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CHAPTER |

INTRODUCTION

Karl Atlow, a college recruiter for Marriott International recentbted during a
campus presentation, that “most hospitality companies really don’t care if yeaha
graduate degree in hospitality” ( K. Atlow, class presentation North i@arGentral
University, February 16, 2009). However, companies including Marriott expect an
undergraduate degree to provide adequate preparation for entrance into the lospitalit
industry (Williams, 1998). These statements may be what college hospitalitgprog
directors have heard. Or have they? There is a long-standing debate about itpe¢ner
education increases the career potential and success of managers in théyoghitsthy.
Research has long acknowledged that in general, persons with a collegorduedetter
prepared for higher level vocations that lead to advancements (Williams, 2003).
Compensation, performance and promotions are three key benefits that are oftemezbnside
to be the result of a college education (Williams, 2003). However, earnsngisar
influenced by many other socioeconomic factors such as age, sex, race, if@migligjion,

community size and occupational opportunities



(Pascharopoulos, 1987). Positive relationships have also been documented between higher

education, social status and career potential (Blank & Stigler 1957;

Folger & Nam, 1964)

The human capital theory introduced in the 1960’s resulted in a wave of young people
choosing to attend college. The human capital theory proposed that young people who invest
in college can expect positive returns (Menon, 1997). Denison’s study (as cited in
Mansfield, 1972) estimated that university graduates earn 60-67% more than high school
graduates. Education generally provides the skills necessary for bettpatoaal
opportunities, subsequently, resulting in a steady increase in college entdinoe the
1960’s. The obvious expected increase in income following a college education was
confirmed again in the 1980s from the Bureau of Labor Statistics indicatirmg@arede in
income for college graduates compared to high school graduates (Hecker, 1992)ra@a ave
those with a college degree earned approximately $500 more each week than thosawithout
college education (Bureau of Labor Statistics, 2005).

While the demands for higher education on an individual level are mainly driven by
economics, the financial return theory adds that the economic benefits i@ éathan just
paychecks (Menon, 2007). Those economic benefits extend to other rewards including
increased opportunities, professional networking, community visibility, and pérgomah
and development constituting a wiser individual for the workplace. Individuals that grocee
through higher education programs, especially in service fields such as hiyspitali
undoubtedly finish with additional skill sets not obtained by those who choose not to proceed
with their education beyond the secondary lekely(& Russette, 2000)Those skill sets
include, but are not limited to, leadership skills, communication skills, work experience
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ability to prioritize work, ethics, business, nutrition and food safety knowldtme &
Russette, 2000).

Although many college students go to college with the expectation to enhance their
career potential, they also aim to acquire the necessary skills deemethithpgworkforce
employers in the Zicentury (Edventures, 2006). College educated workers have higher
salaries and savings leading to more productivity overall (Brown, 1985; as oiséalnski,
1993). In general, college students tend to have better personal lives includihgaltai
and longevity ( Baum & Payea, 2005).

There are also social benefits experienced by college gradudteshhde higher
voting rates, charitable giving and volunteering (Merisotis, 2008). In additionitd soc
status, education contributes to job placement, higher salaries and job satigtaiwn,
1985; as cited Koslowski, 1993). Further implications for the value of higher education
impacts policy making, including funding resources made available to those stuining
to go to college (Merisotis, 2008). Utilizing research studies and the percedrexhvec
rewards, future predictions can be made about the value of higher education.

Despite the many benefits of higher education, successful employmeaiscdie
achieved through vocational training (Boyd, 2004). In fact, there are some péaple
achieve success without a college education. For example, MicrosoftefoBill Gates
very unique road to success demonstrates that all successful people do notrextiBoreat
education. Ironically, Gates still recognizes the value of a college educatierstesses
the importance of higher education in reducing inequities (Boyd, 2004).

While the benefits of higher education for many disciplines are clearlgmesal,

there seems to be some ambiguity among hospitality industry professigzatiing the



value of higher education for hospitality students. While, college education mgludi
vocational degree programs’ are believed to provide students with a general knowksdge ba
and supply the industry with skilled employees (Kay & Russette, 2000), manyra/orkbe
industry do not participate in formal training or obtain college degrees.

Raybould and Wilkins (2005) reported that hospitality industry professionals expect
degree programs to equip students with the skill sets to transition smoothly into the
workplace. According to the Bureau of Labor students in hospitality and lodgiodpave a
college degree can expect better job opportunities (U.S. Bureau of LaborcSta2i308).

Also hospitality industry workers with a college degree can expect aduantéo better
positions than those without a college degree (Raybould & Wilkins, 2005). However, some
research studies indicate that the skills leading to career successmanagers in the
hospitality industry are not always acquired through a formal education progpenetimes
resulting in the de-valuing of hospitality education programs (Alexander, 2007). Other
research indicates that there is a need for higher education because it @mtovdets with
the necessary information technology skills that the industry thrives on fRdglgduld &
Wilkins, 2005). While industry professionals consistently express concetmdhat
education programs may not provide students with the requisite skill set to besudg¢nes
the industry and recent research shows a fluctuation in the perception of thefalue
college degree, a college education is often used as a pre-selectiogued¢onpotential

employees, (Sadlak, 1978).

Employers in the hospitality industry have expressed a concern over the number of
students that enter the workplace as management trainees who fail to medata s

transition from school to the workplace (Ricci, 2005). In many cases these mageneent



trainees are initially enthusiastic, but often lack the necessalytskidlecome successful
managers. Thus, many of the management trainees remain in the industry onficedser
less than five years resulting in a loss for both the individual and the compan& (Kay
Moncarz, 2004). Hospitality industry leaders indicate that knowledge, skills and abilities
(KSASs) are necessary tools of success for individuals entering the doskegment of
hospitality industry. Kay and Moncarz (2004) defined hospitality industry leader
managers, owners, supervisors and human resource officials that control bushasses
service people away from home. Although some of the KSAs have changed throughout the
years, they remain paramount to industry leaders whose goal is to hire wealkdrepa
individuals as managers. Assessing college hospitality programs is cdatpbegause
college programs offer different curricula for the various hospitalgyneats that drive each
program (Williams, 2003). Furthermore, each program’s curriculum maygveayly
depending on the type of degree offered, college in which it is located within tretiedak
setting and the program’s driving focus. Stark and Latucca (1996) indicalkegkecpblitics
often drive the programs, including funding in ways that may be contrary to industesdes
Program variation and focus has caused confusion among hospitality industry, leaders

sometime causing a reduction in the value of a college education.

The ambiguity of the value of higher education regarding it's relevancy to the
production of public goods has been questioned in a general sense (Bertolin & Leite, 2008).
There is a disparity in the beliefs of students not planning to attend college andhiocde
as it relates directly to earnings. Students not intending to go to collegesbehey could
potentially earn as much as any other managers with hard work and longevity. Wisatra

higher education students believed there to be a definite relationship betweeolkbgs



education and a “significant” amount of expected higher earnings” (Menon, 1997). Thus
human capital theory from general education can be applied to hospitalityiedudane
hospitality industry employs a large number of individuals at many servids.|&ug
hospitality industry leaders often complain that college educated students are tifiedqua
and under experienced. That is, recent graduates have difficulty executinigp exskyg

level positions (Way, 2006)Perdue, Woods, & Ninemeier (200Nelson and Dobson
(1999) attributed this concern of unprepared management trainees to the lcospaadty
programs offer. Managers are expected to enter the workplace with knowtebigjdlbsets
that will allow the transition from college to work to be brief and the productwiprogress
positively. Although successful managers are selected from in-house camdidplde for
promotion or a pool of college graduates entering the field, there is still someauntgert
over which group is better prepared. Some of the existing ambiguity fostereel thgitate
over whether higher education prepares entry level managers to be morefsuatess
making the adjustments required for success than non-college educated marezjes

doubts on the actual value of a college education for hospitality students.

Statement of the Problem

Historically research studies have shown that a college degree is importaverall

success, however it is uncertain if this is true for the hospitality industry.

Purpose of the Study

The purpose of this study was to: (1) ascertain the degree to which the general
benefits of a college education transfer and contribute to the success gemandhe

hospitality industry; (2) determine the perceived value of a college #alugathe
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hospitality industry from the perspective of hospitality industry leadacs(2) assess
whether individuals who have a college degree are more successful in thelihospultestry

than those individuals who do not have a college degree.

Research Questions

1. Do the benefits of having a college degree transfer to managers in the hgspitalit
industry?

2. Are leaders in the hospitality industry more likely to hire individuals with gelle
degrees than individuals who do not have degrees into management positions?

H2y: The hospitality industry is not more likely to hire individuals into management
positions with college degrees than students who do not have college degrees.

H2,: The hospitality industry is more likely to hire individuals into management
positions with college degrees than students who do not have college degrees.

3. Are salaries for managers in the hospitality industry who hold a degree kedyedi
be higher than salaries for managers who do not have college degrees?

H3,: The salaries for managers in the hospitality industry who hold a degree are not
more likely to be higher than the salaries for managers that do not have college
degrees?

H3.: The salaries for managers in the hospitality industry who hold a degree are mor
likely to be higher than the salaries for managers that do not have college 2legrees

4. Are hospitality managers with college degrees more likely to be promoteghtr hi
level management positions than those who do not have college degrees?

H4,: Hospitality managers with college degrees are not more likely to beotediio
higher level managerial positions than those who do not have college degrees?

H4,: Hospitality managers with college degrees are more likely to beopednto
higher level managerial positions than those who do not have college degrees?

5. Are the turnover rates for managers in the hospitality industry who have college
degrees more likely to be lower than the turnover rates for managers who do not have
college degrees?



H50: The turnover rate for managers in the hospitality industry with college degrees
not likely to be lower than for those managers who do not have college degrees.

H5, The turnover rate for managers in the hospitality industry with college degrees i
likely to be lower than the turnover rate for those managers who do not have college
degrees.

. Does a hospitality manager with a college degree have greater teckitigal s

H6o: There is no difference in the technical skills for managers in the hospitality
industry with a college degree and those managers who do not have a college degree.

H6, There is a difference in the technical skills for managers in the hogpitalit
industry with a college degree and those managers who do not have a college degre

. Does a college degree provide a hospitality manager with the necessary knowledge,
skills and abilities to be successful managers in the hospitality industry?

H70: There is no difference in the knowledge, skills and abilities of managers in the
hospitality industry with a college degree and those managers who do not have a
college degree.

H7. There is a difference in the knowledge, skills and abilities of managérs in t
hospitality industry with a college degree and those managers who do not have a
college degree.



Definition of Terms
AH&LA- American Hotel and Lodging Association.
Conceptual Skills - the abilities to work with ideas and concepts.

Curriculum- A detailed set of courses with organized instructional outline,ecotissudy,
syllabus or teaching guide showing specific objectives, subject madtehjrig method of
courses.

Education- Instruction, edification, teaching and learning.

Food Service - A business specializing in providing food and beverages to clientele.

Hospitality-A term derived from the Latin work hospitare, meaning, ‘teike as a guest.”
This phrase implies that a host is prepared to meet a guest’s basic requiyéooeint
beverages, and lodging, while that guest is away from home.

Hospitality Educator- A current member of the faculty of a program, ttepat, school
or college that grants a baccalaureate degree in the hospitality manafelie

Hospitality Entry Level Manager- an individual employed at the beginningageament
level in a hospitality organization.

Hospitality Industry- A business that services people, who are away &om, bbusinesses
including food and beverage services, such as restaurants, lounges, commercial and
institutional services, and catering services: lodging services, casoosation services,
theme parks, and campgrounds.

Hospitality industry leaders - Managers, owners, supervisors and humarceesibicrals
that control businesses that service people away from home.

Human skills- also known as interpersonal skills, refers to having knowledge abplé pe
and being able to work with them (Katz, 1955).

KSAs- Knowledge, skills and abilities potential employees possess and areddegportant
by hiring managers.

Key skills- those skills that are basic and generic in nature, but very \@alonaddsisting
every person entering the workforce. Also referred to as “core skills,” ¢rab$ skills,”
“general skills,” “non-technical skills,” and/or “soft skills” (Hofstrand, 1996.)

Lodging- A room or rooms available for rental by the public.

NRA- An acronym for The National Restaurant Association.
Recruiter - An individual who recruits graduates of post secondary hospitalitgtetuc

programs for entry level management positions in the hospitality industry.
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Restaurant - An establishment where refreshments or meals arm serve

Restaurant Performance Index - Statistical barometer that raedkaroverall health of

the U.S. Restaurant Industry. This monthly composite index is based on the resptmses t
National Restaurant Association’s monthly Restaurant Industry Tragkingy, which is
fielded among restaurant operators nationwide on a variety of indicators inchadisg
traffic, labor and capital expenditures.

Skill- A present, observable competence to perform a learned behavior regarding the
relationship between mental activity and bodily movements (Maxine, 1997).

Success- Accomplishment, achievement, triumph based on pre-established standards

Technical skills- the ability to work with objects and/or things such as acogufitiance,
marketing and business law, and are important to entry-level managerbo(iéert2004;
Yukl, 1989).

10



CHAPTER Il

REVIEW OF LITERATURE

There is an abundance of research and literature documenting the value of higher
education for many industries and professions. The need for higher education continues
to be researched and documented indicating its long stance on positive contributions and
returns (Raybould & Wilkins, 2005). However, there is a great deal of ambivalence
regarding whether the value of higher education transfers to the hosomalisgry.

This review of literature discusses the importance and value of a callegatien in
general. It also establishes an ambivalent attitude toward the valweltédge education

for entry level managers in the hospitality industry (Williams & Gordon, 1981)

The value of higher education to the common good has long been established. Higher
education contributes not only to the benefit of the individual, but to the communities in
which they live and work, as well as society in general (Pascharopoulos, 198Tateds s
previously, research has long acknowledged that in general, persons witlga colle
education are better prepared for higher level vocations that lead to advanhceme
Compensation, performance and promotions are three key benefits of a college education
(Williams & Gordon, 1981). However, earnings are also influenced by many other
socioeconomic factors such as age, sex, race, family size, religion, comsizmiand

occupational opportunities (Pascharopoulos, 1987). Positive relationships have also
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been documented between higher education, social status and career potentid& (Blank
Stigler 1957; Folger &Nam, 1964). Social benefits include causal or consequential
relationships resulting from the college years. One such relationship could e@mgm

a spouse that is more likely to earn a better salary or from an affluent {&mnily2002).
Additional social benefits of higher education include poverty reduction, better health,
lower incarceration rate, school readiness, increased volunteerism, voting and blood
donation, and social programming (College Board, 2003). In summary higher education
is credited with the following long term benefits: (1) monetary invessrtéat return

later as financial gain; (2) non-monetary benefits that return aal staius, networks and
relationships; (3) consumption benefits that may be realized from the coflageuntil
retirement; and (4) protection benefits that may reduce or eliminate the ditsyhsaof

not matriculating in college and having higher education (Kim, 2002).

Social Values of Higher Education

Higher education has played a major role in the last century participating in the
shaping of leaders in modern American society. Lee (1992) stated that higheroeducati
provides non-monetary social benefits and social values as well as those thegaly
related to finances. Kim (2002) study of higher education in Korea reported that
education is directly related to ones social status. Non-monetary sooias gaich as
meeting and associating with other college educated individuals provide dissiubsit
could promote better child rearing techniques. The child rearing benefit carsbd pas
along to future generations by imparting in their children the value of higheaton
(Kim, 2002). Another example of a non-monetary benefit is obtaining a caregorposi

offering exceptional fringe benefits with travel for personal and priofesisdevelopment

12



and growth. Further, Koreans believe that social status gained from higheradisca
worth the demands required to obtain a higher education (Kim, 2002). In the United
States of America, leaders in almost every field including government, bssfme
science, medicine, law and clergy have emerged from colleges and univéisitie &

Astin, 2000).

Scott (2000) credits colleges and universities with being the leading knowledge
producers in the Zdcentury. (Fisher, 2006) reported higher education as a public good
that provides private benefits for both individuals and the organizations that they work
for. The benefits of higher education begin with the overall well-being of the individua
and promote “heightened individualism” and “increased social stratificaflmtinathan,
2001). Johnathan (2001) describes the private benefits for individuals to be a complex

relationship that results in a social good:

We are each affected by the education, or lack of it, of others: this we experience
collectively. But we are each also powerfully — and differentially -ctdteby

our own education, or lack of it: this we experience privately. This together with
other unique features of education as a social practice make this “good” neither

“public” nor ‘private’ but social. (p. 28).

Thus higher education raises the level of individual consciousness that produce
good citizens (Nussbaum, 1997). In addition to social change and citizenship production,
the benefits of higher education also extend to businesses. Thus, the individual benefits of

a college education are also diffused to society in general (Jonathan, 2001).

13



Human Capital and Economic Values of Higher Education

The human capital theory introduced in the 1960’s by economists describes
higher education as a mechanism for increasing the overall human value (Johnson, 1960).
Woodhall, (1995) described human capital as the investment individuals make in
education, training and other activities expecting their lifetime earninigs increased as
a result of their investments. In the early 1960’s the human capital theoryapedtiat
an individual and society as a whole profits as a result of an investment in higher
education. He further explains that human capital investments in educatiosé@scaea
worker’s productivity thus leading to increased output, similar to that of a machine in a
factory. Menon (1997) further developed this human capital theory as a greatrway f

the young people who choose to invest and attend college to reap valuable outcomes.

Economically higher education increases an individual's capital. There is
economic remuneration from higher education on the businesswise success of individuals
that go to college (Gumport, 2000). Economic professionals postulate human capital
investment is due to the perceived return on the investments (Menon, 1977).
Subsequently, many studies have explored the potential economic impact and its
relationship between college educated individuals and those who have not attended
college. European countries have also studied economic benefits based on the expected
positive outcomes (Wong, 1989). Williams and Gordon (1981) conducted studies on the
expected economic benefits of education in the United Kingdom. This research lboked a
the educational qualifications and the average earnings following individuals’
compulsory education. The William and Gordon Model was repeated in Hong Kong

where individual students tended to be realistic about their earning potential.
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Additionally, the William and Gordon model reported there to be a strong cmmnelat
between the amount of education and the amount they expected to earn (Wong, 1989).
Individuals not attending college were also questioned on their perceived economic
return on investing in higher education. Both students who planned to attend college and
those who did not agreed that the expected earnings for college graduates in higher

education would earn more (Menon, 2008).

