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Abstract:

China is now enjoying fast growth of international tourism development, which contributes to creating a large amount
of employment in the hospitality industry. Nevertheless, attracting and retaining talented students has become a significant
problem in China due to a great proportion of HTM graduates fail to make their career decisions to work in the hospitality
industry. It is therefore important to provide a value conceptual model that expounds on the theoretical relationships existing
between motivational factors and students’ career decisions to enter the hospitality industry. This study contributes literature
by clarifying the relationship between two motivational factors and students’ career decisions as well as by determining the
moderating effect of an internship programme on such relationship.

Keywords: internship programme; motivational factors; students’ career decisions; hospitality industry.
JEL Classification: Z39.
Introduction

According to the UNWTO annual report of 2015, the number of international tourist arrivals worldwide
continued to grow from 1995 to 2014, more than doubling from 527 to 1,135 million. The receipts from international
tourism arrivals reached an estimated US$1,245 billion (€937 billion) in 2014. The global tourism, including both
direct and indirect employment, created 107,519,000 in 2015, representing 3.6% of total employment. In addition,
travel organizations are expected to contribute a total of 130,694,000 employment vacancies by 2025 (UNWTO
2015).

China, as one of the strongest developing countries, especially benefits from the fast development of
tourism. Based on China National Tourism Administration (2015), tourism’s direct contribution to China’s GDP was
US$263 billion in 2014, second after the United States in the world. It was also ranked as Top 1 country of tourism
direct contribution to employment with 23,160,000 jobs in 2014, almost four times much more than America, and
11 times more than the other Asia countries.
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This rapid development in China has led to a huge demand from the hospitality and tourism market as well
as from educational institutions. Thus, US$23 billion will be invested in the hotel sector, for 50,000 rooms, in China’s
top ten cities in 2016-2017 (China National Tourism Administration, 2015). There are vacancies in the building
sector and a predicted need for 52,000 management professionals in 2016, with 583,000 operational-level
vacancies. 565 universities in China have established Hospitality and Tourism Management (HTM) programme
offering four-year degree courses to students enrolled with this major. In 2014 these universities were expected to
produce 45,353 HTM graduates, in the same year recruiting 53,386 HTM programme students.

Although the Chinese hospitality and tourism industry contributes a large number of employment
opportunities, there is still a serious shortage of suitably qualified and skilled workers experienced in this industry.
Not only does the above figure of 45,353 university graduates fall significantly short of the annual demand for
52,000 professional hotel staff, but not all of the new graduates make their career decisions to join these hotel
companies (Abdullah et al. 2015). Now, mainland China has encountered with a serious mismatch between supply
and demand for personnel, with the problem of many Chinese HTM programme students are not choosing to work
in the hospitality industry after graduation (Blomme et al. 2009).

Since the problem of labor shortage in the tourism and hospitality industry begins at the recruitment stage,
this research is motivated to evaluate the graduates who are yet to enter the labor market, while their interest to
work in the industry is being developed (Yiu and Law 2012, Kamau and Waudo 2012). From this perspective,
Felicen et al. (2014) argue that the hospitality labor market is characterized by severe shortages of personnel and
a higher turnover of labor. Not only is it difficult for this industry to attract new staff and retain the HTM students as
potential manpower (Waryszak 1999), but a large number of HTM graduates will pursue their careers in other
industries (Chang et al. 2014). Several reasons to investigate why those talents are not motivated to choose a
career in the hospitality industry are presented.

First, the previous studies found that many HTM programme students lack an intrinsic willingness to enter
this industry is one of the biggest challenges facing both the industry and educational institutions (Pizam et al.
2013, Donina 2015, Zopiatis and Constanti 2012, Chen and Shen 2012, Blommen et al. 2009). The major issues
focus on the nature and characteristics of work in the hospitality industry: its labor intensiveness, long working
hours, unsocial life, less-skilled jobs, less challenge, and uninteresting and repetitive work. All of the above
characteristics are cited as part of intrinsic context in which students choose not to enter this industry (Chen &
Shen 2012, Ross 2005).

