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Abstract: Internships are increasingly being used in the hospitality industry, as these can provide
students with opportunities to examine their abilities, interests, and career decisions in a workplace
context, as well as help cultivate human resources within this sector. This study thus examines
students’ career decision-making self-efficacy with regard to internships. Based on social cognitive
theory and career decision-making self-efficacy theory, we developed the research constructs with a
focus group interview and a review of the existing literature, and then verified their content validity
and scale reliability. Using 782 student data from the hospitality management departments, we
found the direct influence of career decision-making self-efficacy in relation to internships on the
intention to stay in the hospitality industry. Most important of all, we also found the mediating roles
of internship satisfaction and career commitment in the relationship between decision-making self-
efficacy and intention to stay in the hospitality industry, as well as the moderating roles of intrinsic
motivation in the relationships among career decision-making self-efficacy, internship satisfaction,
career commitment, and intention to stay in the hospitality industry. The theoretical and practical
implications of these results in the context of hospitality will be discussed.

Keywords: hospitality; internship; sustainable growth; career decision-making self-efficacy; media-
tion; moderation

1. Introduction

Internships are gateways from the classroom to the real world, and provide inexperi-
enced students with chances to examine their abilities, interests, and career decisions in a
workplace context [1,2]. With regard to students in hospitality management departments,
internships are not only essential for their university studies, but also a reliable way to
gain their first jobs. A successful internship can encourage students to focus their careers
plans on the hospitality industry [3–5]. In addition, self-efficacy refers to an individual’s
belief in their capabilities to mobilize the cognitive resources and motivation needed to
achieve a certain action or carry out specific tasks [6–10]. On the basis of Bandura’s [11]
social cognitive theory, higher self-efficacy enhances motivation, cognition, and emotion in
relation to the learning process. Although self-efficacy has been widely applied to differ-
ent domains of career assessment, one of the key applications is in the concept of career
decision-making self-efficacy [12]. Career decision-making self-efficacy refers to a person’s
degree of confidence about their capability to make career decisions successfully [13–16].
Furthermore, Betz et al. [12] proposed that career decision-making self-efficacy is com-
posed of five competencies: accurate self-appraisal, goal selection, gathering occupational
information, problem-solving, and making plans for the future. In other words, students
in internships who have high career decision-making self-efficacy will make more effort
regarding the decision process, persist in finding solutions for the problems they face,
and engage more actively in career development efforts [17]. Most important of all, these
qualities can help to increase their intention to remain in the hospitality industry after their
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internship has been completed. In addition, when students feel satisfied with internships
due to factors such as promotion, payment, leadership, co-workers, and the job itself, they
have a great propensity to pursue the same career and make more effort in doing so [18,19].
Similarly, career commitment refers to the commitment a person feels with regard to their
work [20], and can also influence their intention to remain in the same industry. Though
previous studies have investigated the single relationship between internship satisfaction,
career commitment, career decision-making self-efficacy, and intention to stay in the hospi-
tality industry [3,21–25], there is still a lack of an integrative perspective to discover the
causal linkages among the aforementioned variables. Therefore, the first question that the
research aims to answer is whether internship satisfaction and career commitment in the
proposed model could mediate the relationship between students’ career decision-making
self-efficacy and their intention to stay in the hospitality industry, thus filling the research
gap or missing pieces in the research of hospitality literature.

Second, intrinsic motivation refers to students’ natural cognitive tendency toward
mastery and a natural interest in a subject, rather than their efforts being due to exter-
nal pressures or rewards. Intrinsic motivation is thus critical with regard to enjoyment,
curiosity, and involvement at work [26–29]. In other words, students with high intrin-
sic motivation will make extra efforts to learn the knowledge or skills required at work,
and then apply these techniques in novel ways [26,30]. Accordingly, when students are
taking part in their internships, they can have more chances to understand and assess
their own values with regard to intrinsic motivation. Moreover, they can not only expe-
rience their perceived self-efficacy, but also learn whether their intrinsic motivation will
be promoted or maintained in the workplace. Prior studies have revealed that intrinsic
motivation may raise the positive relationship between decision-making self-efficacy and
career commitment, and strengthen the positive relationship between career commitment
and intention to stay [31–33]; however, a deeper understanding of the status of the body of
knowledge with empirical data in hospitality field is still needed. As a result, the second
question that the research aims to answer is whether intrinsic motivation could moderate
the positive relationships among students’ career decision-making self-efficacy, internship
satisfaction, career commitment, and their intention to stay in the hospitality industry,
and whether such relationships are stronger when individuals have relatively high versus
low intrinsic motivation. More specifically, this study aims to provide a clearer picture
of the vital moderating roles of intrinsic motivation in the proposed integrated model for
hospitality internship.

In this article, the following sections include a literature review and hypotheses
development, followed by methodology, and findings of the empirical results. Finally,
the article concludes with discussions regarding theoretical and practical implications,
limitations, and suggestions future research, as well as conclusions of this study.

2. Literature Review and Hypotheses Development
2.1. Hospitality Internship

Internship refers to a student’s work-related experiences before graduation, and these
are often related to the academic programs they are taking [34]. Internships, when sup-
ported by career development plans, enable students to acquire real industry experience,
improved learning opportunities, expanded social networks, and better chances of ob-
taining a job placement after graduation [35,36]. Scholars have reported the benefits of
internships to students, and the three critical parties in this context are business owners,
students, and higher education institutions [37–40]. Furthermore, in hospitality manage-
ment programs, internships are the key indicators that are used to evaluate the quality of
the education that an institution is providing [35]. Through successful internships, students
can learn more about their future careers, and this can then promote their resolution to
keep working in the hospitality industry [3]. Hospitality education should thus aim to
strengthen the abilities of students with regard to future internships, and so help them to
make better career decisions. Given that students from hospitality-related programs are the
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major source of manpower for the industry, successful learning and internship experiences
at the university level are vital factors that influence students’ perceptions, attitudes, and
confidence with regard to their future career intentions in the hospitality industry.