Kim (2002) researched the expectations of higher education in South Korea.
South Korean students believed college graduates can expect to earn at least $20,000 per
yearmore than those students who do not attend college (Kim, 2002). Cosby (2000)
confirms that college graduates earn more than those who do not attend college beca
they qualify for higher paying jobs. Further, college graduates earn more inompo#iat

did not require a college degree.

The United States Department of Labor (1999) reports the skills requirednyy ma
jobs have increased and now requires an individual worker to have complex skills that are
similar to those obtained by college graduates. Therefore, in 1998 collegatgsa
earned approximately $15,000 per year more than person without a college degree

(USDL, 1999).
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Table 1

Median Earnings of Full-time Workers by Education Level, 1998

Median earnings Earnings premium over
Educational Level 1998 High School graduates with no college
(dollars)/year (percent)/year
High school diploma $25,062
Bachelor's Degree 40,387 $ 15,325 61
Master’s Degree 48,772 23,710 95
Doctoral Degree 60,729 35,667 1

Source: www.bls.gov/data.

While the single most convincing value of higher education is evidenced by the
amount individuals earn, the economic benefits of attending college are med im
financial earnings (Kim, 2002). The actual rewards include increased oppostunitie
professional networking, community visibility, and personal growth and development
constituting a wiser individual for the workplace (Kim, 2002). More recent data on labor
and education correlation is noted in Table 2. Miranda (1999) reported those who

possess a college degree continue to earn more than those who do not.
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Table 2

Median Earnings of Full-time Workers by Education Level, 2009
Median earnings

Educational Level 2009

(dollars)/year

High school diploma $32,552
Bachelor's Degree 53,300
Master’s Degree 63,364
Doctoral Degree 79,664

Source: www.bls.gov/data.

Value of Higher Education in Hospitality

Crosby (2008) stated no matter the level of college education or age, cacupati
the main factor determining the financial rewards of a college degraessall
occupations, college degrees appear to provide additional advantages and benefits.
Crosby also lists the industries, careers and occupations with the gireade®e (in
descending order): physician, dentists, lawyer, marketing, pharmacyoeieengineer,
mechanical engineer, computer systems, financial managers and cinesza@Crosby,

2008).

Colleges have existed as the environment providing education for work
professions and or public service. Hospitality can be included in that broad
understanding of academia (Symes & Mcintyre, 2000). While many believe that
hospitality industry professionals enjoy many of the same benefitadisages in other

professions, there are few studies that have documented the specific benefabenfea
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degree in the hospitality industry. The studies that have been conducted show ambiguity
in the value of higher education for hospitality employees (Wolfe, 1997). Miranda
(1999) lists average earnings of college graduates by occupations. His worklsktows
hospitality managers with college degrees earn an average of 45% nminggtihachool
graduates with no college degree in the same position. Figure 1 lists the annagkearni

by degree and age categories for managers in the hospitality industry.

Figure 1

Annual Earnings for Bachelors, Masters and Doctoral Degrees by Age Categories

180,000
160,000
140,000
120,000

100,000 Doctorate
l/'—/’.—’_. —=— Masters
80,000
I/ —e— Bachelors
60,000
40,000 - _o—*

20,000

0 1 1 ) )
25-29 30-39 40-49 50-59 60-69

Figure 1 Annual Earnings for Bachelors, Masters and Doctoral Degrefegeby
Categories. Adapted fromww.bls.gov/data
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Knowledge, Skills and Abilities

College is considered the leading producer of individual knowledge (Scott,
2000). Higher education has prided itself on providing knowledge and then supplying the
workforce and society with more knowledgeable individuals. Over the years the number
of knowledge producers has increased significantly, causing a greaterrraimbe
disciplines (Fisher, 2006). However, the type of knowledge and information obtained

while in college is of great importance (Bell, 1971; Drucker, 1993).

In addition to being a leading producer of knowledge, many colleges help
students to gain valuable skills that prepare them for success in the workplace.
Unfortunately, colleges do not always teach the necessary skills requiradrigr
occupations such as electricians and machinists (Crosby, 2000). Hosmtatitpetimes
included as one of the occupations where the requisite knowledge, skills and abilities
(KSAs) are not obtained in college. According to Kay and Montraz (2007), the
hospitality industry could benefit from knowing the knowledge, skills and abilisgs
contribute to the success of entry level managers. Higher education’s potentia
contribution to skills attainment dates back to the 1960’s in Ireland when it gained
prominence for supplying qualified individuals to the workforce (Fisher, 2006). Skill
based education has been defining their niche by reducing the time it takes folualdivi
to be prepared for full-time positions in the workplace. Meanwhile, administraidrs a
faculty in academia are becoming more nervous about the creeping vocatantdis

higher education (Fisher, 2006).

The argument is that:
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Academic identity is particularly threatened by work-based egmuiren

academic knowledge has to be tested in the workplace and where it can be made
to look venerable and non-viable. In such a scenario, academics find their
academic and professional identities challenged. Their perceivedtgapdie

useful is reduced when supervising a work-based student who is often more in
command of the knowledge environment of work than an academic can ever hope

to be. (Boud & Symes, 2000. p, 25)

Industry employers are increasing their requests for students equippatenskills and
abilities necessary for the workplace (Ricci, 2005). As a result, theeglditeonal
workplace learning sites and organizations being developed and enrolling individuals
with the sole purpose of training and providing them with the (KSAs) that result in
immediate entrance into workplace (Fisher, 2000). These organizations pdssialgr
the established value of higher education (Fisher, 2000). Historically highettieduc
has enjoyed the reputation that college is the place where great minds anpetkaeld
successful workers are prepared. Marginson, (2002) described this as rhass hig

education which is the foundation to “nation-building.”

Hospitality Education has grown out of a desire to educate and prepare
individuals in an academic setting for work in the multi-billion dollar hospytaidustry
(Sigala & Baum 2003). Sigala and Baum (2003) further describe the hogpitdlistry
as different from other industries because of its direct relationship and comses) e
delivering both education and training. The hospitality industry is projected tobgrow
17% between 2004 and 2014 (Bureau of Labor, 2000). The food service and lodging

segments of the hospitality industry is expected to make up 8% of the national
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employment (Bureau of Labor, 2000). Given these growth projections, the availaibility
workers with the requisite KSAs will be even more crucial to the success of the
hospitality industry. In research conducted by Staton-Reynolds, Ryan, antH8lceit-
(2009) hospitality recruiters look for general, less-tangible skills sucmasamnal
intelligence, integrity, enthusiasm and the ability to learn. Some exampites of
necessary knowledge, skills and abilities, including technical skills, and emotiona
intelligence deemed important to the hospitality industry professionals suebraiters
included: maintain professional standards, committed, hard-working, communication

skills, focuses on service quality as well as guest services (StatowiBgyet al., 2009).

Because of the continuous and sometimes rapid changes in the hospitality
industry, hospitality education is time sensitive Rudolph (1977). The sensitivity and
awareness of the hospitality industry‘s needs, students and individual graduates’
expectations should change to reflect the evolving industry needs, incorporating findings
from recent research. Therefore individuals graduating from collegeapnegn
hospitality are expected to have the KSAs to successfully transition imydearel
positions in the hospitality industry (Eichorst, 2004). However, the hospitality igdust
does not have a consistent way of training and providing the necessary skillsyfor ent
level employees (U. S. Bureau of Labor, 2006-2007). The constant change in industry
requirements coupled with an increasing demand for entry level managersi$es ca
hospitality industry leaders to become increasingly frustrated with the pelibie

applicants ( Eichorst, 2004).

Raybould and Wilkins (2005) reported that the expectations that hospitality
industry leaders have for graduates of hospitality education programstdreing met.
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Miranda (1999) suggests hospitality educators evaluate and adjust curriculssur® a
their students are not only receiving the necessary KSAs but additiorailgent with

the technical concepts to prepare them for successful entry into the industrskillThe
deemed most important to hotel, restaurants and resorts in the hospitality irelustry i
quality customer service. Other high rankings skills were employda®nslamotivating
employees, problem solving, communication, sanitation and planning and conducting
meetings (Eichorst, 2004). Although some skills are best learned on the job such as
facilities management, housekeeping management, employee relationsimmier
service, higher education with its classroom setting is best noted for prokidindgedge
on technology and computer skills, writing, law, math, and public speaking (Eichorst,
2004). DeFries (2001) further asserts that planning and conducting meetings, problem
solving and assessing industry trends are a combination of knowledge and skdlis tha

learned in the classroom and on-the-job training.

Kay and Russette (2002) added leadership as a major skill individuals should
possess when entering into the management ranks in the hospitality industry. Their
findings contradicted previous research indicating interpersonal skills as the mos
important for hospitality entry level managers (Kay & Russette, 2002).UT®e
Department of Labor, Occupational Outlook Handbook has also provided some general
expectations for individuals when they graduate and move into management positions in
lodging and restaurant management. The technical skills identified impantéodding
were housekeeping, maintenance, catering and food service administration. For
restaurants, the technical skills identified were culinary, sanitation antarugianning

(Occupational Outlook Handbook, 2000). A National Restaurant Assoc{atiRA)
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study reported the educational priorities had changed by the year 2000 focusermhmor
non-technical skills such as communication, leadership, customer relatiamagtemd
motivation (National Restaurant Association, 2000). Further, Kay and Russette (2001)
supported the NRA study indicating that non-technical skills, including interpéieaaha
leadership are the most important skills that graduates can possess foeantmatine
hospitality industry management positions. In comparison, recent researolggifrdim
Staton-Reynolds, et. al (2009) indicated emotional intelligence skills suctegstinand
commitment to be ranked high among the preferred skills by recruiters. Additjonall
Staton-Reynolds, et al. (2009) found that attention to detail, organizationabskills
professional standards maintenance were among the top KSAs deemed higher in

importance by hospitality industry recruiters.

There is limited published research on how well college prepares individuals for
entrance into the hospitality industry (Tas, 1988). Recently several studiegWiavesd
hospitality education programs’ curricula seeking to identify educatemmpetencies,
work experience training, skill sets and industry expectation (Staton-Reyhaoddls e
2009). The constant changing of hospitality industry needs make it difficult tofydenti
what is needed. Additionally, the hospitality industry has become increasorgfytex
in recent decades (Kandampully & Suhartanto, 2000) due to the skill sets needed as the
industry adapts to changes in food patterns, preferences and the economy (Chung, 2000).
Changes in the hospitality industry reflect a shift from an emphasis on masrggem
leadership which suggests a decrease in the importance of operational and technical
skills, and an increase in the importance of strategic and corporate &kd|d_@Brecque,

& Clayton, 1996; Gilbert & Gueirrier, 1997). Therefore, hospitality and tourism
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educators could benefit greatly by assessing the hospitality industeydesxpectations
for entry level managers (Tesone & Ricci, 2006).

Hospitality education programs have increased tremendously in the past90 year
since the opening ahe first hotel administration program at Cornell University (Guide
to College Programs, 2004). Although European hospitality institutions have a long
standing industry preparation tradition, there is still some nebulous thoughtsgrédati
the value of a college education (Cooper, Scales, & Westlake, 1992; Dale &dpbins
2001; Formica, 1996).

One of the biggest questions that continue to plague the hospitality industry is
whether or not an individual should go to school prior to working in the industry. In
particular, culinary school and chefs are still undecided whether a degesessary for
success (StarChefs, 2009). In fact, some industry leaders as chefsopnefes work
experience over a college education further reporting those individuals withséwper
or work experience earned slightly more than those who just completed college. Also
individuals having completed unpaid work experiences earned slightly more
(approximately $2,000 annually) than those who did not complete unpaid work
experiences (StarChefs, 2009).

The food service segment of the hospitality industry often employs untrained
individuals as preparation workers (Tas et al., 1996). Later the combinatiorecdriom
experience often leads to an excellent long-term worker that is eventuatipted to
managementany entry level managers attribute their success to hard work and on the
job training as opposed to a college educafi@s et al., 1996; Gilbert & Gueirrier,

1997). Although many individuals do well through on-the-job training, post secondary

24



education has become more important as the years have passed and industry leaders
increasingly prefer degrees for promotion to management. The type of delyrsteyi
leaders prefer for entry level managers is non-specific because tleselstdents
completing a degree are more mature and motivated to work in the fast paced.industr
Additionally, there are increasingly more master’s programs in hospitéféring
additional, in-depth preparation for its graduates. However, hospitality ipdiestiers

are not confident that this level of education is necessary for success déeelry
managers (StarChefs, 2009)

Raybould and Wilkins (2005) reported that there are more academicallfyeguali
individuals applying for entry level management positions. And this increased namber
qualified students is attributed to their motivation of their anticipated cantesmes
(Purcell & Quinn, 1996). However, they do not all possess the necessary skills needed
to be successful manageBespite the economic outlook, job opportunities in the
hospitality industry remain fairly strong. In fact, hospitality, includiogrism is the
fastest growing industry in the world accounting for approximately ten peotglabal
employment (Baum, 2002). Because of the continued growth in the hospitality industry,
the demand for qualified hospitality managers is increasing “expongh(isorid
Tourism and Travel Council, 2003) and will continue to grow.

The growth in the hospitality industry resulting in the need for more qualified
managers coupled with the growing number of hospitality education programs and thus
graduates, will exacerbate the dilemma associated with how to deterhmate w

individuals are best suited for management positions in the industry—i.e. whether
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individuals with college degrees are likely to be more successful than those wbb do
complete a college degree (Nelson, 2003).

Another factor that complicate the challenge of providing qualified individuals is
the changing demographics and new attitudes about work and careers that today’s
generation of workers possess. Changes in demographics and attitudes arkassues t
neither the hospitality industry nor educators can afford to ignore. The “new ty@niera
of workers has a very different approach to thinking when it comes to education, career
choices and the impact of each on the potential income of their investment (Kearns,
2001). Although studies have looked at the relationship between the hospitality industry,
hospitality educators and the student, a final consensus has yet to be arfived at
common theme of these studies is that providing the hospitality industry with gsaduate
that are attitudinal prepared and possesses the necessary skills fas Butttesndustry
is extremely challenging (Raybould & Wilkins, 2005). There also seemsa@ap
between what hospitality educators are providing and what hospitality industry
professionals expect.

Kearns’ (2001) research on industry preparation identified skills as “key
competencies” necessary for success as managers. The key competencigssin the
have not included technological skills as a high priority (Raybould & Wilkins, 2005).
However technology is so important to the overall hospitality managementiopgiait
present that it is considered one of the key skills needed by management trainee
candidates. Barron (2008) suggests that superior talent is necessary fes sutoe
hospitality industry. However, understanding how individuals obtain and how industry

leaders assess “superior talent?” and skills can be very hard to pinpoint. Thus,iteader

26



the hospitality industry are finding it increasingly difficult to ideptfind and recruit
individuals who are qualified, motivated and properly trained (Kusluvan & Kusluvan,
2000). To fill this void hospitality education programs have grown tremendously for
several decades with anticipation of providing the hospitality industry vathgwalified
individuals. However, hospitality education programs need to better understand the KSAs
that industry professionals are looking for and continuously modify their cumctd

ensure that their graduates are obtaining these KSAs in order to be abletizegffec

supply the industry with qualified graduates in today’s fast paced, constaatigich

and technologically driven environment.

Thus, there is a need for administrators and faculty members in the hospitality
education program to engage in on-going research that helps them to stayodbreas
industry requirements so that they can adapt their curriculum and instrucéionanner
that provides their graduates with the requisite KSAs to become succeashders. In
essence, educational organizations that teach, train, develop and prepare indoviduals t
work in hospitality must research, listen and adjust to the changing industry néeys if
want to fulfill a viable and “pivotal” role (Barron, 2008). Otherwise, hospitatidustry
leaders will look to other methods and sources of identifying individuals who are
qualified to make the transition from education and training to industry as successful
managers.

To date, very few studies have focused specifically on the relationship of
hospitality education programs and the hospitality industry needs. There has been
considerable research and attention to the business aspect and literaturggitalityhos

has not been the exclusive topic for much of the research (Barron, 2008). Given the lack
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of research on hospitality education and its relevance and contribution to successful
management in the industry, educators and industry leaders alike should cdhsfder a
the variables necessary for success. Some of the variables include speleetstions

of the industry, educational components, technical skills and work experience. Way
(2006) indicated there is not a standardized model available to use for a baseline for
determining how education programs should be structured. Hospitality programs
structure curriculums by reviewing similar programs’ structurersasuand credit hour
requirements (Pavesic, 1993). According to Pavesic (1993) this model will natheeet
main objective of hospitality education programs, which is to supply the industry with
individuals prepared to work successfully as managers. A study conducted by Casado
(1992), reported American hospitality education programs focuses more on the
management aspects when preparing students for the industry. Contra wise, most
European schools focus on the craft and how students should prepare to work in the
industry as successful managers. Casado adds the disadvantage to therdedfoorie
when the opportunity for advancement arises, these management traineesetr @ypas
because although they are strong in the hands-on process, they lack the necessary
communication, interpersonal and business skills (Casado, 1992). Hospitality education
programs should provide a distinct assessment of what their programs impairt to the
students, the KSAs that industry professionals desire in graduates and theheilor t
curriculums to ensure that the education that they are providing match industry
expectations. This will ensure that knowledge and preparation will tramstat
immediate transferable qualities desired by hospitality industryredaleentry level

management trainees and their eventual success. In Casado’s study heereEsm
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college and university hospitality education offer programs that are uniquelsediff

from trade schools, hotel and restaurant management programs and business oriented
programs. He advocates that the three major components should include: 1) technical
subjects from a managerial perspective; 2) Liberal studies emphastzmgunication

and interpersonal skills and 3) Business courses applicable to hospitatigtelaics.

