects [3]. Furthermore, the Macau government strongly advocates autonomy, diversity, and coordination of educational institutions [4]. As a result, from 1998 to 2016, tourist arrival, hotel employees, and students enrolled in higher education increased of 445 percent, 253 percent, and 368 percent, respectively (see Figure 1).


Figure 1. Number of Higher Education Students Employed in Hotel Industry and Visitor Arrivals in Macau.
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To respond to the increasing demand for workers with tourism or hospitality expertise, many local companies have participated in university–industry partnerships. These partnerships help companies to admit students to participate in tourism or hospitality industries. For example, Sheraton Macau has established a joint International Hospitality and Tourism Management Bachelor program with the City University of Macau. Although Sheraton is an internationally recognized hotel brand, which attracts many talents in the world, many local (Macau) workers were unwilling to participate in front-line hotel duties. One attractive feature of this program is a guaranteed supervisory or management position upon graduation. The goal is to attract more talents and to train these talents through the operation of Sheraton Macau. Similarly, Melco Crown has established an in-house Learning Academy, which is a joint diplomatic program with the University of Macau, for its employees. This program is free to enroll. To obtain a diploma, the employees have to attend a 2.5 h class twice a week for a year [5]. To achieve sustainable development, the university needs to engage in strategic partnerships [6].



In 2012, the City University of Macau established the Professional Development Scheme. Compared with other common internship programs in similar universities, this scheme is unique because students, once admitted to the scheme, will receive tuition sponsorship and living allowance from tourism or gaming institutions in Macau. In return, the students are required to study and work at the same time. The commencement date for both study and work is the same. The participating institutions allocate students to different positions in a company to allow them to accumulate valuable working experience. Furthermore, a dedicated staff coordinates the work and class schedules to avoid any conflicts. The students are considered as both full-time workers and full-time students [7]. To a certain degree, this program is very different from a usual internship program. First, the duration of this program is longer (4 years); second, the students enrolled in this program need to balance their school, personal, and work life; third, this scheme is an innovative and experimental program.



The positive attitude at work of the employee is a key requirement for a company to successfully satisfy customer’s need and retain customer loyalty [8,9]. Organization commitment, which is the intention to integrate the employees into the organization, and job satisfaction are two important factors affecting attitude at work [10]. Education, training, skills, and motivation of the employees determine the competitiveness of a company [11,12], while employees' perception and attitudes affect their commitment to the company. Because of the negative image of the hospitality and tourism industry, researchers reported that workers were reluctant to enter the program [11]. Therefore, understanding students’ perception and attitudes in the university–industry cooperation program is important.




2. Literature Review


2.1. University–Industry Partnership Sustainability


Previous researches described in detail many university–industry partnerships. Partnerships could increase not only wealth and social equity, but also environmental protection and international responsibilities [13]. Serious partnership between university and industry was found to be important. To achieve this outcome, a university needs to understand the market needs and structure its program and curricula to accommodate the market needs. These collaborations have become increasingly attractive to researchers [14]. To achieve a sustainable development of the university–industry partnerships, university and industry should employ different resources, techniques, and systems [15]. For example, internship is one type of work training. It was found that internship allowed the participants to obtain specific knowledge, such as about working procedures and company hierarchy, of a company or an industry [16]. Internship is characterized by four elements, which are working hours, monetary reward, (school/university) credit awarded, and degree of supervision [17]. The American Institute of Certified Public Accountants [18] defined internship as work experience that enhances the usual lecture experience through practice in related institutions. Gault, Redington, and Schlager [19] adopted a similar definition but they further indicated that one of the benefits of an internship is to reduce search costs, such as costs related to screening and recruiting, for both employers and employees.



