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ABSTRACT 

The study enters the contested environment of the role of universities in an 

increasingly globalised world where geographically mobile students from diverse 

national backgrounds are seeking tertiary qualifications in foreign higher education 

institutions. In this space, questions are asked about the purpose and function of 

universities with respect to the nature of students (whether domestic or international), 

and the goals of university programs (whether applied and vocational, or liberal in 

purpose). Key stakeholders in this debate are universities, governments and industry. 

Some researchers argue that more collaboration is needed between these three 

stakeholders in order to increase the employability of graduates. Furthermore, the 

perceptions and expectations of industry about requisite graduate attributes tend to 

differ from country to country. There is, therefore, a risk that international students’ 

ideas of employability may differ from those that shape the curriculum of the degree 

programs of their host university. Whether universities should accommodate their 

international students’ specific needs in relation to employability in their home 

countries is contested.  

This research study reflects a social constructionist epistemology which 

critically analyses the professional socialisation model (Weidman, Twale, & Stein, 

2001). Social constructionism provides a means of understanding how professional 

socialisation might proceed. The application of social constructionist principles suggests 

that individuals establish what it is to be a professional through their interactions with 

others, such as students, graduates, academics and managers (Clouder, 2003). Semi-

structured interviews with 46 participants from diverse stakeholder groups were 

undertaken. The qualitative software program NVivo10 assisted with open, axial and 
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selective coding. Categories were developed in the coding process and were integrated 

into themes. 

The diverse stakeholders include: managers in the Chinese hotel industry; 

Chinese graduates holding an undergraduate or postgraduate international tourism and 

hospitality management degree from Griffith University (GU) (located in South-East 

Queensland, Australia); Chinese international students enrolled in an undergraduate or 

postgraduate international tourism and hospitality management degree at GU; and 

academics teaching international tourism and hospitality management courses at GU. 

The study examines the diverse stakeholders’ perceptions of attributes needed by 

Chinese graduates with Australian university qualifications in international tourism and 

hospitality management entering the Chinese hotel industry. Furthermore, the study 

investigates the stakeholders’ perceptions of how particular GU programs in 

international tourism and hospitality management prepare students with the attributes 

needed in the Chinese hotel industry. Finally, a discussion is undertaken regarding the 

implications of the stakeholders’ perceptions of attributes needed by Chinese graduates 

entering the Chinese hotel industry for professional socialisation theory, graduate 

careers, curriculum and university practices. 

Chinese students are the largest group of international students in Australia 

(Department of Education and Training, 2016). The number of Chinese graduates 

returning to China has accelerated in recent years because of the country’s booming 

economy (The Economist, 2015). However, there is an incongruence between what 

Australian universities offer and the needs of the Chinese industry (Henderson, 2011; Li 

& Yang, 2013). It is relevant, therefore, to consider the extent to which students’ 

qualifications and graduate attributes are valued upon return to China. Consideration of 

feedback from multiple stakeholder groups may indicate ways to increase the benefits of 
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the educational experience of Chinese students in Australia, and maintain Australia as a 

desirable destination for studying abroad. 

The largest group of international students at GU consists of Chinese 

international students (Office of Planning and Financial Services, 2015b). In 2014, the 

second most popular undergraduate degree among Chinese international students was 

the Bachelor of Business (Hotel, Tourism, Event, Real Estate and Property, and Sport). 

Furthermore, the Master of Business, including the award major in International 

Tourism and Hospitality Management, had the largest number of Chinese international 

students among all Master’s programs at GU (Office of Planning and Financial 

Services, 2015b).  

“Graduate attributes” was identified as a central theme. This study contributes to 

the debate by examining the perceptions of diverse stakeholders concerning the 

graduate attributes needed in the Chinese hotel industry. Certain graduate attributes 

were considered important for the Chinese hotel industry, such as English language 

proficiency, teamwork, communication, relationship (“guanxi”) building skills, hotel 

management skills, passion and respect. Another central theme that emerged from the 

data was “learning and teaching strategies”. Chinese international students preferred 

strategies characterised by independent, creative and critical thinking. Most academics 

and a couple of managers thought Chinese international students/graduates lacked 

English language skills. The majority of graduates in the current study mentioned that 

they had learnt good teamwork skills at Griffith University. However, some students in 

the current study experienced difficulty in culturally mixed groups, which was 

confirmed by most academics. 

Critical analysis of the data and the inductive development of themes 

contributed to a revised conceptual model of professional socialisation. In contrast to 
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Weidman et al.’s (2001) model, the revised model recognises that the 

global/sociocultural context impacts professional socialisation of students and 

graduates. The global/sociocultural context includes the triple-helix of university-

industry-government relationships which may vary from one context to another 

(Etzkowitz, 2010). Furthermore, the revised model suggests different processes for 

enhancing the socialisation of students and graduates, for example through teamwork, 

mentoring, and work-integrated learning. Additionally, workplace socialisation 

emphasises mentoring and recognises different approaches to career development 

(linear, boundaryless, and protean). The revised model is multifaceted, comprehensive 

and more relevant for understanding the professional socialisation of students in 

culturally diverse contexts.  

Implications in the form of recommendations for enhancing university 

curriculum and practices have been provided, namely: enhancement of language and 

communication; structured interventions to support cross-cultural interaction and global 

citizenship; work integrated learning; career development initiatives; awareness-raising 

among academics about international students’ learning styles and the culture of the 

countries they come from; and adjustment to the work culture in the home country. The 

study provides an empirical base for further discussion of important questions related to 

professional socialisation processes, and the role of universities in preparing students 

for employment and career development in an increasingly globalised world. 
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Terminology 

Academics 

The stakeholder group “Academics” in this study comprises lecturers at Griffith 

University (GU) teaching courses in the Bachelor of Business (International Tourism 

and Hospitality Management [ITHM] and Hospitality Management [HM]), and one 

Professor and one Senior Lecturer teaching in the Master of Business (ITHM). 

Alumnus 

This study adopts the GU definition of “alumnus”: “A Griffith student who has enrolled 

to study at Griffith University for one full semester, and or completed a total of 40 

credit points” (Longrigg, personal communication, December 3, 2015). 

Australian Qualifications Framework (AQF) 

The national policy for regulated qualifications in the Australian education and training 

system. It incorporates the quality assured qualifications from each education and 

training sector into a single comprehensive national qualifications framework (AQF, 

2016). 

Boutique hotels 

Intimate, usually luxurious or quirky hotel environments. Boutique hotels differentiate 

themselves from larger chain/branded hotels and motels by providing personalised 

accommodation and services/facilities (Erkutlu & Chafra, 2006, p. 286).  

Career 

An individual’s work-related and other relevant experiences, both inside and outside of 

organisations, that form a unique pattern over the individual’s life span (Sullivan & 

Baruch, 2009, p. 1543). 

 

http://www.aqf.edu.au/wp-content/uploads/2013/02/Australian-education-system.pdf
http://www.aqf.edu.au/wp-content/uploads/2013/02/Australian-education-system.pdf
http://www.aqf.edu.au/wp-content/uploads/2013/02/Australian-education-system-PDF-2A-1a.pdf
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Chinese returned graduates  

Chinese graduates who hold international degrees (either undergraduate or 

postgraduate) in tourism and hospitality and return to China to find work in the hotel 

industry. In this study, the interviewees from this stakeholder group (referred to as 

“Graduates” in the results sections) held either a Bachelor of Business (award majors 

ITHM and HM) or a Master of Business (award majors ITHM) from GU. They had 

graduated between 2010 and 2013. 

Chinese international students  

This stakeholder group (referred to as “Students” in the results sections) comprises 

Chinese second- and third-year international students enrolled in the Bachelor of 

Business (award majors ITHM and HM), and Chinese international postgraduate 

students of the Master of Business (award major ITHM) at GU. 

Competency/ competencies 

Competencies comprise skills, abilities, and knowledge, which suggests that skills or 

abilities can be part of an overall competency (Zehrer & Mossenlechner, 2009). These 

three components are defined as follows: 

• Skills are automated components of tasks, which are undertaken with a  

relatively low mind control. These skills include powered routine jobs as 

well as cognitive activities. 

• Abilities are all kinds of innate skills of a person, which are necessary to 

perform tasks and services 

• Knowledge is acquired know-how that also includes propositional (knowing 

that) and procedural know-how 

 (Sonntag & Schmidt-Rathjens, 2004, p. 270 in Zehrer & Mossenlechner, 2009)  
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Expectation 

That which is expected (considered obligatory, required or reasonably due) or looked 

for (Huskins et al., 2011).  

Face (lian mian - 脸面) 

Refers to dignity, self-respect, or prestige. In China, people are very aware of “losing 

face”. Chen (1992) links the face phenomenon in China to the country’s shame-oriented 

culture. If someone violates society’s norms, one would fear that these acts would be 

publicly known. The most important goal is to keep an uncomplicated public 

appearance. 

Graduate attributes 

In the current study, “graduate attributes” (sometimes referred to as “attributes”) refer to 

the knowledge, skills, personal attributes, attitudes, and values acquired by students at 

university (Higher Education Council, 1992, p. 20). 

Guanxi -关系 

Guanxi is a specifically Chinese phenomenon that describes a relationship between 

people. It consists of connections that are defined by reciprocity, mutual obligation, 

goodwill, and trust. The strongest guanxi networks occur with both close and extended 

family members. However, guanxi relationships are also formed among old friends, 

former classmates, and colleagues (Chen, 1992). 

Hai dai (hai dai” (海待)  

Returning graduates from overseas studies who are not able to find a job upon their 

return to China have received the derogatory term “hai dai”(The Economist, 2015). 
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Hospitality 

According to Brotherton (1999), there is no clear definition of hospitality in the 

literature. However, the most common use of the term, used in this study, is within the 

field of providing services related to food and accommodation. 

International brand hotels 

Hotels with international management that are owned by various interests and that are 

typically ranked with four or five stars (Yu & Huimin, 2005). Examples of 

internationally managed Chinese hotels include the five-star Grand Hyatt Shanghai and 

Palace Hotel in Beijing (managed by the Peninsula Group), the four-star Traders Hotel 

(managed by Shangri-la), and the Beijing Peace Hotel (managed by Accor) (Yu & 

Huimin, 2005, p. 159).  

Managers in the Chinese hotel industry 

This stakeholder group (referred to as “Managers” in the results sections) comprises 

people working in HR and/or management in Chinese hotels. Most respondents held 

top-level positions, including General Manager, Area General Manager, Vice President, 

and Area Director of Human Resources. Other respondents held positions dealing 

directly with management and human resources, such as Area People Development 

Manager; Director of Restaurants, Bars, and Events; Executive Assistant Manager; and 

Human Resources Recruitment Manager.  

Perception 

“The way in which something is regarded, understood, or interpreted” 

(Oxforddictionaries.com, 2015). 

Professional socialisation theory 
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Refers to the frameworks, conceptual analysis, and models that explain the processes of 

professional socialisation. Professional socialisation in university refers to the processes 

through which individuals gain the knowledge, skills, and values necessary for 

successful entry into a professional career requiring an advanced level of specialised 

knowledge and skills (Weidman et al., 2001, p. 5). 

Sea turtle ( hai gui -海归) 

“Hai gui” is the Chinese term given to returning high-skilled, experienced graduates 

who studied overseas. The metaphor means “sea turtle” (Hao & Welch, 2012, p. 243). 

Stakeholder  

A stakeholder in higher education refers to “a person or entity with a legitimate interest 

in higher education and who as such, acquires the right to intervene. Examples of 

stakeholders in higher education are academics, students, parents, employers, the state, 

the higher institutions themselves in their relationship with the system” (Amaral & 

Magalhaes, 2002, p. 2). 

State-owned hotels 

An important characteristic of state ownership of state-owned hotels is the separation of 

ownership and management, which causes a lack of focus on profit-making. State 

investors have the control of the hotels and these influences might impede profit-

making, but the hotels stay on the market because of their economic support from the 

state (Mak, 2008).  

The New Colombo Plan  

The New Colombo Plan, funded by the Australian government provides mobility grants 

for students to take up internships in the Asia-Pacific region, which benefits both 

students and industry. Through the New Colombo Plan, universities, industry, and 
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government work together towards the aim of providing graduates with a 

transformational experience as well as establishing diplomatic ties with the Asia-Pacific 

region (Department of Foreign Affairs and Trade, 2015). 

Tourism 

The system involving the discretionary travel and temporary stay of persons away from 

their usual place of residence for one or more nights, excepting tours made for the 

primary purpose of earning remuneration from points en route (Leiper, 1979, pp. 403-

404).  

The Triple Helix 

The triple helix concept describes a growing, reciprocal triadic relationship between 

university, industry, and government, in which each attempt to enhance the performance 

of the other (Etzkowitz, 2010, p. 8). 

Work-Integrated Learning (WIL) 

WIL consists of partnership initiatives introduced between industry and education. 

Related terms are: Practicum, professional practice, internship, workplace learning, 

industry-based learning, placements, professional placement, work experience, 

industrial experience, industry experience, industry links, industry placement, learning 

in the workplace, practical training, practice-based education, practice-based learning, 

professional experience, professional learning, structured workplace learning (Wardle, 

2014, p. 42). 
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Chapter 1: Introduction 

1.1 Background to the study 

Asia’s economy has undergone significant changes in the last 20 years. For 

example, China has almost tripled its share of the global economy and increased its 

absolute economy almost six times during this time. It is projected that within a few 

years, the region will be the world’s largest producer and consumer of goods and 

services (Australian Government, 2012). According to the Australian government, there 

are substantial opportunities for Australia to take advantage of the growing influence of 

the Asian region. In this respect, a white paper titled “Australia in the Asian Century” 

was released in 2012, which considered what can be done to strengthen economic and 

cultural ties between Australia and Asia (Australian Government, 2012). One of its 

goals was to deepen Australia’s engagement with Asia in teaching and research. This 

includes joint research across countries, international student exchange, and the 

establishment of Australian education institutions and campuses abroad.  

China is currently the main source of international students in Australia 

(Australian Government, 2012). In 2014–15, international students from China 

contributed 4,408 million AUD towards export of education-related services, which was 

an increase from 4,039 million AUD in 2012–13. This was the largest contribution from 

any country (Australian Education International, 2015). In China, a high value is placed 

on education, with many parents willing to invest in their child’s education (Davis & 

Mackintosh, 2011). Because of China’s growing middle class, an increasing number of 

parents can afford an international education for their children (Davis & Mackintosh, 

2011). Many Chinese students choose to study in Australia because it is difficult to 

enter a university in China and there is a perception that Australian education is of high 

quality (Davis & Mackintosh, 2011; Yang, 2007). Notwithstanding the downfall in the 
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Chinese economy in 2015, the demand for overseas education within the Chinese 

middle class remains strong and is not likely to decrease (ICEF Monitor, 2015). 

In the 1980s and 1990s, most Chinese graduates who returned to China after 

studying abroad were treated as part of a special, privileged class and were often called 

a “hai gui”, a homonym for “sea turtle”, which means “returnees from abroad” in 

Mandarin (Li & Yang, 2013). This term represented a small, elite group of highly 

skilled professionals who had “returned to China with knowledge, professionalism, new 

business concepts, technological knowhow, and managerialism that are sorely needed in 

China” (Li & Yang, 2013, p. 62). Even though evidence supports the view that a 

majority of employers in China value international study experience when selecting 

graduate employees (Molony, Sowter, & Potts, 2011), Li and Yang (2013) have claimed 

that public perceptions have changed considerably since the 1980s and 1990s, and not 

all returnees are privileged or guaranteed a good career. Furthermore, a large number of 

courses offered at universities abroad are not relevant to many Chinese companies’ 

needs (Li & Yang, 2013). For example, the knowledge and the terminology related to 

the discipline that the returnees have studied abroad might differ from what is needed in 

the respective fields in China. Indeed, some qualifications from Australia are not 

recognised in China (Li & Yang, 2013). The changed public perception of returned 

Chinese graduates might be due to several factors, such as the returnees’ strong elitist 

attitude and sense of superiority, as well as their lack of understanding of the local 

market, the rapidly changing Chinese culture, and China’s management practices(Li & 

Yang, 2013). This research will investigate the perceptions of diverse stakeholders in 

terms of the attributes needed by graduates working in the Chinese hotel industry.  
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1.2 Aims of the research  

This study investigates differences and similarities in the perceptions of diverse 

stakeholders concerning the attributes needed by Chinese graduates with an Australian 

degree entering the Chinese hotel industry. The diverse stakeholders of the study are as 

follows: Current managers in the Chinese hotel industry; Chinese graduates who hold 

either an undergraduate or a postgraduate international tourism and hospitality degree 

from a university in South-East Queensland, Griffith University (GU); Chinese 

international students enrolled in undergraduate and postgraduate international tourism 

and hospitality degrees at GU; and academics teaching international tourism and 

hospitality courses at GU. Furthermore, the study will seek to understand stakeholders’ 

perceptions of how and to what extent particular GU programs in international tourism 

and hospitality prepare students with the attributes needed by Chinese graduates 

entering the Chinese hotel industry. Finally, it will investigate the implications of these 

stakeholders’ perceptions of attributes needed by Chinese graduates entering the 

Chinese hotel industry for: professional socialisation theory, graduate careers, 

curriculum and university practices. 

The tourism and hospitality curriculum in Australia is constructed according to 

various interests held by stakeholders external to and within the university system, and 

an enhanced congruency of interests among these stakeholders could underpin the 

process of curriculum development (Benckendorff, Day, et al., 2012). The gap between 

what educational institutions offer and the needs of industry is currently under debate by 

researchers. This study will contribute to this debate by investigating perceptions of 

various stakeholders from within GU and from the industry. Some researchers argue 

that more collaboration is needed between governments, industry, and universities in 

order to change this situation and to maximise the benefits of education, while also 

increasing the employability of graduates. These calls are being echoed in analyses in 
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the private sector (Department of Education Science and Training, 2007; Global 

Business School Network, 2013; Zehrer & Mossenlechner, 2009). The Triple Helix 

concept describes a growing triadic relationship between university, industry, and 

government. As Etzkowitz has explained, “The Triple Helix typically begins as 

university, industry, and governments enter into a reciprocal relationship with each 

other in which each attempt to enhance the performance of the other” (Etzkowitz, 2010, 

p. 8). The interactions between university, industry, and government are crucial to 

economic growth in the knowledge society (Etzkowitz, 2010). Whereas in the industrial 

society, there was a focus on the  industry–government relationship, in the knowledge 

society, there is an increasing triadic relationship between university, industry, and 

government (Ranga, 2015). Due to increasing globalisation, research environments and 

national institutions are no longer isolated within borders. Knowledge is globalised and 

exchanged across borders (Kwon, Park, So, & Leydesdorff, 2011). 

Recent Australian research by Benckendorff, Whitelaw, et al. (2012) has 

highlighted the tourism and hospitality industry’s preference for employing work-ready 

graduates. This places pressure on universities to teach practical and vocational skills. 

Furthermore, McKinnon (2013) has argued that universities also need to think about 

what skills are important for the future careers of their international students, and how 

universities can help these students in their efforts at gaining employment. She adds that 

research has shown that the perceptions and expectations that managers have of 

graduates’ skills differ from country to country. Given this diversity of views, there is a 

risk that international students may have different ideas of employability compared with 

those that shape the curriculum of the degree program of their host university. Similarly, 

the perceptions and expectations of Chinese employers may be different from those of 

Chinese international students, Chinese graduates with an overseas degree, and 

Australian academics. 
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1.3 Research problem statement 

This study investigates the perceptions of the four stakeholder groups in relation 

to attributes needed by Chinese graduates entering the Chinese hospitality industry who 

hold an Australian degree in international tourism and hospitality management. 

Furthermore, the study aims to address the stakeholders’ perceptions of how and to 

what extent particular Australian university qualifications in international tourism and 

hospitality management prepare students with the attributes needed by Chinese 

graduates entering the Chinese hotel industry. Finally, it will investigate the 

implications of these stakeholders’ perceptions of attributes needed by Chinese 

graduates entering the Chinese hotel industry for: professional socialisation theory, 

graduate careers, curriculum and university practices. Specifically, the research aims to 

answer the following research questions: 

1.4 Research questions 

1) What are stakeholders’ perceptions of attributes needed by Chinese graduates 

with Australian university qualifications in international tourism and hospitality 

management entering the Chinese hotel industry? 

2) What are stakeholders’ perceptions of how and to what extent particular 

Australian university qualifications in international tourism and hospitality 

management prepare Chinese graduates with the attributes needed for entering 

the Chinese hotel industry? 

3) What are the implications of these stakeholders’ perceptions of attributes 

needed by Chinese graduates entering the Chinese hotel industry for 

professional socialisation theory, graduate careers, curriculum and university 

practices? 
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The study focuses on the field of study “international tourism and hospitality 

management” at GU. Chinese international students form the largest group of 

international students at this university (Office of Planning and Financial Services, 

2015b). Due to the high number of Chinese students at the university and the popularity 

of tourism and hospitality degrees among these students, three of the four stakeholder 

groups have been selected because of their unique insights on the graduate attributes 

needed for the Chinese hotel industry. The fourth stakeholder group consists of 

personnel currently employed in the Chinese hotel industry, and are not involved with 

GU. 

1.5 Justification of the research 

International education in Australia contributed around 18.2 AUD billion to the 

economy in 2014–2015, which was a 14.5 % increase from 2013–14 (15.9 AUD billion) 

(Department of Education and Training, 2014). International education was the third 

largest export in Australia, after iron ore (AUD 54.5 billion), and coal (AUD 37.9 

billion) (Department of Education and Training, 2015). Chinese international students 

make a significant contribution to the Australian economy. In January 2016, Chinese 

students were the largest group of international students in Australia followed by 

Indians and Vietnamese (Department of Education and Training, 2016).  

In the last decade, Australia and the USA have been the destinations of choice 

for most Chinese international students studying abroad (Davis & Mackintosh, 2011). 

However, Australia is now facing increasing competition from the USA, UK, Europe 

and some Asian countries, such as Singapore and Hong Kong, for incoming students 

(Barber, Donnelly, & Rizvi, 2013; Davis & Mackintosh, 2011). Gribble and Li (2013) 

have argued that employment outcomes are a crucial factor for Chinese students and 

their families when considering study abroad options (Gribble & Li). Furthermore, the 
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number of Chinese graduates returning to China has rapidly grown in recent years 

because of significant job opportunities in a booming economy (The Economist, 2015). 

According to The Economist (2015), more than 350,000 Chinese graduates returned in 

2013, compared with 20,000 only 10 years earlier: “They accounted for almost one-

quarter of the 1.4m who had returned in total since 1978”. However, the number of 

returning graduates from overseas studies who are not able to find a job upon their 

return is so great that they have received the derogatory term “hai dai”. “Hai dai” (海待

), pronounced the same as “hai dai” (海带, seaweed), refers to a group of overseas 

students returning to China without jobs or awaiting for job offers (The Economist, 

2015).  

Due to the relatively high number of Chinese international students returning to 

China, it is worthwhile considering how students’ qualifications are being valued upon 

their return to China. This understanding may indicate ways to increase the benefits of 

the educational experience of Chinese international students in Australia and maintain 

Australia as a popular and competitive destination for studying abroad. Very few studies 

have examined what skills are necessary for business degree graduates to ensure 

employment success in China (Henderson, 2011). However, recent research has 

investigated what graduate attributes developed in an Australian business degree are 

particularly valued by Chinese employers (Henderson, 2011). Some skills need to be 

explicitly contextualised and communicated to the students, academics, and employers 

(Henderson, 2011). It is anticipated that the current study will contribute to the existing 

debate among researchers about Chinese managers’ perceptions and expectations of 

international Chinese graduates’ qualifications gained through their Australian 

university degree. In particular, this research will investigate the perceptions of diverse 

stakeholders in terms of graduate attributes needed in the Chinese hotel industry. There 
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is no evidence of prior research into diverse stakeholder perceptions and expectations in 

this field.  

According to Australian Education International, tourism and hospitality 

management was the seventh most popular field of study among Chinese international 

students in Australia in 2012 (Australian Education International, 2013a). Of the 3,803 

students enrolled in Australian university degrees in tourism and hospitality 

management in 2012, 2,797 (73.55%) were Chinese international students (Australian 

Education International, 2013a).Furthermore, from 2012 to 2014, the Bachelor of 

Business (award majors: International Tourism and Hotel Management [ITHM]; Hotel 

Management [HM]) and the Master of Business (including the award major in ITHM) 

were the programs with the largest number of Chinese international students enrolled at 

GU (Office of Planning and Financial Services, 2015b) . Griffith University is a 

university in South-East Queensland (Australia) spread over five campuses between 

Brisbane and the Gold Coast. It has 44,000 students and an alumni network of more 

than 120,000 graduates. The student body comprises students from Australia and 130 

other countries(Griffith University, 2016a). 

The reason for focusing on the Chinese hotel industry as a research topic is the 

booming job market in China in tourism and hospitality and in the hotel industry in 

particular (Saurine, 2013). As Saurine (2013) has asserted, “China is experiencing a 

hotel boom, with countless new accommodation options as the country opens up and 

business travels rise” (Saurine, 2013, p. 17). Furthermore, there is a relatively high 

percentage of Chinese international graduates from GU who are successful in gaining 

employment in this industry. Data drawn from the Australian Graduate Survey (2014) 

have shown that 46 of 183 graduates (25%) who graduated between 2012 and 2013 with 

a tourism and hospitality degree program from GU found jobs in the hotel industry 
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within four months of graduation. The survey does not indicate in which country the 

graduates found jobs. A similarly high number of graduates found jobs in restaurants 

(Office of Planning and Financial Services, 2015a). The reason for the high number of 

graduates working in restaurants might be the difficulty of finding jobs in hotels and 

other more popular service industries. It is important to note that the response rate 

among international students in the Australian Graduate Survey is typically only 

between 35% and 40% (Office of Planning and Financial Services, 2015a). 

Raybould and Wilkins (2006) have claimed that research in Australia and abroad 

into the graduate skills needed in the hospitality industry has generally focused on 

managers’ perceptions and expectations rather than the perceptions of students and 

graduates. In contrast, the current study will contribute to addressing this gap in the 

body of knowledge by exploring the perceptions of Chinese international students and 

graduates, academics, and hotel managers in China. 

Research on professional socialisation at university and colleges has been 

conducted in nursing, pharmacy, teaching, and law (Page, 2004), but there seems to be a 

lack of studies on professional socialisation in tourism and hospitality education. This 

research will contribute to filling this gap by applying Weidman and colleagues’ (2001) 

framework to Australian undergraduate and postgraduate international tourism and 

hospitality management degrees. 

1.6 Thesis structure 

Chapter 1 has introduced the background of the study, aims of the research, 

research problem statement, research questions, and justification of the research. The 

background of the study has explained how the rise of Asia provides opportunities for 

Australia to take advantage of the growing influence of the Asian region, particularly in 
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terms of research and education across countries. I will now outline the structure of the 

thesis. 