In his conclusion, Casado (1992) stated a well-balanced four year program nebwudi i

equal courses representing the three areas.

Criticisms of Hospitality Education

According to Gilbert and Guerrier (1997), the KSAs required by hospitality
industry professionals are in sharp contrast to the priorities of college progCaihsge
programs are often criticized for emphasizing the theoretical conceptg thein
matriculation at the expense of practical skills. Hospitality prograimsrastrators and
educators must seek to provide each student with what the industry requires ofvehtry le
managers by providing a realistic view of the work that is expected of them upon
graduation. Hospitality industry leaders agree it has become increasifiglytdo
attract and retain managers; it is incumbent on them to participate in the solutien. O
reason for the less-than-stellar attraction is that some individuals dcerfuts@tality
management as a career (McCaulay & Woods, 1989). In 1988, Dr. Patrick Moreo stated:
It may well turn out that each HRI (hotel, restaurant, and institutional) progetm t
survives a probable future shakeout of quality programs will provide its specrahgffe
to the marketplace of industry, students, and faculty. One program may be highly

oriented to research, another to financial management, another to community-college
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instructor education, another toward human resource management. “The key will be to
make certain there is a good fit among the expectations of the program ki&, raad its

host institution.” (Moreo, 1988, p.85)

In a study conducted by Barron and Maxwell (1993) hospitality management
students understood they could possibly have great career opportunities in the hospitality
industry. However, those students indicated they did not anticipate they would have a
long-term career in hospitality management and therefore selectednuthstry options
upon graduation. As early as 1995, hospitality education programs reported fifgnper c
attrition as hospitality education majors chose careers outside of the yndos$ins &
McKechnie, 1995). Such attrition constitutes a tremendous loss of educated individuals
who for some reason after studying the curriculum chose to forgo the hospitality
management training following graduation and opt for another career (L&eve
Withiam, 1998). Additionally, Stutts (1995) stated that one of the biggest concerns
hospitality industry leaders have with hospitality education programs is thattedudo
not take seriously nor fully accept the responsibility for equipping and prepheng
graduates psychologically to transition into the industry. While theoretica¢ptznand
history is of importance to hospitality education, it is not the priority when hiring
graduates of programs for industry management positions (Johns & McKet99ie.
Hospitality industry leaders use KSAs and not technical skills such as knowlbigyg, a
attitudes and service capabilities when employing college grad®atehug, et al.,

2001). Further, if hospitality education programs do not successfully close the gap
between the KSAs that they are providing their graduates and what inphaggysionals

expect in a manner that equip students with demonstrative KSAs that enable them to
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successfully transition into and remain in the workplace over long periods ohtiamg
existing programs may not survive, particularly given today’s challeregingomic
times.

Other studies have shown the opposite in that students in secondary schools
perceive hospitality and tourism careers in a very positive light (LevAg &y, 2001).

More recent research has proved Dr. Moreo’s assessment to be valid. This “shakeout”
that results in the attrition of hospitality education programs could become even more
pronounced given the lack of coordination between hospitality education programs and
the industry and the fact that hospitality and tourism education programsealso a
experiencing a reduction in the number of students enrolling and are finding it
increasingly difficult to retain them (Mage, 2003). Eisner, (2005) concludeth&hat
hospitality industry needs to improve its perceived competence and positive, long-term
career outlook if they expect to attract qualified, skilled and educated mamdageme
trainees to select entry level positions in the industry. Unless the hogpiidiistry

takes a closer, more introspective look at the image and model it is projecting, the
attrition rate will possibly continue to rise. Westerman and Yamamura, (2@@é)ae
hospitality education students also indicated that a deterrent wathg@etceptions of
hospitality industry’s management competence.

Barron, Maxwell, Broadbridge, and Ogden (2007) conducted a study to examine
the attitudes of students who worked in the hospitality industry and how the industry
measured up to their pre-conceived expectations. In this study, Barron repairted th
students looked forward to their careers in hospitality positively while studying

college. Barron, et al. (2007) further accepted and anticipated the work would be
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difficult sometimes and the schedule would be demanding. However, students reported
their disappointments with poor rewards and limited growth experience in mahageria
positions. The group of students placed a great emphasis on growing as a manager
(Barron, et, al. 2007). As a result, the hospitality industry experiences high turnover of
managers. According to Barron (2008) the decision by hospitality education stodents t

choose another career is made during the education period.

Considerations for Hospitality Curriculum

Research has indicated that current students prefer a different approach to
hospitality education programs. Instead of the traditional programs, students a
gravitating toward hospitality education programs that are more vocationahted
(Barron, 2008). According to Barron (2008) there may be evidence that college students
are actually dissuaded by programs with less practical experience anchénd ot
programs to meet their practical needs such as certificate and othettiveeaad skills
based programs. Current hospitality students thrive in more interactive edakati
settings (Tribe, 2005). Therefore today’s students may not find the traditionabhiyspi
education program as attractive and thus opt for non-traditional programsowidepr
more practical experiential learning opportunities as their path to sudéedsaps to
their own detriment, some hospitality educators have focused on the students’ attitude
toward programs and as a result have reduced or removed most of the food service or
food production courses from their curriculum. This program void is filled with
additional theoretical courses with very little practical training.tHeur some hospitality

educators promote a masters degree in hospitality administration or manageéth
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even less focus on practical training (Barron, 2008). Barron (2008) suggests theeoutcom
of such decisions by hospitality educators could lead to either student’ssfissetn or
boredom with the heavy theoretical model and abandon that program altogether choosing
a curriculum with more activities, laboratories and practical applicationiser students
complete the theoretical based curriculum with disdain, then abandon the hospitality
industry and pursue a career in another industry upon graduation (Barron, 2008). When
the latter occurs, the hospitality industry lose the opportunity to gain an educated,
gualified manager and hospitality education programs receive furtheisanifor their

inability to provide industry with qualified managers as well as lose its ednahti
investment. Jenkins, (2001) concluded “many hospitality students, through exposure to
the subject and industry, become considerably less interested in selectitglibpapi

their career of first choice.” (p. 20). The studies that showed a significant nafmbe
students changing careers were from programs that required work egpeagea

component of their curriculum. Alexander (2007) suggests hospitality educatorsrbroade
the program curriculum to promote students’ competencies. In particular, college
educated individuals need to be managers that can think in a reflective manner. Also
managers need to be able to apply the theoretical knowledge they have obtained to the
workplace (Airey & Tribe, 2000).

Additional research has compared programs with significant work hour
requirements and those with little to none and found some students prefer alternative
means to gaining experience. Barron and Anastasiadou (2007) studied programs that
required a work experiences and students who received hospitality experience in othe

ways and reported the majority worked part time to earn money. Other reasons
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hospitality students work in the industry part time is to develop their skills and
knowledge so they will be successful once they transition into management positions
(Lucas & Lamont, 1998). Jenkins (2001) added that students who worked for other
reasons than just to satisfy the college curriculum tended to have more positive
impressions of their futures in the hospitality industry. Negative impressibe of t
hospitality education programs coupled with alternative education or prepamaties r
are cause for more research in whether the traditional college educatsmessary for
success in the hospitality industry. Hospitality education programs nurstsadhe

issue and concerns to not only adequately prepare students to enter the hospitality
industry management ranks, but provide positive experiences for them that will cause

them to make it their life long career.

Summary

The general benefits of higher education have been substantiated by research and
the literature. Although a degree in hospitality allows individuals to sharg ofdmose
general benefits, there is uncertainty on whether some of the specifitdacerue to
the hospitality. There seems to be some ambiguity among hospitality yndustr
professionals regarding the value of college degrees for their managers.
Researchers have shown that there are inconsistencies in the perceieesf val
hospitality education programs, particularly with respect to theirabaliproduce
successful managers. While attempts to demonstrate that hospitalityi@dpcavides
long term value that leads to professional success abound, some researchers and indust

professionals question whether the same success can be obtained without a college
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education. Many of these researchers and industry professionals alsomuestiher
hospitality educators know how and are willing to tailor tleanricula to provide
graduates with the requisite KS&smeet the needs of the industry (Meyer, Koppel, &
Tas, 1990).Further hospitality industry leaders state that many education programs
designed to prepare students for the industry are not in touch with what the industry
needs or prefers (Ashley et al., 1995).

Therefore there is a persistent and growing lack of confidence among hgspitalit
industry professionals that hospitality education graduates possess thda@bility
successfully transfer from college to the workplace as mangers. Hagm@thication
programs’ credibility is at risk of being diminished unless they continue to &rive
academic excellence while providing a product that is valuable to hospitalitstry
leaders (Pavesic, 1993).

Drawing upon previous research, this study explored the perception and most
current relationships between the hospitality educators and hospitality inkdasteys.

The literature review suggested that soliciting feedback from hogpitadustry leaders

and hospitality educators to determine the perceived value of a college @dfmad
successful career in the hospitality industry is needed. Essential to dlyissstine
acknowledgement that there are other routes individuals can use to become awduccessf
hospitality manager. However, this research focuses on the relevancelt#ge degree

for success in the hospitality industry.
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CHAPTER IlI

METHODOLOGY

The purpose of this study was to: (1) ascertain the degree to which the general
benefits of a college education transfer and contribute to the success gemandhe
hospitality industry; (2) determine the perceived value of a college salugathe
hospitality industry from the perspective of hospitality industry leadeds(3rassess
whether individuals who have a college degree are more successful in thdihospita
industry than those individuals who do not have a college degree. The results of this
research are divided into two sections. Section One discusses the demogfaplics
hospitality industry leaders who participated in this study. Section Two dib&uss
degree to which higher education contributes to the success of food service manager

from the perspective of industry leaders who responded to this study.

To achieve this purpose, the study collected and analyzed quantitative data that
assessed the relationship between obtaining a college degree and beirgsfiducc
manager in the hospitality industry. The study also explored the benefits aégecoll
education in hospitality in comparison to the benefits from other industries. Sakyifi
this study: (1) researched the perceived value of a college education inghalitys

industry from the perspective of hospitality industry leaders; and (2) edsshsther

36



college educated individuals are more successful in the hospitality inchestryhiose

individuals who are not college educated.

Design of Study

This research study was a non-experimental descriptive, quantitative\dtagly2006;
Gay & Airasian, 2003). The study collected survey data from hospiitaditystry leaders
in order to determine their perception of the benefits to hiring managers wégecol
degrees. Hospitality industry leaders are those managers, owners,supend human
resource officials that control businesses that provide service to people wpharethe
away from home.

The planning of the research began in summer of 2009 and continued through
spring 2011. The collection of data for this research project was conducted during the
summer and fall of 2010. Additional compilations and analyzing of the data ancthesear
continued through Spring, 2011. A questionnaire (Appendix C: Supplemental file) was
designed based upon the literature review and the specific objectives aiciheT$te
guestionnaire was adapted from existing survey instruments that have sougéetteorasc
similar information. Following the completion of the questionnaire development, the
proper approval documentation was completed and submitted to the Oklahoma State
University Institutional Review Board (IRB). The IRB granted approval on 28ne

2010. (Appendix A)
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Population and Sampling

The sampling process for this research consisted of the following dgteps: (
defining the target population, (2) choosing the sampling frame, (3) sampling method, (4)
determining the sample size, and (5) implementing the sampling plan (Hair, Babin,
Money & Samouel, 2003). The target population for this study was managers, owners,
supervisors and human resource officials in the hospitality industry. It would be
impossible to collect information from such a large amount of people, therefore a
convenience sample was used to target and obtain information from current members of
the two largest hospitality industry associations.

This research used a convenience, purposive or judgment sampling methodology.
The use of a convenience purposive sampling strategy benefited this stadgebiec
allowed the researcher to complete a large number of contacts quickly and cost
effectively (Hair, et al., 2003). As stated previously, the sheer size bbdmtality
industry and the large number of potential persons that could be interviewed for this
study made it difficult to use other sampling methodologies. Utilizing thkengnést of
the two largest professional associations in the hospitality industry providessdo the
greatest number of hospitality education and industry professionals in aergffici
manner.

Purposive sampling is a form of non-probability sampling that enables a
researcher to randomly select units from within the targeted population that havesthe
information on the characteristic of interest. Thus, a purposive sampling method was
selected for this study because it addressed questions to hospitality itehesing who

have knowledge about the industry and its professional needs that are consistém with t
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study goals (Guarte & Barrios, 2006.) In essence, the use of a purposivengampli

method enhanced the study by taking advantage of the convenience sampling technique,
increasing the speed in which data were collected and, reduced the costs ofirmgpnduct

the study while simultaneously obtaining information from a subset of the target
population who possessed in-depth knowledge about the variables of interest.

The original convenience sampling frame for this research study was a
compilation of members of the American Hotel & Lodging Association&RA) and
the National Restaurant Association (NRA). These two associationsaleoted
because they contain the largest representation of managers in the ipspitadiry.

These two organizations bring together hospitality educators, industry poogdssand
executives to improve the quality of education, research, service and industry business
operations.

The NRA represents restaurateurs, managers and human resource mdnagers o
various food establishments. These organizations were selected becaussr ¢hey
deemed most representative of the hospitality industry. Also, the target papidati
believed to have an interest in how hospitality educators develop and deliver aurricul
and programs because many of the graduates from these programs \piéirbefaheir

workforce.

The NRA is the leading business organization for the restaurant industrygegme
The NRA represents restaurants, promote the restaurant industry aspveilide
leadership in the training and education of the restaurant industry workforce.RFhe N
also provides information regarding the restaurant industry and servesta®iking

resource for its members. The NRA'’s educational component includes trastagrant
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and food service professionals. The NRA has a database with more than seven thousand
members. The members are food service professionals responsible fomggdnuring,

training and supervising entry and middle level managers.

The NRA was organized in 1919 by a group of Kansas City restaurateurs. The
organization is comprised of restaurant and hospitality employees. The NRAkars
belong to fifty-three different state restaurant associations. Iti@uth restaurant
employees, the NRA is associated with suppliers, consultants and distributorsweho se
the hospitality industry. The organization’s focuses on profitability and eatreprship,
jobs and careers, food and healthy living as well as sustainability and social
responsibility. The membership mailing list consisted of approximately 7,00@enem
The NRA has a research department and regularly surveys its 7,000 plus mesirgers
on-line surveys.

The AH&LA is a national organization that represents all sectors of thentpd
industry,including individual hotel property members, hotel companies, student and
faculty members, and industry suppliers. Although the AH&LA has members throughout
America, the organization has established forty-three state agsusiat offer local
representation for its members. The AH&LA is the only organization that focusall
of the lodging segments of the hospitality industry. It boasts a nationwide msénphbef
over 11,000. Its members are comprised of hoteliers and representatives frowisall le
of service. The organization’s mission includes networking, advocacy, and aecelera

business and building results.

The NRA has a Research and Insights division responsible for the organization’s

research, discussed briefly previously. Following several weeks of coatianithey
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agreed to participate in this project. The specific process used to cotketbra NRA
members is described later in this chapter. As with the NRA the AH&a# eontacted
seeking permission to partner in the research project by delivering thgsurve
electronically to their membership. The researcher and faculty advisoctemhiaultiple
administrators at AH&LA, sent them the questionnaire and requested thuippaéon

on the study. However, the AH&LA did not grant the researcher permission to use thei
membership for the purpose of data collection. Therefore, data were colleetgd sol
from members of the NRA. The decision by AH&LA administrators signiflgaard
negatively impacted this study. The entire planning process and resedihddaology

was established on the premise of collecting information from an industry wide
perspective. The inability to access AH&LA members caused the data to dxtexbll

from only the food and beverage segment. This meant that the data collected could not be
used to fulfill the original purpose of the study and statistically addnesgsearch

guestions which were based on an industry wide perspective.

Changing the purpose, research questions, or hypotheses in the middle of a
research project based on data returned or other factors causes seveddldigsesn
this case the decision was made to move forward with the project and collect tirdorma
that could be used on a future study that was organized to focus on different research
guestions. It was understood that based on this decision that only descriptive
information would be used to gain an understanding of the responses related to each

research question and hypotheses would not be able to be tested statistically.
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Data Collection Techniques

Survey data collection techniques have evolved from traditional mail delivered
guestionnaires to include the use of electronic mail (e-mail) surveys. Elealiviered
mail surveys use the World Wide Web (web-based) as its vehicle, thus expéuliting t
delivery and the return of the surveys while simultaneously reducing costh(T!95).
According to Pride and Ferrell (2010), web-based surveys web provides promising
responses over traditional mail, telephone and fax responses.

In a study conducted by Cobanoglu et al. (2001) web-based surveys yielded
higher return rates (44.21%) than traditional mailed surveys (26.27%) and faxegsurve
(17%) Similarly, Opperman (1995) found that e-mail surveys yielded higher ratas r
than faxed and mailed surveys. The Opperman study (1995) also found electrornic surve
responses to be higher during the first few days of delivery with the ratepoinses
decreasing significantly after one week. In fact, the response ratesetesignificantly
higher than other data collection methods following the initial days of delivery
(Opperman, 1995).

In addition to a higher yield rates and reduced costs, e-mail surveys are more
straightforward for editing, easier to transfer into the statigbaekages for analysis,
facilitate ease of usage, more concise data collection and reduce the pps$itidia
entry errors, create more flexibility and provide a greater peocept anonymity to the
respondents (Hair, et al. 2003).

Although outweighed by the advantages, there are some disadvantages to using
web based surveys. Some of the disadvantages include limited demographied, limi

introduction to the research, lower levels of confidentiality, end users maleady c
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understand instructions, the layout of the document may not display as intended, and
other potential technical difficulties associated with hardware and seftygage (Thach,
1995).

As a result of the aforementioned advantages and the fact that more people are
computer savvy, the use of web-based surveys has increased tremendousiyt iyeas
(Pride & Ferrell, 2010). Because of the increase in computer friendly swamdyan-line
communities, businesses have also increased the utilization of their websibpdsct
survey data. Some of the specific uses for the on-line surveys include chat robms, we
based forums, specific groups and blogs based on the groups’ interests, demographics and
consumption patterns (Pride & Ferrell, 2010).