The Professional Development Scheme is unique when compared to other university–industry programs in Macau. The students do not need to pay any university tuition. Furthermore, they receive a certain amount of living expenses based on their working position in the sponsor’s company. Students are given the opportunity to stay in the same position upon graduation. The main advantage and attractiveness of this Scheme is that the competitiveness of the students increases dramatically. Furthermore, this Scheme also provides the students with the opportunity to move up the social hierarchy [20]. Since this Scheme is a completely new attempt in Macau, no previous studies have examined the sustainability of this type of university–industry program. Hence, understanding how the attitudes and perceptions of undergraduate tourism and hospitality students are affected by the working experience and how the working experience affects their future career choice is important.




2.2. Students’ Attitudes Regarding the Hospitality Sector


Since the service industry is service-oriented, a positive attitude of the employee is particularly important to obtain customer satisfaction and loyalty [11,21]. Attitude is commonly decomposed into three main components: cognition, affect, and conation (behavioral tendencies) [22]. Attitude was defined as the “total of all cognitive thoughts, feelings and behavioral tendencies students have about different aspects or dimensions of working in the tourism industry as well as the working intentions in, or commitment to, the industry” [11].



Attitude is an important factor to predict and explain behavior [23]. Numerous researchers studied the perceptions and attitudes of people in the tourism and hospitality industry. Kusluvan and Kusluvan [11] claimed the studies of attitude could be classified into three groups. The first group targeted high school students, the second group targeted existing workers, and the third group targeted existing tourism or hospitality undergraduate students [11]. In Kusluvan and Kusluvan study, the authors used nature of work, social status, industry–person congeniality, physical working condition, wage and associated benefits, career opportunities, coworkers, managers, and commitment to the tourism industry to develop a multidimensional scale of attitude. Richardson [24] used this scale to examine the attitude and perception of Australian students. Richardson [24] showed that the relationship with the managers, career opportunities, career path, and wage and associated benefits significantly affected students’ attitude and perception. Akin, Aksu, and Deniz Köksal [25] conducted a similar study in Turkey. Teng [26] adopted a similar classification. The author used exploratory factor analysis (EFA) and identified the effects of working conditions, industry–person congeniality, interpersonal relationship, organizational climate, and nature of work towards attitudes. Furthermore, researchers showed that to provide strong, realistic, and accessible experience, direct exposure was necessary [27]. However, different studies discovered different results regarding attitude and experience.



On one hand, Ross [28,29] found a positive relationship between direct experience and the possibility of a career in tourism. Furthermore, previous studies showed that positive attitude could positively affect the effectiveness of internships [30,31,32]. An internship was generally believed to be beneficial to the students, the organizations, and the university [33,34]. The students who treated intern jobs seriously would outperform those who did not. Knouse, Tanner, and Harris [35] supported this result by showing a positive relationship between the internship and the cumulative grade point average. In addition to grades, the students who had internship experience had a higher probability of finding jobs after graduation. Hence, Knouse and Fontenot [36] concluded that internship was beneficial.



On the other hand, other researchers, such as Getz [37], Waryszak [38], Kusluvan & Kusluvan [11], and Barron, Maxwell, Broadbridge, & Ogden [39] argued that a direct experience in tourism industry would impose a negative image or attitude to the students. The negative attitudes affected not only the career choice of the students [38,40] but also other stakeholders, such as the tourism industry, government, and the university, which provided tourism or hospitality education [11]. Hence, the study of students’ attitudes toward tourism and hospitality is particularly important, especially for the sustainable development of universities. The specific objectives of this study were as follows:

	
Review the development of the hospitality university–industry cooperation program in Macau.



	
Create measurement items to measure the attitudes of undergraduate students who were enrolled at the time of the study in the university–industry cooperation program of tourism or hospitality management in Macau.



	
Provide suggestions and recommendations to improve the cooperation program.