Chapter 2 reviews the literature relevant to the research. This section will begin 

with a general overview and then be narrowed down to more specific areas. First, an 

overview will be provided of the socio-economic changes in China from 1978, the role 

of unions, discrimination of minorities in the workplace, the growing middle class, and 

higher education. Second, concepts of Confucianism and “guanxi”, and the theory of 

cultural dimensions will be discussed in order to understand different aspects of Chinese 

culture. Third, higher education in Australia will be introduced, with a definition given 

of the stakeholder concept in relation to higher education. Fourth, focus will be placed 

on the field of tourism and hospitality management, accreditation, and work-integrated 

learning. Fifth, different concepts and theories will be discussed in relation to students’ 

and graduates’ socialisation in higher education. The concepts of curriculum and 

graduate attributes, and the theories of professional socialisation and protean and 

boundaryless careers will be introduced. Sixth, international education in Australia will 

be discussed, with focus on pedagogical challenges for Chinese international students. 

Seventh, attributes needed by employees in the hospitality industry will be presented 

with a focus on different geographical areas. Finally, the chapter will discuss the 

challenges related to the re-entry of the Chinese graduates and their attitudes towards 

working in the hospitality industry.  

Chapter 3 presents an overview of the qualitative methodology used in this 

study. First, the philosophical foundations of research, such as theoretical paradigm, 

social constructionist epistemology, ontology, and axiology, will be discussed. Second, 

the sampling strategy, data collection methods, and data analysis will be introduced. 

Third, several validation strategies will be presented to illustrate the procedures that 
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have led to the conclusions. Finally, an overview of ethical considerations and informed 

consent will be provided. 

Chapters 4, 5 and 6 provide the findings from the interviews with the different 

stakeholder groups. They each focus on a central theme and include quotes from the 

four stakeholder groups. Chapter 4 presents the perceptions of attributes needed by 

Chinese graduates with an Australian degree in tourism and hospitality who are entering 

the Chinese hotel industry. This central theme has emerged inductively from six 

selective codes: generic skills, knowledge areas, hotel management skills, personal 

attributes, and attitudes and values. These selective codes comprise several categories 

(axial codes), which will be discussed. 

Chapter 5 presents the perceptions relating to how and to what extent particular 

Australian university programs in international tourism and hospitality prepare students 

with the attributes needed by Chinese graduates entering the Chinese hotel industry. 

This central theme has emerged inductively from two selective codes: “Workplace 

practice” and “Classroom practice”. These selective codes comprise several categories 

(axial codes), which have been developed inductively. 

Chapter 6 presents the perceptions relating to the challenges that Chinese 

returned graduates face when beginning work in the Chinese hotel industry. The central 

theme “Adjustment of Chinese returned graduates in the Chinese hotel industry” has 

emerged from two selective codes: “Challenging attitudes and behaviour of returned 

graduates” and “Human resources”. The selective codes have been inductively 

developed through several axial codes. 
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Chapter 7 provides a discussion of the research by including findings from 

chapters four, five and six, and the literature reviewed. The research questions will be 

answered one by one.  
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Chapter 2: Literature review 

2.1 The Chinese context 

2.1.1 Historical overview 

When Deng Xiaoping took power of China in 1978 in the wake of Communist 

leader Mao Zedong’s socialist revolution, he implemented new reform policies 

(Mackerras, Taneja, & Young, 1998). These policies led to increased industrialisation, 

more advanced technologies, and rapid economic development.  

During Deng Xiaoping’s reign, the economy changed from central planning to a 

socialist market economy, and from the domination of state ownership to a combination 

of state and private, and even foreign ownership (Wang, Webber, & Zhu, 2002). Unlike 

before, when state-owned enterprises had to send all their profits to the state, they were 

now allowed to keep a portion of their profits (Groves, Hong, McMillan, & Naughton, 

1994).  

Even though Deng Xiaoping instigated the reforms in China, he insisted that the 

country should remain socialist. He wanted China to be a democracy with a political 

situation characterised by stability and unity. However, he did not want a Western style 

of democracy and wanted to preserve Party leadership, continuing to separate the roles 

and powers of the Party and the government (Mackerras et al., 1998). One remarkably 

ambitious market reform following the economic stagnation of the Cultural Revolution 

was the one-child family policy introduced in 1979. At this time, a quarter of the 

world’s population lived in China, who were occupying just 7% of the world’s arable 

land (Hesketh, Lu, & Xing, 2005). The policy was introduced from the belief that 

economic development would be compromised by rapid population growth (Kane & 

Choi, 1999). Population containment was thus considered by the government as 

necessary to economic reform and to an improvement in living standards (Hesketh et 
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al., 2005). However, in 2015, China abandoned its one-child policy, allowing couples to 

have two children (BBC News, 2015). 

With major shifts in the Chinese economic system and the implementation of a 

significant number of reforms, Chinese society has undergone profound changes. It has 

changed from a closed society to an opening society, and from an agricultural/rural 

society to an industrial/urban society (Li, 2010). China’s economy is growing rapidly 

with its continued market-oriented reforms (Rawski, 1999). Since the reforms, the rate 

of occupational mobility has increased and socio-economic development has brought 

more opportunities so that people’s self-awareness has improved (Li, 2010).  

2.1.2 The role of unions 

Before the open-door policy of 1978, Chinese salaries were determined by the 

government and employees were secured by the lifetime employment system. 

Furthermore, all Chinese state-owned enterprises had unions, which were governed by 

the Communist Party. Union leaders were appointed by the Party instead of being 

elected by union members (Ng & Warner, 1998).  

With the increasing number of private companies after 1978, conflicts of interest 

arose among employees and employers. Consequently, the number of unions in private 

companies significantly increased. These unions are still governed by the Communist 

Party and are funded partly by the government and the company (Budd, Chi, Wang, & 

Xie, 2014). According to Union Law (Chapter 1, Article 3), Chinese workers have the 

right to join a designated union for the enterprise. All enterprise unions are affiliated 

with the umbrella union, All-China Federation of Trade Unions (ACFTU). However, 

some workers—for example, migrant workers from rural areas—are hesitant to become 

involved in union activities out of fear of losing their job (Budd et al., 2014; Lee, 2007). 

Often, unions are not able to increase salaries significantly because they are dependent 



15 

on company and government funding. Furthermore, the large number of migrant 

workers in China and fierce competition in the job market have decreased the unions’ 

ability to bargain (Budd et al., 2014). 

The structure and function of Chinese unions is different from those in Western 

countries. While unions in Western countries can have different organisational 

structures, the Chinese labour unions only have one hierarchical structure. In contrast to 

Western unions, Chinese unions are not independent in that they are governed by the 

Chinese Communist Party and funded by the company and the government. Finally, 

according to the Chinese Union Law, “unions have the right to represent employees in 

negotiations and collective bargaining with the employers (…), and the right to assist 

and provide guidance to employees in signing labor contracts with an enterprise (Budd 

et a., 2014, p.190)”. Workers have no right to strike and they are not protected against 

retaliation by their employer if they do strike.  

2.1.3 Chinese minorities 

China consists of many different ethnicities. The majority are the Han, who 

comprise 92% of the population (Mackerras, 1995). There are also 55 minority groups, 

examples of which include Hui, Uyghurs, Mongolians, Tibetans, Manchus, Koreans, 

Zhuang, and Miao (Hasmath & Ho, 2015). Ethnic minorities today are guaranteed 

“special rights” and preferential treatment under China’s constitution, and local public 

policies such as 1999 National Minorities Policy and Beijing Minority Rights Protection 

(Maurer-Fazio & Hasmath, 2015). Even though the government’s preferential treatment 

towards minorities often extends to school admissions, hiring, and promotion, it seems 

that the minorities are often disadvantaged in their job search. Some reasons for this are 

discrimination from employers, minorities’ inability to fit within the working culture, 

and lack of job-related connections (i.e., “guanxi”) (Hasmath & Ho, 2015). Less than 
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10% of the ethnic minorities interviewed for the study by Hasmath and Ho (2015) found 

jobs through guanxi, which partly explains the disadvantages in the job search between 

Han and ethnic minorities.  

2.1.4 The Chinese middle class  

Since the PRC Chairman Xi Jingping took power of the Communist Party of 

China on 15 November 2012, he has promoted the concept of “the Chinese Dream”. 

According to Wang (2013), the Chinese Dream builds on previous Chinese leaders’ 

goals of national rejuvenation and national identity. The PRC Chairman Xi Jingping’s 

Chinese Dream focuses on the rapid growth of China and the desire to build a wealthy 

society by expanding the middle class, which has already grown significantly since 

1978 (Goodman, 2014).  

The government’s target is to have 55% of the population belong to the middle 

class by 2020 (Goodman, 2014). The Chinese middle class is expanding geographically. 

In 2002, 40% of China’s relatively small urban middle class lived in the four tier-one 

cities (“16 million households, 1 trillion income value” (Nexus Pacific, 2015) of 

Beijing, Shanghai, Guangzhou, and Shenzhen. By 2022, middle-class growth rates will 

be far greater in the tier-three cities (“75 million households, 3 trillion income value” 

(Nexus Pacific, 2015) of the north and west and in tier-four cities (“86 million 

households, 3 trillion income value” (Nexus Pacific, 2015), such as Wuwei in the Gansu 

province (Barton, Chen, & Jin, 2013) .  

Many well-known scholars in China agree on certain aspects that characterise 

the middle class, which are as follows: they are employed in high status occupations; 

they hold supervisory and managerial positions; and they are typically higher education 

graduates(Goodman, 2014). Barton et al. (2013) have defined upper middle class as 

consumers with household incomes between 106,000 and 229,000 renminbi. In 2012, 
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this segment accounted for 14% of urban households, while the mass middle class, with 

household incomes from 60,000 to 106,000 renminbi, accounted for 54%. By 2022, the 

upper middle class is estimated to account for 54% of urban households. In contrast, the 

mass middle class is supposed to reduce to 22% of urban households (Davis, 2005). 

Certain consumption habits and lifestyle that identify the Chinese middle class. 

Signs of middle-class wealth and lifestyle include private housing, expensive cars, 

extensive shopping, and frequent dining out, travelling. and tourism (Goodman, 2014; 

Silverstein, 2012). Education is considered crucial for admission to the middle class, 

and the number of Chinese universities has dramatically increased in recent years. 

Middle-class parents also invest in prestigious international education for their one child 

(Goodman, 2014).  

The younger generation of the middle class born after the mid-1980s is 

significant because of its growth and consumerist behaviours. It comprised nearly 200 

million consumers in 2012 and accounted for 15% of urban consumption in China. In 

10 years, their share of urban consumption should increase to 35%. These consumers 

are typically teenagers and people in their early twenties, born in the beginning of a new 

era of economic reform and opening up to the world. Most of them were born under the 

one-child policy and therefore have no siblings. In contrast, their parents lived in the 

years of economic stringency where the primary focus was on building economic 

security. In general, these young consumers are confident, individualist, and 

Westernised. They were born in an era when their society experienced fast economic 

growth (Barton et al., 2013; Xiang, Ribbens, & Morgan, 2010). Xiang et al. (2010) have 

asserted that, as a result, generational differences are quite apparent in Chinese society. 

The authors considered the notable differences of the three latest generations from the 

1960s until today. As they have observed, people who were born in the 1960s 
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experienced the Cultural Revolution as children. Those born in the 1970s witnessed the 

dramatic and profound social changes after China’s open-door policy was enforced. The 

generation born in the 1980s is believed to be a spoiled generation that highly values 

materialism and self-realisation due to being the only child in the family as a result of 

the one-child policy (Xiang et al., 2010, p. 601). Generation Y born in the 1990s are 

equally a large group of consumers who have been brought up in a materialistic society 

(Lazarevic, 2012).  

2.1.5 Development of Chinese higher education 

Both Western and Soviet socialist models of higher education have had an 

impact on Chinese higher education. In the 1950s, higher education in China was 

heavily influenced by the Soviet model, which placed emphasis on centralisation and 

standardisation (Ennew & Fujia, 2009). Typically, enrolment rates were low and, after 

graduation, graduates received jobs from the government according to manpower 

planning requirements (Wu & Zheng, 2008). 

After economic reform process commenced in 1978, social policy began to 

move away from the centralisation model. In education, greater decentralisation meant 

that control of 90% of the universities was transferred to the relevant local or provincial 

authorities. However, the Ministry of Education retained central control over the 107 

top universities (Ennew & Fujia, 2009). Another part of the reform process was related 

to tuition fees. Whereas students paid no tuition fees and received living allowances 

between 1949 and 1988, they now had to pay tuition fees because it was both costly and 

unlikely to to be sustainable for the rapid expansion in higher education. Private 

institutions were established after 1980, and by 1999 there were around 1,000 private 

higher education institutions in China. Private institutions generally focus on vocational 
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education and their research agendas are limited (Ennew & Fujia, 2009). From 1992, 

not only public universities but also private providers expanded.  

By 1997, most Chinese universities had imposed tuition fees (Ennew & Fujia, 

2009; Mok, 2005; Wu & Zheng, 2008). This did not hinder enrolment; to the contrary, 

the gross enrolment rate went from 3.4% in 1990 to 22% in 2006, with 25 million 

people enrolled in Chinese universities (Wu & Zheng, 2008). The government required 

an expansion in higher education to support economic development and alleviate the 

problem of unemployment in the major cities (Wu & Zheng, 2008).  

The national university entrance examination, the Gaokao, is very competitive. 

In 2008, only 10% of candidates were admitted to China’s popular tier-one universities 

(Tsang, 2013). However, according to The Global Times (2011), there was a decrease 

by 300,000 in 2011 from the previous year in the number of Chinese students sitting the 

Gaokao. Moreover, it was the fifth consecutive year to show a decline in the number of 

students sitting the exam. This decrease is an indication that more and more Chinese 

students and their families are choosing alternative pathways to Chinese universities. 

Often, they are choosing to study abroad (Zhang, Zhao, Lei, Robinson, & Guan, 2012).  

The growing middle class has high career expectations, which also contributes 

to the increase in Chinese students studying abroad. Furthermore, middle-class parents 

are dissatisfied with the declining quality of Chinese universities. For example, even 

though there is increasing access to universities, domestic resources have typically been 

concentrated in a few major cities such as Beijing, Shanghai, Guangzhou, and Wuhan. 

In contrast, the universities located in medium- or small-sized municipalities lack 

central and provincial government support and receive only limited financial resources 

(Wu & Zheng, 2008). According to the Chinese Ministry of Education, the number of 

Chinese students who studied abroad increased by 17.7% from 2011 to 2012, going up 
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to 399,600 (ICEF Monitor, 2013). These students choose popular study destinations 

such as the USA, Australia, UK, Europe, Singapore, and Hong Kong (Barber et al., 

2013; Davis & Mackintosh, 2011). An increasing number of students who pass the 

Gaokao with excellent marks choose to study postgraduate degrees abroad after 

completing their Bachelor degrees in China. It is estimated that 60% of the best-

performing Bachelor students will study abroad (Zhao, 2013).  

2.1.6  Confucianism 

The philosophy of Confucianism was developed 2,500 years ago by a man 

called Confucius born to an aristocratic family in the small state of Lu in East China 

(Yao, 2000). Confucianism has remained the essential social and political value system 

for more than a thousand years in East Asia (Yum, 1988). One of the reasons for the 

profound impact of Confucianism in the region is that it was adopted as an official 

philosophy in many dynasties in China, Korea, and Japan (Yum, 1988). Confucianism 

considers human relationships as the basis of society (Yum, 1988).  

Confucianism consists of five main principles that establish the proper conduct 

in society: jen (humanism); yi (righteousness); xin (faithfulness); li (propriety/ritual); 

and zhi (wisdom or liberal education) (Yao, 2000; Yum, 1988). Confucius developed 

his teaching around two central principles: goodness can be taught and learned, and 

society can only be in harmony and peace under the guidance of zhi (Yao, 2000). The 

fundamental principle of Confucianism is jen because it summarises the core of its 

philosophy. It means warm human feelings for others and is related to the concept of 

reciprocity (Yum, 1988). Jen implies long-term asymmetrical relationships, where a 

person is always in debt towards others who are constrained by debts to other persons. 

The individual does not calculate what he or she gives and receives, as this would be 

against the principle of xin. The practice of complementary obligations leads to lasting 
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relationships, but also implies obligations accompanying these relationships (Yum, 

1988).  

Xin has strong implications for social relationships because it allows humans to 

look beyond personal, immediate profit. Human relationships are not based on 

individual profit, but rather on improving the common good (Yum, 1988). Confucius 

argued that li followed from jen; that is, being considerate of others. Only when people 

overcome themselves and respect propriety can they reach jen (Yum, 1988). He argued 

that if a ruler, a subject, a father, or a son does not fulfil their duties, they abuse and 

violate their titles. This would lead to the collapse of li, and would be one of the causes 

of bringing social disorder and political chaos. Confucius seldom focused on the one-

way loyalty of the subject to the ruler. He thought that the relationship should be 

reciprocal (Yao, 2000). 

Confucianism also emphasises “the value of harmony, urging individuals to 

adapt to the collectivity, to control their emotions, to avoid conflict, and to maintain 

inner harmony” (Kirkbride & Tang, 1992, p. 56). Chen (1992) adds that harmony lies in 

the maintenance of an individual’s “face” or dignity, self-respect, and prestige. Social 

interactions should be conducted so that nobody loses face. Chen (1992) has linked the 

face phenomenon to China’s shame-oriented culture. If someone violates society’s 

norms, one would fear that these acts would be publicly known. The most important 

goal is to keep an uncomplicated public appearance. Face can be categorised into two 

components: “mian-zi” and “lian” (Chen, 1992). Mianzi means an externalised social 

image, and lian means an internalised moral notion (Hu, 2004). These two components 

explain different situations related to face. Mianzi is the reputation earned from society, 

whereas lian intrinsically aligns behaviour toagainst moral standards (Wang & Walker, 

2011). However, often the two concepts are intertwined. In their interactions with 
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others, Chinese people often try to protect, save, give, and exchange face (Chen, 1992). 

According to Lim (2003), harmony plays a significant role in the Confucian work ethic. 

Similarly, cooperation, thriftiness, hard work, educational achievements, and respect for 

authority are important values in the Confucian work ethic (Lim, 2003).  

2.1.7 Guanxi 

“Guanxi” is a major dynamic in Chinese society (Kirkbride & Tang, 1990). It 

describes connections that are defined by reciprocity, mutual obligation, goodwill, and 

trust. The strongest guanxi networks occur with both close and extended family 

members. However, guanxi relationships are also formed among old friends, former 

classmates, and colleagues (Chen, 1992). Two people who are bound by a guanxi 

relationship are mutually committed to each other, with a continual exchange of 

favours. Generally, guanxi binds people through the exchange of favours rather than 

through affection and friendship (Alston, 1989). The moral aspect of guanxi is that a 

person who fails to apply the rule of equity and refuses to return favour for favour loses 

face. Guanxi relationships seem to favour the weaker ones, in that these can expect 

more help than they are able to give. In contrast, the one who voluntarily gives more 

than he receives receives face or mianzi (Chen, 1992).  

2.1.8 Cross cultural dimensions 

Research has shown that national cultural values are related to workplace 

behaviours, attitudes, and other organisational outcomes (Chen, 1992; Trompenaars, 

1994). According to Kirkman et al. (2006), perhaps the most influential cultural values 

are those identified by Hofstede (1980). 

In 1980, Hofstede surveyed the values of people in more than 50 countries 

around the world working in IBM. Hofstede’s results were categorised into dimensions 

of cultures. He defined culture as “the collective programming of the mind which 
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distinguishes the members of one human group from another” (Hofstede, 1980, p. 25). 

A dimension is an aspect of a culture that can be measured relative to other cultures. 

The dimensions have been named as follows: power distance; collectivism versus 

individualism; femininity versus masculinity; and uncertainty avoidance (Hofstede & 

Hofstede, 2005). Hofstede and Hofstede (2005, p. 46) defined power distance as “the 

extent to which the less powerful members of institutions and organisations within a 

country expect and accept that power is distributed unequally”. According to Hofstede 

(2015), China represents a society where many believe that inequalities among people 

are acceptable. The subordinate–superior relationship tends to be polarised and there is 

no defence against power abuse by superiors. Hofstede and Hofstede (2005, p. 46) 

defined individualism versus collectivism as follows:  

Individualism pertains to societies in which the ties between individuals are 

loose: everyone is expected to look after themselves and their immediate family. 

Collectivism as its opposite pertains to societies in which people from birth 

onwards are integrated into strong, cohesive in groups, which throughout 

people’s lifetime continue to protect them in exchange for unquestioning loyalty.  

China is a collectivist culture, where people act in the interests of the group and 

not necessarily for themselves. In groups such as a family, considerations impact on 

hiring and promotions, in that in-groups often receive preferential treatment (Hofstede, 

2015).  

The dimension of masculinity–femininity can be explained as follows: A high 

score (masculine) on this dimension means that the society will be driven by 

competition, achievement, and (financial) success. A low score (feminine) on the 

dimension indicates that the dominant value in society is caring for others. A feminine 

society is one where quality of life is the sign of success. China is a masculine society, 
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in that it is success oriented. For example, many Chinese will sacrifice family and 

leisure priorities for work. Another example is that Chinese students care very much 

about their exam scores and ranking (Hofstede, 2015). 

The fourth dimension, uncertainty avoidance, can be defined as the extent to 

which the members of a culture feel threatened by uncertain, ambiguous, and unknown 

situations in the future (Hofstede, 2015; Hofstede & Hofstede, 2005).For example, , 

Chinese are adaptable and entrepreneurial. At the time of writing, the majority (70–

80%) of Chinese businesses tend to be small- to medium-sized and family owned 

(Hofstede, 2015). 

Hofstede’s first four dimensions have been cited and replicated by a number of 

authors (Søndergaard, 1994). They have also been subject to criticism. For example, 

Lowe (2001) has argued that the Hofstedes adhere to a Western philosophy in that they 

describe culture from a Western rationalist worldview. McSweeney (2002) has 

criticised Hofstede’s limited characterisation of culture and its confinement within the 

territory of states. McSweeney (2002) questioned Hofstede’s application of cultural 

dimensions in the case of the expansion or division of states. For example, it is unclear 

which cultural dimension would be applicable in China after the “integration” of Hong 

Kong into Mainland China.  

In 1991, Hofstede published Cultures and Organisations, where he included a 

fifth national culture dimension, long-term orientation (Fang, 2003; Hofstede, 1991). 

According to Hofstede (1991), long-term orientation refers to a positive, dynamic, and 

future-oriented culture linked with four positive Confucian values: persistence; ordering 

relationships by status and observing this order; thrift; and having a sense of shame. 

While China is believed to belong to the category of long-term orientation (Fang, 2003), 

many researchers do not even mention this dimension (Fang, 2003).  
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Fang (2003) has argued that the strength of Hofstede’s five dimensions is their 

clarity in isolating dimensions and thereby making cross-cultural comparisons. 

However, he added that the theory does not deal very well with the diversity and 

dynamism of culture. For Fang (2003), the philosophy of Yin and Yang represent the 

core of Chinese culture. This philosophy suggests that human beings, organisations, and 

cultures need variation and harmony for their existence and development. He has 

concluded that human beings are both Yin and Yang, feminine and masculine, long-

term and short-term, individualistic and collectivistic depending on the context and time 

(Fang, 2003). Yin and Yang is thus an important philosophy that helps to develop a 

dynamic and holistic approach to cross-cultural research (Fang, 2003). 

In the following section, the concept of stakeholders will be introduced to 

understand the importance of the different categories of stakeholders in higher 

education. Then, the development of tourism and hospitality education in Australia will 

be introduced and industry’s strong influence on the curriculum will be discussed. A 

discussion of the challenges of work-integrated learning (WIL) regarding its 

incorporation in the university curriculum will be added. Following this, curriculum and 

graduate attributes will be discussed, which contribute to an understanding of how 

knowledge, skills, personal attributes, attitudes, and values of students are developed in 

a university context. Finally, different theories will be introduced. Professional 

socialisation theory will allow an understanding of the attributes that need to be 

addressed in order to develop the Chinese international students’ professional identity. 

Boundaryless and protean career theories will explain the changing nature of career and 

are relevant for understanding the Chinese returned graduates’ career development. 
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2.2 Higher education in Australia and its stakeholders 

2.2.1 Stakeholders  

According to Mainardes, Alves, and Raposo (2010), higher education 

institutions need to engage in relationships with various communities and incorporate 

their respective purposes into their own management practices. Identifying the 

communities involved with universities is essential for meeting their expectations and 

establishing competitive advantages for the institutions (Dobni & Luffman, 2003). 

Jongbloed, Enders, and Salerno (2008) have claimed that the university encompasses a 

large number of communities, such as students, academics, administration and 

management, research communities, graduates, businesses, governments, and 

professional associations. Increased globalisation and technological advances have 

made it possible for universities to have communities around the world. The authors 

added that  

…a particular community is relevant for the university only if there is some 

expectation on both sides (i.e. the university and the community) that some 

service can be rendered or a mutually beneficial exchange (a transaction) can 

take place. This illustrates that the concept of community is close to the 

stakeholder concept. (Jongbloed et al., 2008, p. 305)  

The stakeholder concept, which originates from business science literature 

(Freeman, 2010; Jongbloed et al., 2008), was introduced as a means to help a company 

understand its environment and its social responsibility that extends beyond mere profit 

making (Amaral & Magalhaes, 2002). Freeman (1984, p. 46) has defined a stakeholder 

as follows: “any group or individual who can affect or is affected by the achievement of 

the organisation’s objectives”. Stakeholders in the university context were defined by 

Amaral and Magalhaes (2002) as follows: 
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… a person or entity with a legitimate interest in higher education and which as 

such, acquires the right to intervene. Examples of stakeholders in higher 

education are academics, students, parents, employers, the state, the higher 

institutions themselves in their relationship with the system. (Amaral & 

Magalhaes, 2002, p. 2) 

According to Amaral and Magalhaes (2002), there are two categories of 

university stakeholders: internal and external. Internal stakeholders are the ones who are 

part of the daily life of the universities, such as academics, administrators, managers, 

and students. In contrast, external stakeholders are groups or individuals outside the 

community of universities who have an interest in higher education. These include 

parents, taxpayers, employers, graduates, governments, and international organisations. 

The authors felt it was important to define these two categories of stakeholders because 

of the increasing loss of influence by internal stakeholders and the increasing influence 

of external stakeholders. This is due to the need of universities to be more responsive to 

environmental factors.  

Mainardes et al. (2010) have categorised the different stakeholder groups that 

are important for the university based on interviews with different levels of university 

management from senior to middle management of a Portuguese university. The 

interviewees agreed that students were the most important stakeholder group because 

they are the main existence of the university. This corresponds to Jongbloed et al. 

(2008), who also claimed that the most important university stakeholder group is the 

students.  