The documented advantages of using web-based surveys coupled with the NRA’s
preferences for doing so, data for this study were collected using eunvaiy/s allowing
the respondents to complete the questionnaire in a manner that reduced the need for
recoding and entering data as the electronic response option allowed datatimitied
directly into the survey database.

As previously mentioned the NRA has a research department and regularly
surveys its 7,000 plus members using on-line surveys. The regular use of online survey
by the NRA membership may have also contributed to the researcheristalgjiin
approval to survey NRA members.

A descriptive research sampling method was employed in this study bdwause t
study assessed the perceptions, opinions, hiring practices and demographicgdalithhospi
industry professionals (Way, 2006; Gay & Airasian, 2003). The sampling frame

comprised different size operations representing over 750,000 establishmerftsollom
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service segment of the hospitality industry (National Restaurant A8sac¢i2a009). A
convenience sample of 3,965 NRA members was randomly selected by the NRA'’s

research department.

Generally, the NRA does not allow individuals or groups outside of the
organization’s research division to survey its members. Thus, the researchexdbtai
special permission from the research division to survey its members forehmugobse
of this research study. In order to gain approval, the NRA division reviewed thg surve
instrument, recommended changes which were implemented and delivered the cover
letters to their members via e-mail. Upon approval from the academic adviddhea
chairperson of the NRA'’s research and knowledge group, the cover letter and
guestionnaire with logos from Oklahoma State University and the NRA wakedrtai
the 3,965 NRA members selected to participate in the study on August 5, 2010. The
cover letter which had the electronic survey link embedded, gave the research topic
summarized the research project, introduced the researcher and institutivadnible
link connected the respondents directly to the SurveyMonkey tool allowing them to

complete the survey online.

A copy of the letter is included as AppenBix In an attempt to encourage
members to complete the survey in a timely fashion and not forget about iippatsc
were initially asked to complete the survey within two weeks (Opperman, I9%5).
electronic messages were sent using blind copies to protect the anonymity of the
respondents. Following the two week time period, the NRA sent a follow-up e-mail of
the cover letter from the researcher with the survey link in the body of thedete

reminder to complete the survey on September 2, 2010. The surveys were located in
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SurveyMonkey for the duration of the data collection period. On September 15, 2010 the

survey was closed.

The NRA's electronic mail processor automatically identified and rechang e-
mail addresses that were not delivered and provided a report to the chairperson of the
NRA's research and knowledge group. The email processor report indicatedghat le
than 1% (n = 55) of the original messages sent were returned. Returned mealades, c
bounce backs were categorized as hard and soft bounces. Hard bounces were messages
that could not be delivered because the destination mailbox could not be located. Itis
possible that electronic mail address no longer exists on the specific atiesapter or
the server itself may not be responding at the time of the delivery attempto8niétes
are messages that were sent to a valid mailbox that was not accepting incaimhgtg m
the time of the delivery attempt, perhaps due to that mailbox being full. Of the 3,965

messages that were sent, 3,910 (98.6 %) were successfully delivered.

Collected data were analyzed using the Statistical Packagescial Science
(SPSS) 16.0. Univariate, bivariate, and multivariate statistics werearseaté analyses
in order to answer the research questions. Results of the analysis wemeexpang

descriptive statistics, percentages and frequencies.

Survey Instrument

For this study, a questionnaire that measures the opinions, preferences and

demographics of hospitality industry leaders regarding the value of a college dexy
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adapted and distributed to the target population utilizing electronic mail (§-malil
According to Cobanoglu et al. (2001), e-mail surveys are recommendeddas@che
response rate and speed of return. The questionnaire was adapted from exiging sur

instruments that have sought to ascertain similar information.

The survey questionnaire contained two sections. Section One of the survey
collected data on the demographics of the hospitality industry leaders wh@gptetian
the study. The demographics section also included an area for additional cemrhent
second section included the items for addressing the research questions from the
perspective of hospitality industry leaders including hospitality industideles’
perceptions of the value of a college degree to managers and demographics. The
instrument was reviewed for content validity by the researcher’s charisran
experienced hospitality educator, and four industry leaders who are memlber N&A.
The questionnaire was sent to the NRA to test for content validity as well as dpprova
using their population for this research study. Following the receipt and readimg of t
guestionnaire content, a conference call was conducted between the reseatcher
individuals from the NRA's research division. The NRA'’s research group cahsiste
former managers and hospitality industry leaders with over fifty-fesrs/of experience.
The conference call with this focus group was scheduled and initiated by theAdRA t
weeks following the transmission of the documents by the researcher. Thewsasvey
discussed in detail for clarification of the research intent and plans. The gscups#d

the instrument and questions in depth.

During the conference call, questions of concern were raised by the foaps gr

Concerns included terminology biases, length of questionnaire, question extensions and
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separate terminology applicable to the restaurant segment from thegeggiment of

the hospitality industry. The following changes were made as a resultdistussion.

(1) The originally proposed title of the survey was changed from the Necdddigher
Education for Successful Managers in the Hospitality Industry to the RolgloéHi
Education for Successful Managers in the Hospitality Industry. This changeaugsto
reduce subject bias. (2) The questionnaire was shortened by collapsing questions tha
only referred to a group change to follow-up questions within the same section. This
suggestion was made to make the questionnaire more concise, easier to reactatal ea
complete. (3) Vocabulary terms used in the survey were changed to termsr¢éhat we
specific to the restaurant segment of the hospitality industry. (4) ©he gr
recommended food establishment specific terms and titles to reduce possible
respondents’ confusion. For example, the term unit manager replaced general manage
because general manager is a term that is more specific to the lodgingtsettine
hospitality industry. Following the conference call, the questionnaire wadiedooiased

on the suggestions and returned to the researcher’s chair for final approval.

The guestionnaire was constructed allowing for responses to the perception
guestions using a five-point Likert scale. The Likert scale’s responseeshwgre: 5 for
strongly agree; 4 for agree; 3 for neutral; 2 for disagree; and 1 for stroegtyek.
According to Cobanoglu et al. (2002), data collected using the Likert scgikfies the
guestioning and answering process while possibly contributing to the response qualit
The survey sections and questions collected data designed to help ansoléwiegf
research questions that were originally proposed:

1. Do the benefits of having a college degree transfer to managers in the hospitality
industry?
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. Are leaders in the hospitality industry more likely to hire individuals with gelle
degrees than individuals who do not have degrees into management positions?

H2y: The hospitality industry is not more likely to hire individuals into
management positions with college degrees than students who do not have college
degrees.

H2,: The hospitality industry is more likely to hire individuals into management
positions with college degrees than students who do not have college degrees.

. Are salaries for managers in the hospitality industry who hold a degree more
likely to be higher than salaries for managers who do not have college degrees?

H3y: The salaries for managers in the hospitality industry who hold a degree are
not more likely to be higher than the salaries for managers that do not have
college degrees?

H3. The salaries for managers in the hospitality industry who hold a degree are
more likely to be higher than the salaries for managers that do not have college
degrees?

. Are hospitality managers with college degrees more likely to be promoted to
higher level management positions than those who do not have college degrees?

H4,: Hospitality managers with college degrees are not more likely to be
promoted to higher level managerial positions than those who do not have college
degrees?

H4,: Hospitality managers with college degrees are more likely to beopednto
higher level managerial positions than those who do not have college degrees?

. Are the turnover rates for managers in the hospitality industry who have college
degrees more likely to be lower than the turnover rates for managers who do not
have college degrees?

H50: The turnover rate for managers in the hospitality industry with college
degrees is not likely to be lower than for those managers who do not have college
degrees.

H5,: The turnover rate for managers in the hospitality industry with college
degrees is likely to be lower than the turnover rate for those managers who do not
have college degrees.

. Does a hospitality manager with a college degree have greater teckiigal s

48



H6o: There is no difference in the technical skills for managers in the hospitality
industry with a college degree and those managers who do not have a college
degree.

H6,: There is a difference in the technical skills for managers in the hagpital
industry with a college degree and those managers who do not have a college
degree.

. Does a college degree provide a hospitality manager with the necessary
knowledge, skills and abilities to be successful managers in the hospitality
industry?

H7o: There is no difference in the knowledge, skills and abilities of managers in
the hospitality industry with a college degree and those managers who do not
have a college degree.

H7.: There is a difference in the knowledge, skills and abilities of managérs in t
hospitality industry with a college degree and those managers who do not have a
college degree.
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Figure 1. Theoretical Model of Value of College Education to Hospitality tndus
Leaders
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Validity and Reliability

According to Hair, et al. (2003) scientific research studies must useaval
reliable data collection methods and instruments. Validity refers to howedelguthe
instrument measures what it is supposed to measure. Construct validityoefbet the
developed scale is measuring. The adapted questionnaire used in this study was
constructed to account for convergent and discriminate validity. Therefore, the desig
and questions were correlated with necessary measurements while avaoicktaging
with those measures that are different (Hair, et al. 2003). Ideally, sureezent scale
“generate a score that reflects true differences in the charactenistis attempting to
measure, without interference from irrelevant factors” (Churchill, 1996, p. 402). nfTonte
validity refers to the consistency of the research instrument (Hair,2003). Content
validity for the instrument used in this study was established by ensurtrthe¢ha
guestions accurately measured the variables of interest to hospitalityigonacsi and
educators. Also the questionnaire was constructed using operational varigtdes tha
proven to be relative to hospitality industry professionals. The instrument usesl in thi
study was reviewed by an experienced hospitality educator along with foureexee
leaders from the hospitality industry to establish construct and content validity.

Reliability is attained in a survey tool if it yields consistent scocessa
administrations (Green & Salkind, 2008). In other words, reliability is the prodess
repeatedly tested, the same respondents or groups measured using the same conditions
and devices will yield similar results. Green and Salkind (2008) state linhtlity is
estimated using various tests to determine a reliability coefficieasic Beliability is a

test for accuracy. The reliability coefficient is the proportion of theamae or degree of
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consistency in the measurement used (Huck, 2008). Huck (2008) adds that the reliability
correlation efficient is called the test-retest reliability cagffit. The test-retest
reliability coefficient is a test of the instrument’s stability ovgeaiod of time. Huck
(2008) further states that there are different approaches to reliabditya safest test-
retest of the coefficient comes from the Pearson’s correlation. Thefgbal testing and
re-testing is to determine the correlation (r) scores obtained frorasatye occasions
(Green & Salkind, 2008).

The test for reliability for this research tool was the Cronbach’s alpha. A
Cronbach’s alpha test was conducted to determine the internal consisterityedia
the response scale used on the survey. Cronbach’s alpha is a type of reksbilitstt
determines the internal consistency or average of the items that cortipposeale (Hair,
et al. 2003). Cronbach’s alpha was used to determine if when the five point tilert s
is combined into a single index, it captures the respondents’ information in a consistent
manner. Statistical Package for Social Sciences (SPSS) was usedie@ronbach’s
alpha test of reliability. The results of the Cronbach'’s test for this cdseare .937.
According to Hair et al. (2003), an alpha coefficient range of .9 is considerdbbpixce

for strength of association.

Data Analysis
Data for this research project were collected using a Web based survey. Thi

research selected SurveyMonkey as the software platform for colleciihgnanaging
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the information via the web. While data for this study were collected using
SurveyMonkey, the data were then downloaded into a Microsoft Excel file andexkpor
into SPSS (SPSS, Inc. 2007) for analysis.

Demographic data were analyzed and tabulated based upon percentages and
frequency statistics. The initial data manipulation included an analy$ie
respondent’s profiles. Demographic data from the respondents was tabulated using

frequencies and percentages.

Assumptions and Limitations

The following assumptions were accepted by the researcher. Thedjost m
assumption is that the respondents have the knowledge to complete the questionnaire.
However, it is virtually impossible to know for sure if the intended persons actuall
completed the questionnaire themselves. The second assumption is that the respondents
were current members of the NRA and thus hospitality industry leaders. Widtrés
the assumption that the respondents were hospitality industry leaders, the NFA ass
the researcher that their data base of members were hospitality idad#ys.
Additionally, the researcher assumed that respondents would complete thenguesti
the best of their abilities with the foundational and proficient knowledge theyasave
hospitality industry professionals. Lastly, it was understood that the cesmisn
completed the questionnaires in the formatted, sequential order in which it ei@edec
and within the requested response timeframe.

While the aforementioned assumptions are inherent in survey research, the

researcher for this study did make an effort to reduce response bias. Resporefersia
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to bias that occurs when the intended recipient allows someone else to complete the
guestionnaire, does not answer the questions in proper sequence and/or receives input
from others while doing so. The researcher carefully explained theiaireor
completing the questionnaire in the instructions (Hair, et al., 2003) and invitpttnesi
to call or email with any specific questions or concerns regardingutie st the
guestionnaire. Additionally, the researcher’s contact information was listbd cover
letter along with the advisor and a representative from the NRA researcbrdivisi
Members of the NRA were selected as the sampling population for this hesearc
because of their knowledge and expertise within the hospitality industry. @iy,
the NRA industry leaders were selected due to their need to select, hiranttaietain
successful food service managers for their operations. As revealed in theatvie
literature on this topic, the aforementioned factors suggest that NRA merob&ts
potentially benefit from providing information that could be used by educators to help
better prepare college graduates to become successful managefead thervice
segment of the hospitality industry. This factor also contributed to the decisianttteus
NRA members as the sample population. The impending benefits would result from the
researcher sharing information on the study outcomes with hospitality ecuicea
manner that could result in curricula modification.
In summary, the scope of this research is limited to:
e The use of a convenience sample selected by the NRA computer system.
The convenience sample was comprised of leaders from the food service
segment of the hospitality industry that are current members of the NRA.

Initially, the study sought to survey members of the NRA and the
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AH&LA as these two organizations are the two largest hospitality
organizations. Unfortunately, the AH&LA did not grant the researcher
permission to utilize their membership data base. This further contributed
to the low sample and response size limiting the type and number of
statistical manipulation of the data.

Information developed through this study cannot be generalized to the
population originally described or any other group.

The survey was delivered via email. Thus the researcher does not have a
way of determining if the recipients received the surveys in their
incoming electronic mailboxes. Sometimes batched e-mails are
electronically isolated and deposited into “spam” mailboxes.

The survey yielded a low response rate. However, the researcher is unable
to ascertain if the length of survey was a determining factor on the
response rate. Additionally, the low response rated limited analysis and
complicated inferences from the collected data.

Response integrity. There is no way for the researcher to determine if
survey allowed the respondents to express their true opinions.

The instrument was constructed to address the established research
guestions.

The inability to access AH&LA members caused the data to be collected
from only the food and beverage segment. This meant that the data

collected could not be used to fulfill the original purpose of the study and
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statistically address the research questions which were based on an

industry wide perspective.

Changing the purpose, research questions, or hypotheses in the middle of a
research project based on data returned or other factors causes several
types of bias. In this case the decision was made to move forward with the
project and collect information that could be used on a future study that
was organized to focus on different research questions. It was

understood that based on this decision that only descriptive information
would be used to gain an understanding of the responses related to each
research question and hypotheses would not be able to be tested

statistically.
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CHAPTER IV

FINDINGS

RESULTS AND DISCUSSION

The goals of this research study were to investigate: (1) the role that higher
education plays in the success of food service managers, (2) to explore the value of a
college education as perceived by the hospitality industry leaders and (3)toiete
whether those who receive a college education are more successful in the tyospitali
industry than those who work their way to management positions through loyalty and
longevity. The study sought to collect data from industry leaders who anberseof
the two largest organizations in the industry. As stated previously, thisatesees
divided into two sections. Section One discusses the demographics of the typspitali
industry leaders who participated in this study. Section Two discuss the degrkich
higher education contributes to the success of food service managerkdrpardpective

of industry leaders who responded to this study.

The NRA was the first organization selected for this study because its
membership is comprised of restaurant managers, owners and supervisors. The second
organization was the AH&LA whose membership is comprised of hospitality industry

managers, supervisors and human resource officers. As reported in Chapter Ill, the
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AH&LA did not allow the researcher electronic access to its memiperEherefore, data
were collected and analyzed from members of the NRA only.

The data collection for this research was processed electronicallilRAe

electronically delivered the cover letters introducing the study. The cter |

contained an embedded link to the survey. SurveyMonkey was used to post the survey
and collect data for this research. Data were downloaded from the SurveyMdedkey fi
into an Excel file. Data were transferred from the Excel file i8S for statistical

analysis. Due to low response rates, descriptive statistics includingrigqu

distribution and bar charts are used to analyze the collected data. The usemtiviesc
statistics enabled the isolation of variables and accounting for the mistang éach
individual variable. Specifically, frequency distributions and bar chadwed the data

to be examined one variable at a time (Hair, et al. 2003). Hair et al. (200@&Yy fur

explains that frequency distribution allows for the evaluation of each variabsgenses

by displaying a valid percent column in addition to the response column. The valid
percent column displays the actual responses to the question, removing the daitssing
The valid percent is different from the total respondents’ count because itstoahsula

are based on actual responses after the missing data are removed. Fatther, e
frequency distribution variable output provides a summary of the valid percents. The
use of frequency distributions is a common practice among business researcigse be

is isolates each variable of interest by displaying the frequency acehfeges of the
responses allowing for the adjustment for non-responses or missing daja{ldair

2003). Additional statistical tests could have been run but the low response ratbenade t

results of those impractical to use or create meaningful statisticétsres
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As stated in Chapter lll, the survey design consisted of two sections. Se2ogon
of the survey collected data on the demographics of the hospitality induskeydeeho
participated in the study. Section Two included the items for addressingehectes
guestions. Respondents were asked to answer each question by indicating thair level
agreement with each question using a five-point Likert scale. The Likéstuszd was
strongly agree, agree, neither agree or disagree, disagree and stromgggediJde
survey arrangement listed a series of survey items for the respondents usirey the
Likert scale. The statements corresponding to each research questionwetrpeatk
from the review of literature and established questionnaires. Data wereeghbfsed

on how the survey responses related to the research questions.