3. Methods


This study followed Churchill’s [41] methodological proposal. This proposal is a standard procedure to develop measurement instruments with the ability to design new multi-item measurement scales that include previously used items. A self-administered questionnaire based on literature review was created. Three panel experts, which included a Senior Human Resource manager from Crown Plaza Macau, a Senior Vice President from Galaxy Entertainment, and one tourism academic from the City University of Macau, reviewed the questionnaire. The composition of the panel experts covered a wide range of perspectives from the industry. Thirty students were selected randomly for the pilot test. This ensured the efficacy and clarity of the questionnaire. There were two sections in the questionnaire. Section 1 collected the demographic information of the interviewees and Section 2 collected the attitudes dimension towards working in the tourism or hospitality industry in Macau. After the pilot test and revision based on the comments from interviewees and panel experts, there were 27 items in the measurement scale. The final version of the questionnaire used a five-point Likert-type scale, with 1 representing “strongly disagree” with the statement and 5 representing “totally agree” with the statement. This study used convenient sampling. In May 2017, the questionnaires were distributed to all undergraduate students with gaming or hospitality management major. The total number of questionnaires distributed was 300, and 231 usable questionnaires were received, which represented a response rate of 75.5%. The questionnaires were split into 80 for EFA and 151 for confirmatory factor analysis (CFA).



Exploratory factor analysis (EFA) was employed to discover the dimensions of students’ attitudes. To ensure the validity of the study, Kaiser–Myer–Olki (KMO) and the Barlett’s tests of Sphericity were used. Bartlett’s test examined the significance of the correlation matrix, and the KMO test assessed the sampling adequacy. A correlation matrix was produced to examine the inter-item correlation. The result showed the correlations were substantial (>0.30). The factor reliability was analyzed through Cronbach’s alpha and item-to-total correlation. The Cronbach’s alpha was 0.856. The KMO value was 0.807, and Bartlett’s test of sphericity was significant at 0.0001 level. On the basis of the results from the screen plot and eigenvalue (both greater than 1), all factor loadings were greater than 0.6. Eight items were removed, and nineteen items were present in the final model. The items are listed in Table 5.



Once the EFA established the factor structure, the CFA checked the structure by examining the covariance matrix. The core of this was to extract precise information from the analysis. There were two types of validity of this study, the content validity, which indicates the representativeness of the items in the questionnaire, and the construct validity, which is composed of the discriminant validity and the convergent validity. According to the interviewees, the items were clear and easy to understand, and there was no misunderstanding. Therefore, this showed excellent content validity [42]. The discriminant validity examined the divergence of measurements of different traits by independent assessment methods, while the convergent validity examined the convergence of measurements of different assessment methods on the same trait. A valid analysis should exhibit minimum convergence [43]. The factor loadings and average variance were examined to verify the convergent validity. Measurement errors were identified via the second-order factor model.




4. Data Analysis and Results


4.1. Profile of the Respondents


The demographic profile of the respondents is presented in Table 1. There were 68 (45.0%) females and 83 (55.0%) males among the respondents. The main age group was 20 (29.8%), followed by 19 (19.2%), 18 (15.9%), 21 (13.9%), 22 (11.3%), and 23 or above (9.9%). The fraction of year 4, year 1, year 3, and year 2 students were 39.1%, 21.9%, 20.5%, and 18.5%, respectively. There were 59 (39.1%) students major in gambling management and 92 (60.9%) students major in hotel management (See Table 1).


Table 1. The Demographic Profile of the Respondents.





	

	

	
Frequency

	
%

	
Attitude to Hospitality Jobs




	
Mean

	
SD






	
Grade

	
Year 1

	
33

	
21.9

	
2.82

	
0.49




	
Year 2

	
28

	
18.5

	
2.78

	
0.64




	
Year 3

	
31

	
20.5

	
2.92

	
0.31




	
Year 4

	
59

	
39.1

	
2.79

	
0.37




	
Major

	
Gambling

	
59

	
39.1

	
2.79

	
0.37




	
Hotel

	
92

	
60.9

	
2.84

	
0.49




	
Gender

	
Male

	
83

	
55.0

	
2.82

	
0.46




	
Female

	
68

	
45.0

	
2.83

	
0.43




	
Age

	
18

	
24

	
15.9

	
2.90

	
0.36




	
19

	
29

	
19.2

	
2.74

	
0.43




	
20

	
45

	
29.8

	
2.83

	
0.49




	
21

	
21

	
13.9

	
2.84

	
0.51




	
22

	
17

	
11.3

	
2.69

	
0.35




	
23+

	
15

	
9.9

	
2.95

	
0.46











4.2. CFA Results of the Dimensions of Attitudes in the University–Industry Cooperation Program


To confirm the psychometric properties, specifically, the reliability and the validity, of the proposed measurement scale, first- and second-order CFA, as well as a maximum likelihood estimation (MLE), were conducted.