According to Lam and Pang (2003), each stakeholder group has varying degrees 

of importance to its institution. University management is responsible for determining 

the stakeholders, their needs, and their respective importance for the respective 
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relationship. As already mentioned, identifying university stakeholders is essential for 

them to gain a competitive advantage and to better meet the needs of the stakeholders 

(Mainardes et al., 2010). However, Dobni and Luffman (2003) have claimed that 

universities are often not able to correctly identify the stakeholders or to precisely 

determine the needs of each entity and the level of importance. 

2.2.2 Development of tourism and hospitality management education in Australia 

Tourism and hospitality management education in Australia is offered by 

different providers: high schools, Technical and Further Education (TAFE) institutions, 

private colleges (e.g., hotel schools), and “in house” industry training. Vocational 

courses focusing on Food and Beverage (F&B) studies, catering, and travel agency 

training were developed in the mid-1960s, whereas higher education programs started 

from the mid-1970s, initially in Victoria and Queensland. University degree programs 

were developed in other states from the late 1980s onwards (King & Craig-Smith, 

2005).  

Prior to the 1960s, Australia’s economy consisted predominantly of agriculture 

and mining (Dredge et al., 2012a). With the emergence of large-scale mass tourism in 

Australia and its growing importance in the economy, university programs in tourism 

studies were developed at a relatively slow pace from the late 1970s (Dredge et al., 

2012b; McKercher, 2002). From 1987 to 1989, the sector grew rapidly. By 1989, 15 

universities were offering degree programs in tourism studies. McKercher (2002) has 

attributed this growth in tourism with the rapid growth of the Australian economy in the 

late 1980s. Tourism was identified as a significant potential for the economy and it was 

recognised that the country needed a skilled labour force in tourism. The university 

sector was therefore encouraged to develop degree programs in tourism and hospitality. 
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The Australian government initiated changes to the higher education system in 

1990, which also had an impact on tourism and hospitality management degrees. Prior 

to then, higher education in Australia consisted of two distinct sectors: the universities, 

which specialised in established disciplines and were research oriented, and Colleges of 

Advanced Education (CAEs), which specialised in vocationally oriented programs. In 

1990, the two educational systems were merged and a unified system was created. 

CAEs were eliminated either by merging them with existing universities or by 

transforming them to universities. Many of the former colleges had been the pioneers of 

tourism education at the undergraduate level. The “new” universities, as these colleges 

were later called, continued to target tourism and hospitality (King & Craig-Smith, 

2005). By the early 1990s, tourism and hospitality was the fastest growing sector in the 

Australian tertiary education system. New programs were emerging and existing 

programs were rapidly expanding. Universities were supportive of tourism and 

hospitality programs because they attracted numerous students and were relatively 

inexpensive to provide (King & Craig-Smith, 2005). 

By 2012, 28 universities were offering 62 undergraduate degrees in the field of 

tourism and hospitality, with the number increasing to 84 with the inclusion of majors 

or areas of specialisation (Airey, 2002). However, there has been a drop in student 

demand in recent years among both domestic and international students. Dredge et al. 

(2012b) have explained this development in terms of the global financial crisis, the 

stronger Australian dollar, an increasingly competitive sector, and alternative pathways 

offered by hotel schools, private colleges, and TAFEs. Furthermore, Whitelaw, 

Benckendorff, Gross, and Mair (2015) have explained the significant shift in the 

provision of undergraduate and postgraduate tourism and hospitality management 

degrees away from universities toward the non-university sector through a number of 

factors including: a lack of investment by universities; a limited engagement between 
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the industry and universities; and a disparity between student demand for degrees with a 

strong vocational orientation and universities that offer a theoretical and research-

oriented focus. 

2.2.3 Professional and accrediting associations  

In contrast to professional or vocational degrees, such as nursing and 

accounting, tourism and hospitality management education is not accredited by any 

unifying accrediting professional association. In tourism, alternative accrediting 

schemes such as UNTWO’s TEDQUAL and THE-ICE have emerged, but a broadly 

accepted scheme does not exist. Furthermore, according to Dredge et al. (2012a), such 

schemes impose a business-oriented curriculum at the expense of other social science 

contents. Breakey, Robinson, and Brenner (2014) have claimed that the accreditation 

criteria of tourism and hospitality management programs have contributed to a 

convergence of the programs across providers. For example, hospitality management 

academics are acting as teachers, designers, examiners, auditors and agents in the 

accreditation process. According to Dredge et al. (2012a), with global workforce 

mobility, accrediting bodies will have an even more important role to play in the future 

in defining curriculum, and in setting standards for graduate attributes. Tourism and 

hospitality management education should therefore play a more significant role in 

addressing accreditation and quality assurance.  

2.2.4 Approaches in the design of tourism and hospitality curricula across 

Australian institutions 

Even though Whitelaw et al. (2015) have claimed that universities have a more 

theoretical and research-oriented focus than the non-university sector, Breakey et al. 

(2014) have asserted that one of the most significant factors driving the changes in 

hospitality management education is the industry, since it determines the attributes that 

hospitality managers require. Some scholars have argued that tourism and hospitality 
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educators should resist the strong influence from the industry on the curriculum by 

focusing on a more holistic approach that prepares students for the present as well as for 

the future (Airey & Tribe, 2000; Breakey et al., 2014). Tribe (2002) has argued that 

tourism and hospitality curricula should not only equip students to work in their chosen 

industry but also include elements that serve the wider society affected by the tourism 

and hospitality industry. He has argued that changes to people and places occur with the 

development of tourism, and graduates should be able to deal with these aspects. 

Furthermore, he has claimed that a balanced curriculum should aim for graduating a 

“philosophic practitioner” who is able to promote the demands of business and those of 

the wider tourism society and world (Tribe, 2002).  

According to recent research undertaken by Breakey et al. (2014), there are two 

different approaches to tourism and hospitality management education in Australia. One 

is more specific to the industry and the other is more holistic and targets a wider market. 

In their study, Breakey et al. (2014) compared the curricula approaches of three 

different Bachelor programs in hospitality management from different institutions of 

Australia: Bachelor of International Hotel and Tourism in the School of Tourism of the 

University of Queensland (UQST); Bachelor of Business in International Hotel and 

Resort Management at the Blue Mountains International Hotel Management School 

(BMIHMS); and a Bachelor of Hospitality Management in the Northern Melbourne 

Institute of TAFE (NMIT). The analysis was made of programs and courses, and the 

material analysed was that which was available publically in 2010.  

Breakey et al. considered the program at UQST as research-intensive, targeting 

students who desire high-level positions. Furthermore, it was seen as progressive, 

theory driven, and holistically oriented. The program offers only one internship 

placement as part of a professional development course. The findings of Breakey et al. 
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(2014) are consistent with those of Benckendorff, Whitelaw, et al. (2012). According to 

the findings of Benckendorff, Whitelaw, et al. (2012), the tourism and hospitality 

students and educators from the University of Queensland and five other “sandstone” 

universities (Australian universities established before 1950) claimed that their 

curriculum has a strong emphasis on theory and less on basic skills and expert practice. 

The strength of these universities seems to be on an understanding of the wider world 

and society and of sustainability and ethical responsibilities and therefore a more liberal 

focus (de Raadt, Watson, & Toleman, 2004)  

By contrast, Breakey et al. (2014) claimed that the two undergraduate degrees in 

the BMIHMS and NMIT are more vocational in character and closely connected with 

the industry. They found these two programs to have more practice-driven and hands-on 

approaches. These findings also support the research of Benckendorff et al. (2012), 

which revealed the similarities in the undergraduate curriculum among TAFEs, private 

providers (hotel schools and universities), and universities established after 1976. 

According to the students and educators involved, the focus seems to be on preparing 

them for future employment by focusing on management, leadership, and 

entrepreneurial skills; i.e., a vocational curriculum (Benckendorff, Whitelaw, et al., 

2012). However, Breakey et al. (2014) concluded that liberal education is not restricted 

to university curriculum and vocational education for hotel schools/TAFEs. For 

example, social science subjects that are normally considered mainly part of university 

curriculum could also be part of the programs in the hotel schools/TAFEs. The authors 

explained this tendency through the above-mentioned statement that a convergence of 

tourism and hospitality programs occurs as a result of the accreditation process, which 

seems to be mainstreamed to a relatively large extent. 
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The research undertaken by Benckendorff, Whitelaw, et al. (2012) includes 

findings from the “new universities” (those established between 1950 and 1970), of 

which GU is one. The results revealed that the undergraduate tourism and hospitality 

programs of the new universities are more theoretical and seem to focus on an 

understanding of the wider world and society, sustainability, and ethical responsibilities. 

This echoes the student and educator responses regarding the sandstone universities. 

Therefore, the new universities seem to have a more liberal focus than a vocational one. 

However, their educators perceived the curriculum to be more balanced between liberal 

and vocational (Benckendorff, Whitelaw, et al., 2012). Based on the data presented by 

Breakey et al. (2014) and Benckendorff, Whitelaw, et al. (2012), it can be argued that 

the programs at GU targeted for this study have a more liberal focus than a vocational 

one.  

2.2.5 Work-integrated learning (WIL) 

Wardle (2014) has interpreted WIL as partnership initiatives introduced between 

industry and education. WIL can be considered an umbrella term comprising those 

activities that are implemented to bridge the knowledge gap in the curriculum between 

theory and practice. It includes initiatives such as internships, field work, work 

placement, site visits, cooperative projects operated through industry and/or community 

connections, and simulations (Smith, 2012; Wardle, 2014). Universities, students, and 

community and industry partners involved in WIL curricula benefit greatly from it 

(Smith, 2012). For example, WIL enables universities to attract students and to fulfil 

university missions, such as providing education that responds to future needs. 

Furthermore, it allows universities to involve their communities through partnerships 

with industries and community organisations. Finally, it helps universities deliver more 

work-ready graduates (Smith, 2012). The benefit for the students undertaking WIL is 

increased employability through gaining generic and specific attributes required for the 
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job market. It also improves their transition into the workforce and provides them with a 

deeper knowledge of their chosen career path. In the context of the increasing 

competition for graduate positions, work experience provides these students with a 

competitive edge in their future job search (Wardle, 2014). 

The industry also benefits from WIL. Relevant work experience reduces training 

time and costs associated with the employment of new employees (Ricks Jr & Williams, 

2005). Furthermore, small-to-medium enterprises benefit from staff resources that 

would otherwise have been unattainable due to limited budgets. Finally, through WIL, 

industry has the opportunity to influence curricula and thus enhance industry relevance 

and ensure that information and knowledge are current (Wardle, 2014). There is a 

perception among hotel employers that graduates holding a university degree are 

inadequately prepared for employment in the industry (Kim, 2008). Employers seem to 

prefer to recruit staff with work experience (Kim, 2008). For example, the industry 

acknowledges the practical and operational focus of TAFE and hotel schools, which 

include simulated hospitality facilities, practical skill courses (bar courses, restaurant 

operations), and industry work experience as part of their curriculum (Wardle, 2014).  

Wardle (2014) has argued that even though there is an increasing awareness of 

the importance of WIL in Australian university education, there is a lack of an effective 

framework to incorporate it into the curriculum so that it benefits a maximum of 

students, industries, and universities. Because of conflicting cultures and structures at 

faculty, and institution and government level, it is a challenge to advance the WIL 

agenda. Furthermore, the WIL agenda faces obstacles such as limited budgets; large 

cohorts; and difficulty placing international students, students with disabilities, learning 

difficulties, and poor communication skills (Wardle, 2014). Support is particularly 

needed for international students looking for internships, given they often have 
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difficulties entering companies in their host country because of low confidence and lack 

of connections (Mackaway, Winchester-Seeto, & Carter, 2014).  

Universities tend to struggle with the strategies needed to incorporate WIL into 

curricula (Wardle, 2014). Until semester 2, 2013, the Bachelor of Business (Hotel, 

Tourism, Event, Real Estate and Property, and Sport) at GU had a mandatory WIL 

program. However, at the time of writing, the new program, Bachelor of International 

Tourism and Hotel Management, has just replaced the previous one. It includes a third-

year core course “Career Development” that has a WIL component. There are three 

WIL options available within this course, which enable students to link theory to 

practice (Fraser, personal communication, December 2, 2015). Furthermore, the Master 

of Business in ITHM has incorporated two WIL electives “Business Internship” and 

“Global Mobility Internship” since 2013. The first provides an opportunity for students 

to complete a project-based internship within South East Queensland on either one or 

two days a week over a semester. The second allows students to complete a cultural 

adaptation/language intensive program over three weeks at a partner university overseas 

and then to complete a 3–6 week full-time internship in the destination country 

(Blackman, personal communication, December 2, 2015). Students need to have certain 

prerequisites to be accepted in these internships (Griffith University, 2015e).  

The New Colombo Plan (2014), funded by the Australian government, is an 

example of a WIL opportunity that provides mobility grants for students to take up 

internships in the Asia-Pacific region benefitting both students and industry. Through 

the New Colombo Plan, universities, industry, and government work together towards 

the aim of providing graduates with a transformational experience as well as 

establishing diplomatic ties with the Asia-Pacific region (Department of Foreign Affairs 

and Trade, 2015). .  
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International internships require that the sending university appoints a supervisor 

to monitor the quality and the learning outcome of the work undertaken by the students 

overseas. The monitoring can be complicated because of the distance, cost, and 

communication involved. The supervisor could work from the home university over 

phone or online. An on-site supervisor who is in daily contact with the intern could also 

be appointed (Hollis, 2012). Partners in the WIL programs are often best placed to 

prepare students for their WIL experience overseas. For example, partners could 

contribute with their perspectives in pre-departure, in-country, and re-entry educational 

programming (Macquarie University, 2015). 

2.2.6 Curriculum  

This section will describe the characteristics of the formal, informal, and hidden 

curriculum, which will help to understand how students’ knowledge, skills, attitudes, 

and values are developed in an Australian university context. 

According to Hicks (2007), the term “curriculum” has different meanings for 

academics, students, and industry. Dredge et al. (2012c) have claimed that for 

academics, curriculum is often understood to be the knowledge that they consider 

important for a student to know. For students, assessment tasks often define the 

curriculum as they represent what one really needs to know in order to pass a course. 

For industry, curriculum is often defined as the skills and attributes that are needed by 

graduates to perform a job well. In this context, it is evident that the curriculum in any 

field is socially constructed, has multiple meanings, and will always be the focus of 

debate and refinement.  

The curriculum can be characterised as formal and informal. Leask and Carroll 

(2011, p. 652) refer to the formal curriculum as “the planned and sequenced programme 

of teaching and learning activities organised around defined content areas and assessed 
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in various ways”. The objectives of formal curriculum are assessed through 

examinations, assignments, laboratory sessions, and other practical activities. Informal 

curriculum refers to the extra-curricular activities that take place on campus and are not 

part of the formal requirements of the program of study, but contribute to defining the 

culture of the campus. These may include activities helping students to meet the 

objectives of the formal curriculum, such as peer-assisted study sessions (Leask & 

Carroll, 2011). 

Formal and informal curricula form a dynamic interplay of teaching, learning 

processes, and experiences inside and outside of the classroom. They develop the 

knowledge, skills, and attitudes of the students to create future opportunities for them 

(Leask & Carroll, 2011). McKinney, Saxe, and Cobb (1998) have emphasised the 

importance of the informal curriculum or out-of-class experiences (e.g., active 

participation in student organisations) as well as interaction with academics and 

employers. Boyle et al. (2007) claim that high levels of interest and motivation among 

students are stimulated and affective responses enhanced when they leave the classroom 

and learn through first-hand experience. According to Billett (2010), universities are 

increasingly placing importance on preparing students for professional practice because 

students should experience a smooth transition from student life to career and be 

competent in their future position. There is also a growing expectation from 

government, industry, and professional associations that students learn through practice 

and develop attributes that are needed in the industry.  

The hidden curriculum characterises the non-explicit rules of a profession that 

students must learn if they want to achieve success; a kind of “rulebook” in which the 

rules are written between the lines (Snyder, 1973). The hidden curriculum is important 

in the socialisation of the students (Haas & Shaffir, 1982). Examples of hidden 
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curriculum include being aware of which knowledge is valued and which is not, and 

how in-class and out-of-class activities are organised (Leask & Carroll, 2011).  

Barnett and Coate (2005) have argued that students who are better at 

understanding the underlying rules of the hidden curriculum are more successful than 

those who do not. According to Henderson (2011), Chinese graduates require culturally 

specific attributes in business to obtain their first job. If these attributes are included in 

the curriculum, Chinese employers might be more satisfied. For example, some cultural 

values are probably part of the hidden curriculum in China and may not need to be 

explicit. A survey undertaken by Henderson (2011) revealed that employers, lecturers, 

and students in China considered Chinese cultural values such as respect, diligence, and 

“guanxi” quite important. Henderson (2011) has argued that developing skills that are 

important to Chinese employers is a reason for internationalising the curriculum in 

Australia. She added that the opportunity for substantial curriculum development has 

been impeded by Australian academics’ lack of awareness of Chinese social and 

cultural traditions. Furthermore, Mestenhauser (1998) has claimed that 

internationalisation of a curriculum requires that academics think about the possibilities 

for students to explore the ways in which their own and others’ cultures construct 

knowledge and approach professional practice. In order to do so, academics need to be 

self-reflective and develop different kinds of knowledge and innovative pedagogies. 

2.2.7 Graduate attributes  

According to Glover, Sue, and Youngman (2002), recent government initiatives 

have given particular attention to the notion of “graduateness”, which is defined as the 

effect that having undertaken an undergraduate degree has on knowledge, skills, and 

attitudes. Graduate attributes in Australia were developed in the West Review in 1998, 
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which provided a framework of generic attributes that ideally every graduate should 

possess (Department of Education Science and Training, 2007). 

The Higher Education Council (1992, p. 20) gives the following definition of 

graduate attributes: “These are the skills, personal attributes and values which should be 

acquired by all graduates regardless of their discipline or field of study.” According to 

Hogan, Chamorro‐Premuzic, and Kaiser (2013), employers seem to put at least as much 

emphasis on personal attributes as on cognitive abilities.  

Henderson (2011, p. 22) characterises graduate attributes as “the overarching 

term that includes knowledge, skills, capabilities, attributes, values and attitudes”. She 

defines the different components as follows:  

knowledge is the academic, technical, cultural and theoretical knowledge that is 

taught; skills, capabilities and attributes are interchangeable terms and refer to 

the application of knowledge; they can be methodically developed and therefore 

assessed. Values and attitudes are dispositions that can be modified if reflected 

on from an ethical, cultural or social perspective.  

Hofstede (1980) and Rokeach (1968) have provided a more precise distinction 

between values and attitudes. According to Hofstede (1980, p. 19), a value is “a broad 

tendency to prefer certain states of affairs over others”, while (Rokeach, 1968)  claims 

that an attitude is “a relatively enduring organisation of beliefs around an object or 

situation predisposing one to respond in some preferential manner” (Rokeach, 1968, p. 

112).  

In the literature on graduate attributes, I have not found any clear distinction 

between attitudes and values, and they seem to be used interchangeably. For example, 

being “socially responsible and engaged in their communities” (Griffith University, 
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2013) can be understood as a value as well as an attitude. Being socially responsible can 

be a tendency to prefer a socially responsible environment (value) (Hofstede, 1980). It 

can also be understood as a response in a preferential manner (attitude) (Rokeach, 

1968). 

According to Barrie (2006), the reason that graduate attributes have become 

important in the university sector is the new nature of higher education. Because 

governments around the world link education to economic growth, they have increased 

focus on the return on their investment in universities. This has compelled universities 

to demonstrate that they are efficient. Since the publication of the West Review, all 

Australian universities have been required to develop policy statements that specify the 

generic outcomes of their university degrees in order to obtain government funding 

(Department of Education Science and Training, 2007). Barrie (2004) has argued that 

there are two kinds of graduate attributes: one is described as the individual’s 

employability, and the other describes the individual’s capacity to act as a global citizen 

(including involvement in democratic processes, social cohesion, equity and human 

rights, and sustainability), and thus contribute towards a well-functioning society. 

Barker, Hibbins, and Woods (2012, p. 143) have claimed that “… individuals who are 

classified as global citizens demonstrate the knowledge, skills and attitudes/values 

needed to thrive in a world characterised by global mobility and social, cultural, 

economic, political and environmental interconnectivity”. According to Lilley, Barker, 

and Harris (2015), the process of global citizen learning at university occurs when the 

students “get out of their comfort zone”; for example, through interpersonal interactions 

and relationships with different people when they study abroad and engage and work 

with “others”. Students might then widen their horizons, broaden their perspectives, and 

accelerate maturity.  
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Accrediting bodies and the Australian government require universities to 

demonstrate that students have achieved the graduate attributes that universities 

promote. Furthermore, since 2011, the Australian Qualification Framework (AQF) has 

stipulated some of these attributes for the various levels of qualifications. The AQF has 

built the development of generic skills into all levels of the education framework (AQF, 

2016; Fraser & Thomas, 2013). For example, at the Bachelor’s level, the AQF requires 

universities to develop graduates who have the “cognitive, technical and communication 

skills to select and apply methods and technologies” (Fraser & Thomas, 2013, p. 547). 

Master’s graduates are expected to have achieved knowledge that is more advanced, 

integrated, and inclusive of recent developments than graduates with Bachelor degrees 

(Whitelaw, Benckendorff, Gross, & Mair, 2015).  

Even though universities have courses and assessment matrices to develop 

graduate attributes, many students often do not realise the attributes they have 

developed, and they find it difficult to transfer these to the job market (Rust & Froud, 

2011). One explanation of this problem is the students’ insecurity and underestimation 

of the values of the graduate attributes they have developed (Bryant, 2005). Su (2014) 

has argued that while it is important that institutions analyse attributes and establish 

policies and teaching and assessment strategies, students should also take responsibility 

for and be engaged in determining the attributes that are significant for promoting their 

employability and self-development. If not, curricula may not relate to students’ 

intentions or motivations and thus lead to superficial learning. Su (2014) added that a 

bottom-up approach to understanding graduate attributes must be considered to help see 

graduate attribute development as a reflection of the learning process. Daniels and 

Brooker (2014) have further argued that universities have increasingly placed emphasis 

on the employability of their students through the implementation of graduate attributes. 

In contrast, they pay less attention to the student identity formation than is crucial for 
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successful learning. According to these authors, universities should help students 

develop not only their graduate identity but also their student identity at all stages 

during their enrolment. Daniels and Brooker (2014) added that students need to be 

participating in their own identity development, so that they can learn how to become 

work-ready graduates. According to Dacre Pool and Sewell (2007), career development 

learning should be part of university teaching, and include “activities that help students 

become more self-aware, enable them to give real consideration to the things that they 

enjoy doing, are interested in, motivate them and suit their personalities” (Dacre Pool & 

Sewell, 2007, p. 284). Furthermore, students should learn how to make decisions 

regarding careers, applying for jobs, and presenting themselves to potential employers 

(Dacre Pool & Sewell, 2007). In the current study, “graduate attributes” refer to the 

knowledge, skills, personal attributes, attitudes, and values acquired by students at 

university. 

2.2.8 Professional socialisation theory 

This study applies the graduate and professional student socialisation framework 

developed by Weidman et al. (2001) presented in Figure 1. According to this 

framework, attributes derived from students’ experiences in universities need to be 

investigated in order to understand professional socialisation (Weidman et al., 2001). 

Because this figure has been built on the model of undergraduate socialisation of 

Weidman (1989a), which is one of the most cited frameworks for student socialisation 

in higher education (Bess & Webster, 1991; Chickering & Reisser, 1993; Pascarella & 

Terenzini, 1991; Weidman, 1989a; Weidman et al., 2001), it is the theoretical 

framework that serves as a basis for addressing the socialisation of Chinese 

international students targeted in this study. Weidman et al.’s (2001) framework draws 

on conceptual and empirical studies mainly from the USA undertaken by Bragg (1976), 

Stein and Weidman (1989), Thornton and Nardi (1975), Weidman (1989a), and 
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Weidman (1989b). It expands on previous work of Weidman (1989b)( by incorporating 

more flexible and interactive approaches to understand the socialisation process 

(Weidman et al., 2001). Weidman et al.’s (2001) framework is most often applied to 

postgraduate and advanced professional students (Holley & Taylor, 2009).  

In order to understand the theory, I will provide a brief overview of its origins 

before discussing the framework. The literature uses both “socialisation” and 

“professional socialisation” to describe the theory. Socialisation describes the process 

by which people seek to become members of groups in general (Merton, 1957). The 

socialisation process has been defined by Merton (1957) as follows: “The process by 

which people selectively acquire the values and attitudes, the interests, skills and 

knowledge—in short, the culture—current in groups to which they are, or seek to 

become, a member” (Merton, 1957, p. 278). In contrast, professional socialisation refers 

more specifically to students’ “acquisition of values, attitudes, skills and knowledge 

pertaining to a professional subculture” (Page, 2004, p. 1). In this research, the concept 

will be referred to as “professional socialisation”. Where the term “socialisation” is 

used, it refers to professional socialisation.  

According to Weidman and colleagues (2001), one of the most comprehensive 

studies on this topic was the research of Bragg (1976) on the socialisation of university 

students into a profession. Bragg (1976) discussed how institutional and student 

characteristics could interact to improve learning environments and encourage a sense 

of identity in students. She claimed that socialisation is a process, which consists of 

interactions between the person being socialised and the person or group doing the 

socialising. According to Bragg (1976), the conditions of successful socialisation in 

education are most evident in professions such as law and medicine. In successful 

professional socialisation, law students learn to think like lawyers and medical students 
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learn to act like physicians. However, while professional socialisation may be more 

obvious in professional academic education, the process also operates in other degree 

programs. In particular, Bragg (1976) has argued that vocational curricula share 

similarities with professional programs. Whether tourism and hospitality management is 

a professional or a vocational academic program is debatable. Greenwood (1957, p. 46) 

has characterised a profession as a fund of knowledge that has been organised into an 

internally consistent system, “a body of theory”. Even though Greenwood’s (1957) 

definition might not be relevant to international tourism and hospitality management 

degrees, professional socialisation theory will be applied in this thesis because of 

Bragg’s statement mentioned above, whereby this process operates in degree programs 

other than the typical professional ones (Bragg, 1976).  

Weidman et al. (2001) argued that socialisation contains cognitive as well as 

affective dimensions. Therefore, to understand professional socialisation, the 

knowledge, skills, attitudes, and values of students’ experience in universities must be 

taken into account. As the authors have stated, “Socialisation in university refers to the 

processes through which individuals gain the knowledge, skills, and values necessary 

for successful entry into a professional career requiring an advanced level of specialised 

knowledge and skills” (Weidman et al., 2001, p. 5). Cohen and Elliott (1982) also 

stressed that professional socialisation is more than just gaining cognitive skills, but also 

consists of the values and norms that are essential for understanding the profession in 

question. 