2.2. Social Cognitive Theory

According to Bandura [11], social cognitive theory is a theory that focuses on the
process of a person’s learning from others, and the development of their personality. As
people learn from others, personal, behavioral, and environmental factors will influence the
development of learning. These three factors are dynamic and affect each other in a triadic,
reciprocal, and deterministic manner. For instance, behavioral observations can influence a
person’s cognition, the living environment can decide a person’s behaviors, and parents’
ways of thinking have a great influence on the environment that their children grow up in.
In addition, social cognitive theory also proposes that learning will happen more often in a
place where there is a close identification between the role model and observer. In other
words, when the observer believes they have the self-efficacy needed to act like the role
model. Identification allows the connection between the role model and observer, and the
latter thus obtains the imitated behavior. Accordingly, self-efficacy determines the degree
of motivation, cognition, and emotion in the learning process.

Furthermore, Bandura [6,41] suggested that different types of experience and other
factors decide the growth of one’s self-efficacy: vicarious experience (also called modeling),
mastery experience (also known as enactive mastery), physiological factors (also called
one’s physiological and affective state), and social persuasions (also known as verbal
persuasion). The most effective way to develop self-efficacy is through the use of mastery
experience, in which more challenging tasks can be introduced after simpler tasks have
been completed. Observation of similar people’s success is also a source of self-efficacy,
because it raises individuals’ beliefs that they also have the abilities needed to succeed. In
addition, a person can be persuaded that they have these abilities for success if important
others provide encouragement that they can achieve their goals. Finally, physiological
factors, such as stress levels, emotional reactions, and physical reactions, can influence
self-efficacy, and a person cannot have strong self-efficacy if they feel nervous about doing
their assigned tasks. Bandura thus defined self-efficacy as an individual’s belief in their
own abilities to mobilize the cognitive resources and motivation needed to take action to
carry out specific tasks [6,7].

Although self-efficacy has been widely applied to various domains of career assess-
ment (e.g., education, management, work tasks, career attitude, and behavior), one of its
most important applications is in the concept of career decision-making self-efficacy [12].
Career decision-making self-efficacy is a person’s degree of confidence in their personal
abilities to make career decisions successfully [13–15]. Betz et al. [12] thus theorized that ca-
reer decision-making self-efficacy is composed of five competencies: accurate self-appraisal,
goal selection, gathering occupational information, problem-solving, and making plans for
the future. Accurate self-appraisal, or self-appraisal, refers to the capability to accurately
appraise one’s own values and interests with regard to one’s career decisions. Goal selec-
tion refers to the capability to match one’s own attributes with the demands of a specific
career, and thus identify which major to pursue as a student. Gathering occupational
information, or occupational information, refers to the capability to discover sources of
information with regard to majors and occupations, and have discussions with people
employed in jobs of interest. Problem-solving refers to one’s capacity to figure out solutions
or coping strategies when meeting unexpected problems. Finally, making plans for the
future, or planning, refers to the capability to implement career choices, including making
resumes, job searches, and interview preparation [15,42–44].

2.3. Career Decision Self-Efficacy and Intention to Stay in the Hospitality Industry

Since self-efficacy influences employees’ work-related initiation, attraction, and sus-
tenance [7,45–47], Peterson [48] suggested that the concept of career decision-making
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self-efficacy could be used to improve a person’s career development and increase their
willingness to stay within their current organizations. Adachi [49] also revealed that indi-
viduals with high career decision-making self-efficacy take more interest in career activities
and achieve more favorable outcomes with the support of greater vocational motivation.
Similarly, Jantzer, Stalides, and Rottinghaus [50] proposed that career decision-making
self-efficacy could contribute to vocational identities, as well as further intention to stay
within the focal industry, based on a sample of 820 students. In other words, students
with high career decision-making self-efficacy make efforts with regard to the decision
process, persist in finding solutions for difficulties they face, and engage in their career
decisions more actively, thus making their ultimate success more likely [17]. Most impor-
tant of all, such factors all help to enhance the intention to remain working in the present
industry. As a number of prior studies have shown evidence of the correlation between
career decision-making self-efficacy and intention to stay in the industry, we propose the
following hypothesis:

Hypothesis 1. Career decision-making self-efficacy is positively related to intention to stay in the
hospitality industry.

2.4. The Mediating Roles of Internship Satisfaction and Career Commitment

In the context of the current study, satisfaction is an individual’s affective attachment
with regard to their work in its entirety or in relation to a specific particular facet [51].
When a person is more satisfied with work-related factors such as promotion, payment,
leadership, co-workers, and the job itself, they are more likely to remain in the same career
and make more effort while doing so [18,19]. Moreover, high career decision-making self-
efficacy is typically reflected in a person’s belief that they can competently complete their
work tasks, and such people tend to anticipate positive outcomes, thus leading to greater
satisfaction [52–54]. There is some evidence that enhancing students’ career self-efficacy
can also raise their internship satisfaction. For instance, Dahling and Thompson [55]
reported that career decision-making self-efficacy can improve certain vocational outcomes,
such as work satisfaction and perceived career fit. Similarly, Wright and Perrone [56]
found that social and career decision-making self-efficacy can increase life and career
satisfaction, based on a survey of college students. Jadidian and Duffy [21] also reported
that career decision-making self-efficacy has positive influences on academic and work
satisfaction, according to a sample of 447 undergraduate students. Moreover, improved
student internship satisfaction is associated with better career identification, more career
opportunities, and greater intention to stay in the focal industry [52]. For example, Chen
and Shen [3] proposed that internship satisfaction and student industry involvement can
affect the willingness to seek a career in the same industry after their graduation. Chiang,
Back, and Canter [57] also reported that satisfaction with work can improve an individual’s
intention to stay in the industry, based on a sample of hotel employees in USA. In addition,
Fuller, Hester, Dickson, Allison, and Birdseye [22] showed that satisfaction at work has
a positive relationship with regard to outcomes such as intention to stay, according to
two meta-analyses. Therefore, if students have high career decision-making self-efficacy
then this will lead to more satisfaction with regard to their internship, thus enhancing
their intention to stay in the hospitality industry. Accordingly, the second hypothesis is
as follows:

Hypothesis 2. Internship satisfaction mediates the relationship between career decision-making
self-efficacy and intention to stay in the hospitality industry.