Churchill [41] showed that CFA could assess the reliability and validity of the measurement scale. The final model of this study contained five factors. An iterative process, proposed by Anderson and Gerbing [44], was used to minimize the number of measurement scales. The result of the first-order CFA is shown in Table 2. According to Hair, Black, Babin, and Anderson [45], the acceptable range of root-mean-square error of approximation (RMSEA) should be between 0.05 and 0.08. Any number lower than 0.05 would indicate a close fit of the model in relation to the degrees of freedom. The goodness of fit was examined by the Sator–Bentler χ2. The p-value of this test was less than 5%. Other indices, such as the Goodness of Fit Index (GFI) [46], Comparative Fit Index (CFI) [47], Normed Fit Index (NFI), Non-Normed Fit Index (NNFI), and Incremental Fit Index (IFI) [48], were above 0.8, which indicated an overall good fit.


Table 2. First-Order confirmatory factor analysis (CFA) Results for Attitude for Hospitality Jobs.





	
Latent Variable

	
Measured Variable

	
Standardized Lambda

	
R2

	
Cronbach’s α

	
AVE

	
Goodness of Fit






	
Working Condition

	
WC1

	
0.78

	
0.60

	
0.82

	
0.49

	
χ2 = 177.136 (p = 0.000)




	
WC2

	
0.72

	
0.52

	

	

	




	
WC3

	
0.67

	
0.45

	

	

	




	
WC7

	
0.65

	
0.43

	

	

	




	
WC8

	
0.66

	
0.43

	

	

	




	
Industry–person Congeniality

	
IPC1

	
0.74

	
0.55

	
0.82

	
0.54

	
GFI = 0.893




	
IPC2

	
0.69

	
0.47

	

	

	
CFI = 0.959




	
IPC4

	
0.79

	
0.62

	

	

	
IFI = 0.960




	
IPC5

	
0.72

	
0.52

	

	

	




	
Interpersonal Relationships

	
IR1

	
0.70

	
0.49

	
0.70

	
0.44

	
NFI = 0.827




	
IR2

	
0.68

	
0.46

	

	

	
NNFI = 0.950




	
IR3

	
0.61

	
0.38

	

	

	




	
Nature of Work

	
NOW1

	
0.67

	
0.45

	
0.77

	
0.46

	
RMSEA = 0.041




	
NOW2

	
0.70

	
0.49

	

	

	




	
NOW3

	
0.68

	
0.46

	

	

	




	
NOW4

	
0.65

	
0.43

	

	

	




	
Organizational Climate

	
OC1

	
0.60

	
0.36

	
0.71

	
0.45

	




	
OC2

	
0.69

	
0.47

	

	

	




	
OC3

	
0.71

	
0.51

	

	

	










Cronbach’s α coefficients and the average variance extracted (AVE) were used to measure the reliability of the measurement scale. Cronbach’s α coefficients should exceed 0.7, and the AVE should exceed 0.5 [45,49] for the measurement scale to be reliable.



Chau [50] examined the representativeness of the measurement items towards their corresponding factors, hence the author proposed a convergence validity test. Since the factor loadings of the final model were high, standardized lambda coefficients exceeded 0.5, and all items achieved a 95% significance level, the final model passed the convergent validity test [51]. The discriminant validity of the model was examined by the factor correlation [52]. Since the factor correlations between the five dimensions were lower than 0.5, the final model showed a good fit among the factor structure of the variables (See Table 3).