However in other researchers, such as Zhao and Zhu (2014), Quigley and Tymon (2006), investigated their
respondents’ career decisions from the perspective of intrinsic content factors, especially psychological issues such
as feelings of meaningfulness, enjoyment, competence and advancement. Ross (2005) suggested that the intrinsic
context and content factors should be combined, to investigate more internal motivators of career behavior. Thus,
this study deploys both intrinsic context factors from the job characteristics perspective and intrinsic content factors
from the psychological perspective, combining them as one intrinsic construct to investigate the students’ career
decisions; which will fill one of research gaps identified by Ross (2005).

Secondly, although the number of employment opportunities in this industry has increased, students’
perceptions of hospitality jobs suffer from many negative extrinsic rewarded reasons, as evaluated by numerous
researchers (Waryszak 1999, Yiu and Law 2012, Kamaun and Waudo 2012, Donina 2015, Abdullah et al. 2015).
Hospitality jobs are perceived as being characterized by inadequate remuneration, insecurity and a stressful
workplace, with relatively low payment compared to other job sectors (Donina 2015, Abdullah et al. 2015).

Other researchers, such as Kim and Park (2013), have justified extrinsic regulated reasons like relationships
with supervisors and co-workers, which might prevent students from attaining their career goals. Ryan and Deci
(2000) suggested that more extrinsic regulated reasons, such as company policies and rules, company culture and
work locations, should be studied to investigate more motivators of career behaviour. Researchers such as Post-
Kammer (1987) and Ryan and Deci (2000) identified this as a gap which more students should be encouraged to
investigate. Thus, this study employs both extrinsic rewarded and regulated factors together as one extrinsic
construct to evaluate the influences on students’ career decisions.

In addition to the above intrinsic, extrinsic factors, the internship programme play a significant role in
influencing the students’ career choices. Many researchers (Yiu and Law 2012, Kamau and Waudo 2012, Donina
2015, Lam and Ching 2007, Zopiatis and Constanti 2012) identified the internship programmers’ a valuable solution
to building a partnership with the hospitality and tourism industry, helping HR departments to retain the talents of
graduates they would need in the future. Internship programme, providing workplace training, are employed by the
industry as an important strategic technique to identify the talents and potential of future management for the
industry (Ko 2007, Lam and Ching 2007).
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Many researchers have pointed out that three related stakeholders of internship programme are the
university, industry, and the students themselves, all playing important roles in students’ decisions to stay within
the hospitality industry after graduation. Some researchers (Chang and Tse 2015, Pizam et al. 2013, Blomme et
al. 2009, Ko 2007, Maertz et al. 2014) investigated students’ perceptions of HTM programme curriculum structures
and internship programme design by university educators, and concluded that a good internship programme
structure design can strongly motivate their students to remain in the industry. Other researchers (Kim and Park
2013, Blomme et al. 2009, Zopiatis and Constanti 2012, Chang et al. 2014, and Chuang and Dellmann-Jenkins
2010) highlighted the industrial practitioners’ provision of poor internship programme in terms of inadequate training
and career development, insufficient support from supervisors and co-workers, low salary and benefits; such
negative experiences convinced most intern students to leave the industry. Meanwhile, other researchers such as
Felicen et al. (2014), Bao and Fang (2014), Chen and Shen (2012) found the students themselves to be the most
relevant stakeholders in internship programme; negative attitudes and dissatisfaction with the programme are the
major reasons for not choosing to work in the hospitality industry after graduation.

To summarise, studies identifying negative motivation from internship programme can be classified into
three categories: internship programme design and planning by the educators (Yiu and Law 2012, Kamau and
Waudo 2012, Donina 2015, Lam and Ching 2007, Zopiatis and Constanti 2012), industry involvement (Kim and
Park 2013, Blomme et al. 2009, Chang et al. 2014) and intern students’ experience (Felicen et al. 2014; Bao and
Fang 2014, Chen and Shen 2012). However, few studies identified the internship programme as a moderator to
influence students’ career behaviour.

Thus, based on the evidence of previous research, this study is going to examine the internship programme
as a moderating effect on the relationship between the two motivational factors, intrinsic, extrinsic and students’
career decisions in the hospitality industry in the context of China, filling the literature gap of internship programme
research.

2. Literature review

2.1 Hospitality and tourism management students’ career decisions

Stringer and Kerpelman(2010)defined career as a sequence of related work experiences and job activities
that constitute a person’s lifetime, partly under their control and partly under that of others. In a previous study by
Julien (1999), career is defined as a role of social identity, a social status, or a way to earn a living,or a pathway to
achieve a person’s needs through physical to self-actualization. At a deeper level, a wide of researchers have
examined the topic from career success (Ballout 2009, Valcour and Ladge 2008), career commitment (Usinger and
Smith 2010, Heslin 2005) and career development (Willis et al. 2009).