An individual’s attitude with regard to their career is one of the most important
issues with regard to their level of career commitment [20,58]. Career commitment is a
measure of the extent to which an individual is devoted to their work [20]. Moreover,
the degrees to which a person identifies with and feels confident toward their works
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have positive effects on their career commitment [59]. In other words, individuals’ career
decision-making self-efficacy plays a crucial role in the selection of work settings and
can be regarded an antecedent of career commitment. For example, Chung [23] found
that students’ career decision-making self-efficacy can influence their career commitment,
using a sample of 165 undergraduates. Jin et al. [60] reported that career decision-making
self-efficacy can strengthen career commitment and lessen the tendency to quit one’s job
based on a sample of 785 Chinese graduate students. Chemers, Zurbriggen, Syed, Goza,
and Bearman [61] also showed that an individual’s efficacy and degree to which they
identify with their career can predict the level of career commitment, using a student
sample of 327 undergraduate and 338 graduate students. In addition, intention to stay in
an industry can be regard as one of the most important consequences of career commitment.
For instance, Baruch and Winkelmann-Gleed [24] found positive work-related emotions
and high career commitment can lead to more intention to stay in the current industry.
Kim, Kim, and Yoo [62] proposed that career commitment can enhance the tendency to stay
and reduce the turnover intention, based on the results of an empirical study. Similarly,
Lee, Carswell, and Allen [25] found that career commitment is positively related to work-
related outcomes, such as job performance and intention to stay, based on a meta-analytic
review. Accordingly, this study argues that career decision-making self-efficacy influences
intention to stay in the hospitality industry through career commitment, and proposes the
following hypothesis:

Hypothesis 3. Career commitment mediates the relationship between career decision-making
self-efficacy and intention to stay in the hospitality industry.

2.5. The Moderating Roles of Intrinsic Motivation

Intrinsic motivation refers to an individual’s natural cognitive tendency toward mas-
tery and inherent interest, instead of external pressures or rewards, and is vital to individ-
ual’s perception of enjoyment, curiosity, and involvement with regard to one’s work [26–29].
Moreover, the intrinsic motivation has been widely discussed by educators because of its
association with high-quality learning performance [63,64]. In other words, individuals
with high intrinsic motivation will make extra efforts to acquire the knowledge or skills
required for their work, and utilize new information or techniques in diverse ways [26,30].
In this vein, when students are working on their internship they have a better chance to
understand and assess their own values with regard to intrinsic motivation. Such students
can thus not only experience their perceived self-efficacy, but also whether their intrinsic
motivation has been promoted, maintained, or reduced. High levels of intrinsic motiva-
tion can help to promote a person’s ability to make good career decisions, enhance their
capability of identifying goals with regard to their future careers, raise their willingness to
find and learn information related to their work, improve their ability to find solutions to
problems that arise at work, and make them more prepared for their careers. Furthermore,
when students have high levels of intrinsic motivation, they tend to have more satisfaction
with regard to their internship, more commitment regarding their careers, and thus a
greater intention to stay in the hospitality industry. For example, Steele-Johnson, Beaure-
gard, Hoover, and Schmidt [32] showed that the joint effects of intrinsic motivation and
self-efficacy can influence individuals’ career satisfaction, commitment, and performance.
Duffy and Blustein [31] also reported that intrinsic motivation is an important predictor of
enhanced career decision-making self-efficacy, career commitment, vocational satisfaction,
and future career choices, using a sample of 144 undergraduate students. Finally, Lai and
Kapstad [33] found that the positive relationships among self-efficacy, satisfaction, and
commitment at work are associated with higher levels of intrinsic motivation, while the pos-
itive relationships among career satisfaction, commitment, and exploration or decidedness
are also influenced by higher levels of intrinsic motivation, based on an empirical survey.
Accordingly, we propose that intrinsic motivation can promote the positive relationship
between career decision-making self-efficacy and internship satisfaction, and enhance the
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positive relationship between internship satisfaction and intention to stay in the hospitality
industry. We also suggest that intrinsic motivation can raise the positive relationship
between decision-making self-efficacy and career commitment, and strengthen the positive
relationship between career commitment and intention to stay in the hospitality industry
(see Table 1 and Figure 1). As a result, we present the following hypotheses:

Hypothesis 4. Intrinsic motivation moderates the positive relationship between career decision-
making self-efficacy and internship satisfaction: The relationship is stronger when individuals have
relatively high versus low intrinsic motivation.

Hypothesis 5. Intrinsic motivation moderates the positive relationship between internship satisfac-
tion and intention to stay in the hospitality industry: The relationship is stronger when individuals
have relatively high versus low intrinsic motivation.

Hypothesis 6. Intrinsic motivation moderates the positive relationship between career decision-
making self-efficacy and career commitment: The relationship is stronger when individuals have
relatively high versus low intrinsic motivation.

Hypothesis 7. Intrinsic motivation moderates the positive relationship between career commitment
and intention to stay in the hospitality industry: The relationship is stronger when individuals have
relatively high versus low intrinsic motivation.

Table 1. The explanation of the hypotheses.

Hypotheses Theoretical Background and References

Hypothesis 1: Career decision-making
self-efficacy is positively related to intention to
stay in the hospitality industry.

Peterson, 2009; Adachi, 2001; Jantzer, et al.,
2009; and Miller et al., 2009.

Hypothesis 2: Internship satisfaction mediates
the relationship between career
decision-making self-efficacy and intention to
stay in the hospitality industry.

Dahling and Thompson, 2013; Wright and
Perrone, 2010; Jadidian and Duffy, 2012;
Komarraju et al., 2014; Chen and Shen, 2012;
Chiang et al., 2005; and Fuller et al., 1996.

Hypothesis 3: Career commitment mediates
the relationship between career
decision-making self-efficacy and intention to
stay in the hospitality industry.

Chung, 2002; Jin et al., 2009; Chemers et al.,
2011; Baruch and Winkelmann-Gleed, 2002;
Kim et al., 2012; and Lee et al., 2000.

Hypothesis 4: Intrinsic motivation moderates
the positive relationship between career
decision-making self-efficacy and internship
satisfaction.

Steele-Johnson et al., 2000; Duffy and Blustein,
2005; and Lai and Kapstad, 2009.

Hypothesis 5: Intrinsic motivation moderates
the positive relationship between internship
satisfaction and intention to stay in the
hospitality industry.

Duffy and Blustein, 2005; Lai and Kapstad,
2009; and Conti et al., 1996.

Hypothesis 6: Intrinsic motivation moderates
the positive relationship between career
decision-making self-efficacy and career
commitment.

Lai and Kapstad, 2009; Steele-Johnson et al.,
2000; Amabile, 1983; Deci, 1971; and Venkatesh,
2000.

Hypothesis 7: Intrinsic motivation moderates
the positive relationship between career
commitment and intention to stay in the
hospitality industry.