Table 3. Discriminate Validity for First-Order CFA in Gaming Industry.














	
	Number of Items
	Working Condition
	Industry–Person Congeniality
	Interpersonal Relationships
	Nature of Work
	Organizational Climate





	Working Condition
	5
	0.462
	
	
	
	



	Industry–person Congeniality
	4
	0.496
	0.399
	
	
	



	Interpersonal Relationships
	3
	0.437
	0.401
	0.361
	
	



	Nature of Work
	4
	0.010
	0.312
	0.062
	0.387
	



	Organizational Climate
	3
	0.015
	0.076
	0.351
	0.337
	0.300









According to Anderson and Gerbing [4], a second-order CFA could examine the intercorrelation between the dimensions. As a result, 19 items were included in the scale and were used for second -order confirmatory factor analysis. On the basis of the result in Table 4, (χ2 = 205.119, CFI = 0.973, GFI = 0.879, NNFI = 0.921, RMSEA = 0.051, p = 0.000) the factor loadings could significantly and accurately present their corresponding dimensions. Hence, this justified the adjustments of the second-order model.


Table 4. Second-Order CFA Results for CSR Dimensions.










	
	Factor Loadings
	Goodness of Fit





	Working Condition
	(0.657–0.773)
	χ2 = 205.119 (p = 0.000)



	Industry–person Congeniality
	(0.677–0.785)
	GFI = 0.879, CFI = 0.932



	Interpersonal Relationships
	(0.609–0.704)
	IFI = 0.934; NFI = 0.799



	Nature of Work
	(0.638–0.719)
	NNFI = 0.921



	Organizational Climate
	(0.631–0.701)
	RMSEA = 0.051









The development and testing of the attitudes measurement scale elaborated in this research enabled the evaluation of the students’ attitudes toward the tourism and hospitality industry. The final attitudes measurement scale with all the items is included in Table 5.


Table 5. Final Student Attitudes Measurement Scale.





	
Ident.

	
Dimension

	
Item

	
References






	
WC1

	
Working Condition

	
The level of fringe benefits is sufficient in the hospitality and gaming industry

	
[11,24,25,26]




	
WC2

	
I think that the pay for most the hospitality and gaming jobs is sufficient to lend a satisfactory life

	
[11,24,25,26]




	
WC3

	
Promotion opportunities are satisfactory in the hospitality and gaming industry

	
[11,24,25,26]




	
WC4 *

	
Working environments are generally good in the hospitality and gaming industry

	
[11,24,25,26]




	
WC5 *

	
The advantages of working in the hospitality and gaming industry outweigh the disadvantages

	
[11,24,25,26]




	
WC6 *

	
There are opportunities to learn and grow in the hospitality and gaming industry

	
[11,24,25,26]




	
WC7

	
Managers empower employees and value their suggestions

	
[11,24,25,26]




	
WC8

	
Working in hospitality is a respected vocation in the society

	
[11,24,25,26]




	
IPC1

	
Industry–person Congeniality

	
I get pleasure while working in the hospitality and gaming industry

	
[11,24,25,26]




	
IPC2

	
My character fits to working in the hospitality and gaming industry

	
[11,24,25,26]




	
IPC3 *

	
It is a very nice to serve customers

	
[11,24,25,26]




	
IPC4

	
I find jobs in the hospitality and gaming industry interesting

	
[11,24,25,26]




	
IPC5

	
My family is proud of my profession in the hospitality and gaming industry

	
[11,24,25,26]




	
IPC6 *

	
There is always something new to learn each day in hospitality and gaming jobs

	
[11,24,25,26]




	
IR1

	
Interpersonal Relationships

	
There is cooperation among employees in the hospitality and gaming industry

	
[11,24,25,26]




	
IR2

	
I can make friends easily with people working in the hospitality and gaming industry

	
[11,24,25,26]




	
IR3

	
Most employees are highly motivated and enthusiastic about working in the hospitality and gaming industry