However, based on the above career definitions and studies, very little research on career decisions and
career choices was found. In one study, Stringer and Kerpelman (2010) combined the two concepts of career
development and career decisions, stating that difficulty in making career decisions was a major impediment to a
person’s career development. Some studies introduced the concept of career indecision as compared to career
decision, categorizing individuals as those experiencing career indecision, those with little anxiety about making
decisions, and those with no career decision anxiety at all (Stringer and Kerpelman 2010).

However, the definition of career decision making in this study refers to the process of a person in choosing
his or her career action to deal with a problem or evaluate a career option, organizational environment or the
occupation itself (Mimbs et al. 1998). The career decision-making process involves activities self-awareness;
exploration; preparation and experience; and reflection and action that constitute the rational career decision-
making process (Schermerhorn et al. 2012). Thus, thisstudy will focus on the concept of making career decisions,
which may fill the knowledge gap around this term and measurement.

In the hospitality and tourism industry, HTM programme prepare students for career opportunities in a variety
of workplaces from luxury hotels, restaurants, travel agencies, theme parks, resorts, convention centers, shopping
malls, sports complexes, to tourism companies (Pizam et al. 2013). Distinctive career titles that HTM graduates
can qualify for include hotel manager, restaurant manager, tour operation manager and tour planning manager
(Kim and Park 2013). In Fong et al.’s (2014) research, data on UK hospitality employment titles 2012-2022
predicted that around 10% of employment would have distinctive titles for lodging managers, with a median salary
of US$ 47,680, and a 20% uptake of food and beverage service managers with a salary of US $48,560.

Yet, several studies revealed the fact that Chinese HTM graduates often steer clear of making career
decisions in the hospitality industry, preferring instead to be employed in other industries (Chang and Tse 2015,
Bao and Fang 2014, Ko et al. 2007, Richardson 2009). Specifically, Bao and Fang's (2014) work reported that no
more than 20% of the HTM graduates from good quality universities in China wished to work in the hospitality
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industry, and of these 20% over half would choose to leave the industry within one year, for many reasons such as
the nature of hospitality jobs stated above, and not having career development opportunities. Similarly, Brown et
al. (2014) examined the attitudes and perceptions of current HTM undergraduates toward their future careers.
Unsurprisingly, this study’s findings also showed that many of them made careers in other business sectors rather
than the hospitality industry. This calls for the study of investigating the motivational factors for students to make
career decisions in the hospitality industry.

2.2. Motivational factors of students toward the hospitality industry

“If you want to motivate the worker, don’t put in another water fountain; provide a bigger share of the job
itself” (Ross 2005, 254). This philosophy illustrates that the job itself as intrinsic motivational factor can motivate
employees and creates satisfaction. Extrinsic rewards might be expressed as, “I'll do what | can to keep this job
but the pay and benefits are unbeatable” (Luthans 2010, 166).

Intrinsic motivational factors

Intrinsic motivation refers to certain positive values and rewarded experiences which a person can obtain
directly from their job (Yousaf et al. 2015). In other words, intrinsic motivation will result from their passion and the
positive feelings involved with the activities experienced (Lewis et al. 2001, Li et al. 2015). Intrinsic motivation has
been divided by other researchers (Randolph and Johnson 2005) into intrinsic context and intrinsic content factors,
compiled from many dimensions. They stated that either intrinsic context or intrinsic content factors are seen as
invisible and are mostly inherent to the work or job it. The results demonstrated that both intrinsic context and
content factors were in line with professionals’ career values, and have a significant positive relationship with their
career satisfaction; individuals would keep working in their jobs.

The above contention is supported by intrinsic studies in literature (Chuang et al. 2009, Li et al. 2015,
Randolph and Johnson 2005, Wiley 1997) who stated that the intrinsic motivational factors is strongly significant
to the job satisfaction and career decisions to work on their jobs. Specifically, Chuang et al. (2009) conducted
research into intrinsic effects on job satisfaction among casino hotel chefs in Las Vegas. The related intrinsic
context factors inherent to the “work itself” sub-categories included skill variety, task creativity, challenge, interest,
and competitive jobs. These findings illustrate that the job itself was a critical influential factor in predicting overall
employees’ job satisfaction and feeling success in their careers, as well as commitment to their career choices.