According to Weidman et al. (2001), considering a socialisation perspective in 

higher education helps to identify changes that could be implemented to develop more 

effective university degree programs. They argued that ongoing interactions between 

academics and employers should help build degree programs that socialise students 
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through a continuous process from their enrolment until employment. This concurs with 

Daniels and Brooker (2014) previously mentioned argument that universities should 

help students develop not only their graduate identity but also their student identity at 

all stages during their enrolment. According to Noble, Coombes, Nissen, Shaw, and 

Clavarino (2014), identity formation of the students is supported through student 

engagement in learning. For example, debates, use of role play, and simulations have 

been demonstrated to help students. The hidden curriculum can also be considered 

important in the socialisation of the students, as demonstrated in a study undertaken by 

Haas and Shaffir (1982), where interaction skills and self-presentation implicitly learnt 

during the students’ medical degree were considered important for their professional 

socialisation. The framework of Weidman et al. (2001) takes into consideration 

differences as well as common threads and expectations among various types of 

students, academic and professional fields, and anticipated career outcomes.  
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Figure 1. Conceptualising graduate and professional student socialisation (Weidman et 
al., 2001, p. 49). 

At the centre of Figure 1 of the Weidman et al.’s 2001 model is the core 

experience in the university degree program. It includes the institutional culture 

(academic programs, peer climate), the socialisation processes (interaction, integration, 

learning), and the core elements of socialisation (knowledge acquisition, investment, 

and involvement) (Weidman et al., 2001). Surrounding the central part are four other 

components of student socialisation: prospective students, professional communities, 

personal communities, and novice professional practitioners. I will briefly discuss these 

below. 

Prospective students are categorised according to their background (such as 

degree enrolled in, ethnicity, and gender) and predispositions (such as values, career 

aspirations, learning styles, beliefs) (Weidman et al., 2001).  
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Professional communities include the communities for which the students 

prepare themselves to work. Practitioners serve as role models for the students. 

Professional associations set standards for admission to the profession and thus 

influence the academic programs (Weidman et al., 2001). Personal communities consist 

of family and friends outside academia whose expectations may or may not support the 

students in the degree program. Family is characterises family as “Children, spouses, 

and other relatives”. Employers are also included in this category as they refer to 

settings that are generally outside academia. (Weidman et al., 2001). According to 

Young (1994), most parents from North America (and, I would add, other Western 

countries) do not want to influence their children’s career choice as it is considered an 

individual right. By contrast, Ghosh and Fouad (2015) have suggested that Asian 

American students do not necessarily make career-related choices based on their 

interests, but rather on influential factors from family. Mazzarol and Soutar (2002) have 

stated that family, peers, and recruitment agencies represent a crucial influencing factor 

regarding the choice of international education of prospective international students.  

The category of novice professional practitioners in the model reflects the core 

elements of successful professional socialisation and identification of the career. The 

keywords appearing in the figure are commitment and identification, which represent 

the graduates’ well-developed professional socialisation. Commitment and 

identification are not considered simply as outcomes of socialisation but are developed 

gradually in the individual students, who are both affecting and being affected by the 

other components (Weidman et al., 2001). 

It is not clear from the model which one of the above-mentioned four 

components of student socialisation is the most powerful. According to Amaral and 

Magalhaes (2002), external stakeholders, such as parents, employers, and graduates, 
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have more power than internal stakeholders, such as students and academics. As 

previously mentioned, the increasing importance of external stakeholders compared to 

internal stakeholders is due to the need of universities to be more responsive to 

environmental factors. For example, according to Breakey et al. (2014), one of the most 

significant influences in hospitality education is industry. 

Weidman et al. (2001) considered socialisation to be dynamic and ongoing, 

without a definite beginning or end. Socialisation consists of different interactive stages: 

the anticipatory stage, the formal stage, the informal stage, and the personal stage. The 

different stages represent states of identity and commitment, from the anticipatory stage 

where an individual becomes aware of the behavioural, attitudinal, and cognitive 

expectations held for a role to the personal stage where the role is internalised and 

students form a professional identity. According to the authors, the four interactive 

stages may be experienced at any time by students and the newly graduated. 

Professional identity and commitment are not simply an outcome of the socialisation 

process, but are developing and being developed by the different components of the 

framework and at different points in time. The ellipses in Figure 1 reflect the 

interchanging boundaries among the various concepts of professional socialisation: 

“Although the various conceptual elements of socialisation have some analytically 

distinct characteristics, they are not independent but rather dependent upon one another 

to varying degrees” (Weidman et al., 2001, p. 51). 

Clouder (2003) has critiqued professional socialisation theory, arguing that 

students’ identities are formed around the requirements of a profession through daily 

interactions with educators and professionals. Furthermore, Clouder (2003) claimed that 

students become subject to social control at an unconscious level, not being aware of 

their own changes. She added that novices in a profession internalise the values and 
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beliefs of members of that profession and they are moulded into “good professionals”, 

which is seen as a disempowering process (Clouder, 2003). Similarly, Eraut (1994) 

described the “moulding process” where the students are positioned as passive 

recipients of knowledge and skills in teacher–student interactions. By contrast, 

Dingwall (1977) has argued that students can play a proactive role in the socialisation 

process by making sense of their surroundings by themselves. He described professional 

socialisation as follows:  

a process by which newcomers to a group worked to make sense of their 

surroundings and came to acquire the kinds of knowledge which would enable 

them to produce conduct which allowed established members of that group to 

recognise them as competent. (Dingwall, 1977, pp. 12–13) 

According to Weidman et al.’s (2001) framework, international students might 

find it difficult to communicate with academics about adapting to the university and the 

local culture and they might instead rely on interaction with peers. As such, Li and 

Collins (2014) have critiqued professional socialisation theories for not being suitable 

for understanding international student socialisation at university. The authors argued 

that recognising communication and language barriers are important for understanding 

international student socialisation. The Chinese international students in Li and Collins’ 

(2014) study often withdrew from social activities due to their lack of understanding of 

language and classroom norms. This withdrawal delayed their socialisation process. For 

example, their language issues meant that they invested more time in their studies and 

therefore abstained from social activities. The lack of a peer network with domestic 

students was a challenge for their socialisation at the university in that their network 

was mostly limited to Chinese international students. Networking with other Chinese 

students helped to meet basic needs, but did not help students achieve academic 
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socialisation. Although communication is not a component of socialisation theory, the 

authors claimed that it might be an important aspect for understanding international 

student socialisation: “Theories of academic socialisation could be more applicable to 

the international student experience by including communication as a fundamental 

component that serves as a barrier and a source of anxiety for some students” (Li & 

Collins, 2014, p. 48).  

One way of dealing with the barriers of academic integration of international 

students is by facilitating  mentoring schemes, which can take place both in 

undergraduate and postgraduate degrees. Such a scheme can consist of group mentoring 

(i.e., a mentor is allocated to a group of mentees) or mentoring in pairs (Peterson & 

Macleod, 2014). Ling and Tran (2015) have added that universities need to develop 

mentoring schemes to enable recently arrived international students to establish 

friendships with other students. Mentoring schemes are not only valuable for 

international students, but also for students in general. 

According to Collings, Swanson, and Watkins (2014), a peer mentoring scheme 

leads to higher levels of students’ social and academic integration to university and thus 

increases the retention rate. Mentoring schemes also help attract both domestic and 

international students to university degrees. One Australian example that demonstrates 

how academic mentoring has been integrated in the curriculum is Newcastle University, 

where international students are paired with other (mostly international) students. This 

mentoring scheme creates a community among the international students (Ragavan, 

2014). GU’s Griffith Buddy program, where first-year international students are 

matched with a group of senior students “buddies” for a weekly chat, is another 

mentoring program that focuses on social integration. This program provides a safe 

environment for students to expand their social life (Griffith University, 2015c). 
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Furthermore, GU has a “Griffith Mates” organisation that consists of a group of student 

volunteers who help international students make friends on campus, practice English, 

find their way around campus, and become acquainted with the Australian environment 

(Griffith University, 2015d). 

2.2.9 Boundaryless and protean career theories 

Careers research has developed since the beginning of the 1970s. At this time, it 

was widely believed that “an Industrial State … dominated by large, entrenched 

organisations, was here to stay” (Arthur, 1994, p. 299). Therefore, most research about 

employment focused on a relative stability of organisations. Furthermore, the idea of 

individuals advancing hierarchically within a single organisation during their career was 

dominant (Arthur, 1994). This idea is reflected by the linear career concept consisting of 

a movement upward in the hierarchy of one organisation (Brousseau, Driver, Eneroth, 

& Larson, 1996). In recent times, this traditional perspective of careers has begun to 

fade, with new models emerging that understand the changing nature of careers 

(Brousseau et al., 1996; Eby, Butts, & Lockwood, 2003). Given the changeable and 

unstable network of organisations today, individuals often no longer stay in the same 

organisation during their whole working life. People are more and more often 

experiencing career interruptions and dismissals from employment as well as shifting 

positions within and across organisations (Eby et al., 2003). This has led to the concept 

of the boundaryless career, which means that individuals are not bounded to an 

organisation (Arthur, 1994). Individuals with a boundaryless attitude are comfortable 

and enthusiastic about establishing working relationships beyond organisational 

boundaries. This boundaryless career attitude is psychological and does not mean 

necessarily physical or employment mobility. In contrast, another definition of a 

boundaryless attitude is the wish of the employee to maintain a physical employment 
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mobility; i.e., physically crossing organisational boundaries (Briscoe, Hall, & DeMuth, 

2006).  

The protean career described by Hall (2002) focuses on the idea of career 

success resulting from individual career management in contrast to career development 

by the organisation. Individuals with a protean career attitude rely on their own values 

to guide their career behaviour and take an independent and proactive role in their 

career management. In contrast, individuals who do not hold protean attitudes would be 

more likely to depend on external standards and to seek external assistance in 

behavioural career management. As Briscoe (2006, p. 6) has argued:  

The protean career orientation does not imply a particular behavior, such as job 

mobility, but rather it is a mindset about the career—more specifically an 

attitude toward the career that reflects freedom, self-direction, and making 

choices based on one’s personal values.  

Similarly, Bridgstock (2009) has argued that career management is the result of 

an individual’s own ability and not the organisation’s responsibility, asserting career 

management “as the ability to build a career; to intentionally manage the interaction of 

work, learning and other aspects of the individual’s life throughout the lifespan” 

(Bridgstock, 2009, p. 35). Because many university graduates are not prepared for the 

changing job market and the various training options, Bridgstock (2009) emphasised the 

importance of having career management skills based on attributes such as lifelong 

learning and adaptability in the university programs. 

Even though there are some overlaps between the concepts of boundaryless and 

protean careers, Briscoe (2006) has argued that they should not be used synonymously. 

For example, an individual can have a protean attitude and make independent career-
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related decisions, but not prefer cross-boundary collaboration. In contrast, one could 

embrace a boundaryless mindset, yet rely on one organisation to develop their career. 

Pringle and Mallon (2003) have claimed that the application of the boundaryless career 

concept has been limited to only few occupational environments; for example, the film 

industry (Jones, 1996), and the biotechnology industry (Gunz, Evans, & Jalland, 2000). 

Not much literature seems to have been written in the tourism and hospitality career 

sector about boundaryless and protean career concepts. However, some literature has 

been written on the changing nature of careers in the tourism and hospitality industry 

(Ayres, 2006; Barron, Maxwell, Broadbridge, & Ogden, 2007; McCabe, 2001). For 

example, McCabe (2001) has emphasised the evidence of mobility within tourism and 

hospitality, where loyalty and commitment to one employer has changed to a career 

path of short-term employer–employee relationships. Furthermore, Ayres (2006) has 

claimed that high levels of mobility and changing career paths among employees 

characterise tourism and hospitality careers. 

In the era of globalisation, the concept of boundaryless careers is widely used in 

the organisational literature. However, some critics of the concepts have also emerged. 

Cohen, Duberley, and Mallon (2004) have argued that social constructionism 

encourages the researcher to be critical and reflective regarding the career concept. 

Their argument is that a person’s career is constituted by the individual in interaction 

with others. Furthermore, a career needs to be considered not as a distinct dimension of 

life, but as a part of a whole in a person’s life. In other words, career and personal life 

cannot be separated.  

Pringle and Mallon (2003) have also claimed that in the investigation of a 

person’s career success, the specific cultural context needs to be taken into 

consideration. Career achievement cannot only be looked at through the lens of an 
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individual culture. The authors argued that in collective cultures, individuals belong to a 

group, and benefits to individuals are less important than the collective advantages to 

the extended family. Because family relationships are the foundations of identity, they 

must be considered in the evaluation of career success (Pringle & Mallon, 2003). 

However, Huang (2013) study of the career intentions of Chinese international students 

in the UK revealed that the participants realised that flexibility in their career is very 

important and that there is no life-time career. They were also aware of their personal 

responsibility for managing their career, which is congruent with both the boundaryless 

and the protean career theories, since they both highlight the flexibility and proactive 

role of individuals in developing their career path.  

2.3 International education in Australia 

2.3.1 Chinese international students in Australia  

China is the main source of international students in Australia. In 2014–2015, 

25% of all international students in Australia were from China (Department of 

Education and Training, 2015). In 2014, 59.5 % of all Chinese international students in 

Australia were enrolled in higher education (Australian Education International, 2013b); 

Research Snapshot, International student numbers 2014), and the remainder were 

enrolled in Vocational Education and Training, English Language Intensive Courses for 

Overseas Students, Schools and Non-Award (Australian Education International, 

2013b). Several reasons explain why Chinese international students choose to study in 

Australia: the high value of education in Chinese society; Chinese parents’ willingness 

to invest in their child’s education, and the growing middle class that can afford an 

international education for their children (Davis & Mackintosh, 2011); the perception 

that Australian education is of high quality (Yang, 2007); the difficulty of entering a 
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university in China; and a perception of improved career opportunities (Davidson & 

King, 2008).  

2.3.2 Chinese international students at Griffith University 

From 2012 to 2014, GU’s largest national group among international students 

were the Mainland Chinese international students. In 2014, there were 2,258 Chinese 

international students enrolled at GU, who formed 23.66% of all international students 

(See Table 1) (Office of Planning and Financial Services, 2015b) . The second and third 

most popular undergraduate degrees among Chinese international students were the 

Bachelors of Business (Hotel, Tourism, Event, Real Estate and Property, and Sport) at 

two different campuses (Nathan and Gold Coast campuses). The numbers of enrolled 

Chinese international students in these programs were 293 and 241 in 2014 respectively  

(see Table 2) (Office of Planning and Financial Services, 2015b). The above-mentioned 

programs include the award majors of ITHM at the Nathan campus and HM at the Gold 

Coast campus. Chinese international students enrolled in these particular award majors 

are participants in the research. The Master of Business, including the award major in 

International Tourism and Hospitality Management, receives the largest number of 

Chinese international students among all the Master’s programs at GU (see Table 3) 

(Office of Planning and Financial Services, 2015b). 

At the time of writing, the above-mentioned Bachelor programs have been 

changed to Bachelor of International Tourism and Hotel Management with award 

majors in Event Management, Human Resource Management, Management, Marketing, 

and Sport Management, among others. The majors are slightly different from the 

programs targeted in this study. Furthermore, there is a WIL component in the current 

program that did not exist in the previous one (Smith, 2015). In addition to the onshore 

programs, GU also offers two offshore programs in Hong Kong in tourism and 
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hospitality management: an Associate Degree in Tourism, Hospitality Management or 

Business and a Higher Diploma in Tourism and Hospitality Management. No offshore 

program in tourism and hospitality management is yet offered in Mainland China 

(Griffith University, 2016b).  

Davidson and King (2008) have investigated the motivations of Chinese 

students to study postgraduate degrees in tourism and hospitality in Australian 

universities. They found that a degree in Australia was considered an attractive option, 

since it promised good career prospects. Some students were also motivated because of 

the potential of working in the booming tourism industry in China. However, others 

were primarily motivated by the prospect of gaining high level qualifications from a 

university abroad. The motivations of Chinese international students to study an 

Australian university degree in international tourism and hospitality are thus not 

necessarily related to the profession but to better career prospects in general.  

Table 1 
International student enrolments by country at Griffith University (top four countries) 

2012 

Country Enrolments  % of enrolments 

China 3,339 32.39% 
Hong Kong 719 6.98% 

Korea, Republic of 644 6.25% 
Canada 427 4.14% 

2013  

China 2,699 28.34% 
Hong Kong 829 8.71% 
Korea, Republic of 606 6.36% 
India 501 5.26% 

2014  

China 2,258 23.66% 
Hong Kong 939 9.84% 

India 716 7.50% 
Korea, Republic of 531 5.56% 

 



57 

Table 2 
Chinese international student enrolments by undergraduate program at Griffith 
University 

Undergraduate (Top 10 Programs) 2012 2013 2014 

 
Bachelor of Commerce 608 483 

 
355 

Bachelor of Business (Hotel, Tourism, Event, Real Estate and 
Property, and Sport) 563 416 

 
293 

Bachelor of Business (Hotel, Tourism, Event, Real Estate and 
Property, and Sport) 344 264 

 
241 

Bachelor of Business 142 131 101 

Bachelor of Engineering 59 93 132 

Bachelor of International Business 104 68 48 

Bachelor of Digital Media 57 62 66 

Bachelor of Commerce 60 53 52 

Bachelor of Design 36 27 12 

Bachelor of Information Technology 25 25 25 

 

Table 3 

Chinese international student enrolments by postgraduate program at Griffith 
University 

Postgraduate (Top 10 Programs) 2012 2013 2014 

Master of Business 276 231 155 

Master of Commerce 292 225 140 

Graduate Certificate Business 67 34 26 

Master of International Business 44 42 32 

Master of Marketing 44 25 11 

Master of Human Resource Management 28 31 16 

Master of Commerce 24 25 11 

Master of Digital Design 15 17 9 

Graduate Certificate Business 19 14 6 
Master of Engineering 10 9 13 

Source: (Office of Planning and Financial Services, 2015b) 

2.3.3 Pedagogical challenges for Chinese international students  

2.3.3.1 Rote learning versus classroom interaction 

In China, teachers have important status (Martinsons & Brivins Martinsons, 

1996). Chan (1999, p. 298) has claimed that “Chinese learners have been brought up to 

respect wisdom, knowledge and expertise of parents, teachers and trainers. They have 
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been socialised to respect highly those who provide the knowledge, and to avoid 

challenging those in authority.” Rote learning is consistent with Confucian values 

(Martinsons & Brivins Martinsons, 1996) and seems to be predominant in China (Chan, 

1999). According to Martinsons and Brivins Martinsons (1996), Chinese students are 

almost only taught by rote learning in their primary and secondary schooling. 

Furthermore, students are assessed on their ability to repeat the knowledge acquired 

from the teacher (Chan, 1999). Holmes (2005) has also argued that the focus in China 

on rote learning is due to the competitiveness to succeed and the test-oriented education.  

With little exposure to other teaching methods, Chinese students expect to be 

taught through rote learning at university. However, Martinsons and Brivins Martinsons 

(1996) have claimed that there are concerns that university-based management 

education should become more professionally relevant in that rote-learnt knowledge is 

not enough to become a manager. Many of China’s political leaders and senior 

government officials have realised that the rote learning of textbooks impedes flexibility 

and reasoning in the learning process. However, the concept of a single truth and the 

“correct line” is in alignment with the ideology of the Communist Party and is therefore 

still widely advocated (Martinsons & Brivins Martinsons, 1996).  

Chan (1999) has claimed that it is problematic when Chinese students who have 

been encouraged through rote learning to repeat academic work word for word as a way 

to show respect and acknowledgement apply this practice in a Western classroom. 

Chinese students often consider paraphrasing as an odd activity, in that the source itself 

is more comprehensible than the paraphrased sentence (Biggs, 1994). Therefore, they 

need to be taught the value of paraphrasing, encouraged to develop the skill and made 

aware of the consequences of plagiarism from the beginning of their international 

studies (Biggs, 1994).  
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Western observers often complain that Chinese international students use rote-

learning and low-level cognitive strategies both in their own culture and at Australian 

universities while studying abroad (Biggs, 1994). The participative or dialogic learning 

style often used in Western teaching may therefore be a challenge for Chinese learners 

(Chan, 1999; Li & Collins, 2014). However, Watkins and Biggs (1996, p. 34) have 

argued that “Confucius himself saw learning as deep”, which indicates that in the 

Confucian tradition, education is inclined towards a deep approach rather than a 

superficial approach. Memorising, understanding, reflecting, and questioning are 

essential and integrated components of the Confucian learning process. Memorisation 

precedes deeper understanding and should not be equated with rote learning (Watkins & 

Biggs, 1996). However, Biggs (1994) has explained that international students as a 

group are often under more stress than local students and thus more prone to rote learn. 

Rote learning is a common way of handling stress and not specific to Chinese 

international students (Biggs, 1994). 

 The study by Wong (2004) among international students from Asian countries 

in Australia demonstrated that these students preferred a student-centred teaching and 

learning style even though they were used to a more teacher-centred and authoritative 

teaching style in their home country. They considered the teaching style of discussions, 

independent learning, and critical thinking strengths of their Australian degree. 

Similarly, students from Asian countries studying in the UK had to get used to working 

independently (Sovic, 2012). The students who overcame that hurdle felt that they 

benefitted largely from this learning style. Some international students also claimed that 

it was important that teachers engaged in the cultural backgrounds of the students. They 

felt that teachers should be open-minded and accepting of their different cultures (Sovic, 

2012). 
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Even though Chinese international students might appear less interactive or 

responsive in a Western classroom, they frequently seek more one-on-one consultations 

with the lecturers/tutors outside the classroom than the Western students do (Biggs, 

1994).  

2.3.3.2 Teamwork  

In cooperative learning, students work in a group to solve problems and generate 

new ideas together with mutual respect. These interactions enable students to view 

problems from new perspectives and to develop relationships between new and 

previously learnt information (Tang, 1993). Students are divided into small groups to 

learn content knowledge, to discuss an assigned topic, to complete cases, projects and 

group assignments, or to answer a few challenging questions (Campell & Mingsheng, 

2006). These processes tend to result in deeper learning approaches and lead to better 

learning outcomes. The students’ thinking seems to reach higher cognitive levels when 

they express their own opinions, argue, relate, and compare in groups (Tang, 1993). 

Tang (1993) added that an important element of cooperative learning is its teacher-

initiated nature; most cooperative learning situations are initiated and structured by 

teachers. The students are instructed on how to cooperate with one another. Within such 

a learning situation, there are both student–student and student–teacher interactions.  

Biggs (1994) has argued that because Chinese students are from collectivistic 

cultures, which are deeply embedded in Confucian heritage, they tend to form tight 

groups among themselves while studying abroad. These groups are either for academic 

or social purposes. Volet and Ang (1998) have argued that on one hand, Australian 

students resent these groupings of Chinese students, but that on the other, Australian 

students tend to prefer low levels of cross-cultural interactions themselves. There is 

therefore a lack of spontaneous interactions between Australian and Chinese students, 

and they tend to study separately throughout their enrolment (Biggs, 1994).  
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Tiong and Yong (2004) argue that Chinese students are more silent in group 

discussions inside the classroom than outside the classroom, which can be explained by 

inadequate language skills and influence of prior learning styles. However, the study by 

Campell and Mingsheng (2006) among Asian students in New Zealand found that the 

students highly valued classroom group discussions. This was because these discussions 

provided them with the opportunity to interact with students from other cultures and 

backgrounds, improved their English language skills, enhanced their cultural 

understandings, and gave them opportunities to make friends. Cruickshank, Chen, and 

Warren (2012) have argued that the interaction between domestic and international 

students can be explained by how the groups are structured in classrooms at university 

rather than by cultural issues, such as individualist versus collectivist values. According 

to the authors, cultural factors are less important than contextual factors. They claimed 

that structured interventions by staff to support exchanges among students can help 

create meaningful group work. Their study regarding group work interactions among 

domestic and international students demonstrated a greater intercultural understanding 

among the students who had been subject to a teacher intervention.  

An example of structured intervention could be undertaken through the 

Intercultural Skills Program EXCELL program, which has been successfully applied in 

a variety of disciplines, including human resources, communications , and pharmacy 

(Barker & Mak, 2013; Daly, Hoy, Hughes, Islam, & Mak, 2015). The program focuses 

on developing intercultural skills in students through active learning in small culturally 

mixed groups (Daly et al., 2015).  

Freeman et al. (2009) have argued that the development of intercultural skills in 

university business education is important because business professionals need to be 

able to successfully communicate in increasingly intercultural work environments. 
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Knight and de Wit (1995) have also claimed that one major educational function of 

internationalisation is to enable students to work in an international and inter-cultural 

context. Global education implies preparing students for global citizenship, but only few 

students and academics take this challenge seriously (Volet & Ang, 1998).  

2.3.3.3 English language 

Yates and Wahid (2013) have claimed that an adequate proficiency in English is 

usually seen as a student’s responsibility. Many students are aware of the importance of 

English skills for their career prospects, so they are therefore keen to acquire them. 

Given the high value of communication skills in the job market, some students even 

consider the development of English skills as being more important than the degree 

itself. In Australia, only 15% of students live on campus, which means that much 

student social life occurs away from the university. Furthermore, domestic students 

have various responsibilities , such as work, studies and friendships, and often they take 

advantage of distance learning or downloading lectures. Campuses have therefore 

become increasingly deserted. Making friends with domestic students might be difficult 

for international students in general.  

Many studies of international students show that they perceive their limited 

English language ability as being problematic (Holmes, 2005). English language 

problems, as well as unfamiliarity with new university study methods, lack of support 

network, separation from family and friends at home, and adjustment to the Australian 

culture can all cause individual problems for overseas students (Burns, 1991). 

Furthermore, international students have no time to relax because of English language 

difficulties and thus slow learning processes (Burns, 1991). Because of time constraints 

imposed by studies, the international students also have no time to participate in sports 

or clubs that would allow them to meet locals (Yates & Wahid, 2013). International 

students who only interact with those who share the same first language have less 
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confidence in communicating in English. According to Holmes (2005), Chinese 

international students’ lack of confidence in their English skills impedes their active 

participation in classroom discussions because they are afraid of losing face.  

According to Yates and Wahid (2013), entry-level oral proficiency skills can 

make a difference to students’ study abroad experiences. Based on the results of their 

study of international university students in Australia, it appeared that students who had 

a high English language proficiency at entry were able to overcome barriers to the 

further development of their language competencies. As such, the authors recommended 

that universities create more strategies for local and international students to to build 

their English language proficiency in order to interact to share their different knowledge 

and experience. Furthermore, they recommend that academics play a more proactive 

role in encouraging less confident international students to participate in the classroom. 

Finally, they placed emphasis on the importance for Australian universities to help 

international students improve their academic and social language skills to make their 

study experience successful and positive. Investment in students’ wellbeing is a need for 

Australian universities in a time of decreasing international student numbers (Yates & 

Wahid, 2013).  

Arkoudis, Baik, Bexley, and Doughney (2014, p. 13) have stated that “oral and 

written communication skills should be core business in university teaching and 

learning, alongside assessment of disciplinary knowledge”. This goal can be achieved if 

universities adopt the strategy that students will not be able to graduate from their 

degree unless they demonstrate effective English language skills (Arkoudis et al., 2014). 

Most universities in Australia provide English language help through short-term 

programs, and most of these activities are separate from disciplinary practices. 