Duffy and Blustein, 2005; Ryan and Deci,
2000b; and Lai and Kapstad (2009).
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Figure 1. The hypothesized model.

3. Methodology

The research method used in this study first aims to develop and broaden the mea-
surement constructs with a focus group interview and the review of the existing literature.
Moreover, given the importance of career decision-making self-efficacy, and the relatively
limited examination of this topic in hospitality research, we then explore its influences
on students’ intention to stay in the hospitality industry. Third, we investigate the causal
mechanisms of internship satisfaction and career commitment in the relationships between
career decision-making self-efficacy and intention to stay in the hospitality industry. Fourth,
we further examine the boundary conditions of intrinsic motivation in the relationships
among career decision-making self-efficacy, internship satisfaction, career commitment,
and intention to stay in the hospitality industry. Finally, discussions and suggestions will
be provided based on the results of our empirical study.

3.1. Instrumentation and Sampling Procedures

The research design used a quantitative method, and focus groups as well as the
existing literature were the two main sources used to develop the constructs in the ques-
tionnaire. The measurement items in the preliminary questionnaire were prepared based
on the literature, and included the constructs of career decision-making self-efficacy, in-
ternship satisfaction, career commitment, intrinsic motivation, and intention to stay in
the hospitality industry. In addition, as our sampling target was hospitality students
in Taiwan, the items in the questionnaire were translated into Chinese by two bilingual
professors and then back-translated into English by another two independent translators
using Brislin’s [65] forward and backward translation method.

Content validity was examined to estimate how accurately our instrument represents
all the facets of the given constructs [66,67]. Three hospitality internship coordinators and
five students in the hospitality management department who had just finished internships
were asked to examine the survey items. They suggested removing two items from career
decision-making self-efficacy and one item from career commitment because of their weak
face validity within the constructs. Moreover, two items were reworded due to their unclear
wording. As for scale reliability, a pilot test was used to evaluate the internal consistency
among the items for each construct based on 40 hospitality students who had just finished
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a half-year internship [68]. The Cronbach’s alpha coefficients were 0.90 for career decision-
making self-efficacy, 0.89 for internship satisfaction, 0.87 for career commitment, 0.92 for
intrinsic motivation, and 0.88 for intention to stay in the hospitality industry, and thus
showed good reliability.

The samples used in this research were drawn from hospitality management depart-
ments in Taiwan, as students in this department are required to complete internships
as part of their degrees. In addition, sampling methods were applied in twelve hospital-
ity management departments, focusing on students who had finished their internship
within the previous two months. A set of questionnaires of career decision-making self-
efficacy [12], internship satisfaction [69], career commitment [20], intrinsic motivation [70],
and intention to stay in the hospitality industry [71] were distributed by the researchers
and internship coordinators. Before handing out the surveys, we briefly introduced the
purpose of our study and told the students how to complete the questionnaire. Completed
questionnaires were returned within sealed envelopes to keep the responses confidential.
A total of 1000 questionnaires were distributed and 782 were returned, giving a 78.2%
response rate. Demographic information includes gender: female (426, 54.48%) and male
(356, 45.52%); internship period: half year (305, 39.00%) and one year (477, 61.00%); and job
characteristics: housekeeping (227, 29.03%), reception (158, 20.20%), food and beverage
(289, 36.96%), and others (108, 13.81%). A summary of the study population is reported
in Table 2. The results revealed that when population standard deviation is 0.30 and
Z Factor value is 1.96, the sampling error at 95% confidence level is 0.02. In addition, the
results of internship location includes stratified sampling of geographical distribution of
northern (283, 36.19%), central (240, 30.69%), southern (172, 21.99%), eastern (71, 9.08%),
and outlying islands (16, 2.05%) in Taiwan, which allows us to validate the sample for
representing target population.

Table 2. Summary of the study population.

Demographic
Information Category Respondents Percentage Accumulation

Gender
Female 426 54.48% 54.48%
Male 356 45.52% 100.00%

Internship period
Half year 305 39.00% 39.00%
One year 477 61.00% 100.00%

Internship location
Northern 283 36.19% 36.19%
Central 240 30.69% 66.88%
Southern 172 21.99% 88.87%
Eastern 71 9.08% 97.95%
Outlying
islands 16 2.05% 100.00%

Job characteristics
Housekeeping 227 29.03% 29.03%
Reception 158 20.20% 49.23%
Food and
Beverage 289 36.96% 86.19%

Others 108 13.81% 100.00%
Note: n = 782.

3.2. Measures

Career Decision-Making Self-efficacy. Career decision-making self-efficacy was mea-
sured with the 25-item short form of the five career-choice competencies [12]. Two items
were removed due to their weak face validity and two items were reworded for their
unclear wording, based on the suggestions of the focus group. Students expressed their
degree of confidence with a five-point Likert scale, ranging from “no confidence at all” (1) to
“complete confidence” (5). Sample items for the five competencies are as follows: accurate
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self-appraisal (e.g., “I can determine what my ideal job would be”), goal selection (e.g.,
“I can make a career decision and then not worry about whether it was right or wrong”),
gathering occupational information (e.g., “I can talk with a person already employed in
the field I am interested in”), problem-solving (e.g., “I can persistently work at my major
or career goal even when I get frustrated”), and making plans for the future (e.g., “I can
determine the steps I need to take to successfully complete my chosen major”).

Internship Satisfaction. We used the Michigan Organizational Assessment Question-
naire [69] to measure the students’ internship satisfaction with three items. A five-point
Likert scale was used, ranging from “strongly disagree” (1) to “strongly agree” (5), and a
sample item is “All in all, I am satisfied with my internship”.

Career Commitment. Career commitment was assessed using Blau’s [20] measure-
ment with seven items, and one item was removed for lack of face validity. The respondents
used a five-point Likert scale, ranging from “strongly disagree” (1) to “strongly agree” (5),
to reflect their career commitment status, with a sample item being “I want a career in
this profession”.

Intrinsic motivation. We measured intrinsic motivation with three items developed
by Shalley, Gilson, and Blum [70]. The students again responded with a five-point Likert
scale, ranging from “strongly disagree” (1) to “strongly agree” (5). A sample item is “I take
pride in doing my internship as well as I can”.

Intention to stay in the hospitality industry. We used three items from Zopiatis
and Theocharous [71] to measure students’ intention to stay in the hospitality industry.
Students rated their intention to stay in the hospitality industry using a five-point Likert
scale, ranging from “strongly disagree” (1) to “strongly agree” (5), with a sample item
being “After the completion of my internship experience, I see myself as having a future in
the hospitality industry”.