However, in comparison with intrinsic context factors, intrinsic content factors emphasize individuals’
psychological experience and feeling positive about what they have done (Lips-Wiersma 2002). Quigley and Tymon
(2006) introduced a model to measure the intrinsic content motivation factors. It consisted of four essential
judgments: feelings of meaningfulness, choice, competence and progress. As Hirschi (2010, 277) noted, “Even if
a job makes us feel more competent and more self-controlling, it still might have a difficult time naturally enjoying
and being motivated by it". People are motivated by another intrinsic motivation, which is deep in the individual's
psychological state as intrinsic content motivation variables in Zhao and Zhu's (2014) research, which deployed a
three-fold measure to assess intrinsic content motivation in employees: (1) enjoyment of job activities, (2) leader’s
satisfaction, and (3) intrinsic exchange in terms of level of appreciation for good job performance. Randolph and
Johnson’s (2005) study of intrinsic content factors, which affects an individual's sense of self-efficacy and
competence.

A large amount of the literature found the above factors characterized intrinsically motivated people to be
happy and satisfied with their jobs (Yousaf et al. 2015, Zhao and Zhu 2014, Wiley 1997, Ross 2005, Post-Kammer
1987, Ryan and Deci 2000). However, many HTM programme students will not feel a sense of achievement from
repetitive tasks and are bored with this daily work (Bloom et al. 2009, Lam and Ching 2007). Consequently, they
do not perceive recognition and responsibility from their jobs, and little evidence of promotion or advancement for
their future career planning; they are thus unlikely to make a career decision to work in the hospitality industry after
graduation (Chang and Tse 2015, Richardson 2009, Larsson et al. 2007, Ko 2007, O'Reilly and Caldwell 1980).
Since the extrinsic motivational factors will also motivate employees, as discussed in the following section.

Extrinsic motivational factors

Employee motivation is not only driven by intrinsic context and content factors, but also by extrinsic factors;
for example, payment and benefits are the major effects on influencing employees’ motivation and satisfaction with
their work (Yousaf et al. 2015, Randolph and Johnson 2005, Hirschi 2010). Extrinsic motivations are thus tangible
and visible to others. In the workplace self-determination theory (Ryan and Deci 2000) proposes that extrinsic
motivators can be divided into two types: rewarded factors and regulated factors (O'Reilly and Caldwell 1980).
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Lewis et al. (2001) define extrinsic rewarded motivation as behaviour which is perceived as positive value
and is tangible to the employees. However, extrinsic regulated motivation differs in accordance with the level of
internalization of organizational goals (Post-Kammer 1987). It is usually evident in company policies, staff
regulations, and operational rules that make employees feel controlled and pressured to obey or comply with them,
so0 as not to being punished by the organization (Ryan and Deci 2000).

The previous extrinsic studies in literature (Yousaf et al. 2015, Randolph and Johnson 2005, Ryan and Deci
2000, Lewis et al. 2001) who stated that the extrinsic motivational factors had significant effects on the employees’
job satisfaction and career decisions. Specifically, Lewis et al. (2001) stressed that extrinsic rewarded factors
including pay and benefits, supervisor style, communication and discretion all play important roles in determining
nurses’ quality of working life, while salary and benefits were found to be the most significant positive extrinsic
factors; working conditions, compensation, flexible schedule, and the work-life balance were the least satisfied
extrinsic factors.

In the hospitality industry, Chuang et al. (2009) also examined the effects of extrinsic regulated factors on
hotel chefs’ job satisfaction. The chefs were happy with the supervisory style but not with the company policy.
Moreover, Chuang and Dellmann-Jenkins (2010) stated that hotel employees perceived the extrinsic factors much
more important than the intrinsic factors in motivating them to continue working on their jobs. Chang and Tse’s
(2015) study of Hong Kong hotel employees similarly suggested that extrinsic regulated factors do not guarantee
actual satisfaction as opposed to rewarded factors. Job status, salary and compensation, working conditions and
environment play more important roles in motivating employees to stay or leave the hospitality industry (Chen and
Shen 2012).