Response Rates

Three thousand nine hundred sixty-five questionnaires were mailed eleaityonic
to members of the NRA. The cover letters and surveys were first deliheoed
electronic mail on August 5, 2010. Of the 3,965 e-mails that were sent, 3,910 (98%)
were successfully delivered. Seventy-nine of the respondents completed/teadter
the initial letter. The follow-up letter was sent on September 2, 2010 containing a
reminder to complete the survey. An additional 18 people completed the survey between
September 2, 2010 and September 15, 2010 when the survey was closed. The
respondents received a cover letter with the survey link embedded into its corifdets
respondents were asked to complete the survey by clicking the embedded link

(www.surveymonkey.com/s/SKNQGB@hat opened the questionnaire. The link took

the respondents directly to the survey, eliminating additional pages and/or mckse cl
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In an attempt to encourage responses, the email indicated that it would only tate a sm
amount of time to complete the questionnaire. Of the 3,910 letters sent inviting
hospitality leaders to complete the survey, 97 (2.48%) people responded to the
guestionnaire. Given the limited number of responses, the researcher acknothla@dges
the small sample size presents limitations on the statistical andigéesan be

conducted. The total responses were 97, of which all responses were usable.

Section One: Participant Demographics

This chapter is divided into two sections. Section One discusses the
demographics of the hospitality industry leaders who participated in this studgntse
one (73%) of the 97 respondents answered the demographic questions. Demographic
data explored the participants age, how long they worked in the hospitality indusstry, t
segment of the hospitality industry in which they were employed, their higbgste
earned, college major, whether they had a master’s degree and major, Wiestinered
managers, and if they offered incentives to college graduates during the hogeggr
The remaining demographics asked respondents about their skills and work in the

industry with entry-level managers.

There were 39 (54.9%) male and 32 (45%) female respondents. The majority
(20.6%) of the industry leaders responding to the survey were males (54%) béigveen t
ages of 50 and 55. Eighteen (24%) had worked in the industry between 26 and 35 years,
12.4% for 26-30 years and 12.4% between 31-35 and 11.3% of had worked between 11-
15 years.

The respondents reported working in the following segments of the industry:

57.7% restaurant, 10.3% lodging, 3.1% inns, 4.1% resorts, 8.2% clubs and 1.0% cruises.
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Data on education were as follows: 36.1% have a bachelor’s degree, 17.5% a master’s
degree, 3.1% doctorate degrees, 8.2% held certifications and 4.1% did not hold a degree.
As a follow-up question the respondents also indicated 1.0% held multiple degrees, 1.0%
held associates, 1.0% held Associate of Culinary and 1.0% held masters and all but
dissertation (ABD) status. The respondents indicated their area or majoeifor

bachelor’s degrees were 4.1% business administration, 3.1% education, 3.1% marketing,
2.1% in management and 2.1% in hotel management. Collectively, 5% of the areas of
study were hotel administration, hotel restaurant management, restaurargteangonal
management, and other combinations of restaurant management. Three percéed indica
they held hospitality management program degrees. Lastly, 1% indibatecketeived a
degree in Family and Consumer sciences and nutrition and food services. For those who
reported having master’s degrees, 6.2% stated their major was a mastenegous
administration and 2.1% had degrees in Business and education. The remainder master’s
level degrees were distributed among business, English, education, marketing and others
all reporting 1.0% each. The doctorate degrees held by the industry leadensajcese

from business, educational leadership, hospitality and law. Fifty-two percent of the

respondents indicated they hire managers for their industry segment.
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Table 3

Demographic Information

Characteristics N %
Gender
Male 39 54.9
Female 32 45.0
Total 71
Industry longevity (years)
1-5 3 3.1
6-10 8 8.2
11-15 11 11.3
16-20 5 5.2
21-25 9 9.3
26-30 12 12.4
31-35 12 12.4
36-40 5 5.2
>40 5 5.2
Industry Segments
Restaurants 57.7
Lodging 10.3
Inns 3.1
Resorts 4.1
Clubs 8.2
Cruises 1.0

The respondents were asked if they offered incentives to college graduatgs duri
the hiring process that are not offered to candidates that do not have college degeees. T
response was 60.8% of the respondents indicated they did not offer incentives to college
graduates. Lastly, the respondents were asked to list the reasons théydeadestry.
The respondents indicated the following: a college degree is required fomuamar
head’s positions, higher salaries, managerial positions, relocation, and bonus for MBA

graduates, and to stay true to who they really are.
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Section Two: Research Data Reporting
This chapter’s second section discusses the degree to which higher education
contributes to the success of food service managers from the perspective of industry

leaders who responded to this study.

Table 4

Data Collection Response Rates From NRA

Electronic Surveys Number Percentage
Sample size 3,910 100.00
Surveys returned 97 2.48
Number usable 97 100.00
Number of unusable 0 0

Degree to which higher education contributes to the success of food seevi
managers

Research Question One

The first research question (R@ddressed the overall benefits of a college
education; specifically do the benefits of having a college degree tramsfi@antgers in
the hospitality industry? This statement is a summary of the researcioggsi@sthat it

focuses on the general statement inquiring whether individuals with collegeslagree
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more successful managers in the hospitality industry. As indicated in Tahée 5, t
majority of the hospitality industry leaders that responded to this surveydxbtigat

having a college degree is beneficial in the workplaldas is inferred research based on
the distribution frequency. Based on the combined information collected for tesearc
guestions two and three, 69% of the respondents stated that a college degressititzeas
likelihood of being hired. Additionally, as described in research question two, 69.1% of
the respondents either agreed or strongly agreed with the statement thatrsnarthge
college degree negotiate the management learning curve more effeclihelylata also
suggested that managers without a college degree are also succassiuhgsrs.

Despite the seemingly conflicting findings, the respondents identified tbeviiod
advantages that managers with college degrees have over those without degrees
Managers with college degrees are more likely to be hired, have hitgrezssaearn

more money upon initial hiring, earn more after five years and are moretlikiegy
promoted. When asked to respond to specific knowledge, skills and abilities (KSAs), the
industry leaders indicated that college educated individuals were betiesat t

knowledge skills and abilities.

Research Question Two

The second research question addressed the likelihood that leaders in the hospitality
industry will hire individuals with a college degree at higher rates than titidyine
individuals who do not have a degree into management positions. Specifically: Are
leaders in the hospitality industry more likely to hire individuals with collegesdsg

than individuals who do not have degrees into management positions?
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The hypotheses associated with research question two were:

e H2,: The hospitality industry is not more likely to hire individuals into
management positions with college degrees than students who do not have
college degrees.

e H2; The hospitality industry is more likely to hire individuals into
management positions with college degrees than students who do not have
college degrees.

To address this question, the respondents were asked to respond to the following
statements:
e Having a college degree increases the chances of getting hired as dityospita
manager.

e Hospitality managers with a college degree make a smooth transitiondhegec
to the workplace.

e Hospitality managers with a college degree negotiate the managemeimgea
curve more effectively.

e If all candidates were equally qualified, you would hire the individual with a
college degree.

Information collected regarding these items is reported in table 5.
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Table 5

Summary of Responses for Hiring Managers

Having a college
degree increases th
chances of getting
hired as a hospitality
manager

Hospitality manager
with a college degre
make a smooth
transition from
college to the
workplace.
Hospitality manager
with a college degre
negotiate the
management learnir
curve more
effectively.

If all candidates wer
equally qualified,
you would hire the
individual with a
college degree.

Strongly Agree

Agree

Neither agree o1
disagree

Frequencies Frequencies Frequencies
(percentages) (percentages(percentages)

24 (24.7)

)]

(5.2)

19

(19.6)

26 (26.8)

43 (44.3)

28  (28.9)

48 (49.5

41 (42.3)

(14.4)

34

(35.1)

(19.6)

22 (22.7)

Disagree

Frequencies
(percentages)

14

(14.4)

25

(25.8)

9 (9.3

8 (8.2

Strongly
Disagree

Frequencies
(percentages)

2 (2.1)

5 (5.2)

2 (2.1)

(N=97)

Having a college degree increases the chances of getting hired as a hospjtalit

manager.

The strongly agree and agree categories were combined for a total of @886 of

respondents stating that a college degree increases the likelihood of beingdureser-
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(14.4%) of the respondents were neutral. Disagreeing with the statement were 14

(14.4%) while 2 (2.1) % strongly disagreed.

Hospitality managers with a college deqgree make a smooth transition from ¢ede to
the workplace.

Thirty-four respondents (35.1%) indicated they neither agreed nor disagreed with
the statement by selecting the neutral response to this statemeneinggvith the
statement were 33 (34.1%) of the respondents. Disagreeing were 30 (%) ang strongl
disagreeing were 5 (5.2%) of the respondents. These data suggests that hailegg a c
degree may not provide a significant advantage with respect to making a tramgition f

college to the workplace.

Hospitality managers with a college degree neqgotiate the management |eiaian
curve more effectively.

When the categories agree and strongly agree were combined, the cumulative
response was 67 (69.1 %) indicating managers with a college degree negotiate the
management learning curve more effectively. Nineteen (19.6%) werelroeuthe
statement. Disagreeing were 9 (9.3%) of the respondents while 2 (2.1%) strongly
disagreed. These responses suggest that students who attain a college ddgpetheeve
KSAs such as (emotional intelligence, integrity, enthusiasm, the abilitgrio, lihe
ability to maintain professional standards, personal commitment and communication
skills), that today’s industry leaders desire in managers. Additional cesseareeded to
verify these findings and to help hospitality educators to better understand how and

identify the practices that contribute to the development of these KSAs.
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If all candidates were equally qualified, you would hire the individal with a college
degree.

The respondents’ cumulative response of agree and strongly agree was 67

(69.1%) for the statement if all candidates were equally qualified, you waalthiei
individual with a college degree. Selecting the neutral response were 22 (22.7i&0) of t
respondents. Interestingly, none of the 97 respondents selected the strongbedisag
option. Thus, the majority of hospitality industry leaders who responded to this survey
believe that there is an advantage to employing an individual with a college asgr

those who do not have college degrees.

While the data are insufficient statistically to test this hypothesisgthdts
suggest that industry leaders do value college educated individuals when hiring for
hospitality positions. With the exception of making a smooth transition from college t
the workplace, the vast majority of respondents agreed with the survey itemstisiggge
that persons with college degrees are better prepared for managememsobigure 3

below illustrates the summary statements for research question two.
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Figure 3. Summary of Statements for Hiring Managers

50
G0
g [
Having a college degree
increases the chances of
50 A increases the chances o
- PR U T S
ECLUNgE mired as o
-
" hoacrmitalitw rmanmacar
43 m hospitality manager
-— 1
-——
=
am [~
a4y | Hospitality managers with
e Heospitality managers with
i 34 acoiliege degree make a
= =4 =4
w cmoonth trancition from
smootn transition from
. i coliese to the warkniace
20 24 coliege to the workpiace
= .
i = R
Faw) - i =
S T ]
24 =
[ 2 PR S e i i L
- L L e MOSPILAalLy mmanagers wikn
19 = 19 a coliege degree
i) 1 i — = (L walnt L - -
“— S - S
~ 5 5 negotiate the
= [ - = oA B S
= id ig management iearming
. I l curve more effectively.
= = = a_
4w . . ] -8 .
10 F r. F . If all candidates were
5K L v = 5
= =" = - N
E = E Lk
- | - . | o}
— = = =] = =
u T T T T 1
Stronslw Aoree Meither Disasree Stronslyv
Strongly gree Meither Disagree Strongly
Agree Disagree

Figure 3. Summary of Statements for Hiring Managers.

Research Question Three

Research question three assessed the likelihood that salaries for mamtuggers
hospitality industry who hold a college degree are higher than salariesrfagena who
do not have a college degree? The following hypotheses were associated with this
research question:

e H3y: The salaries for managers in the hospitality who hold a degree are not
more likely to be higher than the salaries for managers that do not have
college degrees?

e H3, The salaries for managers in the hospitality industry who hold a
degree are more likely to be higher than the salaries for managers that do
not have college degrees?
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The following statements were used to collect responses to address rgseatidn 3:

e Hospitality managers with a college degree have higher salaries.
e Upon initial hiring, an individual with a college degree earns more.

e After working five years in the profession, an individual with a college degires e
more than a person without a college degree.

e After working ten years in the profession, an individual with a college degnes ear
more than a person without a college degree.

e After working 20 years or more in the profession, an individual with a college
degree earns more than a person without a college degree.

Information collected regarding these items is reported in Table 6.

Table 6

Summary of Responses for Manager Earnings with a Degree

Strongly Agree Agree Neither agree o Disagree Strongly
disagree Disagree
Frequencies Frequencies Frequencies  Frequencies Frequencies

(percentages)  (percentages) (percentages) (percentages) (percentages)

Upon initial hiring, 8 (8.2 44  (45.4) 23 (23.7) 14 (145) 2 (2.1
earns more.
Earns more after 13 (13.4) 46 (47.4) 22 (22.7) 8 (8.2 2 (2.1)

working five years
Earns more after 15 (15.5) 37 (38.1) 29 (29.9) 8 (8.2)
working ten years

Earns more after 15 (15.5) 30 (30.9) 32 (33.0) 13 (134 1 (1.0
working 20 years

[

(1.0)

(N=97)
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Hospitality managers with a college degree have higher salaries.

Strongly agreeing were 14 (14.4%). Forty-Four (45.4%) of the respondents
agreed with this statement that hospitality managers with a college thegetigher
salaries. Twenty-two respondents (22 or 29.7%) gave a neutral response. Digagreei

were 8 (8.2%) while 2 (2.1%) strongly disagreed with the statement.

Upon initial hiring, an individual with a college degree earns more.

Ninety-One people (93.8%) responded to this statement. Table 6 illustrates the
responses to the survey items relative to the impact of a college degreeaies Hadaare
associated with research question three. The majority (53.7%) agreedenstatement
that a college degree helps to earn more. On the other hand when combining disagree

and strongly disagree, the response was 16.6%. Also, 23.7% gave a neutral response.

After working five, ten and twenty years in the profession, an individual vith a
college degree earns more than a person without a college degree.

Ninety-One people (93.8%) responded to these statements. For these three
statements, the respondents indicated on an average of approximately 45% that they
agree that managers with college degrees tend to earn more than those isdividual

without degrees. Table 6 illustrates the responses to earnings.

As described earlier it was inappropriate to conduct statistical hypsttestmg
to answer the research questions. Therefore, there were limitationsstatigtecal
analyses that could be conducted. Inferences are offered based on examirth&atratd

collected. While the data was insufficient statistically to test ypsthesis, the results
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as described in Figure 4 indicate a trend revealing that the impact of haalhege c

degree on salary is reduced over time. Specifically, the respondents indicateVithgt

a college degree increases a manager’s salary at initial hiringeudovas managers

remain in the industry, the salary gap begins to closes. It is plausibleasattho

remain in the industry represent the people who initially have or develop the eequisit
knowledge and skills for success and are compensated based on their actual psoductivit
rather than their credentials. Based on these limited data, the relationsheprbaawing

a college degree and the salaries that managers are paid in the hogpiladityyineeds

to be studied further. This finding contradicts previous research and is discussed in

greater detail in Chapter V.

Figure 4. Managers with Degrees Earnings
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Figure 4.Managers with Degrees Earnings.

72



Research Question Four

Research question 4 sought to assess the likelihood that hospitality managers with

a college degree will be promoted to higher level management positions themwtoos

do not have a college degree? The hypotheses for this question were:

e H4,: Hospitality managers with college degrees are not more likely to be
promoted to higher level managerial positions than those who do not have
college degrees?

e H4, Hospitality managers with college degrees are more likely to be
promoted to higher level managerial positions than those who do not have
college degrees?

The following survey items were used to address the research question:
Having a college degree enhances a hospitality manager’s promotion potehgal in t
workplace.

Hospitality managers with college degrees perform work related duties. bet

Hospitality managers with a college degree are more likely to be promactégher
level management positions.

An individual with a degree is more likely to receive the first management promotion
within the first three years of employment than a person without a degree.

An individual with a degree is more likely to receive the second level management
promotion within the five years of employment than a person without a degree.

Individuals with a degree are more likely to receive the third or generagemeat
level promotion within the ten years of employment than a person without a degree.

A degree would not affect my promotional decision.

Information collected regarding these items is reported in Table 7.
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Table 7

Summary of Responses for Manager’s Promotion with Degrees

Strongly Agree Agree

Frequencies
(percentages)

Frequencies
(percentages)

Having a college 23
degree enhances
promotional
potential in the
workplace
Hospitality
managers are mol
likely to be
promoted to highe
level managemen
positions.

(23.7) 48 (49.5)

12 (12.4) 59 (60.8)

An individual is 9
more likely to

receive the first
management
promotion within

the first three yeat

of employment

An individual is 10
more likely to

receive the secon

level managemen
promotion within

the first five years

of employment

(9.3) 49 (50.5)

(9.3) 47 (48.5)

Neither agree o
disagree

Frequencies

Disagree Strongly

Disagree

Frequencies Frequencies

(percentages) (percentages) (percentages)

12

©

14

17

(124) 6 (62) 2 (2.1)
(9.3) 3 (31 1 (1.0
(144) 11 (11.3) 0 (0)

(175 8 (82 2 (2.1)

(N=97)
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Having a college degree enhances a hospitality manager’s promotion potentialthe
workplace.

Eighty-five leaders (86.6%) responded to this statement. When agreed and
strongly agreed responses were combined, 67 respondents (73.2%) indicated that having
a degree enhances promotion potential. On the other hand, when disagree and strongly

disagree were combined, 8 (8.3%) indicated that they disagree with the stateme

Hospitality managers with college degrees perform work related duties ker.