3.3. Analytical Strategy

Composite reliability (CR) was used to measure the internal consistency reliabil-
ity [72,73], and the average variance extracted (AVE) was used to measure the convergent
validity [72,73]. Furthermore, we adopted Anderson and Gerbing’s [74] two-step strategy
to investigate the overall model fit with Confirmatory Factor Analysis (CFA), and explore
our hypotheses with Structural Equation Modeling (SEM). According to Novikova, Rich-
man, Supekar, Barnard-Brak, and Hall [75], SEM has superior advantages over traditional
analysis methods in explicit evaluation of measurement error for statistical procedure,
enabling the clarification and explanation of the broader scope of relationships between
latent (unobserved) constructs through observed variables and ensuring the possibility
of investigating structure causality along with assessment to fit the statistical data in the
hypothesized model. The maximum-likelihood estimation software AMOS 22.0 [76] was
used (in Table 3), and the fit indices of the chi-square (χ2), degrees of freedom (df), χ2/df,
goodness-of-fit index (GFI), adjusted goodness-of-fit index (AGFI), comparative fix index
(CFI), standardized root mean square residual (SRMR), and the root mean square error of
approximation (RMSEA) were adopted to examine the overall model fit [77].

Table 3. Fit indices.

Fit Indices Model Value Reference Value Overall Model Fit

χ2/df 3.87 <5.00 Yes
GFI 0.91 >0.90 Yes
AGFI 0.90 >0.90 Yes
CFI 0.91 >0.90 Yes
Standardized RMR 0.05 <0.05 Yes
RMSEA 0.05 <0.10 Yes
NCP 871.32 >NCP saturated (0.00) Yes

<NCP independence (17,476.65)
FMIN 3.15 >FMIN saturated (0.00) Yes

<FMIN independence (22.93)
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4. Results

Table 4 reveals the means, standard deviations, correlations, and square root of the
AVEs of the constructs. Career decision-making self-efficacy was positively related to
internship satisfaction (r = 0.70, p < 0.01), career commitment (r = 0.65, p < 0.01), intrinsic
motivation (r = 0.47, p < 0.01), and intention to stay in the hospitality industry (r = 0.68,
p < 0.01). Internship satisfaction, career commitment, and intrinsic motivation were all
positively related to intention to stay in the hospitality industry (r = 0.60, p < 0.01; r = 0.57,
p < 0.01; r = 0.43, p < 0.01, respectively), while internship satisfaction was positively
related to career commitment and intrinsic motivation (r = 0.64, p < 0.01; r = 0.56, p < 0.01,
respectively).

Table 4. Means, standard deviations, reliabilities, and correlations of constructs.

Mean S.D. 1 2 3 4 5 6 7

1. Age 21.2 0.84 −
2. Gender 1.45 0.49 −0.19 ** −
3. Career decision-making
self-efficacy 5.47 0.89 0.03 0.01 (0.77)

4. Internship satisfaction 5.49 0.88 0.12 ** 0.03 0.70 ** (0.81)
5. Career commitment 5.15 0.97 0.10 ** 0.02 0.65 ** 0.64 ** (0.73)
6. Intrinsic motivation 5.48 0.71 0.09 * −0.02 0.47 ** 0.56 ** 0.35 ** (0.75)
7. Intention to stay in the
hospitality industry 5.45 0.85 0.00 −0.01 0.68 ** 0.60 ** 0.57 ** 0.43 ** (0.73)

Note: (1) * p < 0.05; ** p < 0.01 (two-tailed); n = 782. (2) Square root of the AVEs for discriminant validity are in parentheses along
the diagonal.

4.1. Measurement Model

We conducted CFA analyses on the constructs of career decision-making self-efficacy,
internship satisfaction, career commitment, and intention to stay in the hospitality industry
(see Table 5). The results showed that the Cronbach’s α and CRs of each construct were
both higher than the 0.60 threshold value (ranged from 0.75 to 0.92, and 0.77 to 0.96), thus
showing evidence for good internal consistency reliability [72,73]. Furthermore, the AVEs
of each construct ranged from 0.53 to 0.66, higher than the 0.50 threshold [72,73], and the
factor loadings of all items in the four-factor model were significant (all p < 0.001), showing
the good convergent validity of our measurement model.

Table 5. Coefficients for the measurement model.

Construct No. of
Items Cronbach’s α Variable Standardized

Factor Loadings S.E. C.R.
(t-Value) AVE Composite

Reliability

Career 18 0.92 CDMSE 1 0.76 - - 0.60 0.96
decision-making CDMSE 2 0.72 0.05 18.48 (***)
self-efficacy CDMSE 3 0.70 0.05 17.97 (***)

CDMSE 4 0.76 0.06 19.42 (***)
CDMSE 5 0.80 0.06 20.17 (***)
CDMSE 6 0.78 0.06 19.85 (***)
CDMSE 7 0.81 0.06 20.36 (***)
CDMSE 8 0.78 0.06 19.82 (***)
CDMSE 9 0.70 0.05 18.06 (***)
CDMSE 10 0.81 0.05 20.55 (***)
CDMSE 11 0.75 0.05 19.26 (***)
CDMSE 12 0.80 0.06 20.20 (***)
CDMSE 13 0.87 0.06 21.74 (***)
CDMSE 14 0.76 0.06 19.27 (***)
CDMSE 15 0.79 0.06 20.04 (***)
CDMSE 16 0.82 0.06 20.65 (***)
CDMSE 17 0.73 0.05 18.67 (***)
CDMSE 18 0.73 0.06 18.72 (***)
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Table 5. Cont.

Construct No. of
Items Cronbach’s α Variable Standardized

Factor Loadings S.E. C.R.
(t-Value) AVE Composite

Reliability

Internship 3 0.82 IS 1 0.79 - - 0.66 0.85
satisfaction IS 2 0.86 0.05 25.59 (***)

IS 3 0.78 0.05 22.98 (***)
Career 6 0.86 CC 1 0.73 - - 0.54 0.88
commitment CC 2 0.72 0.05 18.67 (***)

CC 3 0.72 0.05 19.12 (***)
CC 4 0.71 0.05 17.85 (***)
CC 5 0.80 0.04 21.17 (***)
CC 6 0.73 0.05 19.96 (***)

Intrinsic 3 0.83 IM 1 0.82 - - 0.64 0.84
motivation IM 2 0.87 0.05 21.99 (***)

IM 3 0.70 0.05 19.74 (***)
Intention to stay 3 0.75 ITSHI 1 0.71 - - 0.53 0.77
in the hospitality ITSHI 2 0.77 0.06 18.79 (***)
industry ITSHI 3 0.70 0.06 16.78 (***)

Note: (1) *** p < 0.001 (two-tailed); n = 782. (2) χ2 = 1852.70, df = 485, χ2/df = 3.82, GFI = 0.92, AGFI = 0.91, CFI = 0.91, and SRMR = 0.05.