According to the findings from the study of Arkoudis et al. (2014), oral and written 
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English language skills should be assessed throughout students’ enrolment in order to 

ensure minimum standards. The most appropriate procedure is to place assessment 

within the teaching and learning of the discipline. One example of English language 

teaching included in the discipline is at Edith Cowan University. At this university, each 

degree must have prescribed units in which English language proficiency is assessed 

and marked explicitly. Another example is the Macquarie University, which provides a 

first year elective “Academic Communication in Business and Economics” for students 

studying in degree programs offered by the Faculty of Business and Economics 

(Arkoudis et al., 2014).  

GU has developed the Griffith English Language Enhancement Strategy 

(GELES) to help international students improve their English language skills and their 

chances of succeeding in their academic studies (Griffith University, 2015g). This five-

strand strategy was implemented in 2009 to help international students admitted to GU 

with an IELTS score less than 7.0 and sub-scores below 6.5 (or equivalent) to improve 

their English language skills before, during, and after their studies (Griffith University, 

2015b). The benefits of GELES’ unique approach to embedding English language 

support at all stages of the international students’ enrolment at GU has proved beneficial 

in different ways. For example, the program has helped improve the GPA among 

students who were considered most at risk, and decreased the amount of plagiarism 

(Griffith University, 2015b). 

The following section begins with an overview of the development of the 

literature on attributes needed in the hospitality industry. Following this, an analysis of 

the similarities and differences among the diverse stakeholder perceptions with regards 

to attributes needed in the hospitality industry will be undertaken. The stakeholders 

include managers, students, graduates, and academics. The focus will be on selected 
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geographical areas. Finally, it is argued that most of the literature on graduate 

employment is quantitative, and the weakness of the research is its lack of qualitative 

data. 

2.4 Attributes needed by employees in the hospitality industry 

2.4.1 Overview of attributes needed in the hospitality industry 

This section will examine how the literature on attributes needed in the 

hospitality industry has changed over the last 35 years. The hospitality industry has 

experienced significant growth during the past 25 years in order to meet an increasing 

demand from consumers. This has provided consumers with a large variety of choice, 

and the competition in the hospitality business has thus increased (Kandampully & 

Suhartanto, 2003; Raybould & Wilkins, 2006). This increased competition is also a 

reality in Chinese multinational hotels (Adler & Leng, 2014).  

Yup Chung (2000) has claimed that since the 1990s, there has been an increase 

in research on the skills needed in the hospitality industry, which has in turn observed a 

change in the attributes needed. In the late 1970s and early 1980s, most researchers 

argued that technical skills were needed in the hotel industry by hotel employees (Yup 

Chung, 2000). Among these skills were food service and food preparation, with less 

emphasis on general management (Gilbert & Guerrier, 1997). More recent work has 

emphasised the need for business and analytical skills that also consider the “soft” 

functions of management regarding interpersonal skills between customers and staff 

(Gilbert & Guerrier, 1997). The need for technical skills within the hospitality industry 

has thus decreased and the need for business skills, general management, and team 

facilitator skills has increased. This is especially the case for larger hospitality 

businesses, whereas in smaller ones, technical skills could still be important (Gilbert & 

Guerrier, 1997; Suh, West, & Shin, 2012). Connolly and McGing (2006) agree that 



66 

managers prefer employees with technical skills and “soft” skills. Work experience is 

often considered more important than having a university degree to develop these skills. 

According to Zehrer and Mossenlechner (2009), managers are looking for a flexible and 

adaptable workforce because they are transforming their companies into being more 

flexible and adaptable in response to changing market and customer needs. 

The terms “knowledge”, “skills” and “competencies” are consistently used in the 

literature, which indicates a lack of emphasis on personal attributes, attitudes, values, 

actions, and behaviours. Some authors have claimed that interpersonal skills and human 

relations skills represent attitudinal and emotional aspects (Gustafsson, Edvardsson, 

Nickson, Warhurst, & Dutton, 2005). However, most of the literature investigated for 

the current study has defined these as skills rather than attitudes/values. Graduate 

attributes imply all the above mentioned components and are more than just knowledge, 

skills, and competencies. They are consistent with educational philosophies prevalent in 

several European countries, “where reductionist and technicist approaches to learning 

and development are contested” (Sultana, 2012, p. 229). 

2.4.2 Comparison of stakeholders’ perceptions of attributes needed for entry-

level positions in the hospitality industry  

The USA, UK, and Australia produce the most research in the highest ranked 

tourism and hospitality journals (Weiler, 2015). Extensive research from the USA has 

identified different perceptions and expectations of skills needed in the tourism and 

hospitality industry. In contrast, a smaller number of articles from Australia and Asia 

have been written on this topic. The literature has tended to focus on managers’ 

perceptions of skills needed in the hospitality industry rather than on students’ 

perceptions (Raybould & Wilkins, 2006). As previously mentioned, Amaral and 

Magalhaes (2002) have asserted that the influence of internal stakeholders in higher 

education, such as student and academics, is decreasing. In contrast, external 
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stakeholders (e.g., managers and other communities outside universities) are playing a 

more important role due to universities’ need to be responsive to their environments. 

Because of the global economic environment and increased competition in the 

hospitality industry, Suh et al. (2012) have considered it important for both internal and 

external stakeholder groups to understand and reflect on the skills required by the 

industry. Some researchers have attempted to identify graduate attributes that are 

important for the hotel industry through surveys of hospitality managers and students, 

graduates, and other stakeholders such as academics (Benckendorff, Whitelaw, et al., 

2012; Raybould & Wilkins, 2006; Suh et al., 2012).  

The following section will present an overview of the most recent and/or 

prominent research to understand the similarities and differences among the diverse 

stakeholder perceptions with regards to attributes needed in the hospitality industry. The 

focus will be on selected geographical areas.  

USA 

Tas’s (1988) landmark study involved 75 general managers of large American 

hotels, who were asked about the skills required by graduate trainees in the hotel 

industry. It is considered as one of the most innovative research studies of hospitality 

management skills and has been replicated in other places such as the UK and Greece 

(Christou, 2002). The study by Tas (1988) established that the most important skills 

required by the general managers were interpersonal skills, such as solving guest 

problems, communication, positive customer relations and working relations, as well as 

professional appearance. Some authors have also classified interpersonal skills as “soft 

skills”, extending its definition to include aspects such as “looking good” or being “well 

spoken” (Gustafsson et al., 2005; Warhurst & Nickson, 2007). By contrast, “hard skills” 

have been characterised as technical skills, such as product knowledge and computer 

skills (Gustafsson et al., 2005). Other attributes that were considered as being of 
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considerable importance in the study by Tas (1988) were related to leading, managing, 

planning, and organising. The last category of important attributes was related to 

knowledge areas such as finance, law, food sanitation, and rooms divisions. The 

limitation of Tas’s (1988) study was its singular focus on managers’ perceptions of 

skills needed in the industry, with no inclusion of students’ or graduates’ perceptions.  

Annaraud (2006) conducted a survey of 248 American students, faculty, and 

industry representatives and 309 Russian students, faculty, and industry representatives. 

The purpose was to compare the attributes that American and Russian hospitality 

graduates needed in order to be successful in their hospitality careers. The research 

indicated that all respondents groups valued interpersonal skills as most important for 

working as a hospitality manager. Adaptability, leadership, and motivation were 

considered more important among American respondents than among Russians, which 

was explained by the Americans’ stronger interest in individual success. Russian 

students rated foreign language skills as the most important variable, which was 

explained by the growing importance of tourism in Russia. Foreign languages are 

therefore an important part of the tourism and hospitality curriculum in Russian 

universities. All respondents from both countries found practical work experience as 

part of the curriculum very important, even though they ranked these skills differently. 

For example, the American industry respondents placed a greater emphasis on practical 

work experience than their Russian counterparts. Customer relations were listed as one 

of the three most important skills by American students and industry representatives. 

The author explained this by the service-driven nature of America’s economy. A good 

professional relationship with customers is therefore seen as very important (Annaraud, 

2006).  
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Suh et al. (2012) conducted a survey in the USA of 155 managers from various 

fields in the hospitality industry and 152 students majoring in hospitality management at 

one university. Both managers and students placed the following skills in their top 

rankings: listening; high tolerance for change; effective guest interaction; leadership; 

openness to new ideas; interactions with superiors, subordinates, and peers; teamwork; 

interpersonal skills; and problem-solving. Knowledge of cultural differences was among 

the 10 most important knowledge areas identified by managers, but not by students. The 

authors explained this by the fact that students have not become as exposed to cultural 

differences as the managers have. As the hospitality sector operates internationally, 

managers are more aware of cultural differences and diverse workplaces than students 

are. Managers also rated proficiency in a second foreign language more highly than 

students did. As many employees speak English as their second language, it was 

considered important for students to learn another language to make them more 

sensitive to cultural differences (Suh et al., 2012). Technical skills, such as F&B 

management skills, were considered less important among managers than among 

students and less important than communication skills. The authors used different 

categories that indicated communication skills: “written English communication”, “oral 

and written English skills”, and “oral communication”. The use of different terms 

confused the understanding with regard to the ranking of these skills. The high 

importance placed on F&B skills by the students could be explained by the large 

number of students of this sample majoring in this particular field (Suh et al., 2012). In 

conclusion, Suh and colleagues (2012) argued that technical skills are necessary for 

graduates entering the industry.  

Australia 

Just a few Australian studies have investigated students’, academics’, and 

managers’ perceptions of skills needed for the hospitality industry (Raybould & 
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Wilkins, 2006). A study conducted by Raybould and Wilkins (2006) in Australia aimed 

to identify differences between hospitality managers’ expectations and undergraduate 

students’ perceptions of what managers look for in employees. It was the first extensive 

study of hospitality managers’ and students’ expectations and perceptions of graduate 

skills conducted in Australia. Their analysis showed that both managers and students 

identified generic skills such as interpersonal, problem-solving, self-management, 

teamwork, and leadership skills as being very important. Both groups found information 

management, conceptual, and analytical skills less important. However, the managers 

rated interpersonal skills, cultural awareness in dealings with staff and guests, and 

problem-solving and self-management skills more highly than the students did. In 

contrast, the students rated information management, conceptual and analytical, and oral 

communication skills more highly than the managers did (Raybould & Wilkins, 2006). 

The authors only surveyed the participants’ expectations of generic skills and not other 

types of skills, such as knowledge areas, and attitudes. The Generic Skills Framework 

was developed in an educational context and has been applied in the curriculum in 

Australia.  

The emphasis placed on generic skills corresponds to the result of a later study 

conducted by (Whitelaw, Barron, Buultjens, Cairncross, & Davidson, 2009). This study 

found that employers preferred their employees to have generic skills over technical 

skills. The authors claimed that aside from the traditional required customer relations 

skills, “which include initiative, courtesy, teamwork, communication, personal 

orientation, and attitude” (Whitelaw et al., 2009, p. 7), the industry requires skills such 

as problem-solving. However, the authors further claimed that even though educational 

institutions provide students with the required skills, students also need to be motivated, 

willing, and have a passion to work in the hotel industry. According to them, the new 

generation often does not possess the required patience or realistic expectations. This 
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attitude explained the relatively low number of graduates who remain in the industry. 

The authors suggested that students should undertake practical work experience during 

their studies, which would allow them to develop motivation and loyalty towards 

working in the industry (Whitelaw et al., 2009, p. 7). At the same time, Whitelaw 

(2010) claimed that technical skills and job experience are crucial to the development of 

a successful career in hospitality. 

In 2012, the Office of Learning and Teaching (OLT) funded a large-scale study 

of 28 universities across Australia, which was conducted and published by 

Benckendorff et al. Surveys were completed by 665 students, 128 academics, and 71 

employers, and 13 semi-structured interviews were conducted with individuals from 

university management. The surveys and interviews addressed the different 

stakeholders’ perceptions of skills developed by the curriculum in Australian tourism, 

hospitality, and event management undergraduate degrees. The study revealed that 

students and the industry generally considered generic skills (such as problem-solving, 

decision-making, and interpersonal, teamwork, and leadership skills) to be more 

important than other skills categories (communication, reflection and analysis; technical 

skills and knowledge; specialist skills) (Benckendorff, Whitelaw, et al., 2012). The 

emphasis on generic skills corresponds to the results from the studies by Raybould and 

Wilkins (2006) and Whitelaw et al. (2009).  

Benckendorff, Whitelaw, et al.’s (2012) study further indicated that technical 

and job-related skills were considered less important by educators and industry than by 

students. Furthermore, according to managers, too much emphasis has been placed on 

technical and job-related skills in Australian tourism and hospitality programs. Students 

were generally satisfied with these skills, whereas educators considered technical and 

job-related skills a low priority. Communication skills were considered very important 
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by academics and industry but not very important by the students. The authors did not 

distinguish between oral and written communication. Teamwork skills were considered 

more important by students and industry than by educators. The graduate attribute 

“creativity, critical and flexible thinking” was rated low by students, but a bit higher by 

educators and industry. Similarly, educators and managers rated the adaptability skills 

slightly higher than the students did. This might be explained by the fact that the 

students were still not very aware of the importance of adapting to the changing 

workplace environment. 

In contrast to the other stakeholders, employers found the following knowledge 

areas relatively important: marketing, accounting, finance, economics, consumer 

behaviour, and information and communication technology. However, accounting, 

finance and economics were considered among the least important knowledge areas in 

this category by all stakeholder groups. According to employers and academics, 

marketing was one of the three most important knowledge areas. For the students, 

marketing was only among the eight most important knowledge areas. Interestingly, 

students and educators both placed considerably more importance on knowledge within 

human resource management compared to managers, who attributed it relatively little 

importance. However, because human resource management was mentioned under the 

label of “HR management, organisational behaviour, management concepts, 

entrepreneurship and strategic management”, it was unclear how much importance was 

placed on it alone. Knowledge of culture and society was rated low by managers and 

educators in the study by Benckendorff et al. (2012). Students rated it more highly than 

the other groups did. Law was considered the lowest priority of all stakeholder groups 

in the knowledge areas. Students, academics, and employers considered second 

language skills a low priority. This is a surprising result, given the international nature 
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of tourism, where knowledge of foreign languages should be considered an advantage 

(Benckendorff, Whitelaw, et al., 2012). 

In 2015, another large OLT project was published under the name “Setting the 

standard: Establishing TLOs for tourism, hospitality and events higher education in 

Australia” (Whitelaw et al., 2015). The project focused on the learning outcomes of 

Bachelor degrees and Master’s coursework degrees. The research team consulted 

diverse stakeholders (academics, graduates, industry, and students) to set the standards 

(Whitelaw, Benckendorff, Gross, & Mair, 2015). Five attributes were identified as 

crucial to the development of successful graduates, including service and experience 

design, interdisciplinary inquiry, collaboration, problem solving, and professional 

responsibility. While the attributes are addressed separately in the standards, they 

should not be seen in isolation (Whitelaw, Benckendorff, Gross, & Mair, 2015). The 

five attributes aligned with Tas’s (1988) study, which emphasised solving guest 

problems, communication, customer relations, working relations, and professional 

appearance. Furthermore, the attributes were consistent with the studies by Raybould 

and Wilkins (2006) and Benckendorff, Whitelaw, et al. (2012), which emphasised 

problem-solving and interpersonal skills. The domain of interdisciplinary inquiry has 

not been mentioned specifically in the previous studies. However, this skill is in 

alignment with the generic nature of the graduate attributes of today’s curriculum that 

help the graduate adapt to a complex and ever changing job market.  

East Asia 

Only a few studies have been identified that focus on skills needed in the hotel 

industry in Mainland China. Hai-yan and Baum (2006) investigated the attributes 

needed by employees working in the front office in hotels in China. Surveys were 

undertaken by employees in four and five star hotels. The respondents considered oral 

communication skills as the most important. They also found professional and ethical 
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standards, teamwork, leadership, customer service, and interpersonal skills necessary. In 

contrast, written communication and law were not considered to be very important. 

Similarly, another study by Huang and Lin (2010) found that both Chinese hotel 

managers and academics considered communication, foreign language, leadership, and 

customer relation skills as most important for hospitality management trainees. Hotel 

managers valued employees who had the above-mentioned skills rather than problem-

solving and management skills. Interestingly, Lam and Xiao (2000) claimed that there is 

a lack of service attitude in the Chinese hospitality industry. It was not clear from their 

study if communication represented oral or written communication skills or both.  

The importance of human relations, communication, and interpersonal skills 

have been confirmed by studies conducted in Taiwan (Hsu & Gregory, 1995) and 

Macau (Chan & Kuok, 2011). Human relations skills are often referred to as “soft 

skills” (Rainsbury, Hodges, Burchell, & Lay, 2002). Hsu and Gregory (1995) conducted 

a survey to identify competencies needed for entry-level hotel managers from the 

industry professionals’ point of view. The survey was sent to 38 Taiwanese hotels. Nine 

of the 11 competencies that were ranked highest by the majority of respondents were in 

human relations, such as interpersonal and leadership skills (Hsu & Gregory, 1995). 

Chan and Kuok (2011) conducted a survey among 135 hiring managers in Macau’s 

tourism and hospitality industry. Similar to Hsu and Gregory (1995), they found 

managers in Macau also expected applicants to have good human relations skills. The 

authors claimed that these skills are very important for the service sector. 

Communication and listening skills were valued because good service might lead to 

return visits and a good reputation. By contrast, technical skills or experience were not 

perceived as important by the managers. Instead, they could foresee the need to hire less 

qualified candidates due to labour shortage and provide on-the-job training for 

employees without sufficient education (Chan & Kuok, 2011). 
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A comparative study conducted by King, McKercher, and Waryszak (2003) of 

tourism and hospitality graduates from Australia and Hong Kong evaluated the career 

experiences and perceptions of graduates from hospitality and tourism degrees at two 

universities in those countries. Respondents from both universities claimed that general 

business and core subjects, internships, and language proficiency were more important 

for being selected in their first job than specialist tourism, hotel management, and food 

service subjects. Interestingly, about half of the graduates either had never entered the 

industry or had changed careers after a few years, which caused curriculum challenges 

for the universities. The education providers questioned whether they should focus on 

specialist hotel, catering, and tourism subjects, knowing that this material may not be 

relevant for some students after graduation. Alternatively, they discussed whether they 

should emphasise generic business subjects to serve the needs of those students who 

might not choose to stay in the hospitality and tourism industry (King et al., 2003). 

The study by Chang and Tse (2015) based on surveys and interviews of 

graduates from a tourism and hospitality program in Hong Kong demonstrated the 

critical importance of internships in preparing students to join the hospitality industry. 

Unlike King et al. (2003), however, they showed that these students evaluated business-

related subjects and specific knowledge areas within tourism and hospitality as having 

similar importance. Furthermore, the graduate interviews indicated that the importance 

of business courses increased regardless of the nature of the industry in which they 

worked as they progressed in their careers. The study by Wang and Tsai (2014), 

undertaken among hospitality managers and students in Taiwan, also showed the 

importance that the students placed on internship programs for their employability. 

According to the authors, students develop their values and beliefs during internships 

“based on what they learn and observe in the workplace” (Wang & Tsai, 2014, p. 133). 

Furthermore, their study suggested that hospitality education should not only focus on 
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learning skills for the industry, but also help the students develop a positive work 

attitude. This emphasis on a positive work attitude was consistent with the arguments 

put forward in the studies by  and Whitelaw et al. (2009).  

Apart from the above-mentioned studies, little evidence of surveys of Chinese 

hospitality managers’ or students’ perceptions and expectations of graduate skills 

needed in the hospitality has been found. Henderson (2011) also claims that research 

into graduate skills is limited in Mainland China. In their study on the career success of 

Chinese managers, Tu, Forret, and Sullivan (2006) argued that one major reason for the 

lack of research in the field is the barriers to collecting data in a Communist country and 

the restrictions by the government regarding information being taken out of the country. 

Furthermore, the authors asserted that the difficulty Westerners have in understanding 

Chinese culture also plays a role. These barriers might equally explain why research on 

graduate skills in China is sparse.  

The above discussion of the literature on perceptions of the diverse stakeholders 

with regards to attributes needed in the hospitality industry demonstrates the diversity of 

terms identifying these attributes. For example, interpersonal skills are defined as 

human relations skills by Hsu and Gregory (1995), whereas these skills are considered 

as generic skills by Benckendorff, Whitelaw, et al. (2012) and as soft skills by 

Gustafsson et al. (2005). This diversity of terms characterising the skills demonstrate 

that graduate attributes are a social construction.  

2.4.3 Qualitative versus quantitative research 

According to Johnston (2003), large-scale comparative studies regarding 

perceptions of skills among different stakeholders have some limitations. As mentioned 

earlier, Teichler (2000) has claimed that there is a lack of qualitative data in the 

literature on graduate employment. Johnston (2003) has also pointed out that much 
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research in the field is government funded and is often policy driven. Funders might 

thus influence the content and the focus of the research, as well as the methodology 

used. Johnston (2003) has argued that funders are typically not in the forefront of 

developments in research methodologies, and tend to prefer traditional positivistic, 

quantitative approaches. Most of the literature identified in this section has used a 

purely quantitative approach. Even though positivistic, quantitative approaches play an 

important role, many researchers have questioned their usefulness in addressing 

questions connected with complex processes and human perception (Johnston, 2003). 

Moreover, funders are rarely interested in theoretical conceptualisation, and explanatory 

theories are thus often not applied in the field. The research generally does not extend or 

challenge research conducted by others, which would be rare in many other fields. 

Johnston (2003) has advocated the use of an interpretive framework that collects 

qualitative and quantitative data, which would enable researchers to focus more in depth 

on the data. 

The following section will discuss Chinese graduates’ re-entry shock after their 

return to China. Thereafter, their attitudes towards working in the hospitality industry 

will be analysed in order to understand some of the human resource challenges faced by 

the industry. 

2.5 Returned Chinese graduates 

2.5.1 Re-entry of returned Chinese graduates 

As described in the introduction, as a part of Deng Xiaoping’s open-door policy, 

Chinese students were sent abroad to learn about the advanced technology and know-

how of Western countries (Wang et al., 2002). The intention was to rebuild China’s 

scientific community after the breakdown of the economy due to the Cultural 

Revolution (West, 2014). Therefore, China has sent an increasing number of students to 
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foreign universities since the early 1980s (Wang et al., 2002). These students have 

largely been financed by the World Bank and other development agencies, as well as by 

scholarships offered by Western universities and governments (Wang et al., 2002). 

Many of these students did not return to China after graduation, deciding to remain in 

the country of their studies as immigrants due to higher salaries, better career 

opportunities, and more cultural and political freedom. Of the 1.5 million Chinese 

students and scholars who have studied abroad since 1978, only 33.3% have returned, 

which is a significant brain drain for China (West, 2014). The tendency for students to 

stay abroad has been facilitated by the fact that many of the  locations attracting 

international students are also active in seeking skilled migrants (e.g., USA, Australia, 

and the UK).  

However, there has been an increase in returned graduates in the last couple of 

years because of the attractive business opportunities in China (West, 2014). Graduates 

returning to China in the 1990s or earlier with foreign business degrees accepted 

salaries that were low by international standards. In return, they were often rewarded by 

the government with free housing, spousal employment, and resident status (hukou) for 

children in large cities. These returnees were considered patriotic figures, in that they 

had given up a higher living standard abroad to serve their motherland, China. They 

would often be promoted faster than their locally educated colleagues (Xu, 2009). Even 

though the majority of employers in China value international study experience when 

selecting graduate employees (Molony et al., 2011), Li and Yang (2013) have claimed 

that public perceptions have changed significantly. Today, not all returnees are 

privileged or guaranteed a good career. 

When graduates return to their homeland and realise that their expected job 

opportunities do not necessarily exist as a result of their overseas degrees, they can 
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experience “re-entry shock” (McSharry, Burges, & Wadeson, 2005). The “shock” might 

be even more serious and require a longer period of adjustment than the initial 

adjustment in a foreign country (Şahin, 1990). Some returnees might encounter a few 

adjustment difficulties when they have returned to their home country, while others 

might have a serious crisis (Brein & David, 1971). Typical difficulties resulting from re-

entry shock include academic problems, cultural identity conflict, depression, anxiety, 

and interpersonal difficulties (Henderson, 2011; Şahin, 1990). 

La Brack (1986) has explained that re-entry crisis can be explained by the 

following factors: a) unexpectedness of re-entry problems as compared to the 

expectedness of initial adjustment difficulties; b) returnee’s unawareness of the changes 

they have undergone due to their foreign experience; c) attitude of friends and relatives 

of the returnee towards these changes; d) disparaging of the experience of the returnees 

by the home culture; and e) returnee’s lack of awareness of the change that took place in 

their homeland. 

Şahin (1990) has claimed that the research shows there are many similarities 

between re-entry and initial entry in terms of adjustment and the process of adjustment. 

It is therefore relevant to consider re-entry as a continuation of the initial international 

experience process and compare the results. In general, the traveller undergoes a decline 

in adjustment shortly after entering the foreign culture, which is then followed by a 

recovery stage with an increase in adjustment. After returning home, the traveller 

undergoes another decrease in adjustment followed by a stage of recovery. In some 

cases, travellers may never fully recover from their initial culture shock, while in other 

cases they may experience only a mild challenge.  
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Workplace mentoring might be a help for returned graduates to deal with their 

re-entry difficulties that they encounter on a daily basis. Mentoring at the workplace 

involves a more experienced employee (mentor) and a junior employee (a protegé). The 

mentor introduces the new employee to the company/organisation and addresses social 

and personal challenges that the job might involve (Allen, Finkelstein, & Poteet, 2009). 

According to Liu, Liu, Kwan, and Mao (2009), mentoring relationships fit well with the 

Confucian values such as close hierarchical relationships and “guanxi”, which is a 

relationship characterised by reciprocity and exchange of favours, as mentioned above. 

Mentoring also fits with Chinese collectivistic values in that it provides the opportunity 

for mentor and protegé to work together to achieve both personal and organisational 

success. Mentoring in the Chinese workplace is already taking place and formal 

mentoring schemes can be of benefit to Chinese companies/organisations as well as for 

the employees (Bozionelos & Wang, 2006). 

2.5.2 Graduates’ attitudes towards working in the Chinese hospitality industry 

According to Riley, Ladkin, and Szivas (2002), the general image of tourism 

employment is twofold: on the one hand, tourism jobs seem glamorous, while on the 

other hand, they lack prestige and have low status. Some of the positive characteristics 

of tourism jobs include the opportunities to travel, meet new people, and use one’s 

foreign language skills. However, tourism jobs often require relatively low levels of 

qualification, resulting in low wages, which contributes to the industry’s negative 

reputation. Chang and Tse (2015) have confirmed that jobs in the tourism and 

hospitality industry offer significantly lower wages than jobs in other sectors in China, 

which may be a major discouragement to pursuing such positions. Riley et al. (2002) 

agreed that the image of a particular industry has an influence on potential employees’ 

perceptions of that industry, adding that these perceptions will then impact the quality 

and quantity of future employees. 
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According to Zhang and Wu (2004), there are many human resource challenges 

facing China’s hospitality industry. The main problems are the lack of qualified 

employees, high staff turnover rates, lack of interest among university graduates to enter 

the industry, and the gap between the curriculum of the educational providers and the 

realities of the industry itself. Some of these issues are general for many businesses in 

China. A high rate of staff turnover is commonplace because of low wages and long 

working hours (Brown, Thomas, & Bosselman, 2015). .  