	
[11,24,25,26]




	
IR4 *

	
There is a good relationship between managers and employees in the hospitality and gaming industry

	
[11,24,25,26]




	
NOW1

	
Nature of Work

	
To me, jobs in hospitality and gaming are exhausting

	
[11,24,25,26]




	
NOW2

	
Family life is negatively affected for people working in the hospitality and gaming industry because of the nature of work

	
[11,24,25,26]




	
NOW3

	
Working hours are not suitable for a regular life in the hospitality and gaming industry

	
[11,24,25,26]




	
NOW4

	
I would not want my children to study or work in the hospitality and gaming industry

	
[11,24,25,26]




	
NOW5 *

	
I feel that I am a slave while working in the hospitality and gaming industry

	
[11,24,25,26]




	
OC1

	
Organizational Climate

	
I find people working in the hospitality and gaming industry boring

	
[11,24,25,26]




	
OC2

	
Managers are jealous of university graduates with a degree in hospitality and gaming

	
[11,24,25,26]




	
OC3

	
Most people working in the hospitality and gaming industry are rude people

	
[11,24,25,26]




	
OC4 *

	
It is very difficult to get promoted if you do not “have an uncle in the court” in the hospitality and gaming industry

	
[11,24,25,26]








Note: the asterisk (*) indicate that the item was deleted in the final measurement model.








Table 6 shows the most highly rated aspects were “There was cooperation among employees in the hospitality and gaming industry” (IR2, mean = 3.42), “I can make friends easily with people working in the hospitality and gaming industry” (IR1, mean = 3.37), and “It is a very nice feeling to serve customers” (IPC3, mean = 3.01). In contrast, the aspects rated the lowest by the respondents were “To me, jobs in hospitality and gaming are exhausting” (NOW1, mean = 2.58), “I would not want my children to study or work in the hospitality and gaming industry” (NOW4, mean = 2.54), and “Family life is negatively affected for people working in the hospitality and gaming industry because of the nature of work” (NOW2, mean = 2.49).


Table 6. Mean Test of the Ratings of Each Factor of the Attitudes to Hospitality jobs.





	Ident.
	Mean
	SD
	Rank





	IR2
	3.42
	0.882
	1



	IR1
	3.37
	0.861
	2



	IR3
	3.01
	0.872
	3



	WC1
	2.86
	0.880
	4



	IPC2
	2.85
	0.831
	5



	IPC4
	2.83
	0.852
	6



	OC3
	2.83
	0.883
	7



	WC3
	2.81
	0.897
	8



	IPC1
	2.79
	0.853
	9



	OC2
	2.77
	0.858
	10



	IPC5
	2.77
	0.826
	11



	WC7
	2.75
	0.945
	12



	NOW3
	2.74
	0.927
	13



	WC2
	2.70
	0.894
	14



	OC1
	2.68
	0.913
	15



	WC8
	2.62
	0.900
	16



	NOW1
	2.58
	0.926
	17



	NOW4
	2.54
	0.971
	18



	NOW2
	2.49
	0.986
	19









Comparing the ratings for each of the dimensions and the attitudes of the students toward working in tourism and hospitality industry, the average rating of Working Condition (mean = 2.75) and Nature of Work (mean = 2.59) was significantly lower. The dimension of attitudes with the highest rating was Interpersonal Relationships (mean = 3.27) (see Table 7).


Table 7. Mean Test of the Ratings of the Attitudes to Hospitality Jobs Dimensions.





	Dimension
	Mean
	SD
	Rank





	Interpersonal Relationships
	3.27
	0.69
	1



	Industry–person Congeniality
	2.81
	0.68
	2



	Organizational Climate
	2.76
	0.70
	3



	Working Condition
	2.75
	0.69
	4



	Nature of Work
	2.59
	0.73
	5











5. Discussion and Implications


Despite numerous studies on students' attitude toward industry, empirical research in testing and measuring students' attitude in the university–industry cooperation program is missing. Many researchers studied attitude and its application in many different industries. A precise measurement scale of attitudes with appropriate adjustments based on the specific characteristics of the industry was paramount. Given the limitation of the previous measurement scales, this study tried to fulfill the gap by identifying the students’ attitudes toward the tourism and hospitality industry during their participation in a university–industry cooperation program.