In addition, discriminant validity of constructs were appraised based on a series of χ2

difference tests through pairwise CFAs. This approach first used two-dimensional CFA
for each pair of constructs, and then collapsed all items into a single-factor CFA model.
As can be seen in Table 6, the χ2 difference tests generate a significant result (4χ2 > 6.64,
p < 0.01) for each pair of constructs. Accordingly, compared with original constructs with
two-dimensions, the single-factor CFA model revealed a significant deterioration of the
model fit. These empirical results provided support for discriminant validity [74].

Table 6. Discriminant validity with chi-square difference.

1 2 3 4

1. Career decision-making self-efficacy
2. Internship satisfaction 120.32
3. Career commitment 113.56 198.42
4. Intrinsic motivation 186.23 143.87 104.38
5. Intention to stay in the hospitality industry 209.14 263.59 172.43 89.71

Note: (1) Chi-square difference tests (all tests4df = 1); n = 782. (2)4χ2 > 6.64, p < 0.01.

4.2. Structural Model

The results of the SEM analysis revealed that our proposed structural model has
adequate model fit (χ2 = 1568.12, df = 400, χ2/df = 3.92, GFI = 0.91, AGFI = 0.90, CFI = 0.91,
and SRMR = 0.05). Based on Baron and Kenny’s [78] suggestion, we adopted a causal
steps strategy to explore the state of mediation. In Table 4, the correlation coefficients
show that career decision-making self-efficacy is significantly and positively related to
intention to stay in the hospitality industry (r = 0.68, p < 0.01), internship satisfaction
(r = 0.70, p < 0.01), and career commitment (r = 0.65, p < 0.01). Moreover, the direct
positive effect of career decision-making self-efficacy on intention to stay in the hospitality
industry was significant (standardized direct effect = 0.40, p < 0.01, see Figure 2), as were
the direct positive effects of career decision-making self-efficacy on internship satisfaction
(standardized direct effect = 0.78, p < 0.01), and career decision-making self-efficacy on
career commitment (standardized direct effect = 0.78, p < 0.01). We thus conclude that
Hypotheses 1 was supported and met the first state of mediation.
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Figure 2. Structural equation modeling for the hypothesized model. Note: ** p < 0.01; n = 782.

As for Hypotheses 2 and 3 (see Table 4), the correlation coefficient indicated that
internship satisfaction was significantly and positively related to intention to stay in the
hospitality industry (r = 0.60, p < 0.01), as was career commitment (r = 0.57, p < 0.01).
Furthermore, the direct positive effects of internship satisfaction on intention to stay in the
hospitality industry (standardized direct effect = 0.22, p < 0.05, see Figure 2), as well as that
of career commitment (standardized direct effect = 0.32, p < 0.01), were both significant.
Accordingly, the second state of mediation was supported. To further verify the indirect
effects of the structural model, we adopted the Sobel [79] test to validate our results (in
Table 7). The results revealed the indirect effect of career decision-making self-efficacy on
intention to stay in the hospitality industry via the mediating roles of internship satisfaction
and career commitment, which was verified by the Sobel tests (internship satisfaction,
Z = 4.29, p < 0.01; career commitment, Z = 5.74, p < 0.01). Therefore, the results supported
that internship satisfaction and career commitment mediated the effect of career decision-
making self-efficacy on intention to stay in the hospitality industry. In addition, we also
conducted percentile bootstrapping and bias-corrected percentile bootstrapping with a
95% confidence interval using 5000 bootstrap samples [80]. Following the recommendation
of Preacher and Hayes [81], we calculated the confidence interval between the lower
and upper bounds and used this to examine the indirect effects. As the results show in
Table 8, bootstrapping analyses provide evidence for the significant mediating roles of
internship satisfaction (standardized indirect effect = 0.17, p < 0.05) and career commitment
(standardized indirect effect = 0.24, p < 0.01) in the relationship between career decision-
making self-efficacy and intention to stay in the hospitality industry. Hypotheses 2 and 3
were thus both supported.

Table 7. Sobel tests of the statistical significance of mediation.

Independent Variable Mediator Variable Dependent
Variable

Standardized
Indirect Effect Z Value Two Tailed

Significance

Career decision-making
self-efficacy→

Internship
satisfaction→

Intention to stay in the
hospitality industry (0.78) × (0.22) = 0.17 4.29 **

Career decision-making
self-efficacy→

Career
commitment→

Intention to stay in the
hospitality industry (0.78) × (0.32) = 0.24 5.74 **

Note: ** p < 0.01; n = 782.
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Table 8. Standardized direct, indirect, and total effects of the structural model.

Point
Estimate

Product of
Coefficients

Bootstrapping

Percentile 95% CI Bias-Corrected
Percentile 95% CI

Two-Tailed
Significance

SE Z Lower Upper Lower Upper

Standardized Direct Effects
Career decision-making self-efficacy→

Intention to stay in the hospitality industry 0.40 0.06 5.34 0.23 0.57 0.20 0.55 0.00 (**)

Career decision-making self-efficacy→
Internship satisfaction 0.78 0.04 16.67 0.72 0.83 0.72 0.83 0.00 (**)

Career decision-making self-efficacy→
Career commitment 0.78 0.06 14.80 0.59 0.84 0.59 0.84 0.00 (**)

Internship satisfaction→ Intention to stay
in the hospitality industry 0.22 0.05 3.86 0.03 0.38 0.04 0.38 0.02 (*)

Career commitment→ Intention to stay in
the hospitality industry 0.32 0.05 5.22 0.11 0.50 0.12 0.51 0.00 (**)

Standardized Indirect Effects
Career decision-making self-efficacy→

Internship satisfaction→
Intention to stay in the hospitality industry

0.17 0.05 3.29 0.02 0.30 0.02 0.30 0.03 (*)