Due to the increased number of hotels in China and a rise in demand for 

employees, it is challenging to recruit and retain qualified personnel both at operational 

and managerial levels (Zhang & Wu, 2004). In contrast, it was easier in the 1990s for 

hotels to recruit highly qualified employees with a positive attitude towards working in 

the sector because tourism enjoyed a more positive image and there was less 

competition from other industries offering higher wages, such as IT and banking. 

Currently, well-trained hotel managers proficient in English can easily find jobs in these 

non-tourism industries (Zhang & Wu, 2004). Adler and Leng (2014) have mentioned 

other reasons for the high turnover rate in hotels. For example, the hard work and 

pressure involved in the hotel industry makes it difficult for newcomers to adapt to the 

industry. A labour shortage combined with long and irregular working hours puts 

pressure on employees who risk burning out (Wong & Ko, 2009). The working 

atmosphere and relationships between managers and staff also contribute to the high 

staff turnover rate (Adler & Leng, 2014).  

Because of the high turnover rate in hospitality, many hotels are not willing to 

invest in the training and development of their graduate employees. Consequently, 

many of these people feel the pressure of not being well trained and are more likely to 

resign (Zhang & Wu, 2004). Gu, Kavanaugh, Yu, and Torres (2006) have recommended 
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that the hotel industry develop their training methods as a way to maximise employee 

productivity and avoid high staff turnover. Training motivates employees to perform 

better and to build a sense of loyalty to the hotel, since the company is seen to be 

investing in the employee’s future. Adler and Leng (2014) have recommended that 

hotels benchmark their pay rates against those of other hotels and other industries to 

ensure their competitiveness and to meet the needs of the staff. However, Chang and 

Tse (2015) have argued that while it is unrealistic that the tourism and hospitality 

industry as a whole can substantially increase wages, it may consider taking into 

account graduates’ career decisions and respond appropriately. For example, creating a 

more pleasant working environment and clearer and more satisfying career paths might 

encourage young employees to accept tourism and hospitality jobs despite the poor pay.   

The organisational commitment is particularly low and the turnover rate higher 

among Generation Y employees compared to previous generations (Brown et al., 2015) 

(Brown et al., 2015) According to Solnet and Hood (2008), Generation Y (people born 

between 1979 and 1994) want to work for managers who empower them and give them 

flexibility. This generation of young people has similar characteristics to the generation 

born under the one-child policy, in that it highly values self-realisation (Xiang et al., 

2010). Solnet and Hood (2008) have claimed that Generation Y may be motivated by 

the ability to demonstrate initiative in their work, rather than constantly following 

requirements to follow directions from the manager. Tourism and hospitality graduates 

often do not have realistic expectations of the job market, which often leads to graduate 

disillusionment in their employment (Kokt & Strydom, 2014; Nachmias & Walmsley, 

2015). 

Another factor influencing students’ and graduates’ attitudes towards choosing a 

career in tourism and hospitality relates to the concerns of Chinese parents about the 
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low prestige associated with working in the industry (Wong & Liu, 2010). According to 

Wong and Liu (2010), more accurate information about the industry might be a way to 

improve students’ and parents’ perceptions. Furthermore, Adler and Leng (2014) have 

suggested that hotels should create strong and long-term relationships with universities 

and vocational schools, so that hotels create a positive image among students, which 

will encourage future applicants.  

Table 4 below compares the average monthly salaries in all jobs in China, 

Australia, and the UK and the average monthly salaries in the hospitality sector in the 

same countries. Interestingly, the average salaries in the hospitality industry are lower 

than the average salary in all jobs in all three countries. The difference between the 

average salary in all jobs and hospitality jobs represents the smallest number in China 

compared to the other two countries (the average salary in all jobs is 5,914.77 AUD, 

while the average salary in hospitality jobs is 4,237.68 AUD). These data are interesting 

to consider with regards to the Chinese students’ and parents’ perceptions of low wages 

and low status of the hotel industry. When considering these data, it can be assumed that 

their perceptions are not very close to reality. However, the data do not distinguish 

between salaries of jobs in different industries (e.g., accommodation, food, tourism) or 

between private and state-owned companies. Furthermore, differences of salaries 

according to the levels of positions are not being considered. The estimations derive 

from an Internet tool called Salary Explorer, which bases its information on data 

gathered from different sources, such as recruitment agencies, companies, and 

employers (Salary Explorer, 2015). 

Table 4  
Average monthly salaries in all jobs versus hospitality jobs in China, Australia, and the 
UK 

 China Australia UK 

Average salary  5,914.77 AUD 7,140 AUD 9,387.65 AUD 
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(all jobs) (26,784 CNY) 

 

 (4,391 GBP) 

 
Average salary 
(hospitality jobs – 
food/accommodation/ 

tourism/catering) 

 
4,237.68 
AUD 
(19,188 CNY) 

4,226 AUD 4,198.76 AUD 
(1,964 GBP) 

(Salary Explorer, 2015) 

 

To provide more exact information to Chinese international students about 

career and working conditions in China, returned graduates should be consulted. Sinha, 

Oberoi, Bhatia, and De ( 2014) have claimed that alumni of a university can be used for 

the purposes of providing quality academic and career guidance to students and 

potential students. Furthermore, the authors have recommended a consistent mentorship 

throughout the entire course of a student’s enrolment rather than in their final year. The 

Griffith Business School (GBS) Alumni Network hosts several events in China that 

many graduates attend. Furthermore, social media networks such as LinkedIn and 

Twitter assist in connecting (potential) students and graduates (Longrigg, personal 

communication, December 3, 2015; Rattray-Wood, personal communication, December 

7, 2015). Occasionally, graduates also assist in recruitment activities in their home 

country where potential students have the opportunity to talk with them about their 

international student experience and their career path (Rattray-Wood, personal 

communication, December 7, 2015). 

2.6 Summary 

This literature review began with an overview of the socio-economic changes 

that China has experienced since 1978, with a special focus on the growing middle class 

and the importance of higher education for its members. Furthermore, concepts of 

Confucianism and guanxi and the theory of cultural dimensions were discussed in order 

to understand different aspects of the Chinese culture. This was followed by an 
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overview of the development of tourism and hospitality programs in Australia, which 

was presented in order to understand their historic significance for the Australian 

economy and the influence of the industry on the curriculum. Different concepts and 

theories were discussed to help understand the importance of professional socialisation 

of students and graduates and different types of career development. Furthermore, 

international education in Australia was discussed, with a focus on pedagogical 

challenges for Chinese students. Thereafter, an exploration of the different stakeholder 

perceptions of the attributes needed in the hotel industry helped understand the 

importance of addressing them. As seen in this chapter, much of the literature has 

focused on the industry’s expectations and perceptions rather than those of other 

stakeholder groups. Finally, the literature revealed that Chinese returned graduates often 

experience re-entry shock when working in the Chinese hotel industry. Reportedly, the 

hard work and pressure in the hotel industry make it hard for newcomers to adapt to this 

industry. 
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Chapter 3: Methodology 

This chapter presents an overview of the qualitative methodology. Firstly, the 

philosophical foundations of the research will be discussed. Secondly, the sampling 

strategy; the different respondent groups; data collection methods;  data analysis, and 

validation strategies will be introduced. Finally, an overview of ethical considerations 

and informed consent will be provided. 

The research adopted a qualitative methodology with an interpretive paradigm. 

The main data collection method used is semi-structured, open-ended interviewing with 

each of the four stakeholder groups: managers currently working in the Chinese hotel 

industry (referred to as “managers”); Chinese graduates who hold an international 

tourism and hospitality degree from GU and who are working in China (referred to as 

“returned graduates”); Chinese international students enrolled in an international 

tourism and hospitality degree from GU (referred to as “students” and “Chinese 

stuents”); and academics teaching tourism and hospitality courses at GU (referred to as 

“academics”). Various documents already referred to have provided the context and 

justification for the study, including GU policy documents and strategies, course 

profiles, statistics from the Office of Planning and Financial Services (GU), and 

Australian government reports. The researcher of this current study will be referred to as 

“I”, whereas researchers in general will be referred to as “researchers”. Furthermore, 

“this study/research” and “this current study/research” refer to this PhD thesis. 

3.1 Philosophical foundations of the research 

A theoretical paradigm influences the way that knowledge is studied and 

interpreted, and it determines the intention and motivation of the research. Theoretical 

paradigms include among others positivism and interpretivism (Mackenzie & Knipe, 

2006). Positivists assume that “the social world can be studied in the same way as the 
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natural world, that there is a method for studying the social world that is value free, and 

that explanations of a causal nature can be provided” (Mertens, 2005, p. 5). By contrast, 

researchers using an interpretive paradigm rely on the respondents’ views of the 

phenomenon being studied and recognise that their own background and experiences 

impact the research (Mackenzie & Knipe, 2006). The essence of the interpretive 

paradigm is “to understand the subjective world of human experience” (Cohen & 

Manion, 1994, p. 36). Therefore, it is important to have a thorough understanding of the 

persons interviewed (Cohen & Manion, 1994). This research relies on the perceptions of 

various respondents in relation to the attributes needed by graduates entering the 

Chinese hospitality industry. Furthermore, because I recognise that my own values, 

background, and experiences (detailed in the section “The researcher” in the Appendix) 

will impact the research, an interpretive paradigm is relevant for the thesis. Paradigms 

involve knowledge and a certain understanding of “how we know what we know” 

(Crotty, 1998).  

Epistemology deals with the nature of knowledge, and provides the 

“philosophical grounding for deciding what kinds of knowledge are possible and how 

we can ensure that they are both adequate and legitimate” (Crotty, 1998, p. 8). There are 

different kinds of epistemologies. For example, the objectivist epistemology of 

positivist research holds that meaning exists “apart from the operation of any 

consciousness” (Crotty, 1998, p. 8). For example, a tree exists even though nobody is 

aware of its existence. When humans recognise a tree, they are only discovering its 

meaning. Thus, the tree represents an objective truth (Crotty, 1998). Furthermore, in the 

objectivist epistemology of positivist research, the challenges of knowledge generation 

are closely linked to “error”. For example, the field of statistics is concerned with 

producing valid knowledge where error is present. In contrast, the subjective 
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epistemology of qualitative research suggests a logic that connects semantics and 

measurements (Goertz & Mahoney, 2012). 

Many qualitative researchers favour the epistemology of social constructionism 

(Crotty, 1998). Social constructionism argues that there is no objective truth external to 

individuals. Humans name an object such as a “tree” and give the name a meaning. 

However, because the notion of “treeness” may vary from group to group, it is a human 

construction. According to this view, meaning is not discovered, but constructed 

(Crotty, 1998). Social constructionism invites researchers to take a critical stance 

towards the conventional ways of understanding the world and to challenge the view 

that knowledge is based on objective observations (Burr, 2015). Social constructionism 

focuses on the collective generation of meaning. It refers to the mode of meaning 

generation, where our culture teaches us how to view phenomena. Social 

constructionism emphasises that culture has an influence on the ways that we perceive 

the world (Crotty, 1998). In social constructionism, since any critical evaluation of the 

social reality portrayed by researchers is absent, validity and reliability in the research 

can be problematic (Schwandt, 1994). A critical analysis of the who, how, and why of 

the construction process, as well as the implications of the process, will strengthen the 

validity and reliability of the research (Hibbins, 2000). These considerations will be 

analysed in the “validity” section, where the strategies of the research will be described. 

This research study reflects a social constructionist epistemology. According to 

Clouder (2003), social constructionism provides a means of understanding how 

professional socialisation might proceed. The application of social constructionist 

principles suggests that individuals such as students establish what it is to be a 

professional through their interactions with others (for example, other students, 

academics, and employers). Culture and social background have an impact on how they 
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perceive this socialisation. Grundy (1987) has argued that a curriculum is a social 

construction that does not exist apart from human interaction: “The form and purposes 

of that construction will be determined by some fundamental human interests which 

imply concepts of persons and their world” (Grundy, 1987, p. 19). This interpretation of 

curriculum is relevant for this thesis, in that I argue that different stakeholders 

contribute to curriculum development (Dredge et al., 2012c). In this regard, it will be 

relevant to investigate if some stakeholders are more powerful and influential than 

others in the construction of the curriculum. According to Apple and Buras (2006), the 

struggle that occurs among stakeholder groups in the curriculum is ideologically 

complex. Therefore, “the analysis of who does speak and who does not speak and how 

such speech is made public, of who is heard and who is not heard, of who claims 

subaltern status, and similar pressing concerns need to be subtle and nuanced” (Apple & 

Buras, 2006, p. 16).  

Ontology deals with the form and nature of reality. For example, “what is there 

that can be known about it [i.e., reality]” (Guba & Lincoln, 2004, p. 21). In the positivist 

paradigm, reality “is assumed to exist driven by immutable natural laws and 

mechanisms. Knowledge of the “way things are” is conventionally summarised in the 

form of time and context-free generalizations, some of which take the form of cause-

effect laws” (Guba & Lincoln, 2004, pp. 24-25). In contrast, qualitative research 

embraces the idea of multiple realities from the perspective of researchers, the 

individuals who are being studied, and the audience (i.e., readers). The intention of 

qualitative researchers is to represent these multiple social realities. For example, 

researchers may report how individuals participating in the study view their experiences 

by using their actual words (Creswell, 2013). In the current qualitative study, the 

multiple realities of the diverse stakeholders interviewed are discussed. 
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Axiology is a characteristic of qualitative research whereby researchers admit 

the value-laden nature of the research, which means that they position themselves in the 

study (Creswell, 2013). In the current study, I report my own values and biases in the 

research (“The researcher”, Appendix A). 

As previously mentioned, an identified weakness of the research on graduate 

employment is the lack of published qualitative data. In particular, data are limited 

regarding job tasks, job requirements, and knowledge acquired during studies, whereas 

there is a large amount of quantitative information on graduate jobs and income 

(Teichler, 2000). Johnston (2003) has claimed that quantitative approaches are limited 

in addressing questions related to complex processes and human perceptions, and 

recommends the use of a qualitative methodology with an interpretive paradigm instead 

in order to focus on the data in more depth (Johnston, 2003). Therefore, the use of a 

qualitative methodology in this study made it possible to explore in-depth the factors 

associated with any differences and similarities in the perceptions and expectations of 

diverse stakeholders, and the implications of these.  

This study has used a qualitative research methodology with a multifaceted 

approach. While Stake has defined a case study as pertaining to “… the particularity and 

complexity of a single case, [and] coming to understand its activity within important 

circumstances” (Stake, 1995, p. xi), this study instead focuses on different stakeholders’ 

perceptions and expectations of attributes needed by graduates entering the Chinese 

hotel industry and the delivery of these by an Australian university as perceived by the 

stakeholders.  
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3.2 Sampling 

3.2.1 Purposive sampling 

The study involved 46 semi-structured, in-depth interviews with four different 

respondent groups: managers currently working in the Chinese hotel industry (referred 

to as “managers”); Chinese graduates who hold an international tourism and hospitality 

degree from GU and who are working in China (referred to as “returned graduates”); 

Chinese international students enrolled in an international tourism and hospitality 

degree from GU (referred to as “students” and “international Chinese students”); and 

academics teaching international tourism and hospitality courses at GU (referred to as 

“academics”). The overall sampling strategies of the research were purposive and 

snowball. Researchers might use purposive sampling when they want to “identify 

particular types of cases for in-depth investigation. The purpose is to gain a deeper 

understanding of types” (Neuman, 2006, p. 222). Dick (1990) has described a 

systematic way of sampling where the researchers ensure that the dimensions such as 

age, gender, occupation, and social class that characterise the target population are taken 

into consideration. For example, I deliberately selected a mix of student interviewees 

who were undergraduates and postgraduates. However, I did not select these 

interviewees systematically in terms of gender, hometown, family income, or career 

goals. In the present study, such a systematic approach was not possible because I did 

not know beforehand the characteristics of the average Chinese person studying tourism 

and hospitality at an Australian university. Nor did I know the average manager in a 

Chinese hotel or average academic teaching tourism and hospitality at an Australian 

university. The aim of this study was to gain a deeper understanding of those sampled, 

and purposive sampling was thus pertinent. 

Furthermore, the interviewees were a difficult group to reach both in Australia 

and China, as I did not have an already established network within the target group. 
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Hence, I was obliged to adopt a pragmatic approach most of the time while selecting the 

interviewees. For example, hotel managers were selected through the networks of 

contact people. Therefore, the selection of managers represented only a limited number 

of bigger cities in China rather than the whole country.  

3.2.2 Snowball sampling 

This type of sampling is a method of selecting interviewees through a network. 

It consists of several stages, beginning with a few people and spreading out on the basis 

of their connection with other people. Researchers stop the recruitment through 

snowball sampling once there are no more names given in the network, or if the 

network becomes so large that it is difficult to include all persons (Neuman, 2006).  

Snowball sampling seems to be particularly important in a Chinese context, 

where networks play a significant role. According to Yum (1988), it is important for 

researchers to have a contact person to help them initiate a new relationship in East Asia 

because of the importance of in-group and outgroup relationship patterns. People in 

Confucian cultures, in particular, distinguish between in-group and outgroup members. 

The contact person has an in-group relationship with both in-group and outgroup parties 

and therefore facilitates the relationship between the two (Yum, 1988). Furthermore, Tu 

and colleagues (2006) add that researchers interested in studying Chinese samples will 

need to develop “guanxi” in China, “perhaps by linking with Chinese academics who 

already possess such important connections” (Tu et al., 2006, p. 589). 

In this research study, I used snowball sampling to select interviewees. Some 

students were recruited on campus; for example, in computer laboratories and outside 

examination rooms after exams. Some of these students volunteered to be interviewed 

and referred me to their classmates. Graduates were recruited through networks of 

friends on LinkedIn and at GU. HR managers at the hotels were selected through 
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contacts of GU’s International Career Advisor; Griffith Alumni and Development 

Office; and private networks. In one case, a person interviewed recommended another 

colleague from the same hotel brand located in another location. Finally, snowball 

sampling also occurred during the recruitment of academics because they often referred 

me to their colleagues for further interviews. While snowball sampling was an 

important and inevitable sampling method in this research study, a disadvantage can be 

that interviewees are like-minded and therefore do not add enough variation to the 

study. However, as already mentioned, variation in the sampling did occur, albeit with 

some limitations. For example, the managers represented different kinds of hotels 

(international brand hotels and state-owned hotels); the students and graduates 

represented those enrolled in different degrees; and there was a mix of genders 

throughout the sample. I will now discuss the different respondents individually. 

3.3 Respondents 

3.3.1 Managers in the Chinese hotel industry  

This respondent group consisted of 12 managers working the Chinese hotel 

industry. My chief contact person in terms of recruitment was the International Student 

Advisor at GU. Because she maintained contact with diverse international hotel chains 

in China as part of her job, she was able to share their details with me. Furthermore, the 

Griffith Alumni and Development Office connected me to a person living in Shanghai 

who had previously worked in the Chinese hotel industry. He was able to introduce me 

to his network among whom were hotel managers of international hotels. Finally, I was 

introduced to two general managers of Chinese state-owned hotels by the head of the 

School of Foreign Studies at Beijing Information Science and Technology University 

(BISTU). I had been introduced to the head of school through the Chinese Marketing 
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Officer of GU. In total, 12 interviews with this group were undertaken between March 

and mid-April 2014 during my field trip to China. 

The target group were all managers working in HR and/or management. Most 

respondents held top-level positions, including General Manager, Area General 

Manager, Vice President, and Area Director of Human Resources. Other respondents 

held positions dealing directly with management and human resources, such as Area 

People Development Manager; Director of Restaurants, Bars, and Events; Executive 

Assistant Manager; and Human Resources Recruitment Manager. Table 5 demonstrates 

the job positions of the managers. 

Table 5 
Job positions of managers 

 City Job position Number 

Beijing General Managers 2 
Beijing Area General Manager 1 
Shanghai Vice President 1 

Beijing Area Director of Human Resources 1 
Shanghai Director of Human Resources 1 
Beijing Director of Human Resources 1 
Shanghai Director of Human Resources – Greater China 1 

Beijing Area People Development Manager 1 
Hangzhou Director of Restaurants, Bars, and Events 1 
Suzhou Executive Assistant Manager in charge of F&B  1 
Shanghai Human Resources Recruitment Manager 1 

 

Ten of the hotels that the managers were working in were international hotels 

and two were state-owned hotels. The hotel industry was represented in the first-tier 

cities of Beijing and Shanghai, and the second-tier cities of Hangzhou and Suzhou. Half 

of the managers were ethnic Chinese and the other half were foreigners from Europe 

and Asia. Four managers were female. The participants were aged between 30 and 65. 

The interviews were undertaken in the hotels where the interviewees were working. 

Purposive sampling of this group was the most common sampling strategy. However, 
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one of the persons whom I interviewed directed me to his own network, and therefore 

snowball sampling also took place.  

State-owned hotels belong to the Communist Party of China, and the employee 

recruitment is therefore subject to the Party’s requirements. Only individuals who have 

a Communist background are employed. In addition, government agencies appoint their 

agents to manage the hotels (Mak, 2008). According to Hung et al. (2013), the top 

priorities of many state-owned hotels are to provide high quality hospitality service to 

government officials. Many staff and guests seem therefore to be related to the Party 

and are of Chinese origin. 

3.3.2 Chinese returned graduates 

To obtain the sample of Chinese graduates, I targeted those who held a Bachelor 

of Business (award majors ITHM and HM) and those who held a Master of Business 

(award majors ITHM) who had graduated from GU between 2010 and 2013 and who 

were currently working in the Chinese hotel industry. I contacted the GU Development 

and Alumni Office, which sent out individualised emails to graduates of the Bachelor of 

Business who met my requirements. In total, 97 emails were sent out. However, no 

responses were received. The lack of response was one of the important reasons I did 

not send similar emails to recruit graduates from the Master of Business. Instead, a 

search on LinkedIn provided some contacts. Finally, my own university network 

provided me with one interviewee. In total, seven graduates were interviewed. Table 6 

illustrates the profiles of graduates’ educational qualifications, job position, and city of 

employment. 
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Table 6 
Profiles of graduates’ educational qualifications, job position, and city of employment  

Educational Qualification City of 
employment  

Job position Number 

Master of Business (ITHM) Tianjin Assistant Deputy to 
General Manager 

1  

Master of Business (ITHM) Nanjing  Sales Coordinator 1 

Bachelor of Business  (IHTM & HM) Xiamen Sales Coordinator 1 

Bachelor of Business  (IHTM & HM) Putian Assistant Training 

Manager 

1 

Bachelor of Business  (IHTM & HM) Putian Management Trainee 1 

Bachelor of Business  (IHTM & HM) Chengdu Receptionist 1 

Master of Business (ITHM) Beijing Management Trainee 1 

 

Snowball sampling occurred through the network of the graduates found on 

LinkedIn and through the network at the University. Three of the respondents were male 

and four of them were female. The interviewees were between 23 and 31 years of age.  

Some of the interviewees provided a precise response regarding their age. Others gave 

an estimate according to the categories in the questionnaire. Five of the interviews took 

place over Skype from Australia and two took place in China. All of the graduates were 

working or had been working in international hotels or state-owned hotels, in various 

positions (see Table 5). The graduates had obtained their Australian degree between 

2010 and 2013, and their work experience in Chinese hotels ranged from less than one 

year to four years. The interviews were conducted from March to June 2014.  

Graduates were the most challenging target group to recruit. The reason might 

be that I was not able to approach them face-to-face during recruitment in contrast to the 

students whom I addressed on campus. Gilliss et al. (2001) have argued that face-to-

face approaches are more efficient than the use of printed matter (brochures and letters) 

for the recruitment of survey participants. While I also did not have face-to-face contact 
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when recruiting the hotel managers, I did have access to persons who helped me make 

contact. By contrast, I made contact with four graduates through networking on 

LinkedIn. 

3.3.3 Chinese international students  

This group consisted of Chinese second year (N = 9) and third year international 

students (N = 6) enrolled in the Bachelor of Business (award majors International 

Tourism and Hotel Management and Hotel Management [ITHM and HM]), and 

Chinese international postgraduate students (N = 4) of the Master of Business (award 

major ITHM) at GU. One of the Master of Business students had already graduated and 

was completing a Master of Business in Human Resource Management.  

I used different ways to engage with international Chinese students. First, I 

received permission from the GU administration and certain lecturers to attend some 

lectures to seek students’ collaboration to participate. However, no students responded 

to this. Second, I went to a computer laboratory where many Chinese students were 

working and distributed flyers that invited students to participate in an interview on 

campus. Finally, I distributed these flyers at the exit of examination rooms. Many of the 

students were waiting for their classmates who were still in the examination room and 

they were relatively relaxed and talkative. The latter method of recruitment was 

particularly beneficial. The face-to-face contact with the students was more successful 

compared with the more formal and anonymous presentation in the lecture room. Some 

of the students referred me to their classmates, and snowball sampling therefore 

occurred. In total, 19 students were interviewed. Six were male and 13 were female. The 

students were between 18 and 31 years of age. However, exact ages of all the 

interviewees were not available, as the questionnaire grouped the ages into categories, 
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such as 18–25 and 26–31. This was done to avoid being too intrusive. Sometimes the 

interviewees mentioned their age voluntarily, in which case it was recorded.  

At the time of the interview, 13 of the students had been in Australia since they 

commenced their enrolment in their current program. Four students had been enrolled in 

an Institute of Business and Technology as a pathway to the university, and one student 

had completed a diploma at TAFE before starting at the university. One student had 

been enrolled in high school in Australia before enrolling in his current degree. 

Seventeen students had part-time jobs/internship experience before or during their 

studies in Australia. Five of them had jobs in hotels, such as housekeeping, reception, 

and sales. Nine had jobs in restaurants, cafés, retail establishments, and take-away 

shops. Three had completed a two-month internship in Chinese hotels before enrolling 

in their degree or during their period of study. Only two students did not have any work 

experience in Australia. All interviews took place at GU, Nathan Campus, between 

November 2013 and August 2014. 