This study followed a two-step methodology approach, proposed by Churchill [41], to develop a measurement scale. This included a qualitative and a quantitative approach. The responsibilities of five attitudes domains were identified on the basis of a panel review. A survey was conducted thereafter to examine the adequacy of the measurement scale. This study contributes to the tourism and hospitality literature through the practical application of the university–industry cooperation program in Macau. This study confirmed the multidimensional nature of students’ attitudes. This coincides with the results of many previous researches [11,24,25,26].



This study showed that a working experience in the tourism and hospitality industry negatively affects students’ intention to pursue a career in the industry. This result is consistent with those of previous researches, such as the studies by Kusluvan and Kusluvan [11], Richardson [24], Akin Aksu and Deniz Köksal [25], and Teng [26]. This study identified five dimensions, i.e., Interpersonal Relationships, Industry–Person Congeniality, Organizational Climate, Working Condition, and Nature of Work, to measure students’ attitudes. The results showed that Interpersonal Relationships was the most important dimension from the students’ perspective. This was because the students were working in the industry and studying simultaneously; rherefore, they were more familiar with the characteristics of the industry. The hospitality industry is a people-orientated industry. Furthermore, although Macau is an international city, the students worked in a Chinese culture, which emphasizes collectivism [53]. Therefore, the students valued much the interpersonal relationship. Besides, there was a very negative attitude towards Organizational Climate, which was measured by “I find people working in the hospitality and gaming industry boring”, “Managers are jealous of university graduates with a degree in hospitality and gaming”, and “Most people working in the hospitality and gaming industry are rude people”. This result contrasts sharply with those of previous studies. Teng [26] showed that the students with tourism and hospitality degrees had a positive attitude towards the Organizational Climate. One big difference between this study and Teng's [26] concerns the type of sample. The sample in Teng [26] mainly included general tourism and hospitality students, while the sample in this study consisted of students enrolled in the university–industry program. The students enrolled in this university­–industry program had a deeper understanding of the industry, including the Organizational Climate, than the usual tourism and hospitality students. For example, many employees in the gaming facilities or hospitality industry were not well educated. Students with a better understanding of the industry would easily develop negative attitudes towards the industry. The proposed measurement scale will help evaluate and identify university–industry cooperation programs and design marketing strategies to promote such programs. Furthermore, this study identified areas to be improved and provides suggestions to the HR manager or educator. This would not only encourage more graduate students to pursue a career in tourism and hospitality industry, but also reduce labor shortage and provide a sustainable environment to university–industry partnerships.



This study contributes theory and practice by developing a valid measurement scale based on the students’ perception. Some authors argued that when the students gain a strong and realistic understanding of the industry, their action becomes more predictable [27]. Despite numerous researches proposed methods to measure students’ attitudes [11,24,25,26], this study adds to the literature, being based on the characteristics of university–industry partnerships for sustainable development. The perception of the students concerning the attitudes toward the tourism and hospitality industry was captured in this study. This will enhance students’ perception of the industry and the likelihood to pursue a career after graduation [26].




6. Limitations and Future Research


There are several limitations in this study, which call for further development. First, the data collected in this study were country-specific, because of the area where they were collected. Hence, the results cannot be easily generalized to other locations. Future researches could test the validity and precision of this measurement scale in different areas with different programs. Second, since the data were collected in a one-time fashion, this study did not incorporate longitudinal information. Last, although the respondents understood the confidentiality of their responses, the variations of the students’ perception of the financial benefits could not be captured, so further research can expand into a longitudinal study and in a more detailed examination of the impact of this variable on students’ career decisions.
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