Career decision-making self-efficacy→
Career commitment→

Intention to stay in the hospitality industry
0.24 0.05 4.25 0.06 0.39 0.06 0.39 0.00 (**)

Standardized Total Effects
Career decision-making self-efficacy→

Intention to stay in the hospitality industry 0.81 0.04 17.56 0.73 0.88 0.73 0.88 0.00 (**)

Career decision-making self-efficacy→
Internship satisfaction 0.78 0.04 16.67 0.72 0.83 0.72 0.83 0.00 (**)

Career decision-making self-efficacy→
Career commitment 0.78 0.06 14.80 0.59 0.84 0.59 0.84 0.00 (**)

Internship satisfaction→ Intention to stay
in the hospitality industry 0.22 0.05 3.86 0.03 0.38 0.04 0.38 0.02 (*)

Career commitment→ Intention to stay in
the hospitality industry 0.32 0.05 5.22 0.11 0.50 0.12 0.51 0.00 (**)

Note: Standardized estimating of 5000 bootstrap samples, * p < 0.05, ** p < 0.01; n = 782.

To examine the moderating roles of intrinsic motivation, multi-group models were
used to investigate Hypotheses 4–7. We first fixed the path coefficient from career decision-
making self-efficacy to internship satisfaction to be equal, and then let the other path
coefficients be freely estimated with regard to the high and low intrinsic motivation groups.
Accordingly, the chi-square difference between the unconstrained and constrained models
was utilized to explore Hypothesis 4. As shown in Table 9, the chi-square difference was
significant (∆χ2 (1) = 8.42, p < 0.01) and the path coefficient from career decision-making self-
efficacy to internship satisfaction was 0.70 (p < 0.01) in the high intrinsic motivation group
and 0.48 (p < 0.01) in the low intrinsic motivation one. The positive relationship between
career decision-making self-efficacy and internship satisfaction was thus stronger among
the individuals with high intrinsic motivation than those with low intrinsic motivation,
supporting Hypothesis 4. We further fixed the path coefficient from internship satisfaction
to intention to stay in the hospitality industry to be equal and let the other path coefficients
be freely estimated in both groups. The chi-square difference was significant (∆χ2 (1) = 7.56,
p < 0.01), and the positive relationship between internship satisfaction and intention to stay
in the hospitality industry was stronger in the high intrinsic motivation group than in the
low intrinsic motivation one, thus supporting Hypothesis 5.
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Table 9. Measurement invariance of the two-group structural model for moderating effects.

Low intrinsic Motivation
Group (N = 355)

High Intrinsic Motivation
Group (N = 427)

Constrained
Model

Unconstrained
Model

4χ2

(4df = 1)

Standardized
Coefficients Z-Value Standardized

Coefficients Z-Value chi-Square
(df = 401)

chi-Square
(df = 400)

Career decision-making
self-efficacy→

Internship satisfaction
0.48 5.95 ** 0.70 9.63 ** 1576.54 1568.12 8.42 **

Career decision-making
self-efficacy→

Career commitment
0.44 5.41 ** 0.75 8.59 ** 1574.41 1568.12 6.29 *

Internship satisfaction
→

Intention to stay in the
hospitality industry

0.19 2.28 * 0.30 3.93 ** 1575.68 1568.12 7.56 **

Career commitment→
Intention to stay in the

hospitality industry
0.16 2.99 * 0.31 3.62 ** 1577.13 1568.12 9.01 **

Note: * p < 0.05, ** p < 0.01; n = 782.

We also fixed the path coefficient from career decision-making self-efficacy to career
commitment to be equal and left the other path coefficients to be freely calculated in
both groups. The chi-square difference was significant (∆χ2 (1) = 6.29, p < 0.05), and the
positive relationship between career decision-making self-efficacy and career commitment
was stronger in the high intrinsic motivation group than in the low intrinsic motivation
group, and thus Hypothesis 6 was supported. We then fixed the path coefficient from
career commitment to intention to stay in the hospitality industry, and the other path
coefficients were calculated freely for the high and low intrinsic motivation groups. The
results in Table 9 show the chi-square difference was significant (∆χ2 (1) = 9.01, p < 0.01)
between the unconstrained and constrained models, and the positive relationship between
career commitment and intention to stay in the hospitality industry was stronger in the
high intrinsic motivation group than in the low intrinsic motivation one. Accordingly,
Hypothesis 7 was supported.

5. General Discussion
5.1. Theoretical Implications

The results of this study contribute to hospitality research in several aspects. First,
on the basis of Bandura’s [11] social cognitive theory and Betz et al.’s [12] theory of career
decision-making self-efficacy, our study is the first work to consider the application of
both theories in the field of hospitality internship research. The results support that five
competencies of career decision-making self-efficacy (accurate self-appraisal, goal selection,
gathering occupational information, problem-solving, and making plans for the future) can
together influence students’ intention to stay in the hospitality industry. In other words,
students taking part in internships who have high career decision-making self-efficacy tend
to make more efforts regarding the decision process, persist in finding solutions for any
problems they face, and make more effort to engage in their career development, and thus
are more likely to be successful in this regard [17,54,82].

Second, this study proposed an integrated theoretical model to explore the relation-
ships among the constructs using SEM analyses. Internship satisfaction, students’ affective
attachment toward their internship [51], and career commitment, commitment regarding
their devotion, and aspiration to work in a particular field [20], are thus introduced to
assess their influences in these causal chain relationships. In line with social cognitive
theory [11], the results show that both internship satisfaction and career commitment me-
diate the relationships between career decision-making self-efficacy and intention to stay
in the hospitality industry. Comparing the results obtained in the research with those pre-
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viously reported by other researchers, our study are congruent with those of Peterson [48],
Adachi [49], and Jantzer, Stalides, and Rottinghaus [50], which demonstrated that career
decision-making self-efficacy could be used to improve intention to stay in the industry;
those of Dahling and Thompson [55], Wright and Perrone [56], and Jadidian and Duffy [21],
which revealed that students’ career self-efficacy can raise their internship satisfaction; and
those of Chen and Shen [3], Chiang, Back, and Canter [57], and Fuller, Hester, Dickson,
Allison, and Birdseye [22], which found student internship satisfaction is associated with
greater intention to stay in the focal industry. Moreover, our study results are also in line
with those of Chung [23], Jin, Watkins, and Yuen [60], and Chemers, Zurbriggen, Syed,
Goza, and Bearman [61], which demonstrated that career decision-making self-efficacy
can influence career commitment; and those of Baruch and Winkelmann-Gleed [24], Kim,
Kim, and Yoo [62], and Lee, Carswell, and Allen [25], which revealed that intention to
stay in an industry can be regarded as one of the most important consequences of career
commitment. Most of all, these prior studies had only investigated the single relationships
among internship satisfaction, career commitment, career decision-making self-efficacy,
and intention to stay in the hospitality industry, which lacks an integrative perspective to
discover the causal linkages among the aforementioned variables. Therefore, our study
results provide an empirical answer to link internship satisfaction and career commit-
ment in the integrated model which mediate the relationship between students’ career
decision-making self-efficacy and their intention to stay in the hospitality industry, thus
filling a missing piece within hospitality research. That is, if students have high career
decision-making self-efficacy, then this will lead to more satisfaction with regard to their
internship and greater commitment with regard to their career, and both of these help to
predict their intention to remain in the hospitality industry.