3.3.4 Academics 

This respondent group consisted of eight academics from GU. Six were 

Lecturers teaching courses in the Bachelor of Business (ITHM and HM), and two 

academics (one Professor and one Senior Lecturer) teaching in the Master of Business 

(ITHM). Both purposive and snowball sampling were used. Academics were selected 

according to the programs they were teaching. Often, contact was provided through 

networking with my supervisors and/or the Head of Department of Tourism, Sport and 

Hotel Management. Five of the interviewees were male and three were female. The age 

of the interviewees ranged between 30 and 57 years old. Six academics were of 

Australian origin and two were of Chinese origin. The interviews were all conducted at 

GU, Nathan campus, between November 2013 and May 2014. 
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3.4 Data collection  

3.4.1 Semi-structured interviews 

The data collection method for the research was interviews. An interview 

protocol was developed to guide the semi-structured open-ended interviews, and one for 

each stakeholder group can be found in the appendix. The questions were based on the 

literature review and by adapting questions from other similar studies, such as 

Henderson’s (2011) research on the employability of Chinese graduates with an 

Australian qualification. Approximately seven to ten main questions were asked of all 

respondents, but the flow of each interview was unique. A convergent interview 

technique was applied, whereby I had a list of topics and questions to cover during the 

interview but could word the questions in different ways. This flexibility was useful 

when the interviewees did not understand a question or if they challenged some ideas. 

This is a constant comparative approach where I continuously tested questions and 

answers from earlier interviews and later ones (Given, 2008). However, this approach 

could also be biased, in that not all questions would be asked in the same way and 

therefore nuances would sometimes be lost or new interpretations introduced. The first 

main question that the students, graduates, academics, and managers were asked during 

the interviews was about their own perception of the attributes that a graduate entering 

the Chinese hotel industry needs to have. The second main question was about the 

extent to which university programs in international tourism and hospitality prepare 

students with these required attributes. In the case of managers, I asked how overseas 

university degrees in tourism and hospitalities in general help graduates gain these 

attributes. The focus was not on Australian universities, as the managers did not 

distinguish between Australian universities and other overseas universities. 

The interview questions and the procedures of the interviews were refined 

through pilot testing and memos (Creswell, 2013). I decided to do pilot interviews for 
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the first group to be interviewed (the students) and one academic. The first pilot 

interviewee was from Hong Kong and thus not from Mainland China, which was the 

target group. The data emerging from the interview was not directly used for the 

research, but helped me refine the questions. Thereafter, seven international students 

from Mainland China and one academic were pilot interviewees, and some refinements 

to the interview guide were made after these interviews. Primarily, refinements were 

made to the shape of the questions regarding attributes. The pilot interviewees were 

shown a list or some cards with examples of attributes and were asked to choose the 

most important ones among all of these. There was a considerable number of examples, 

and the attributes often seemed to be randomly chosen by the interviewees. I therefore 

decided to ask the interviewees more openly about which attributes are the most 

important for the Chinese hotel industry. However, the data from these pilot interviews 

turned out to be very useful, so I decided to keep responses for the main study. 

According to van Teijlingen and Hundley (2001), in some cases, it is not possible to 

exclude the pilot-study interviewees because this would result in too small a sample in 

the main study. This problem arises in particular where the samples are clusters; for 

example, schools, prisons, or hospitals (van Teijlingen & Hundley, 2001). Apart from 

one academic, no pilot interviews were undertaken with the three remaining respondent 

groups. The reason was that these groups were more difficult to recruit compared with 

the group of Chinese international students. Furthermore, the interview items for these 

groups were similar to those targeting the students, and the questions had therefore 

already been refined. Finally, Holloway (1997) has claimed that while pilot studies are 

necessary in quantitative studies such as surveys, they are not compulsory in qualitative 

studies. The reason is that it is often a long process to gain access to and build up trust 

with the participants. In some cases, researchers are therefore reluctant to waste the data 
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gathered from the pilot interviews. Researchers have in this case the possibility to “learn 

on the job” (Holloway, 1997). 

Jentsch (1998) recommends that researchers record their interviews because it 

will enable them to double-check the data. The interviews of this research study were 

audio-recorded, and notes were made during the interviews in order to have a backup if 

the audio-recording did not work and to record my own thoughts (Saunders, Lewis, & 

Thornhill, 2012). However, one of the interviewees among the hotel managers was 

unwilling to be audio-recorded, so I therefore took thorough notes during the interview. 

Immediately after the meeting, I wrote a summary of the interview and sent it to the 

interviewee for approval. The duration of the interviews was between 40 and 112 

minutes. Short written summaries of each interview were made to record problems, 

inconsistencies, or emerging ideas (Saunders et al., 2012). 

3.4.2 Use of interpreter  

When using an interpreter for research interviews, it is important to select an 

interpreter who will be trusted by the respondents. The interpreter’s credibility and 

perceived trustworthiness among the respondents might influence their decision whether 

or not to participate in the interviews as well as the type of answers they give.(Edwards, 

1998). As a result, it might be relevant to select a person who is from the same local 

area and social background as the respondents. However, it might also be a potential 

disadvantage if the interviewee and interpreter are from the same background, in that 

the interviewee could fear that gossiping will occur.  Edwards (1998) has also stressed 

the importance of making the interpreter aware of their responsibility in the research 

process in order to build trust between the researcher and the interpreter. Finally, 

Edwards (1998) has claimed that researchers can use the interpreter as a key informant 

about the culture of the interviewees (in this case, Chinese).  
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Jentsch (1998) has stressed that researchers might feel a lack of control in the 

interpretation process and face difficulties in relying on an interpreter. Some interpreters 

might ask their own questions or give comments to answers, either because they are 

interested in the research topic or because they have established a good connection with 

the interviewee. Jentsch (1998) adds that it might also be difficult for researchers to 

assess an interpreter’s language and translation skills. Much information may get lost if 

an interpreter does not have the necessary skills.  

All of the interviews were conducted in English. I had not anticipated using an 

interpreter for the interviews because the English language skills of the respondents 

were at a sufficient level. However, the interviews with the two general managers of 

two state-owned hotels in China required interpreting, since their level of spoken 

English was not as advanced as the interviewees from the international hotels. However, 

one of them did speak and understand English well, but apparently felt more secure 

having the interpreter beside him if needed. In a few situations, interpretation was 

required. The relatively low level of English language skills of the two managers might 

be a result of the lower number of international employees and guests who stay in state-

owned hotels compared to those in international hotels. As previously mentioned, many 

staff and guests seem to be related to the Communist Party and are of Chinese origin 

(Hung et al., 2013). 

I had not had any previous contact with the general managers and was not aware 

of their English level. The interviews were arranged by the head of the School of 

Foreign Studies at BISTU, who was my primary contact person during my stay in 

Beijing. The interviews were organised only two days in advance, and the head of the 

school decided to assist me with an interpreter. BISTU, which is a partner university to 

GU, provided me with accommodation and transport to and from the hotels where the 
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interviews took place. I was informed about the decision of providing me with an 

interpreter while travelling to the first interview. Therefore, only a short briefing took 

place with the interpreter. The interpreter was a Chinese teacher of English who worked 

at BISTU.  

The two general managers of the state-owned hotels were recruited by the head 

of the School of Foreign Studies and they knew each other privately. Therefore, the two 

general managers seemed to trust the interpreter. The interpreter gave much useful 

information to me about Chinese culture in general as I had the opportunity to talk with 

her at various occasion during my stay in Beijing. As I do not understand Mandarin, I 

had no control over the interpretation. The interpreter sometimes seemed to shorten the 

answers from the general managers. However, the respondents’ level of understanding 

spoken English was quite adequate and therefore I was confident that the details of the 

interview were not lost. Overall, rapport and trust between the respondent, the 

interpreter, and me seemed to be evident during the interviews. The interpreter had an 

excellent level of English, with an advanced vocabulary, and her interpretation skills 

were professional. Although it seemed that providing me with the assistance of an 

interpreter was purely linguistic, it may be possible that the use of interpreter that others 

had suggested to me, was based on political considerations. The use of interpreter in the 

two interviews might have caused biases in the data. It cannot be excluded that the 

interpreter might have filtered some of the information given by the respondents or 

might have changed the way I asked the questions.  

3.5 Data analysis 

3.5.1 Memos 

I wrote memos during the data analysis, which discussed ideas about coding. I 

wrote memos based on the literature and the findings in the data. The memos were 
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written in the Nvivo10 software program under “memos”. Categories and examples of 

memos written during the analysis are as follows:  

Project memos: I recorded my ideas and linkage between the data and the 

literature.  

Interview memos: I summarised the main points of the interviews and noted any 

contradictions or aspects I found surprising. Also main differences and similarities 

among the answers from the interviewees were noted. During the data analysis, it was 

important to consider the emotions and feelings of the interviewees because they 

described the context of the responses (Corbin & Strauss, 2008). Some of the 

interviewees showed emotions and personality features, such as anger, disappointment, 

enthusiasm, and arrogance.  

Nvivo memos: I documented the use of the Nvivo10 software in order to 

remember the different functions and shortcuts (QSR International, 2014). 

Apart from memos, I wrote comments or reminders about specific content in the 

annotations. An example of annotation is a note regarding an unclear quotation that I 

commented on in order to better understand the meaning (QSR International, 2014). 

3.5.2 Coding 

Open codes were developed in the beginning of the data analysis. In open 

coding, “data are broken down into discrete parts, closely examined, and compared for 

similarities and differences” (Strauss & Corbin, 1998, p. 102). Some codes were given 

names taken from the literature (Bragg, 1976). Other codes were “in vivo” codes, which 

are phrases taken directly from the language of the interviewees, such as “Here it is 

hard”. According to Saldaña (2009), the use of “in vivo” codes allows researchers to 

attune themselves to their interviewees’ language, perspectives, beliefs, and values. 

Coding represents researchers’ thoughts about how data might be interpreted. However, 
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coding that fixes meanings too early in the analytic process may block researchers’ 

capacity for seeing new things and being creative. According to Seale (1999a), the early 

stages of coding should therefore be an “indexing”, acting as signposts to interesting 

data rather than representing final arguments about meaning. I stayed open to new 

interpretations throughout the coding process.  

After the open coding, the same characteristics were regrouped into categories 

that represented more abstract concepts (i.e., axial coding). The memos written during 

the axial coding served the purpose of designating the categories (Strauss & Corbin, 

1998). After both open and axial coding, the categories were integrated into core 

categories through selective coding. According to Strauss and Corbin (1990, p. 116), the 

process of selecting the core category includes “systematically relating it to other 

categories, validating those relationships, and filling in categories that need further 

refinement and development”. In axial coding, the basis for selective coding is being 

made. Selective coding is the same principle as axial coding, but the integration of 

categories is made at a higher, more abstract level of analysis (Strauss & Corbin, 1990). 

Selective coding is the process of integrating central themes of the research. In other 

words, the integration of the categories determines the themes (Corbin & Strauss, 2008).  

The results of the coding process will be demonstrated in Table 8, 14, and 15. In 

addition, the process is discussed with an example in relation to Table 8. 

3.5.3 Nvivo 10 qualitative software program 

The interview transcripts were coded using the Nvivo10 software, which is a 

user-friendly program that organises and analyses a large amount of data. It enables 

transcripts to be imported and selected quotes to be coded. A single word, sentence, or 

paragraph from the text file can therefore be associated with one or more nodes 

(Mosneaga, 2012). The nodes can be reorganised several times during the coding 
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process, and they can be organised into a hierarchy through axial coding. Nodes that 

relate to one broad theme can be grouped in a parent node at the top level, with the 

nodes relating to the broad theme called child nodes and grandchild nodes (Nvivo 9 

Tutorial, 2014). In this way, one parent node might be associated with several child 

nodes and grandchild nodes. For example, in the present study, parent nodes represent 

the axial codes and the child nodes represent the open codes. This hierarchical system is 

thus appropriate for open and axial coding where categories are linked together. Table 7 

demonstrates an example of a node hierarchy related to open and axial codes in the 

current study. 

Table 7 
 Example of node hierarchy 

Parent node   

(Selective code) 

Child nodes  

(Axial codes) 

Grandchild nodes  

(Open codes) 

Generic skills 

Teamwork 

Collaboration 

Open-mindendness 
Team-leading 

Intercultural skills 
International exposure 

International awareness 

 

I began the data analysis by coding five transcripts. Child nodes belonging to 

one broad theme were grouped in a parent node, which then formed an axial code. After 

this first round, another five transcripts were coded and the process of placing the nodes 

into hierarchies took place again. After having organised all the codes into axial codes, 

the remaining interviews were categorised in the already established nodes. New nodes 

were created and reorganised as needed. Description of the nodes was written in the 

window below the title of the node. This was especially important to distinguish 

between some of the specific nodes when the differences between them were subtle; for 
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example, child nodes, grandchild nodes, or even great-grandchild nodes. It also gave me 

the opportunity to write notes from the literature describing the node that would be 

included in the analysis. Finally, the descriptions enabled me to remember why the 

nodes were given certain names. During the axial coding, where the nodes were being 

modified, I needed to make sure that the descriptions were still relevant and accurate. 

3.5.4 Theoretical sampling 

Theoretical sampling was used in this study. During theoretical sampling, 

researchers interview persons who will provide information about concepts they want to 

learn more about (Corbin & Strauss, 2008). According to Corbin and Strauss (2008, p. 

143), theoretical sampling is  

a method of data collection based on concepts/themes derived from data. The 

purpose of theoretical sampling is to collect data from places, people, and events 

that will maximize opportunities to develop concepts in terms of their properties 

and dimensions, uncover variations, and identify relationships between concepts.  

In the current research study, early data analysis took place, which helped me go 

back and forth between thinking about the existing data and developing strategies for 

collecting new data (Miles & Huberman, 1994). Therefore, concepts that emerged from 

the data analysis influenced subsequent interviews. Theoretical sampling enables 

researchers to examine how variations in the data occur under different conditions. By 

contrast, when conventional sampling methods are used, all the data collection takes 

place before the analysis begins. The interactive process of data collection and analysis 

allowed me to recognise important themes, patterns, and relationships (Saunders et al., 

2012).  
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3.5.5 Constant comparison 

Using the method of constant comparison process, different incidents in the 

same category are compared with each other as well as incidents from different 

categories. Through the method of constant comparison, I started thinking of properties 

and dimensions of the categories and their relationships to other categories (Glaser & 

Strauss, 1967). 

Furthermore, I applied the method of constant comparison to examine variations 

in the data. In the beginning of the data collection, students enrolled in the Bachelor of 

Business (ITHM and HM), and graduates with the same degree were targeted for 

interviews. Furthermore, academics teaching courses in this degree were interviewed. 

During the data analysis, a recurrent concept emerged; namely, work experience 

compared with theory. This concept refers to the balance between theoretical courses 

and application of theory in the curriculum. In order for me to see if the concept would 

also occur in the interviews with other respondents, I decided to extend the group of 

interviewees to students enrolled in and graduated from the Master of Business (ITHM) 

in the study. Another important reason for including these students was the difficulty I 

had in contacting graduates from the Bachelor program. Since a few interested 

graduates with the Master of Business (ITHM) were referred to me through snowball 

sampling and through LinkedIn, I decided to add this group to increase the total sample 

size. In order to balance this number among the different stakeholder groups, I decided 

to include a few students enrolled in the Master degree as well as academics teaching in 

the program. The inclusion of Master’s degree students, Master’s degree graduates, and 

academics teaching in this program increased the variation in the data.  

Some literature suggests that undergraduate and postgraduate students hold 

different expectations about the acquisition of knowledge and skills while studying 
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abroad (Patterson, Romm, & Hill, 1998). For example, Patterson et al. (1998) found that 

while undergraduates expect teaching quality and style to be highly structured and not 

too demanding, postgraduates expect that courses will be practical, flexible, and have 

international content. Even though most of the literature on tourism and hospitality 

addresses undergraduate students rather than postgraduate students (Benckendorff, 

Whitelaw, et al., 2012; Lu & Adler, 2009; Raybould & Wilkins, 2006), Huang (2013) 

claims that Chinese international students are aware that an overseas Bachelor degree is 

not sufficient for the Chinese job market, and that a Master’s degree is necessary to 

ensure employability. Furthermore, by adding respondents representing undergraduate 

and postgraduate degrees to the study, its findings are more generalizable. However, the 

generalizability of the study has some limitations in that the number of respondents 

representing the postgraduate degree is smaller than the number representing the 

undergraduate degrees. The reason for including a larger number of undergraduate 

students was the relatively larger number of students enrolled in the Bachelor’s program 

compared with the Master’s program. Furthermore, I had undertaken a relatively high 

number of interviews with undergraduate students before I decided to include 

postgraduates to the study. 

I was not able to use the strategy of theoretical sampling with the hotel managers 

in China. The reason was that the interviews took place during a four-week field trip to 

various cities of China, and so I was unable to analyse the data immediately after I had 

collected it. However, some variation in the data was foreseen. As already mentioned, I 

included interviews with two general managers of different Chinese state-owned hotels 

as a supplement to the larger number of those from international hotels. The different 

structure of these two types of hotels added a potential variation to the data set. 

Furthermore, as already mentioned, the hotel managers targeted in the interviews were 

placed in different first- and second-tier cities of China: Shanghai, Nanjing, Hangzhou, 
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Suzhou, and Beijing. The mixture of genders and positions in the hierarchy in hotels 

among the interviewees also assured variation in the data. 

3.5.6 Outliers 

I used the method of constant comparison in order to find variation or outliers in 

the data. In data analysis, outliers are used as synonyms for exceptions. Osborne and 

Overbay (2004) define an outlier as “a data point that is far outside the norm for a 

variable or population”. If outliers arise due to error in the data or in the sample, or 

intentional misreporting by the respondents, they might be removed, whereas if they are 

perceived to be of interest for further inquiry, they might be taken into consideration 

(Osborne & Overbay, 2004). According to Rank (2004), analysis that confronts outliers 

is likely to extend the research. The method of constant comparison (i.e., data are being 

compared with other data) allowed me to look for outliers. For example, each transcript 

was coded and compared with other transcripts for similarities and differences (Given, 

2008).  

3.5.7 Thematic analysis 

I undertook thematic analysis of the interview data. Through thematic analysis, 

researchers look for repeated “patterns of meaning” in the data. According to Braun and 

Clarke (2008), a theme is not necessarily dependent on the number of occurrences, but 

can be measured by its importance in relation to the research question. The themes 

emerged inductively from the process of open, axial, and selective coding (Strauss & 

Corbin, 1998), which means that the themes identified were linked to the data in 

contrast to a deductive approach, which is more driven by a researcher’s theoretical or 

analytical interest (Braun & Clarke, 2008). However, in some cases, the theory and 

literature I had reviewed influenced the themes and were therefore deductively 

developed. For example, the theme “Graduate attributes needed in the Chinese hotel 
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industry” included “generic skills”, which was a selective code that was developed 

through the amount of literature discussing the importance of these skills in the 

hospitality industry. Furthermore, themes can be identified at a semantic or a latent 

level. With the latent approach, themes are analysed beyond the descriptive level by 

identifying “underlying ideas, assumptions, and conceptualizations and ideologies…” 

(Braun & Clarke, 2008, p. 84). This study identified themes with a latent approach 

taking underlying assumptions into consideration. For example, this was the case with 

the theme of “adjustment of Chinese returned graduates in the Chinese hotel industry”, 

when I explained the different stakeholders’ assumptions of the returned graduates’ 

confidence. The thematic analysis was undertaken after having coded in open, axial, and 

selective codes. The various codes were analysed and collated into an overarching 

theme at a higher abstraction level.  

3.6 Validity  

The validity of qualitative research has often been discussed and critiqued by 

researchers of the quantitative tradition (Seale, 1999a, 1999b). Even though absolute 

certainty in research is always unachievable, it is considered even more challenging to 

add validity standards in qualitative research because this research requires rigor, 

subjectivity, and creativity (Whittemore, Chase, & Mandle, 2001). Seale (1999b) argues 

that concerns about validity in qualitative research are important to illustrate as much as 

possible through a discussion of the procedures that have led to the conclusions. 

Various terms have been suggested to characterise validity in qualitative work, such as 

credibility, trustworthiness, and authenticity (Eisner, 1991; Lincoln, 1989). However, 

these terms have often not been supported by researchers (Creswell, 2013). Kahn (1993) 

claims that the terms used for validity should be analogous and understandable in both 

quantitative and qualitative research.  
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Creswell (2013) has focused on eight validation strategies of qualitative 

research, and recommends that at least two of them are present in any research study. In 

this research study, all eight strategies were used to enhance the credibility of the study. 

Each strategy is discussed below. 

3.6.1 Trust: 

 Creswell (2013) argues that it is important to build trust with respondents, learn 

their culture, and check for misunderstandings between the researchers and respondents. 

Building trust and rapport was important to consider in the current study in that most of 

the respondents were of Chinese nationality and thus have a distinctively different 

culture from me. Prior to beginning the research, I did not have any in-depth knowledge 

about Chinese language and culture. During my research, I took classes in Mandarin to 

begin to learn the language in the hope of being better prepared for my field trip to 

China and in my encounters with Chinese people. Learning a language is a means to 

comprehend, analyse, and respond to the culture in question (Décuré, 2002) . In 

addition, my fieldtrip in China also helped me familiarise myself with the culture, in 

that I was travelling on my own and living in local hostels together with other Chinese 

travellers. As my competence in Mandarin was very restricted, language and cultural 

barriers occurred before and during the interviews and in the interpretation of the 

transcript. Bringing a Mandarin-speaking person (interpreter) to the interviews when 

needed was important for the research validity. 

3.6.2 Triangulation 

Triangulation was also applied in the research. Triangulation is used in both 

quantitative and qualitative work to help researchers see the research from different 

perspectives (Neuman & Kreuger, 2003). Data triangulation was one type of 

triangulation that I applied. Yin (2009) encourages the use of data triangulation. It 
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involves using different sources of information in order to increase the validity of a 

study by interviewing different stakeholder groups; in this case, students, graduates, 

academics, and hotel managers. The information from the different groups was 

compared to look for convergences and divergences between the groups . I also 

compared the interview data with various documents, such as GU’s policy documents 

and strategies, mission and value statement, course profiles, statistics from the GU 

Office of Planning and Financial Services, and government statistics and reports.  

Another type of triangulation applied in the research was the triangulation of 

theory. This type of triangulation occurs when a researcher uses different theoretical 

perspectives during the interpretation of the data (Neuman & Kreuger, 2003). Different 

concepts were used to explain the data. For example, concepts such as professional 

socialisation theory and protean and boundaryless careers concepts were applied to 

explain the findings (Arthur & Rousseau, 1996; Hall, 1976). 

3.6.3 Peer review  

Peer review provides a check on the research process and allows the reviewer to 

play devil’s advocate asking relevant and challenging questions about methods and 

analysis in order to keep the research honest and transparent (Lincoln & Guba, 1985). 

The main reviewers of this research study were supervisors, who assisted me through 

my studies by shaping the research design, providing valuable feedback, and helping me 

make contact with relevant persons who could assist me further. I also presented my 

work at different national and international conferences, which allowed for feedback. 

Other academics and students who helped me during my research also completed peer 

review. The peer review feedback and the comments from the reviewers allowed me to 

progress further and provide answers to the critiques offered. 
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3.6.4 Negative case analysis  

The negative case analysis “outlier” is a validity strategy that has been explained 

previously in this chapter.  

3.6.5 Clarifying researcher’s bias  

It is important for the reader to understand my value position and any biases or 

assumptions that influence the research (Creswell, 2013). Therefore I have included my 

value position and bias in Appendix A.  

3.6.6 Member checking 

In member checking, researchers report data analysis and interpretations back to 

the respondents so that they can assess the accuracy, completeness, and fairness of the 

research (Creswell, 2013; Patton, 2002). The interviews were transcribed by a 

professional transcriber and sent to the interviewees to allow them to correct the content 

if needed. In an email, I acknowledged their time for the interview and asked them to 

read through the transcript. A deadline of 14 days was given to the interviewees. Some 

of the interviewees returned comments and corrections, while others responded that they 

agreed with the transcript. Moreover, the interviewees were sometimes asked by email 

to clarify ambiguities in the interviews. Only a few of the interviewees did not respond 

at all, and their transcripts remained unchanged.  

3.6.7 Thick and rich description 

Furthermore, I provided thick and rich description throughout the thesis; that is, 

I have described in detail the respondents’ perspectives as well as the methodology used 

in the research. According to Neuman (2006, p. 382), thick description allows the reader 

to get an “intimate feel for the setting and the inner lives of people in it”. Thick 

description also enables the reader to transfer or reproduce the research to other settings 

(Erlandson, 1993).  
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3.6.8 External consultants 

External consultants have the function of examining the process of the study and 

the end result of the research to check its accuracy (Creswell, 2013). Lincoln and Guba 

(1985) compare the external consultant to an auditor who might only be consulted when 

a study is complete, and they should have no connection with the study beforehand. The 

external consultants of this thesis are the examiners, who have not had any impact on 

the research before checking the end result. They make sure that the results, the 

analysis, and the conclusions are correctly elaborated and integrated. 

3.7 Ethics approval 

I obtained ethical clearance from the GU Human Research Ethics Committee 

(Reference number: IBA 13/13 HREC). In my application, I included information on 

the recruitment process, including who the respondents were, how the initial contact 

with them would be made, and how they would be recruited. The research project 

qualified for an Expedited Ethical Review 1 (E1) because it involves no significant 

ethical issues or risks. Such research includes interview questions that do not involve 

sensitive information and where respondents will not be identifiable in any 

publication/report arising from the research (Research Ethics Manual, booklet 2) 

(Griffith University, 2008) 

Some variations were applied for during the recruitment process of interviewees. 

For example, I asked for permission to recruit graduates through LinkedIn. I also 

applied to modify the participant pool and data collection to include students enrolled in 

a postgraduate degree, graduates with a postgraduate degree, and academics teaching 

postgraduate courses. All applications for variations were accepted. 
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Chapter 4: Graduate attributes needed in the Chinese hotel 

industry  

This chapter is the first of three that provide findings from the interviews with 

the different stakeholder groups. They each focus on a central theme and include quotes 

from the four stakeholder groups in response to this theme. Anonymity has been 

preserved by referring to each interviewee by a letter for the group (M, S, G, A) and an 

identifying initial or another  random letter. This chapter presents the responses that fall 

into Central Theme One; it describes and compares the interviewees’ perceptions of the 

various attributes needed by university graduates to work in the Chinese hotel industry. 

Similarities and differences discovered while comparing stakeholders’ perceptions will 

be discussed throughout. 

4.1 Central Theme One: Graduate attributes needed in the Chinese 
hotel industry 

The central theme “Graduate attributes needed in the Chinese hotel industry” 

emerged from five selective codes—“generic skills”, “knowledge areas”, “hotel 

management”, “personal attributes” and “attitudes and values. These selective codes 

were developed  inductively from several open and axial codes (categories). For 

example, the selective code’hotel management’ emerged from the axial codes 

‘management of services, operations’  and  ‘food and beverage’ (F&B). An earlier stage 

of the coding process involved developing the axial codes from the open codes. In order 

to simplify table 8, I have not included the large number of open codes. The open codes 

were developed directly from the analysis of the interviews of the different stakeholders 

regarding their perceptions of graduate attributes needed in the Chinese hotel industry 

This chapter discusses the categories that were mentioned by most stakeholders as being 

important. Specifically, I will discuss to what extent these categories are important, for 

what specific purpose, and for whom. The open and axial codes have been developed 
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inductively; however, the pilot interviewees (who provided the data used in the 

analysis) were shown a list or cards with examples of attributes identified in the 

literature, which were meant to help them. Consequently, some of the open and axial 

codes have been influenced by concepts developed in the literature.  