This survey item yielded a response rate of 83 (87%). Additionally, the respons
were more evenly spread across the scale. The largest number of respondentg 32 (38%
were neutral, neither agreeing nor disagreeing with the statementedfigRtl.6%)
respondents disagreed with the statement while 17 (19.6%) agreed. These responses
suggest that having a college degree does not provide an eminent advantag@edth res
to performance as the majority of the respondents were either neutralallyact
disagreed with the statement. Figuns & graphical summary of the results of the survey

item hospitality managers with college degrees perform work relatess dhgtter.
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Figure 5. Managers with College Degrees Perform Work Related [Bdits
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Figure 5.Managers with College Degrees Perform Work Related Duties Better

Hospitality managers with a college degree are more likely to be promoted higher

level management positions.

Eighty-four (86.5%) of the 97 respondents provided data for this statement.
When agree and strongly agree were combined, a total of 61 (73.2%) of the respondents
selected those response options. Selecting the neutral response were 9 (9.3%).
Disagreeing were 3 (3.1%) while 1 (1.0%) strongly disagreed with the statefiteus,

this data suggest that having a college degree could lead to promotion to higher level

management positions.
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An individual with a degree is more likely to receive the first mangement
promotion within the first three years of employment than a person witbut a

degree.

Eighty-five percent of the 97 respondents provided data for this statement.
When strongly agree and agree were combined, the cumulative percent were 58 (59.8%).
Providing the neutral response were 14 (14.4%). Disagreeing were 11 (11.4%). None of

the respondents selected strongly disagree.

An individual with a degree is more likely to receive the second levmanagement
promotion within the five years of employment than a person without a degee

Forty-seven (48.5%) of the respondents agreed with the statement regarding the
likelihood of being promoted in three years, the majority of the respondents. When
combining the agree and strongly agree categories, the response incr&&sgst8%).
Selecting the neutral option were 17 (17.5%) of the respondents. Meanwhile, 8, (8.2%)

disagreed and 2 (2.1%) strongly disagreed with the statement.

A college degree would not make a difference in my promotional decision.

The summary statement for this section was a college degree would not make a
difference in the promotion decision. The data collected yielded an 82.4% ee$pons
the promotion decision statement. The greatest percentage 26 (26.8) disagreed with the
statement. Subsequently, 23 (23.7%) agreed with the statement. Also, 22 (22.7%) neither
agreed nor disagreed with the statement while 4 (4.1%) strongly disagreeck G-ig a

graphical summary of the variables relating to promotions.

77



Figure 6. Selected Variables on Promotional Potential in the Workplace
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Figure 6.Selected Variables on Promotional Potential in the Workplace

Although, there is not enough data to statistically address the hypothesis for

research question 4; asking what is the likelihood that hospitality manageis ealiege

degree will be promoted to higher level management positions than those who do not

have a college degree, the responses to this series of survey items ihdieaie an

advantage to having a college degree when hospitality industry professiokals ma

decisions on managerial promotions in the workplace. Additional discussion regarding

this comparison to prior research is presented in Chapter V.
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Research Question Five

Research question 5; what is the likelihood that the turnover rate for managers in
the hospitality industry who have a degree is lower than the turnover rate for nsanage
who do not have a degree? The hypotheses associated with this research question wer

e H5q: The turnover rate for managers in the hospitality industry with

college degrees is not likely to be lower than for those managers who do
not have college degrees.

e Hb5; The turnover rate for managers in the hospitality industry with
college degrees is likely to be lower than for those managers who do not
have college degrees.

To address the research question, the following survey items were used in the
guestionnaire.
e Hospitality managers with a college degree have less health related
absenteeism.

e A manager with a degree is more likely than those without a degree to
leave their current workplace within five years.

e In the first five years of their employment with the company, the
turnover rate for managers in the hospitality industry who have a
degree is lower than those without a degree.

e The turnover rates for managers who have a degree are lower than the
turnover rates for managers who do not have a degree.

Data collected regarding these survey items is reported in Table 8.

79



Table 8

Summary of Responses for Managers’ Attendance with a Degree

Hospitality
managers have le
health related
absenteeism.

Managers are moi
likely to leave the
hospitality industr
within five years.

In the first five
years of work, the
company, the
turnover rate is
lower.

The overall
turnover rates are
lower.

Strongly Agree Agree Neither agree o
disagree
Frequencies Frequencies Frequencies

0 5 (5.2) 47 (48.5)
0 30 (30.9) 29 (29.9)

0 14 (14.4) 40 (41.2)
0 16  (16.5) 42 (43.3)

Disagree

Strongly
Disagree

Frequencies Frequencies
(percentages)  (percentages) (percentages) (percentages) (percentages)

21

19

22

17

(21.6)

(19.6)

(22.7)

(17.5)

27

2

4

4

(7.2)

2.1)

(4.1)

(4.1)

(N=97)

Hospitality managers with a college degree have less health related abseisi@e

For the four survey items above, 82.4% of the respondents responded to these

survey items. Forty-seven (48.5%) of the respondents selected the neutral dptite wi

statement that hospitality managers with a college degree havead#tbsrblated

absenteeism. Five (5.2%) agreed with the statement. Disagreeing W2ie524) while

7 (7.2%) strongly disagreed. None of the respondents selected strongly agnese for t

statement.
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Managers with college degrees are more likely to leave the hospitality inskny
within five years.

This statement yielded a response rate of 30 (30.9%) agreeing. Sdleeting
neutral options were 29 (29.9%). Disagreeing were 19 (19.6%) while 2 (2.1%) strongly
disagreed with the statement. None of the respondents selected strongfgrathise

statement.

In the first five years of their employment with the company, the turrover rate for
managers who have a college degree is lower than those without a college degree.

Statements three and four referred to the turnover rate in first five ofethiesr
employment. The turnover rates for managers who have a degree arénbowiet
turnover rates for managers who do not have a degree respectively. Figure 7 is a

summary of the turnover rates for managers.
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Figure 7. Summary of Manager's Turnover Rates
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Figure 7. Summary of Manager's Turnover Rates.

In summary for research question 5; what is the likelihood that the turnover rate
for managers in the hospitality industry who have a degree is lower than the tuatever r
for managers who do not have a degree? The bar charts derived from hospitality industr
leaders who responded to this study infer that there is a difference in turrtesesrra
longevity for individuals having a college degree. When looking at the responses of
turnover rate, 31.9% the respondents stated that college educated individuals leave more
than those without a degree. When compared to the first five years, the turnover rate

yielded as response of 41% neither agreed nor disagree that college educaggismana
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leave the industry more. Additional discussion on the comparison of turnover rates to

previous research is discussed in Chapter V.

Research Question Six

Research question 6 explored the impact of a having a college degree on the
technical skills possessed by managers in the hospitality industry. pbothéses

associated with this research question were:

e HG6o: There is no difference in the technical skills for managers in the hogpitalit
industry with a college degree and those managers who do not have a college

degree.

e HG6, There is a difference in the technical skills for managers in the hogpitalit
industry with college degree and those managers who do not have a college
degree.

The following statements were used to address the research question:
¢ Individuals with a college degree are better production managers
e Individuals with a college degree are better sales managers.

e Individuals with a college degree are better at service recovery.

e Individuals with a college degree are better overall operation managers.

Information collected regarding these items is reported in Table 9.
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Table 9

Summary of Responses for Managers’ Workplace KSAs

Strongly Agree Agree Neither agree o Disagree Strongly
disagree Disagree
Frequencies Frequencies Frequencies  Frequencies Frequencies

(percentages)  (percentages) (percentages) (percentages) (percentages)

Individuals with a 2 (21) 17 (17.5) 39 (40.2) 12 (124) 6 (6.2)
college degree are

better production

managers.

Individuals with a 0 (0 16 (16.5) 43 (44.3) 12 (124) 5 (5.2)
college degree ar¢

better sales

managers.

Individuals with a 2 (2.1 18 (18.6) 40 (41.2) 10 (103) 5 (5.2
college degree ar¢

better at service

recovery.

Individuals with a 5 (5.2) 28 (28.9) 26 (26.8) 10 (103) 6 (6.2
college degree ar¢

better overall

operation

managers.

(N=97)

Individuals with a college degree are better production managers

Seventy-Six (78.3%) responded to this statement. Thirty-nine (40.2%) of the
respondents neither agreed nor disagreed with the statement. Seventeen (1égd0) agr
with the statement while 2 (2.1%) strongly agreed. Disagreeing were 12 (12Mi&o0h

(6.2%) strongly disagreed.
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Individuals with a college degree are better sales managers

Seventy-six (78.3) percent of the respondents provided feedback to this statement.
As with the previous survey items, the highest responses were the neutral option at 43
(44.3%). The next highest response category selected was agree at 16 (16.5%).

Disagreeing were 12 (12.4%).

Individuals with a college degree are better at service recovery.

Seventy-Five (77.3%) responded to this statement. Forty (41.2%) of the
respondents were neutral on the statement. Eighteen (18.6%) agreed while 2 (2.1%)
strongly agreed. Disagreeing were 10 (10.3%) while 5 (5.2%) strongly digagre
Therefore, the respondents in this research showed ambiguity when responding to the
research statement that having a college degree provides managerdteitbelpeice

recovery skills.

Individuals with a college degree are better overall operation managers

Seventy-Five (77.3%) responded to this statement. The majority of the
respondents 28 (28.9%) agreed with this statement. However, this choice was closely
followed by a neutral response as 26 (26.8%) neither agreed nor disagreed. Five (5.2%)
strongly agreed. The remaining categories were disagree with 10 (10.3%),stroihgly
disagree responses totaled 5 (5.2%). These data suggest that the respondents don’t
believe that having a college degree translates into providing better productadesor s

managers in the workplace. Given the inconclusive nature of the responses, additional
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research should be conducted to determine the impact of a college degree om'snanage

overall operations performance.

While the data collected in this study were insufficient to address the hygothesi
the responses suggest that managers who have college degrees may hatve a slig
advantage over those who do not. Additional discussion regarding hypothesis six is in

Chapter V.

Figure 8. Technical Skills for Managers in the Hospitality Industry
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Figure 8. Technical Skills for Managers in the Hospitality Industry.
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Research Question Seven

The seventh and final research question in this study asked whether a college
degree provide a hospitality manager with the necessary knowledge, skills aresabilit
be successful in the hospitality industry. The hypotheses associated witsdasch
guestion were:

H7o: There is no difference in the knowledge, skills abilities for managers in the

hospitality industry with a college degree and those managers who do not haege coll
degree.

H7.: There is a difference in the knowledge, skills and abilities for managérs in t
hospitality industry with a college degree and those managers who do not haege coll
degree.

As described earlier it was inappropriate to conduct statistical hypsettestimg
to answer the research questions and limitations exist on the statistlgakarthat can

be conducted. Inferences are offered based on examination of the data collected.

The statements associated with this research question are:
e Hospitality managers with a degree have better working abilities.

e Hospitality managers with a degree are more effective at setting epthge
priorities in the workplace.

e Hospitality managers with a degree are more effective leaders whblar®
influence and inspire others in the work place.

e Hospitality managers with a degree manage diverse teams effectively.
e Hospitality managers with a degree manage costs effectively.

e Hospitality managers with a degree communicate more effectivelyal\@rin the
workplace.

e Hospitality managers with a degree communicate more effectively iingyr

e Hospitality managers with a degree are better team members.
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e Hospitality managers with a degree are better team leaders.
e Hospitality managers with a degree are better problem solvers.
e Hospitality managers with a degree make more competent decisions in theaserkpl

e Hospitality managers with a degree possess more emotional intelligethee i
workplace.

e Hospitality managers with a degree display more integrity in the workplace
e Hospitality managers with a degree have a greater ability to learn.

e Hospitality managers with a degree achieve better social status.

e Hospitality managers with a degree are more enthusiastic workers.

e Hospitality managers with a degree possess and display better ethics in the
workplace.

e Hospitality managers with a degree are more reliable in the workplace.

e Hospitality managers with a degree possess and display better morals in the
workplace.

e Hospitality managers with a degree are better human resource managers.
e Hospitality managers with a degree are better managers of employeetprtdu
e Hospitality managers with a degree are better with safety and seaurdgros.

e Hospitality managers with a degree are better asset managers than thoseawi
degree.

The statements selected to correlate with this research question on thalgeowle
skills and attributes (KSAs) of hospitality managers were mainly adajotedpirevious
research. Additional discussion comparing the responses given in this study to previous
research can be found in Chapter V. Table 10 summarizes the responses to each

statement.
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Table 10

Summary of Responses for Managers’ KSAs and Working Abilities

Strongly Agree Agree Neither agree o Disagree Strongly
disagree Disagree
Frequencies Frequencies Frequencies  Frequencies Frequencies

(percentages)  (percentages) (percentages) (percentages) (percentages)

Managers have 1 (1.0 21 (21.6) 31 (3200 16 ((16.5) 7 (7.2
better working

abilities.

More effective at 4 (4.1 33 (34.0) 21 (216) 10 (10.3) 6 (6.2

setting and keepir

priorities in the

workplace

More effective 4 (4.1 29 (29.9) 23 (23.7) 10 (10.3) 6 (6.2
leaders

Manages diverse 27 (27.8) 15 (15.5) 24 (24.7) 3 (3.1) 5 (5.2)
teams effectively

Managers costs 4 (4.1 40 (41.2) 18 (18.6) 6 (6.2
effectively

Communicate 5 (6.2 38 (39.2) 20 (20.6) 6 (6.2) 5 (5.2)
more effectively
(verbally)

Communicate 13  (13.4) 48 (49.5) 6 (6.2 2 (2.1 4 (4.1)
more effectively

(in writing)

Manage diverse 3 (3.1 27 (27.8) 24 (247) 15 (155) 5 (5.2
teams more

effectively

Better team 1 (1.0 14 (14.4) 34 (35.1) 17 (175) 7 (7.2
members

Better team leade 5 (6.2 19 (19.6) 29 (29.9) 16 (16.5) 4 (4.1)

)]

(5.2)

Better problem 4 (4.1 30 (30.9) 22 (227) 12 (124) 4 (4.1)
solvers

Make more 2 (2 28 (28.9) 29 (29.9) 10 (10.3) 4 (4.1)
competent
decisions

Possess more 3 (3.2 16 (16.5) 34 (351) 13 (351 5 (5.2
emotional
intelligence
Display more 0 (0) 13  (13.4) 36 (37.1) 17 (175) 7 (7.2
integrity
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(26.8)
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25
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(18.6)

(25.8)
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(10.3)
(17.5)

(21.6)

(22.7)
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(18.6)
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(1.0)

(11.3)

(6.2)

~

N

(7.2)
(9.3)

(5.2)

(3.7)
(6.2)

(6.2)

(4.1)

(6.2)

(4.1)

(4.1)

(N=97)
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Figure 9. Hospitality Managers Workplace Effectiveness
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Figure 9. Hospitality Managers Workplace Effectiveness.

Hospitality managers with a degree have better working abilities.

Seventy-Six (78%) of the 97 hospitality industry leaders who participated in this
study responded to the statement. The majority (32%) of the respondents indicated they

neither agreed nor disagreed with the statement.
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Hospitality managers with a degree are more effective at setting and keeapi
priorities in the workplace.

Of the 76 respondents providing data for this statement, 33 (34%) agreed that
college degrees make a difference with managers is prioritizing wankever, it is
notable that 21, (21.6%) neither agreed nor disagreed with the statement. Perhlisps this
an area to collect additional data to determine the real thoughts of the indadéxs on
this knowledge, skill and ability area.

Hospitality managers with a degree are more effective leaders who are abte t
influence and inspire others in the workplace.

Seventy-four of the respondents agreed at a rate of 29 (29.9%) with the statement
that those with college degrees are more effective leaders in the workplecdata
from this research indicates there is no effect of a college degree iadleeslep

effectiveness.

Hospitality managers with a degree manage diverse teams effectively.

The statement regarding managers’ ability to manage diverse teams mor
effectively was responded to by 76% of the respondents. The two selections with the
greatest response were agree at 27 (27.8%) and neither agree nor dis24r@4.7%).

Hospitality managers with a degree manage costs effectively.

When combining the strongly agree and agree categories, 44 (45.3%) of the
respondents agreed with the statement. Eighteen (18.6%) of the respondents chose

neither agree nor disagree option.
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Hospitality managers with a degree communicate more (verbal communicatn)

Thirty-eight (39.2%) agreed with the statement that managers witireede
communicate more effectively verbally in the workplace.

Hospitality managers with a degree communicate more (written commuaation)

Seventy-four persons representing 76% responded to the survey items about
communication. The greatest response was 48 (49.5%) agreed with the statemént. Whi
it appears that these managers believe that having a college degrgelp@sihance a
manager’'s communication skills, the degree seems to provide an even greategadvant
with respect to written communication. See Chapter V for additional discussiors on thi
statement.

Figure 10. Hospitality Managers Communications Skills
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Figure 10. Hospitality Managers Communications Skills.
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Hospitality managers with a degree are better team members.

Seventy-five percent of the people responded to this question and the majority 34
(35.1%) neither agreed nor disagreed that managers with college degredtentedra
members than those without college degrees. These responses indicate thatyhospital
industry leaders do not believe a college degree provides an advantage when pagticipat
in teams in the workplace.

Hospitality managers with a degree are better team leaders.

Twenty-nine (29.9%) of the respondents indicated they neither agreed nor
disagreed with the statement that hospitality managers with a degresttarédam
leaders. These responses suggest that having a college degree does not provide an
advantage in leading teams in the workplace. Figure 11 below is a summary of the
responses relating to managers as team members and leaders.

Figure 11. Hospitality Managers as Team Members and Leaders
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Figure 11. Hospitality Managers as Team Members and Leaders.
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Hospitality managers with a degree are better problem solvers.

Seventy-four percent responded to the statement that managers with aidegree a
better problem solvers. A total of 30 (30.9%) of the respondents agreed with the
statement that managers with degrees are better problem solvers.iorfatigjt22
(22.7%) selected the neutral option. Based on the data collected, the majority of the

respondents believe a college degree provides an advantage when problem solving.

Hospitality managers with a degree make more competent decisions imet
workplace.

Seventy-four (75.3%) responded to this statement that a manager with a degree
make more competent decisions in the workplace. The greatest response were 29 (29.9)
selected the neutral option. Following closely were 28 (28.9%) agreeinghwith t
statement. From these responses, the impact of having a college degreenager’ma

decision making is unclear.