Finally, the findings also provide a new perspective on the moderating roles of intrinsic
motivation in the relationships among career decision-making self-efficacy, internship
satisfaction, career commitment, and intention to stay in the hospitality industry. As
intrinsic motivation represents an individual’s natural cognitive tendency toward mastery
and inherent interest in certain tasks [26–29], individuals with high intrinsic motivation
tend to make more effort to obtain the skills required for their work and then utilize
them in more innovative and productive ways [26,30]. Comparing the obtained research
results with those antecedently reported by other studies, our study results are consistent
with those of Steele-Johnson, Beauregard, Hoover, and Schmidt [32], which demonstrated
that intrinsic motivation can promote the positive relationship between self-efficacy and
satisfaction with performance; that of Duffy and Blustein [31], which revealed that intrinsic
motivation can enhance the positive relationship between career decision-making self-
efficacy, career commitment, vocational satisfaction, and future career intention to stay;
and that of Lai and Kapstad [33], which found that intrinsic motivation can raise the
positive relationship between decision-making self-efficacy, satisfaction, commitment, and
intention to stay at work. Specifically, these previous studies only revealed that intrinsic
motivation may raise the singular path regarding the positive relationship between decision-
making self-efficacy and career commitment, and the positive relationship between career
commitment and intention to stay [31–33]; however, they are short of deep understanding
of the body of knowledge in hospitality with empirical data. Accordingly, it is noteworthy
that our study results provide a brand-new perspective with an incorporated model that
enables intrinsic motivation to interact with the positive relationships among students’
career decision-making self-efficacy, internship satisfaction, career commitment, and their
intention to stay in the hospitality industry, and such relationships are stronger when
students have relatively high versus low intrinsic motivation. In this way, this study
thus offers clarity for the vital moderating roles of intrinsic motivation in the integrated
framework for useful contributions in hospitality settings. In relation to this, our findings
indicate that students can have the opportunity to assess their intrinsic motivation by taking
part in an internship, as this can raise the positive relationships among career decision-
making self-efficacy, internship satisfaction, and career commitment, and strengthen the
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positive relationships among internship satisfaction, career commitment, and intention to
stay in the hospitality industry.

5.2. Practical Implications

The hospitality industry is one of the most rapidly growing sectors in the global
economy [83]. Moreover, the degrees to which a person identifies with and feels they have
self-efficacy toward their hospitality career play a crucial role in work setting selection,
and can be used to predict future career commitment, satisfaction, and intention to remain
in the industry. Consequently, both human resource managers and line managers in the
hospitality sector should focus on providing appropriate training programs to raise the
self-efficacy of interns and employees. For example, a good learning system can provide
employees with more chances to enhance their capabilities, knowledge, and skills for
work [84,85]. In addition, job rotation can also be used to broaden the work experience
of interns and employees, and thus enable them to discover their intrinsic motivation.
Such efforts can help increase employee confidence with regard to their careers, and so
encourage them to work harder and perform better [86–88].

Furthermore, since hospitality education aims to prepare students for their future
careers, hospitality management departments and instructors should aim to improve the
curricula they offer by reviewing related studies and consulting with practitioners [89–91].
If students feel that they have obtained career-relevant information as part of their studies
and internships, and thus have the abilities required to perform well, they will feel more
intrinsically motivated and satisfied the focal course and major, and so will have more
confidence with regard to the hospitality industry and greater willingness to pursue this as
a career. Most important of all, by such efforts students can expect to have better learning
outcomes and also be better trained for their intended careers, thus providing valuable
human resources to the hospitality industry [92,93].

5.3. Limitations and Suggestions Future Research

This study has the following limitations. The first limitation is that the results of
this research could have been influenced by common method variance (CMV), as the
students self-reported their perceptions of career decision-making self-efficacy, internship
satisfaction, career commitment, intrinsic motivation, and intention to stay in the hospitality
industry [94]. Future research could consider using different empirical approaches, such
as obtaining data on employment rates or actual occupation status in the hospitality
industry, to better understand the influences and consequences of career decision-making
self-efficacy.

Another limitation is the fact that this was a cross-sectional study, which thus ignored
the causality and reverse causality of the research variables. For example, students with
different degrees of confidence about their personal abilities with regard to making career
decisions might reveal their intention to stay in the industry differently [13–15]. In practice,
students with high career decision-making self-efficacy could have more willingness to
remain in the hospitality industry, while those with high intention to stay in the hospitality
industry might have greater career decision-making self-efficacy. We thus suggest that
future studies adopt a longitudinal approach or different models to investigate the causality
and dynamic relationships among these constructs [95].

Finally, the research design used in this work ignored the individuals’ relationships
with their leaders and coworkers, and these vertical and horizontal relationships could also
be important factors influencing an individual’s intention to stay in the hospitality indus-
try. Accordingly, future researchers are encouraged to consider applying leader-member
exchange theory [96] and team-member exchange theory [97] to the model proposed in
order to obtain a broader perspective with regard to the focal issues.
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5.4. Conclusions

Overall, this study expands the literature on Bandura’s [11] social cognitive theory
by emphasizing the effects of career decision-making self-efficacy on students’ intention
to stay in the hospitality industry after they have taken part in an internship. The results
reveal that students with greater decision-making self-efficacy with regard to their careers
are likely to feel greater internship satisfaction and career commitment, and that this can
ultimately enhance their willingness to stay in the hospitality industry.
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