Based on previous discussion, the intrinsic and extrinsic factors are the major reasons to influence students
of making career decisions in the hospitality industry. Thus, it is important to focus on these two motivational factors
in order to guarantee that students seek a hospitality career after graduation. And it is also crucial for educational
institutions and the industry to cooperate together and come up with an effective internship programme to provide
students more experience and motivation to make career decisions in this industry.

2.3. Internship programme in the hospitality industry

Zopiatis and Constanti (2012) stated that internship is a structured and systematic industrial learning
experience as well as career-relevant supervised professional work; in HTM programme it can be either mandatory
or elective. Kim and Park (2013) agreed that internship is an essential learning practice in the HTM programme
structure; it may be paid or unpaid, within an approved hospitality organization, corporation or agency, under the
direct supervision of the industrial organization and indirect supervision of a faculty member.

The role of the internship programme has substantially changed over time (Pizam et al. 2003). Today
internship programme is characterized as a highly important component of the HTM curriculum structure (Maertz
et al. 2014), offering students valuable opportunities for putting into practice theories and knowledge from books
and the classroom (Felicen et al. 2014). Internship programme also creates a real environment and provide much
broader spaces and contexts for students to test their knowledge and abilities, dispositions and social
communication skills, operational techniques. (Kobina et al. 2014).

Much of the literature stresses that a successful internship programme should engage the cooperation of
students, employers, and educators together, to ensure successful planning of the objectives, effective involvement
of industry, and the satisfaction of students (Felicen et al. 2014, Chang et al. 2014, Brown et al. 2014, Donina
2015). Thus, these three stakeholder groups must achieve an integral agreement, understanding, or congruence
with each other, ensuring that their cooperation is a success and the internship programme objectives are achieved
(Pizam et al. 2013).

Zopiatis and Constanti (2012) claim that educators should effectively plan and organize the internship
programme, to ensure an effective internship programme designed to meet the programme objectives, and
enhance students’ learning experiences and practical skills (Felicen et al. 2014). Many researchers have studied
students’ satisfaction with internship programme design in terms of the HTM course structure and internship
planning process (Pizam et al. 2013, Bao and Fang 2014, Chang and Tse 2015, Jauhari 2013, Kamau and Waudo
2012, Felicen et al. 2014). For example, Chang and Tse (2015) used longitudinal data surveys among HTM
graduates between 2002 and 2010 to explore the influence of these students’ perceptions of HTM course structure
and internship programme design on their career development. The results showed that the programme course
structure design should be more closely related to the hospitality industry, while industry-specific courses such as
executive-in-residence programme, distinguished speaker series, and design of internship programme were found
to be the most useful (Chang and Tse 2015).

692



Volume VII, Issue 4(16) Winter 2016

Some other researchers (Blomme et al. 2009, Bao and Fang 2014, Ko 2007) have stressed the importance
of evaluating the quality of industry involvement with the internship programme, and how they meet students’
expectations of entering the industry. Brown et al. (2014) emphasized that an internship programme would be a
valuable contribution to hospitality industry employers, in terms of keeping students in their organizations after
graduation, and decreasing training costs rather than recruiting new staff at a later stage. Chen and Shen (2012)
in particular chose training and development as one of major constructs for measuring industry involvement, and
largely contributing to students’ dissatisfaction with their internship programme. Moreover, supervision and co-
worker support, was identified in Kim and Park’s (2013) study to evaluate industry involvement in an internship
programme: negative attitudes towards interns by supervisors and co-workers can significantly decrease their
motivation to remain in the hospitality industry. Abdullah et al. (2015) agreed that the organizations treat interns
simply as a cheap labor force to relieve pressure on labor-intensive service jobs. Students reported a lack of training
practice and job rotations, as well as not being respected by the organizations and guests (Chen and Shen 2012,
Blomme et al. 2009, Shan and Tsai 2011).

Thus, the internship programme can provide a golden opportunity for students to “try before you buy”
through evaluation of their internship experience and satisfaction, and identifying the motivation factors that might
encourage them to stay in the hospitality industry after graduation (Brown et al. 2014, Bao and Fang 2014, Chang
and Tse 2015). When interns are satisfied with their internship jobs, they are more willing to provide good customer
service and make more efforts, which will strongly enhance customers’ expectations and increase positive attitudes
towards the hotel’s service and image (Waryszak 1999).