Hospitality managers with a degree possess more emotional intelligenneghe
workplace.

Seventy-three (73) percent responded to the statement that managers wetl degr
possess more emotional intelligence in the workplace. Thirty-four (35.1%) of the
respondents selected the neutral option with the statement.

Hospitality managers with a deqgree display more integrity in the workplace.

The data collected from 73% of the respondents indicated 36 (37.1%) neither
agreed nor disagreed with the statement that managers with a degree dsplay m

integrity in the workplace. Thirteen (13.4%) indicated they agreed with thenstatte
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None of the respondents selected strongly agree when responding to the stalément.

following figures are separated into multiple charts for ease of displaying

Figure 12

Problem Solving and Workplace KSAs
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Figure 12 Problem Solving and Workplace KSAs.

Hospitality managers with a degree achieve better social status.

Seventy-five percent of the respondents responded to this statement. Thirty-seven
(38%) of the respondents agreed with the statement while 4 (4.1%) perceedselect

strongly agree.
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Forty (41.2%) agreed with the statement. When strongly agree and agree are combined,
the percentage increased to 51.5%.

Hospitality managers with a degree are more enthusiastic workers.

Thirty-seven (38.1%) selected neither agree nor disagree with the statleaten
managers with degrees are more enthusiastic workers.

Hospitality managers with a degree possess and display better ethicslie
workplace.

The majority of the respondents 36 (37.1) indicated they neither agreed nor
disagreed with this statement. When combining disagree and strongly disaglee
statement, 26 (26.7%) disagreed with the statement. None of the respondents selected

strongly agree as a response.

Figure 13. Learning Ability and College Degrees KSAs
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Figure 13. Learning Ability and Degrees KSAs.
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Figure 14. Reliability in the Workplace
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Figure 14. Reliability in the Workplace.

Thirty-one (32%) indicated they neither agree nor disagreed with theetdte

that Hospitality managers with a degree are more reliable in the workplace
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Figure 15. Morals in the Workplace
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Figure 15. Morals in the Workplace.

This statement on morals was responded to by 71 (73%) of the respondents.

Forty (41.2%) of the respondents selected neither agrees nor disagree.
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Figure 16. Human Resource Management
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Figure 16. Human Resource Management.

Seventy-four (74.2) percent of the people responded to this statement Thirty-nine
(40.2%) agreed with the statement. When agree and strongly agree were combined, the

percentage of industry leaders who responded favorably increased to 47.4%.
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Figure 17. Productivity in the Workplace
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Figure 17. Productivity in the Workplace.

Thirty-one (31.9%) of the respondents agreed with the statement that hgspitalit

managers with a degree are better managers of employee productivityty-The

(25.8%) indicated they neither agreed nor disagreed with the statement.
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Figure 18. Safety and Security Concerns
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Figure 18. Safety and Security Concerns.

Thirty-one (32%) of those who responded agreed with the statement that
managers with degrees are better with safety and security concernsrgéke la
response were 23 (23.7%) neither agreeing nor disagreeing with the statement of

the respondents.
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Figure 19. Asset Management
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Figure 19 Asset Management.

The final statement in the questionnaire sought to discern whether managers wit
a college degree are better asset managers. Twenty-nine (29.8%) of4poseirey
neither agreed nor disagreed with the statement. Agreeing were 26 (26.8%) of the

respondents, while 7 (7.2%) strongly agreed with the statement.
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CHAPTER V

CONCLUSION

The purpose of this study was to: (1) ascertain the degree to which the general
benefits of a college education transfer and contribute to the successagjensain the
hospitality industry; (2) determine the perceived value of a college #alugathe
hospitality industry from the perspective of hospitality industry leadeds(3rassess
whether individuals who have a college degree are more successful in thelibpspita

industry than individuals who do not have a college degree.

Seven research questions were developed for this study. Additionally, hypotheses
were developed from the research questions. The research questions anddég/pothes

were:

1. Do the benefits of having a college degree transfer to managers in the hospitality
industry?

2. Are leaders in the hospitality industry more likely to hire individuals with gelle
degrees than individuals who do not have degrees into management positions?

H2y: The hospitality industry is not more likely to hire individuals into
management positions with college degrees than students who do not have college
degrees.

H2,: The hospitality industry is more likely to hire individuals into management
positions with college degrees than students who do not have college degrees.
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3.

4.

5.

Are salaries for managers in the hospitality industry who hold a degree more
likely to be higher than salaries for managers who do not have college degrees?

H3o: The salaries for managers in the hospitality industry who hold a degree are
not more likely to be higher than the salaries for managers that do not have
college degrees?

H3. The salaries for managers in the hospitality industry who hold a degree are
more likely to be higher than the salaries for managers that do not have college
degrees?

Are hospitality managers with college degrees more likely to be promoted to
higher level management positions than those who do not have college degrees?

H4,: Hospitality managers with college degrees are not more likely to be
promoted to higher level managerial positions than those who do not have college
degrees?

H4,: Hospitality managers with college degrees are more likely to beopednto
higher level managerial positions than those who do not have college degrees?

Are the turnover rates for managers in the hospitality industry who have college
degrees more likely to be lower than the turnover rates for managers who do not
have college degrees?

H50: The turnover rate for managers in the hospitality industry with college
degrees is not likely to be lower than for those managers who do not have college
degrees.

H5, The turnover rate for managers in the hospitality industry with college
degrees is likely to be lower than the turnover rate for those managers who do not
have college degrees.

Does a hospitality manager with a college degree have greater techitigal s

H6o: There is no difference in the technical skills for managers in the hospitality
industry with a college degree and those managers who do not have a college
degree.

H6,: There is a difference in the technical skills for managers in the hogpitalit
industry with a college degree and those managers who do not have a college
degree.
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7. Does a college degree provide a hospitality manager with the necessary
knowledge, skills and abilities to be successful managers in the hospitality
industry?

H70: There is no difference in the knowledge, skills and abilities of managers in
the hospitality industry with a college degree and those managers who do not
have a college degree.

H7. There is a difference in the knowledge, skills and abilities of managtrs i
hospitality industry with a college degree and those managers who do not have a
college degree.

This study was conducted during the summer and early fall of 20Epter I
contains the review of literature that was completed at the onset of thehgsexgect.
The review of literature consisted of 1) Introduction, 2) Human Capital, 3) Economic
Capital, 4) Social Capital, 5) Historical Hospitality Industry Review, 6)egel Degree,

7) Concerns of Industry Leaders, and 8) Summary.

Chapter Ill described the research methodology. Following the review of
literature and evaluation of previous surveys, a questionnaire was developeddb coll
data. It was determined by the researcher and the advising committeednaenience
sample should be used in this study to target those with knowledge of the management
and hiring practices of the hospitality industry. Initially, the sampliagé consisted of
members of the American Hotel and Lodging Association (AH&LA) and the NRA
(NRA). These two associations were selected because they contaigése lar
representation of managers in the hospitality industry. These two organizations bring
together hospitality educators, industry professionals and executives to irtiggove
quality of education, research, service and industry business operations. Tla origin

research model included both organizations as the sample to obtain information from
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hospitality industry leaders as the majority of them are members of one of the
organizations.

Unfortunately, the AH&LA did not allow the researcher to survey its members.
Therefore the NRA membership was the only organization used for the population. The
denial of access to the AH&LA membership contributed to the small data set for this
research which resulted in the inability to test the hypotheses. ThetefddRA

membership was the only organization used for the population.

Following the permission to survey, a questionnaire was developed and
distributed to members of the NRA by their research and insights group (R&l). Th
research and insights department is a division within the NRA that provides seovite
members. In particular, the R&I anticipates developing trends, reseasghttbnds,
compile data and provide that information to the organization’s membership through
articles, reports and a regular column in the industry’s publications on topics such as
economic reports and restaurant operations and performances. The proposed
guestionnaire for this study was sent to the NRA'’s research and insights diviston. T
guestionnaire contained two sections. . Section One of the questionnaire contained
guestions addressing the demographics of the respondents. A sample of 3,965 NRA
members was sent e-mails. Of the 3,965 sent emails, 3,910 (98%) were successfully
delivered. Of the 3,910 emails delivered inviting hospitality leaders to comipéete t
survey, ninety-seven (2.48%) people responded to the questionnaire. Section Two

contained a series of statements and a Likert scale to address the rasestiohsy

Chapter IV reports the study results. The results were reported in twansect

The first section discusses the demographics of the hospitality industrysledude
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participated in this study. The second section discussed the degree to which higher
education contributes to the success of food service managers from the perspective
industry leaders who responded to this study. This chapter summarizes ancsdiderss
implications of the research findings. Additionally, this chapter provides
recommendations for future research on the impact of a college education on the success
of hospitality managers. As described earlier due to the inability to caifectiation

from half the proposed sample and the low response rate, the hypotheses for tltis resear
could not be tested. Therefore, the results are used primarily to make indesiboaéthe
research questions and related statements that were used to collect thtodateer, it

is also important to note that the findings of this research are generallyteonsaish the
findings of similar studies. Therefore, the inferences from this study couigdaeto help

guide the development of related research studies in the future.

Findings and Conclusions

Results of Responses to Statements:

The first research question (R@ddressed the overall benefits of a college
education. Specifically R{gxplored whether the benefits of having a college degree
transfer to managers in the hospitality industry? To addregaR@neral statement
inquiring whether individuals with college degrees are more successful maimatipers
hospitality industry was asked. The frequency distribution indicated that tbatsnaf
the hospitality industry leaders (69%) believed that individuals with a eatllegree are

more successful managers in the workplace and increases their chand¢esghiged.
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This finding agrees with Casado (1992) that education is a contributing factanrigr hi

managers into the industry.

RQ. provided additional support for the premise that a college degree is desired
and provided a candidate with more favorable qualities; aRKed are leaders in the
hospitality industry more likely to hire individuals with college degrees than indigidua
who do not have degrees into management positions. Sixty-seven (69.1%) of the
respondents indicated that if all candidates were equally qualified, theg hicaithe
individual with a college degree. These responses infer that having geatdigree
gives a candidate who possesses the foundational knowledge, skills and abilitresi requi
of managers in the hospitality industry a slight edge over otherwise equdifiedua
candidates. In the current economic climate where unemployment rategharehis
could be an important attribute for colleges and universities to highlight to potential
students. Additional statements used for, RQletermine if the college degree equated
success were: 1) Hospitality managers with a college degree mak®th $ransition
from college to the workplace and 2) Hospitality managers with a eatlegree
negotiate the management learning curve more effectively. The majotity of
respondents disagreed with the first statement (i.e. respondents did not believe that
individuals with a degree make a smoother transition into the workplace than those
without a degree). On the other hand, (69.1%) of the respondents indicated that
hospitality managers with a college degree negotiate the manageneinigearve
more effectively than those without a degree. These findings imply that hibgpital
education does a good job of preparing students for the technical aspects of work in the

industry, but fail to provide them with the necessary “soft skills” to make thetioans
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from college to the workplace. These findings reiterate that a lot @irobsand

information has been dedicated to industry competencies, but only a limited amount of
research on how higher education and career success is correlated (Solpet, Kral
Moncarz & Kay, 2010; Kay & Russette, 2000; Okeiyi et al., 1994). Additionally,
Williams (2005) stresses the need for additional research that explorelsospaality
educators believe need to be taught in relation to knowledge, skills and attributes that

industry leaders believe contribute to the success of managers in the industry.

RQs;addressed the impact of a college degree on the salaries of hospitality
managers. The question asked if salaries for managers in the hospitalityyimdws
hold a degree are more likely to be higher than salaries for managers who do not have
college degrees. When responding to the salaries and amount of money managers with
college degrees make, (59.8%) of the respondents indicated that managers egth coll
degrees have higher salaries. These findings are congruent with Wilkao® (hat
compensation is a key benefit to obtaining a college education. The topic ossaksie
probed further by asking the respondents to indicate whether those managers &gth coll
degrees earn more money over time. Greater than 50% of the respondents indicated that
those with college degrees earn more when they are hired, after 5, 10 and 20 years
working in the industry. The results of this study infer that hospitality workitinsa
college degree can expect to earn more wages over time. This inferencestenbmnsth
a number of previously conducted studies that occurred over a fairly wide time span

(Brown, 1985; Koslowski, 1993; Menon, 1997; Williams, 2003).

Thus, it appears that the generally positive relationship between earned income

and possessing a college degree transfers to managers in the hospitality. irsigesin,
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hospitality educators should emphasize this during student recruitment as weken
advising students who may be considering dropping out of degree programs (i.e. student

retention).

RQ, addressed whether hospitality managers with a college degree are more
likely be promoted to higher level management positions than those who do not have a
college degree. Greater than 60% of the respondents agreed that hospitalggranana
with a college degree are more likely to be promoted in the workplace. Thixchesea
finding is congruent with the Raybould and Wilkins (2005) report that individuals with

hospitality degrees can expect better promotions in the industry.

RQs asked if the turnover rates for managers in the hospitality industry who have
college degrees are likely to be lower than the turnover rates for mandgedo not
have a college degree? The respondents in this study indicated that hospitaijgrsa
who do not have degrees do not necessarily have lower turnover rates. Thus, these
results infer that industry leaders do not believe that having a college degtabutes
to work attendance and absenteeism. In fact, the responses indicate that ieddstsy |
are neutral on this issue (i.e. the majority neither agreed nor disagreed) with the

statement. Based on this study, perhaps this is a question of less concern for the indus

Another perception that could be derived from this research is that industry
leaders do not notice better retention rates of managers with hospitaliégsledine
respondents were also neutral on the statement that managers with college aegre
more likely to leave the hospitality industry within five years. SinmylaHe respondents

were neutral about the impact of having a college degree on turnover rates in th
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restaurant industry. The respondents indicate the turnover rates are veaywhether
the managers have a degree or not. The data from this research suggéstsetisanot
a difference in managers leaving the industry within five years whitbghave a

degree or not.

Barron (2008) suggested that the decision by hospitality education students to
choose another career is made during the education period. Perhaps students whose
career aspirations are incongruent with the type of knowledge, skills anaalditAs
required to be successful in the hospitality industry choose another career lagring t
education period. It is plausible that a similar occurrence happens with people who work
their way up (i.e. people who do not possess the KSAs to be successful as a manager)
leave the industry as a result of their experiences in entry level positions, thigis
something that could be studied further if a researcher wanted to try to identify a
collect data from persons who left the industry while pursuing a collegeedegvéhile

working in entry level positions.

Perhaps future studies could further identify the percentages of maragers t
leave within five years and their reasons for leaving. Additional studies dsaldrabe
further into the turnover rates for managers by isolating those with a degré®ae
without a degree to determine the reasons that both groups choose to leave the mdustry a
well as the timeframe in which they leave (i.e. ,<1; between 1 — 3 year;dveBre5
years; > 5 or more years etc). Because of the details and varied regpussble with
respect to turnover and retention rates it is suggested that this question be addregssed us
a mixed methodology that includes both quantitative and the qualitative data collection

and analysis. Quantitative data could be collected from human resourcemdamato

112



determine and compare the actual retention rates between managers wiegness
and those who do not. Additionally, qualitative interviews could be conducted with
industry leaders to probe their perceptions of why there are or are notraiffeiia

retention rates.

A more rigorous research model could also include surveys and key informant
interviews with managers who have both left and remained in the industry toiasterta
factors that contribute to both turnover and retention rates. The data could be coded and
analyzed in a manner that yield greater knowledge of the actual turate®ias well as
some of the underlying reasons that managers both leave and remain in the intlustry. |
may also be interesting to assess whether there are differences inwondkertrates
and factors that contribute to both attrition and retention across the differertyndus

segments (i.e. hotel, restaurant, lodging etc).

RQs explored the impact of a having a college degree on the technical skills
possessed by managers in the hospitality industry. The statements cethiedjtiestion
sought respondents’ perceptions of specific management skills such as produeson, sal
and service recovery. Again, the majority of the responses to these statearents
neutral meaning that the respondents do not believe that there is much difference in the
KSAs of managers with degrees when compared to managers who do not have degrees.
These responses are congruent with Tas et al. (1988) and Miller, Mao, and Moreo (2010)

studies that implied specific skills may not be the problem for success in theyndust

Similar to RQ, RQ; asked whether a college degree provide a hospitality

manager with the necessary knowledge, skills and abilities (KSAS) to tesstid
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managers in the hospitality industry? Participants were asked to respondi¢s afse
statements that identified their perception of whether managers with colggesle
possessed more of the KSAs that are deemed to be important to hospitality industry
leaders than managers without degrees. Interestingly, when industry \sadeesked
about the working abilities, prioritizing, influential, diverse management, cogts a
communication skills, the respondents indicated that individuals with degrees do not rate
any higher than those without a degree. Ricci (2005) reported that entry levgensana
often have a difficult time transitioning into the industry. Kay and Moncarz (2004)
further added the entry level managers also lack necessary knowledganskalsilities

to be successful. Therefore, if the entry level managers lack the skills and hifieila di
time adjusting; it is plausible to understand the responses from this studyatiegers

with degrees do not possess more of the aforementioned KSAs than managers without

degrees.

Additional KSAs used for this study included a comparison between managers
with degrees and those without degrees on: 1) team membership, 2) team leadership, 3)
problem solving, 4) decision making, 5) emotional intelligence, 6) integrity, Rihear
ability 8) enthusiasm, 9) ethics, 10) cost management and 11) reliability. Agaiatéhe d
from this study infer that industry leaders do not believe that managers widesgegr

possess more of these particular KSAs.

Interestingly, these findings are consistent with those from previousclesea
studies. For example, Alexander (2007) concluded that the necessary skills fes succe
are not always obtained through formal education. Raybould and Wilkins (2005)

reported that although individuals with hospitality degrees can expect bettertpns
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in the industry; the education does not necessarily equip them with entry level
knowledge, skills and abilities to perform more effectively than those who did not have a
college degree. Kay and Russette (2000) found that many of the managers and workers

in the industry do not complete formal training or have a college education.

Therefore, the results of this and other research studies suggest that the
completion of college continues to be a desirable component to hiring hospitality
managers, even though having a degree does not necessarily mean that rpapsgsss
more of the KSAs that are requisite for success than those without a degree. The
implications of these findings are far reaching and suggest a need for fegbarch and
possibly some revision of curricula in hospitality education programs. Withctespe
future research, additional studies could explore why industry leaders seer tihfse
with college degrees during the hiring process while simultaneously repibrainigaving
a degree may not provide managers with more of the requisite KSAs. Studies anuld als
be conducted to explore why hospitality education program curricula are notsfukcces

and providing graduates with the requisite KSAs that contribute to success.

Demographics

The population from which data were collected in this study were leaders in the
food service segment of the hospitality industry who are members of the NRA. niay a
Moncarz (2004), defined hospitality industry leaders as managers, owners, supervis
and human resource officials that control businesses that service peoplecemhgme.
Demographic data were collected on the age, gender, education, income, area of

expertise, years of experience, and years in current position, number oyeasplo
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supervised, number of managers supervised and college degree requiréments.
reported in Chapter 1V, 39 (54.9%) of the respondents were male and 32 (45%) were

females. Twenty percent of the male respondents were between the 5Qesdf55.

Of the total respondents, eighteen 24% had worked in the industry between 26
and 35 years;12.4% for 26-30 years; 12.4% between 31-35; and 11.3% of had worked
between 11-15 years. Thus, the data collected for this study represemsdhences

and perceptions of experienced hospitality industry leaders.

In conclusion, managers who responded to this research study seem to prefer a
college educated manager. Furthermore, having a college degree contoilboges t
personal success of a manager, particularly giving them a competitive edgdninrtg
process and results in an increase in salary. However, the specific valedhage
degree contributes to a manager’s ability to work effectively is uncleaseTindings
are generally consistent with the findings of other studies. For example (Bag4)

reported that some people achieve success without a college education.

Ultimately, this research sought to ascertain whether a higher educatiee degr
a vital or necessary component for managers to be successful in the industry.uliie res
infer that the qualities that managers obtain from years of work in the industry ma
contribute more to their success than a college education. However, thetfact tha
experienced managers in the industry seem to favor entry level manabersllege
degrees as compared to those who do not have degrees suggest that years méexperie
the industry and higher education influence a manager’s long-term successinétbm

with the results of this study, my knowledge and experience in the industry as both an
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educator and manager lead me to conclude that entry level managers should possess a
minimum of an associate’s degree prior to entering into management positions. The
preparation of students by providing them with a theoretical foundation, laboratory and
case study preparations, practical experiences through internships anddahgther
curriculum measures provides students with a foundation of the critical KSAesHist
them to make the transition from college to the workplace. Previous researctenhdicat
the college degree is preferred. However, it is still conflicting as tthehthe college
education is considered imperative to the success of managers. This is mainljhaéue t
inherent success of people (both with and without college degrees) who have worked
their way up through the ranks of management and leadership. As a result of the
inclusive nature of this study and the similarity of findings with previous reseghe
researcher strongly suggest that future studies seek to engage hpspibasitry leaders
and educators in collaborative efforts that foster synergy between the twerds@f the

industry.

Implications

The results of this research study have both practical and theoreticabimopkc
for both hospitality educators and industry leaders. This study explores (1)jtbeee
value of a college education in the hospitality industry from the perspecthaspitality
industry leaders in the food service segment of the industry who are members of the
NRA; and (2) assessed whether college educated managers are morduuicthes

hospitality industry than those individuals who are not college educated.
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The results of this research suggest that a college education is still valued by
hospitality industry leaders. However, some of the knowledge, skills andesbiliti
(KSASs) that contribute to a manager’s success in the hospitality industrgohbg

directly attributable to having a college degree.

These results infer that it is still valuable to obtain a college deguedqr
acquiring a management position in hospitality. In fact, this research sutiges
having a degree increases the likelihood that a person will be hired as a manager.
However, the possession of a degree does not necessarily mean that an indivitheal will
a more successful manager once they are hired than a person who does not have a degree.
The ambiguity with respect to the contribution that having a college degree makes to a
manager’s success is caused in part by the fact that possessing a collegeldesg not
necessarily ensure that a person possess the specific KSAs that makecenssfsl as a
manger. The hospitality industry leaders who responded to this study indicatéeyhat t
believed that there was no real measurable or discernable differencedquisée
KSAs between managers who hold college degrees and those who do not. Therefore
additional research could be conducted to explore why industry leaders perceive tha
there are some advantages to having a college degree while simultaneoushygréer
having a degree may not provide managers with the requisite KSAs to be sud¢oessf
the industry. As previously suggested, research that is conducted collabptziveten
hospitality educators and industry leaders could lead the development ofliesear
guestions, methodology and analysis that would isolate both the specific advantages of
having a college degree as well as the specific KSAs that people aodhiegoursuit of

the degree. Finally, such studies may also lead to the revision of hospitatiatiedu
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curriculum and teaching methods that would result in students acquiring more of the

specific KSAs that contribute to success in the industry.

It also suggests that hospitality industry educators should seek ways to basure t
students are exposed to courses, labs and other activities that help them to géiksthe K
that are requisite to success during matriculation if they want to givegthduates a
competitive edge that will cause industry leaders to place a greateowadueollege
degree. A more recent report indicated that hospitality industry supervisong \ragre
attributes and competencies such as attitudes, behaviors and interpersenahgkill
rating other competencies such as written communication and information techaslogy
moderately importantHournier & Ineson, 2010)Combined, these two implications may
also suggest that there is a need for greater communication among and perhaps
collaborative research to be conducted between industry leaders and hospitality

educators.

If industry leaders and hospitality educators worked together, perhaps future
studies on this topic would be successful in obtaining participation from a more
representative sample of industry leaders. This would enable more in dep#isanfaly
data that could help to: 1) determine the degree to which the general benetitdlega
education transfer and contribute to the success of managers in the industmytifg) ide
specific benefits related to having the college degree; and 3 asselssniméitziduals
who have a college degree are more successful in the hospitality indasttizdise
individuals who do not have a college degree. Larger data sets would enable cross-
tabulations and regression analysis that may also help to determine the speciérns

of leaders from different segments of the hospitality industry. A highgomse rate
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and a more finite sample could possibly provide additional information on the

knowledge, skills and abilities (KSASs) the industry deemed vital for succesahdgers.

This research only represents the food establishments segment of the hospitadiry

and not the lodging segment as stated in the original research plans for thisvgitida

larger sample size the various KSAs could be further explored and perhaps some could be
explicitly isolated. Isolated KSAs could be further used to provide information to
hospitality educators as data for consideration when planning college awnriclihe

use of the data collected from research on KSAs could help to bridge if not narrow the

gap between what the hospitality educators teach students and what thg exhestts

potential graduates to know. Currently, many hospitality programs are out bfvdhc

industry management needs and preferences (Ashley, et. al. 1995).

Also, as reported by industry leaders, there are still no major requirements for
managers to have degrees. This implies, industry leaders may believatiaaters with
and without degrees are perhaps equal when considering promotions. Future research
could investigate to what extent and how degrees play a role in the promotion of
managers in hospitality. The findings from future research could be verylhelpf

hospitality educators as they seek to develop and modify curriculum.

Recommendations and Limitations

Based on the findings of this study, the following recommendations aredoffere

for consideration:
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Recommendations for future research

1.

Hospitality educators should collaborate with industry leaders to clesfrhed

the specific KSAs that help entry level hospitality manager’s to be siates

Hospitality industry leaders should commit to fully participating in futesearch
that seek to identify the gaps between the KSAs desired by industry laaders

entry-level manager preparation.

Hospitality educators and researchers should further research and identiiet

of higher education for entry level, middle and upper management promotions.

Recommendations for practice

1.

Hospitality educators and industry leaders should work together to clearlfyident
how to modify curricula including the incorporation of additional or alternative
activities to ensure that students who are pursing degrees acquire the knowledge,

skills and abilities’ identified in #1 above.

. Hospitality industry leaders should be more involved, supportive and participate

in research addressing the education and role of education of hospitality
managers. This involvement should include financial contributions that support
research efforts, curriculum development and the provision of experiential

learning opportunities.

Hospitality industry leaders should consult with hospitality educators ajeael
effective matrix that clearly delineate the educational and promotional

requirements for its managers at all levels of the industry.
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Given the limited number of responses, the researcher acknowledges that the
small sample size limited the statistical analyses that couldrizicted. Additionally,
the results of the study cannot be generalized as only one of the two major ass)ciati
the NRA (NRA) within the hospitality industry participated in the survey. Aciukly,

only 2.48% of NRA members who received the survey responded.
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Appendix B: Cover Letter

June 30, 2010

Dear Restaurant Professional,

| am Suzzette Shaw Goldmon, a Ph.D. candidateeistthool of Hotel and Restaurant
Administration at Oklahoma State University. In gorction with the National Restaurant Associatibn,
am asking you to participate in a research stuthdti“The Role of Higher Education for Successful
Managers in the Hospitality Industiyrou will be asked a few questions concerningryexperiences as a
hospitality industry professional. Study resultsild impact curricula and educational programs that
prepare individuals for careers in the hospitahgustry.

This research study is being conducted in conjanatiith the National Restaurant Association.
Mr. Hudson Riehle has agreed to assist with thogegt by distributing surveys to members of theidial
Restaurant Association. Your response is completiyntary, anonymous and will be kept confidential
All responses will be analyzed and reported in eggte form.

Please take approximately 10-15 minutes to compiédesurvey. There are no known risks
associated with this study that are greater thasetlyou would find in daily life. Your response lwémain
confidential, and no individual's answers can beniified. While we would like you to answer thegasch
survey completely, you have the right not to resptmnany questions for whatever personal reason you
may have. To participate in this study, you shdaddt least 18 years of age.

Please click the link below to start the researchusvey. By clicking on the link, you agree that you
understand and are giving your consent to participte.

If you have any question regarding the survey,ggemntact the principal investigator,
Suzzette Goldmon (emaguzzette.goldmon@okstate.egione: 919-423-7462) or the academic
advisor, Dr. Bill Ryan (emaib.ryan@okstate.edphone: 405-744-8485). If you have questions
about your rights as a research volunteer, you ¢coayact Dr. Shelia Kennison, IRB Chair, 219
Cordell North, Stillwater, OK 74078, 405-744-33#7rb @ okstate.edulhank you so much for your
valuable time.

Sincerely,

Suzzette Shaw Goldmon, M.S.

Ph.D. Candidate

School of Hotel and Restaurant Adnj
Oklahoma State University
Suzzette.Goldmon@okstate.edu

Bill Ryan, Ed.D., Director Hudson Riehle

School of Hotel and Restaurant
.College of Environmental Sciencg
Oklahoma State University
b.ryan@okstate.edu

Research and Strategy

National Restaurant Association
1200 17 St. NW

Washington, D. C. 20036

134




Appendix C: Questionnaire

The Role of Higher Education for Successful Managers in the Hospitality Industry

Purpose: This study will explore the benefits of an undergraduate college education in hospitality in
comparison to the benefits from other industries; determine the perceived value of a college education in
the hospitality industry from the perspective of hospitality industry leaders; and assess whether college
educated individuals are more successful in the hospitality industry, than those individuals who are not
college educated.

SECTION I. Demographics

Instructions: Please answer the following questions by circling number that fits your demographic
profile or by filling in the blank.

1. Whatis your age?

o 18-24
o 25-29
o 30-34
o 35-39
0 40-44
0 45-49
0 50-55
0 56-65
0 66-70

0 More than 70 years old
2. What is your gender?
0 Female
0 male
3.  How many years have you worked in the hospitality industry?
0 Lessthan 1 year,
0 1-5years,

0 6-10vyears,
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0 11-15years,
0 16-20years,
0 21-25years,
0 26-30years,
0 31-35years,
0 36-40years,
0 More than 40 years
4. What segment of the hospitality industry do you work in?

(0] restaurant

0 lodging
0 inns
0 resorts
0 cruises
0 airlines
0 clubs

5. How many years have you worked in this industry segment?
0 Lessthan 1 year,
0 1-5years,
0 6-10vyears,
0 11-15years,
0 16-20years,
0 21-25years,
0 26-30years,
0 31-35years,
0 36-40years,
0 More than 40 years

6. What is your post high school degree earned?
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10.

11.

12.

13.

14.

0 None

0 Certifications

0 Bachelors

0 Masters

0 Doctorate

0 Other? List:
What is the major of your Bachelor’s degree if applicable?
What is the major of your Master’s degree if applicable?
What is the major of your Doctorate degree if applicable?
Do you hire managers for your industry segment?
Are there some skill(s) you believe all hospitality college graduates should possess?

0 If so, what are they?

Do you offer any incentives to college graduates during the hiring process that are not offered to
candidates that do not have college degrees?

0 Ifso, what?
What position do you currently hold in the hospitality industry?
0 Entry level
0 Middle manager
0 General manager
0 District manager
0 Other? List:
How long have you held your current position in the hospitality industry?
0 Lessthan 1year,
0 1-5years,
0 6-10vyears,
0 11-15years,

0 16-20years,
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0 21-25years,
0 26-30years,
0 31-35years,
0 36-40years,
0 More than 40 years

15. How many employees do you supervise?

0 None
o 1-10
o 11-20
o 21-30
o 31-40
o 41-50
0 51-60
0 61-70
o 71-80
o 81-90
o 91-100
o >101

0 Other? How many:

16. Do you supervise managers? If yes, how many?

0 None
o 1-10

o 11-20
o 21-30
o 31-40
0 41-50
0 51-60
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17.

18.

19.

20.

21.

0 61-70

o 71-80
o 81-90
o 91-100
o >101

0 Other? How many:

Does your firm require a college degree to be hired as an entry level manager?

Does your firm require a college degree to be promoted to General Manager (GM)?

Does your firm require a college degree to be promoted beyond GM level?

Are you a member of the following organizations?

0 National Restaurant Association/State Restaurant Association

0 American Hotel and Lodging Association
0 Both

If you would like to add any additional comments, please do so below.

SECTION II. Educational Benefits
Instructions: Please select the level of benefits that bektatsfyour opinion.

Strongly | Disagree | Neither Agree Strongl
disagree agree y agree
or
disagre
e
Having a college degree increases the 1 ) 3 4 5
chances of getting hired as a hospitality
manager.
Hospitality managers with a college degree 1 ) 3 4 5
make a smooth transition from college to
the workplace.
Hospitality managers with a college degree 1 ) 3 4 5
negotiate the management learning curve
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more effectively.

If all candidates were equally qualified, you
would hire the individual with a college
degree.

Hospitality managers with a college degree
have higher salaries.

Upon initial hiring, an individual with a
college degree earns more.

Upon initial hiring, an individual with a
college degree earns more after working five
years in the profession.

Upon initial hiring, an individual with a
college degree earns more after working ten
years in the profession.

Upon initial hiring, an individual with a
college degree earns more after working 20
years or more in the profession.

10.

Having a college degree enhances a
hospitality manager’s promotion potential in
the workplace.

11.

Hospitality managers with college degrees
perform work related duties better.

12.

Hospitality managers with a college degree
are more likely to be promoted to higher
level management positions.

13.

An individual with a degree is more likely to
receive the first management promotion
within the first three years of employment
than a person without a degree.

14.

An individual with a degree is more likely to
receive the second level management
promotion within the five years of
employment than a person without a
degree.

15.

Individuals with a degree are more likely to
receive the third or general management
level promotion within the ten years of
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employment than a person without a
degree.

16.

A degree would not make a difference in my
promotion decision.

17.

Hospitality managers with a college degree
have less health related absenteeism.

18.

Managers with degrees are more likely to
leave the hospitality industry within five
years than those without a degree.

19.

In the first five years of their employment
with the company, the turnover rate for
managers who have a degree is lower than
those without a degree.

20.

The overall turnover rates for managers who
have a degree are lower than the turnover
rates for managers who do not have a
degree.

21.

Individuals with a college degree are better
production managers.

22.

Individuals with a college degree are better
sales managers.

23.

Individuals with a college degree are better
at service recovery.

24,

Individuals with a college degree are better
human resource managers.

25.

Individuals with a college degree are better
overall operation managers.

26.

Hospitality managers with a degree have
better skills.

27.

Hospitality managers with a degree have
better working abilities.

28.

Hospitality managers with a degree are
more effective at setting and keeping
priorities in the workplace.

141




29.

Hospitality managers with a degree are
more effective leaders who are able to
influence and inspire others in the work
place.

30.

Hospitality managers with a degree manage
diverse teams more effectively.

31.

Hospitality managers with a degree manage
costs effectively.

32.

Hospitality managers with a degree
communicate more effectively (verbally) in
the workplace.

33.

Hospitality managers with a degree
communicate more effectively (in writing) in
the workplace.

34.

Hospitality managers with a degree are
better team members.

35.

Hospitality managers with a degree are
better team leaders.

36.

Hospitality managers with a degree are
better problem solvers.

37.

Hospitality managers with a degree make
more competent decisions in the workplace.

38.

Hospitality managers with a degree possess
more emotional intelligence in the
workplace.

39.

Hospitality managers with a degree display
more integrity in the workplace.

40.

Hospitality managers with a degree have a
greater ability to learn.

41.

Hospitality managers with a degree achieve
better social status.

42.

Hospitality managers with a degree are
more enthusiastic workers.

43.

Hospitality managers with a degree possess
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and display better ethics in the workplace.

44,

Hospitality managers without a degree
manage costs more effectively than those
with a degree.

45,

Hospitality managers with a degree are
more reliable in the workplace.

46.

Hospitality managers with a degree possess
and display better morals in the workplace.

47.

Hospitality managers with a degree are
better human resource managers.

48.

Hospitality managers with a degree are
better managers of employee productivity.

49.

Hospitality managers with a degree are
better with safety and security concerns.

50.

Hospitality managers with a degree are
better asset managers than those without a
degree.

THANK YOU FOR COMPLETING THIS SURVEY.
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