Although some researchers (Abdullah et al. 2015) believe a good internship experience can build a student’s
aspiration to make their career commitment in the hospitality industry, others (Shan and Tsai 2011, Tse 2010, Kim
and Park 2013, Bao and Fang 2014, Donina 2015) were concerned at the numbers of HTM students deciding
against a hospitality career after conducting internship programme. Chang and Tse’s (2015) in particular said that
a deteriorating internship experience could turn an intern away from the industry within a few months. Most
internship programme failed to meet students’ expectations (Donina 2015, Bao and Fang 2014).

Kim and Park (2013) examined the attitudes and perceptions of current HTM undergraduates in Korea
toward their future careers. Unsurprisingly, the findings showed that many hospitality management graduates leave
the industry because of negative internship work experience and the significant gaps between the real industry
environment and the classroom. However, some researchers such as Kamau and Waudo (2012) and Ko (2007)
still believed that a successful internship experience can help students to make career decisions to stay in the
hospitality industry after graduation and in turn reduce the labour turnover rate for this industry.

On the basis of the literature reviewed, it can be stated that an internship programme can affect students’
career decision to join the hospitality industry. And it can play a key role in enhancing the relationship between the
intrinsic and extrinsic motivational factors perceived by the students and their career decisions to work in the
hospitality industry after graduation.

3. Theoretical background and conceptual model

Through the above discussion, the study proposed a research framework in Figure 1. The purpose of this
framework is to investigate the logical sense of relationships between the independent and dependent as well as
moderating variables and aims to establish whether the hypotheses for testing those relationships are meaningful
or not, a critical part of any research (Ajzen and Fishbein 1980).

Intrinsic Motivational Factors Internship

[ Intrinsic Context Factors ] Program

l Intrinsic Content Factors ]

Students'

Career

Loy T A Decisions in the
Extrinsic Motivational Factors s

Hospitality
I Extrinsic Rewarded Factors I

Industry

I Extrinsic Regulated Factors ]

Source: Authors’ study
Figure 1 - Research framework
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The Social Cognitive Career Theory (SCCT) of Lent et al. (2002) and Rogers and Creed (2011) and also
Theory of Planned Behavior (TPB) of Ajzen’s (1985) models are utilized to evaluate students’ career decisions in
this study. Within this research context, as Figure 1 shows, two independent variables are input: intrinsic factors
(intrinsic context and content factors), extrinsic factors (extrinsic rewarded and regulated factors) to evaluate
students’ career decisions as the major dependent variable. Secondly, Figure 1 shows the internship programme
as a moderating effect which will influence the relationship between the two independent variables and the
dependent variable.

Alarge number of researchers have found that students’ career decisions were largely influenced by intrinsic
and extrinsic motivational factors (Lewis et al. 2001, Randolph and Johnson 2005, Hirschi 2010, Van Emmerik
2004, Zhao and Zhu 2014). And other literature revealed that a successful internship programme involved with
three stakeholders can be the major determinants of students’ career decisions to work in the hospitality industry
(Ko 2007, Chen and Shen 2012, Bao and Fang 2014, Abdullah et al. 2015, Fong et al. 2014, Donina 2015). They
all believed the internship programme was one of best learning experiences for career exploration and career
decision-making process, obviously influencing the relationship between students’ self-assessment of two
motivational factors and their final career decision behavior.

Conclusion and future studies

Despite numerous studies on HTM internship programme and their influence on students’ career
development in the hospitality industry (Pizamet al. 2013, Ko 2007, Lam and Ching 2007, Maertz et al. 2014,
Donina 2015, Zopiatis and Constanti 2012, Shan and Tsai, 2011, Kim and Park 2013, Fong et al. 2014, Bao and
Fang 2014), few have examined the relationship with intrinsic, extrinsic motivational factors, a gap which this study
will fill.

Based on SCCT (Lent et al. 2002, Rogers and Creed 2011) and TPB (Ajzen 1985) theories relationship, a
framework for this study was proposed. Two motivational factors, intrinsic, extrinsic were evaluated from the
literature. The internship programme’s three different stakeholders were also identified in order to justify the
programme as a moderating effect on the relationship between the two motivational factors and students’ career
decisions. Further empirical study in this area is in progress along with a follow-up of undergraduate students via
survey to determine statistical findings.
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