Similarly, the selective codes have emerged inductively on the basis of the 

interview data and the literature, and are as follows: “generic skills”, “knowledge 

areas”, “hotel management skills”, “personal attributes”, and “attitudes/values”. Table 8 

presents an overview of the axial and selective codes for Central Theme One.  

Table 8 
Summary of axial, selective codes, and central theme 

Central Theme One: Graduate attributes needed in the Chinese hotel industry 

Axial codes Selective codes 

 

Intercultural skills 
Relationship (guanxi) building skills 
Interview skills 
Communication (oral, written) skills  

Interpersonal skills 
Leadership skills 
Adaptability  
Ability to learn 

Creativity and innovation skills 
Critical thinking skills 
Problem-solving skills 
Teamwork skills 

Interview skills 
Time management skills 
 

Generic skills 

 

Marketing 

Law 
Finance 
Management 
Human resources 

Proficiency in English language 
Proficiency in foreign language/s  
 

 
Knowledge areas 
 
 

 

 

Management of services, operations  
Food and beverage (F&B) 
 

Hotel management 
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Passion 
Extroverted nature 
Proactive attitude 

Patience 
High energy levels 
Empathy 
Resilience 
 

Personal attributes 

 

Service attitude 
Honesty  
Loyalty 

Sustainability 
Harmony 
Respect 
Guanxi 

Humility 
“Face” 
 

Attitudes and values 

 

4.1.1 Selective code one: Generic skills 

Table 9 identifies the number of stakeholders mentioning the different categories 

of generic skills that are considered important for the Chinese hotel industry. The details 

are presented in the subsequent section. 

Table 9 
Generic skills mentioned as important by stakeholders 

Generic skills 

 Managers  
(N = 12) 

Graduates  
(N = 7) 

Students  
(N = 19) 

Academics 
(N = 8) 

Communication skills 
 

7 (58%) 
 

4 (57%) 
 

14 (74%) 
  

3 (38%) 
 

Relationship (guanxi) 
building skills 
  

4 (33%) 5 (71%) 
 

10 (53%) - 

Teamwork skills 7 (58%) 6 (86%) 8 (42%) 

 

2 (25%) 

Intercultural skills 4 (33%) 1 (14%) 6 (32%) 
 

3 (38%) 

Ability to learn 2 (17%) - 5 (26%) 

 

- 

Creativity 3 (25%) 2 (28%) 3 (16%) 
 

1 (13%) 

Interpersonal skills 2 (17%) 

 

- 

 

3 (16%) 2 (25%) 
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Research and analytical skills 

 

2 (17%) - 2 (11%) 

 

- 

Critical thinking skills 
 

- 3 (43%) 2 (11%) 1 (13%) 

Leadership skills 1 (8%) - 2 (11%) 

 

- 

Adaptability 4 (33%) 
 

- 4 (21%) 
 

2 (25%) 

Problem-solving skills 

 

2 (17%) 

 

1 (14%) - - 

Interview skills - - 2 (11%) 
 

- 

Time-management skills 

 

- 1 (14%) - - 

 

Managers 

Seven of the managers (MB, MS, MC, MP, MQ, MR, MD) mentioned the 

importance of communication skills within the hotel industry. They expressed that 

graduates need good communication skills to successfully interact with colleagues and 

customers. One manager explained that good communication skills do not only refer to 

graduates’ language capacities but also to the way that they present their opinions and 

ideas in a constructive manner. 

Not only the language ability but how you present your thought, how you bring 

up [an] idea… (MC) 

One manager of a state-owned hotel thought that learning communication skills 

at university is not essential because these skills are part of the training provided once 

graduates start working in the hotel: 

But it doesn’t matter if they don’t learn from the university. Once they join the 

hotel, we give such training … (MD) 

Seven managers (MG, MS, MC, MRO, MA, MD, MP) mentioned the 

importance of teamwork skills. They relayed that hotel employees need to collaborate 
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and be able to work with colleagues from China and abroad. Furthermore, employees 

need to be open-minded and work with different personality types. As employees 

progress in their career, they may eventually need to lead a team. Some managers (MR, 

MRO) claimed that graduates at their hotels are expected to lead teams very early in 

their career: 

Well, basically, in [an] entry-level job, it would be sort of [a] supervisor, team 

leader kind of role. (MP) 

Four managers (MG, MS, MP, MR) noted the importance of intercultural skills 

among graduates in Chinese hotels. Because Chinese hotels are becoming more 

Westernised, a greater need exists for staff members to have an international mindset. 

Hotels need staff who understood international hotel standards. All four respondents 

mentioned that overseas-educated graduates have a greater international awareness 

because of their international exposure. MP explained: 

… And so we’re, you know, ideally looking for people that have the 

international mindset … (MP) 

Four managers (MB, MQ, MS, MG) acknowledged that relationship (guanxi) 

building is an important part of Chinese culture. However, two of the managers from 

international hotels mentioned that this does not play a major role in the recruitment and 

career success of the employees in their companies. Instead, they emphasised the 

importance of the performance of the employees. MG explained: 

I understand what you mean, like building the network with your supervisor, 

go[ing] to dinner with supervisor or, you know. We don’t. But maybe for some 

of the more, like, local culture hotel, I think building network—we call it 

guanxi—maybe this is quite… maybe this can be helpful. But for us, it’s more 
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like we value how you perform in the hotel. You don’t [need] to get too close if 

you don’t want. (MG) 

It can be argued that guanxi is a value/attitude rather than a skill. However, due 

to the frequent use of active verbs in relation to guanxi (e.g., “pay attention”, “use 

relationship”), it has been categorised under the selective code “Generic skills”. For 

example, MS and MC explained the importance of having connections and paying 

attention to the structure of the organisation: 

You have to have a lot of connection or to pay attention to who is their boss or 

who is behind this organisation. (MS) 

You must use relationship. (MC) 

Four managers indirectly mentioned the need for adaptability in the Chinese 

hotel industry (MQ, MT, MRO, MA). MQ claimed that due to the growing number of 

hotels opening in China, the industry is undergoing many changes, which graduates 

need to adapt to. She also mentioned that graduates with a postgraduate degree are more 

adaptable and thus they are preferred over others in management traineeship programs: 

But for management trainee program[s], I prefer postgraduates because they are 

more mature and have more prior experience about how to overcome difficulties 

and adapt quicker to new environments. We do have university graduates in 

entry-level positions but not very many. (MQ) 

Managers had different opinions on the adaptability of returned Chinese 

graduates in the workplace. MRO claimed that Chinese returned graduates are more 

adaptable to the workplace because they have lived outside the country. In contrast, MA 

mentioned that Chinese returned graduates typically have difficulties adapting to their 

work environment, particularly during the first year: 
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For Chinese national students who had overseas educational background, when 

he gets back to China especially in the first year, he couldn’t … some of them, 

they couldn’t adapt themselves very well … (MA) 

One manager emphasised the importance of adapting to different cultures. He 

argued that Chinese returned graduates have a better capacity to adapt to the diverse 

cultures encountered in the workplace: 

But we are, as an international company, our customer[s], they’re international, 

so we will see those who have a broader travel experience and adaptability of the 

different culture fit far more better. (MW) 

Three managers (MP, MR, MG) mentioned that creativity and innovation among 

employees are important for the company. Two of the managers represented two luxury 

boutique hotels of the same international brand, and they particularly emphasised the 

need for creative staff. For example, MP explained the importance of communicating in 

an innovative rather than a predictable way. He highlighted that staff at his hotel are 

encouraged to utilise their passions and interests while working; e.g., by playing music: 

We like people who play music and sing and play sports and that kind of thing. 

It’s not just about being able to serve tables … (MP) 

MG explained that standard operating procedures (SOPs), such as how to open a 

bottle of wine, do not encourage creativity because they are fixed. However, employees 

at his hotel are able to use their creativity in terms of developing new ideas. For 

example, employees are encouraged to give ideas about how to save energy in terms of 

a sustainability program at the hotel: 

For example, we have this program called [xx]. It’s our sustainable 

development. We welcome any idea [on how] we can save our energy. You 
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know, save energy and things, they can use their creative ideas and we welcome 

all the creative ideas. (MG) 

Two managers (MP, MS) were of the opinion that interpersonal skills are 

important for the hotel industry. MP considered interpersonal skills important when 

dealing with customers, while MS considered interpersonal skills important when 

undertaking teamwork: 

And as the leader, maybe they’re going to divide all these jobs to different 

individuals. But as a group, maybe they have to cooperate with each other. So 

team spirit and interpersonal skills [are important]. (MS) 

Interestingly, only one manager (MC) explicitly mentioned the need for 

leadership skills. He claimed that leadership skills are very important for staff who lead 

teams. Reportedly, good leadership skills have been found lacking in junior and middle 

management positions. MC asserted, 

… But the most important [thing] is how you influence, how you lead the team. 

(MC) 

However, three managers (MR, MRO, MP) mentioned that in some cases, staff 

are being employed in leadership positions relatively soon after graduating. 

Nevertheless, they did not explicitly mention the need for leadership skills in these 

positions. One reason might be that it is rare for graduates to be working in leadership 

positions immediately after graduation and therefore it is not considered important to 

mention the skills needed for entry-level positions. Another reason might be that the 

managers defined leadership skills in several other ways, such as communication skills, 

passion, and empathy. 
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Two managers (MW, MB) reported that analytical and research skills are 

important for the hotel industry. As previously mentioned, MW found these skills 

particularly important for the marketing area in the corporate office. MB mentioned that 

analytical skills are needed in all areas of the hotel business: 

And analytical skills, you need to be able to realise that, okay, everything we do 

in business should be analysed. Why do I do this, this, this? (MB) 

Two managers (MR, MG) mentioned the importance of graduates’ ability to 

learn in the workplace once they are employed. Since hotels have different standards 

and operational systems, it is impossible to learn everything at university. A certain 

amount of knowledge can therefore only be learnt by undertaking actual hotel work:  

 Yeah. So they need to, like, learn that very fast. (MR) 

Seven managers (MR, MT, MG, MD, MS, MC, MP) mentioned that they have 

ongoing training for their employees at their hotels. This might indicate that these 

managers valued the learning abilities of their employees even though they did not 

particularly mention this requirement as important during the interview. 

Two managers (MRO, MR) mentioned the importance of problem-solving skills 

among hotel employees. MRO argued Chinese returned graduates have better problem-

solving skills than their locally educated counterparts. MR explained how graduates are 

expected to find their own solutions to problems encountered: 

…we always say we face problems every day. How we solve the problem, it’s 

very important. We couldn’t teach them all the problems they will meet but they 

need to know how to solve the problem even though it is the first time they met 

it. (MR) 



125 

Graduates 

Six graduates (GW, GA, GW, GAB, GFK, GY) mentioned teamwork as being 

important for working in the hotel industry because they often have to work across 

different departments. However, GW highlighted that teamwork is not very well 

developed in the Chinese workplace. Furthermore, one graduate mentioned that when 

she returned to China, she was disappointed to discover that her colleagues were not 

used to undertaking teamwork: 

I think when I came back I’m very uncomfortable about the Chinese culture. 

They don’t want to have teamwork. (GA) 

Five graduates (GW, GY, GC, GA, GFY) expressed that building relationships 

(guanxi) with colleagues and the manager is useful for promoting and expanding 

networks. Active verbs were used to describe the skill of building relationships: “… 

keep a good relationship” (GW); “… establish the relations with all the other 

associates” (GA). Relationship (guanxi) skills were considered a special Chinese skill 

rather than a universal one.  

Four graduates (GW, GY, GC, GA) considered communication important in 

relation to customers, particularly foreign customers, where English proficiency and 

intercultural understanding are crucial. It was also considered important to communicate 

well with the manager and colleagues. 

Three graduates (GFY, GAB, GW) considered critical thinking important 

because it is necessary to be able to make assessments independently from managers 

and colleagues, since they do not always have the right answer. Furthermore, employees 

have to use critical thinking skills when managing customer complaints. Two graduates 

(GAB, GY) reported that creativity is important to have in the hotel industry. They 

claimed that returned graduates are more creative in their problem solving than their 
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locally educated counterparts, and therefore managers expect them to be more creative. 

One graduate mentioned the need for problem-solving skills in the hotel industry, but 

that there seems to be a lack of this skill in the workplace. As she explained: 

… we have to solve different problems and sometimes people are not trained to 

do so. They are just waiting for someone to help them. (GAB) 

One graduate considered time-management skills necessary for finishing work 

in time and successfully managing a work–life balance. This particular skill seemed to 

be important in that the working hours in hotels are long, as will be discussed further in 

Chapter 6. 

One graduate (GAB) mentioned the importance of having intercultural skills 

when working in the hotel industry because of the different cultures represented among 

the staff and guests. She felt that the intercultural awareness that she had gained from 

her studies at GU has given her an advantage over locally educated students who have 

not received this learning experience. 

Students 

Communication skills were considered important for the hotel industry by 14 of 

the 19 respondents (SHE, SJE, SJ, SKI, SAL, SC, SJA, SKE, SSH, SKA, SMI, SEL, 

SJO, SR). Students found communication important in relation to customers, 

colleagues, managers, and other stakeholders. Communication was related to customer 

service by 10 of the 14 respondents (SJE, SJ, SC, SAL, SSH, SJ, SKA, SKI, SR, SJO). 

Most often, the students did not clearly distinguish whether they were referring to oral 

or written communication. However, as the large majority put emphasis on 

communication encounters with customers, it might be assumed that most of this was 

oral. Some respondents (SJE, SJ, SJO, SKI) explained the importance of making their 

customers “happy” and “satisfied” with their hotel visit. One student emphasised the 
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importance of providing good customer service because of the likelihood of return visits 

from the customers:  

And yeah, and the same as the communication because if you don’t know how 

to communication [sic] with others or how to make other people feel happy 

during the communication, maybe the customers will not come to your hotel 

next time. (SJ)   

Three of the students (SEL, SHE, SJA) linked communication skills to 

interpersonal skills. More than half of the students (SCO, SKI, SC, SJC, SJA, SSH, SM, 

SR, SKA, SM) mentioned the importance of relationship (guanxi) building skills in the 

Chinese hotel industry. Active verbs were applied to describe guanxi as a skill, such as 

“keep good relationship” (SJC) and “networking” (SKI). Several students considered it 

very important to keep good relationships with family, friends, colleagues, manager, 

and other stakeholders. For example, five students (SM, SKI, SJC, SJA, SSH) agreed 

that help from family and friends is often important in securing a position in the hotel 

industry. SM explained: 

But if in China, you … for example, you want to work with this Pacific 

Restaurant but you don’t know anyone in this restaurant and the other 

competition, you have the same equal qualities, you are both qualified in the 

same level, but one of their staff knows the owner or knows the manager, they 

are going to win. (SM) 

Good relationships with customers were considered very important because 

these would guarantee return visits (SCO, SKA). Talking about his internship 

experience in a Chinese hotel, SCO explained how sometimes staff were expected to 

visit their loyal customers during the Chinese Spring Festival. 
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Eight undergraduates (SRI, SJE, SJ, SJO, SHE, SJA, SKE, SEL) mentioned 

teamwork skills as being important for work in the Chinese hotel industry. One 

respondent argued that because Chinese hotels are very large, staff need to be able to 

collaborate:  

… teamwork is very important. Everybody should be a team player because 

hotels like have more than hundred or few hundred staff. How they work 

together is about teamwork. (SJO) 

Another respondent added that some returned graduates in her generation are 

opinionated and have some difficulty collaborating with colleagues. However, hotels 

generally do not want to employ people who are too opinionated:  

You always have to work with others. So I know some of the young graduates, 

like our generation, they have more personal views… they always have their 

very own personal strong views about something. And if they give them 

teamwork, to work with others, they cannot cooperate. That’s what they [hotels] 

don’t want. (SJA) 

Six students (SJO, SJE, SAL, SJI, SEL, SJA) felt that intercultural skills are 

important to have as a graduate working in the Chinese hotel industry. This is because 

knowing about other people’s cultures facilitates communication with managers, 

colleagues, and customers from foreign countries. SJO stated: 

Another important one is … the culture difference … because it’s international 

people coming [to Chinese hotels]. Most people have different [cultural habits] 

… some people don’t eat pork and some people don’t wear some clothes. You 

should respect them. So how do you know? That’s from your knowledge. (SJO) 
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Five students (SHE, SJ, SKI, SAL, SC) mentioned the importance of being able 

to learn in the workplace. They mentioned the relevance of knowing how to learn from 

their work and becoming familiar with their work requirements. One student (SAL) 

mentioned that when working in junior positions, graduates do not need to have any 

specific attributes because they are provided with training: 

If you start from the low level, you don’t need too much … you don’t need to 

know much about the knowledge, the skills. They can train you [in], like, one 

month or ten days, I’m not sure. (SAL) 

Three students (SCO, SC, SEL) have found creativity and innovation to be 

important for the Chinese hotel industry, particularly in interactions with foreign guests. 

For example, one student (SCO) who had undertaken an internship in a Chinese hotel 

during his studies found that his knowledge about Australia helped him be creative 

when suggesting activities to Australian customers. His creativity could also be 

characterised as an intercultural skill set, in that he applied his knowledge of Australia 

to a specific situation. Furthermore, an employee’s creativity can also be rewarded with 

promotion to a higher position, as SEL explained: 

If, like, when I was a waitress, I was doing my job and I want to improve and get 

a high position, I need to, like, not create something but have new ideas about 

how to improve something and I can, like, show off. (SEL) 

Four students (SCO, SSH, SA, SKA) explained the importance of being able to 

adapt to the working conditions in China because gaining a promotion or being treated 

well is not as common as in Australia. SSH explained: 
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I think the first thing you need is to transform your attitude because you are in 

China, you are not in Australia, so … sometimes you won’t be treated nicely as 

[you were in] your work in Australia. (SSH) 

Two students (SAL, SR) mentioned that research and analytical skills are 

important for working in the hotel industry. For example, SR noted: 

… it’s important, I think, because in some department[s], you still need to 

analyse the problems happening. You need to like the guest comments, the 

complaints, you need to analyse and just think about it, what’s happening, how 

to do it. Yeah, it’s quite important. (SR) 

Two students (SCO, SKA) reported that critical thinking is an important skill in 

the hotel industry. SCO explained that critical thinking helps him use his common sense 

in the workplace and not accept everything that is presented to him: 

… But with critical thinking, I would probably think about the training, and [if] I 

do find something that is inappropriate in the content [I would] then give the 

feedback to the teacher and therefore they can improve it accordingly. (SCO) 

According to SCO, possessing critical thinking skills, which his Chinese 

colleagues might not have, can lead to career advantages. Two students mentioned the 

importance of leadership skills, both for entry-level and higher-level positions (SCO, 

SC). For a new graduate, leadership skills could enhance their understanding of their 

manager:  

… I would say the leadership skill is … first off, the first thing is to help you 

understand your boss and also know how to work with them and the critical 

judgment. (SCO) 
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Two students (SR, SAL) mentioned the relevance of learning interview skills at 

university. SR explained that China’s “Generation Y” have high expectations for their 

future careers and therefore they require guidance in order to understand and deal with 

rejection in relation to job interviews: 

 … It’s like they just place their position too high and they just think they have a 

high degree. (SR) 

Academics 

Less than half of the academics (AH, AB, AF) mentioned the need for 

communication skills (both oral and written) among hotel staff. They considered 

communication important primarily with regards to customers, but also with colleagues 

and managers. As one academic asserted: 

Closely related to that attitude of hospitality is good communication and 

primarily that’s customer communication, but it’s also communication within 

organisations because hotels are teams. (AB) 

However, no academics mentioned the need for relationship (guanxi) building 

skills, even though they felt communication skills important. This lack of attention on 

guanxi might be due to their lack of knowledge of the Chinese society and culture. 

Three academics (AG, AB, AA) thought it important for graduates to have 

intercultural skills, as they typically work with colleagues and customers from various 

cultures: 

They need to have knowledge of the demands from the customers, knowledge 

on how to work with different cultures. (AG) 
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Only two academics (AC, AD) mentioned the need for teamwork skills in the 

Chinese hotel industry. This is significantly different from the feedback of graduates 

and managers, where a large majority mentioned teamwork skills as important. 

Two academics (AA, AD) considered interpersonal skills to be important. AA 

related interpersonal skills to the attitude of a “service attitude”, whereby staff have a 

warm and inviting persona: 

They need to be able to be customer-oriented, to ensure that they smile [and 

that] they’re friendly. (AA) 

Similarly, two academics (AD, AE) discussed the importance of adaptability in 

the workplace due to the changing nature of the hotel industry: 

So, hotel operation is very dynamic and is changing from time to time. So they 

[graduates] have to get … familiar with the situation, know how to cope with 

different organisation[s] and cultures. (AD) 

Only one academic (AA) raised the need for critical thinking in the hotel 

industry. Another academic (AE), who teaches in a postgraduate program, mentioned 

the need for graduates to be creative and to be able to “think outside the box”. In 

contrast, another academic (AH) of the postgraduate program considered creativity 

more important for staff working in higher-level positions rather than entry-level ones. 

Furthermore, AH also thought that problem solving and critical thinking was not 

appropriate in the Chinese workplace culture where staff are mostly required to follow 

instructions: 

We value that problem solving, critical evaluation aspect at university and how 

we perceive that in workforces. But in some cultures, and I would include China 
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[in these], I would speculate that it’s more diligence and just do what you are 

told. (AH) 

Summary 

Communication, teamwork, relationship (guanxi) building, and intercultural 

skills were the most frequently mentioned generic skills across the four stakeholder 

groups. It was often not clear whether the interviewees were referring to oral or written 

communication. However, as most of them mentioned communication with customers, 

it can be assumed that their emphasis was on oral communication. Interestingly, an 

equal number of managers mentioned communication as they did teamwork  and 

relationship (guanxi) building as intercultural skills . Among the graduates, teamwork 

was the most mentioned generic skill and relationship (guanxi) building was the second 

most mentioned skill. In fact, relationship (guanxi) building skills was the second most 

frequently mentioned skill by all stakeholder groups apart from academics, who did not 

mention these skills at all. Often, relationship (guanxi) building skills were brought up 

by the interviewees after being asked if there are any culturally specific Chinese 

attributes needed in the hotel industry. It is unclear if the interviewees would have 

explained the importance of these skills had the question not been asked. Students 

placed most importance on communication skills; second most on relationship (guanxi) 

building skills; third most on teamwork skills; and fourth most on intercultural skills. 

Academics mentioned communication and intercultural communication most 

frequently, and teamwork second most frequently.  

Among the lesser mentioned generic skills, the same amount of academics 

mentioned the importance of critical thinking as they did creativity. Some graduates 

placed importance on critical thinking, in particular so that they could make assessments 

independently from their colleagues and their managers. Perhaps it is unsurprising then 

that managers did not consider critical thinking important. Graduates felt creativity was 
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important to have in their communication with customers and in situations that allowed 

them to think “outside the box”.  

Notably, managers mentioned adaptability, intercultural skills, and relationship 

(guanxi) building skills with the same level of frequency. Adaptability was the second 

most mentioned by academics together with interpersonal and teamwork skills. For 

these managers and academics, adaptability was important due to the diversity of 

cultures encountered in the workplace and the changing nature of the hotel industry. 

Interestingly, it was not among the most frequently mentioned skills by students and 

was not mentioned at all by graduates. 

4.1.2 Selective code two: Knowledge areas  

Table 10 shows the number of stakeholders mentioning the different categories 

of knowledge areas that are deemed important for the Chinese hotel industry. The 

details are presented in the subsequent section. As demonstrated in appendix L, the 

curricula of the GU international tourism and hospitality programs targeted in this 

study, include a few courses in marketing, human resources, accounting, finance, and 

economics. 

Table 10 
Knowledge areas mentioned as important by stakeholders 

Knowledge areas 

 Managers  

(N = 12) 

Graduates  

(N = 7) 

          Student 

          (N = 19) 

Academics 

(N = 8) 

English language 

skills 

8 (67%) 4 (57%)           10 (53%) 3 (38%) 

 
Marketing 

 
2 (17%) 

   
1 (14%) 

 
6 (32%) 

 

 
3 (38%) 

     
Finance and 
accounting 

3 (25%) 
 

- 4 (33%) 2 (25%) 
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Foreign languages 

 

2 (17%) 

 

- 

 

3 (16%) 

 

1 (13%) 

 

Law 
 

 

- 

 

- 

 

2 (11%) 

 

- 

Human resources 2 (17%) 
 

- - - 

 

Managers 

Eight managers (MD, MB, MT, MG, MP, MA, MW, MS) mentioned English 

language skills as being very relevant for hotels in China, particularly those that have 

many foreign guests. Both written and oral English language skills are used in different 

departments of the hotels. Furthermore, English is used in both junior and senior 

positions across different departments. MD stated: 

But for those employees working in the front desk or working, you know, in 

some marketing department, they are requested for better English speaking, 

English, you know, the writing. They have to use this and they have to meet the 

customer. (MD) 

It could have been assumed that state-owned hotels have fewer international 

visitors and thus require fewer staff with English skills. Interestingly, however, the 

respondents represented both international and state-owned hotels.  

Three managers (MP, MA, MB) believed it important for graduates to have 

financial and accounting skills. MP explained: 

Obviously, specific industry skills, such as, you know, F&B, you know, finance, 

accounting. Those kind of skills would be very much prerequisite as well. (MP) 

However, MA explained that the knowledge area of finance is not important for 

entry-level positions; it is only later in a graduate’s career that this knowledge area 
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becomes relevant. Another manager (MB) maintained that only graduates who wish to 

work in the specialised field of finance would need this knowledge.  

Two managers (MP, MT) mentioned that it would benefit the industry if more 

employees were proficient in foreign languages, yet they did not specify which ones. 

Some of the other respondents mentioned the importance of languages without 

mentioning whether they were referring to English or other foreign languages. Two 

managers asserted that human resources are relevant for communicating with people 

and understanding different ways of thinking (MB, MD). It was not clear from the 

interviews whether they were referring to entry-level positions, higher-level positions, 

or both. MB explained: 

The other specialised area I would probably say is HR that you had some sort of 

not … not psychiatric training, but you have some sort of people training [so] 

that you can deal with different things and ways. (MB) 

In contrast, MA felt it unnecessary for graduates in entry-level positions to have 

knowledge of human resources. However, once the staff are promoted to higher 

positions, they could make use of all their knowledge: 

If you learn the kitchen or recipe from the book, then you learn how to cook the 

food. This is more practical. But if you learn the human resource or financial 

accounting, [and] after you graduate you’re not doing the job in the financial 

department, then it will be in relative [sic]. (MA) 

Two managers (MW, MD) mentioned the importance of marketing skills. 

However, MW emphasised that these skills are particularly relevant in the hotel’s 

corporate office of the hotel. Furthermore, he specified that university graduates are 

preferred over others in these analytical marketing positions. 
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Both MG and MC mentioned that returned Chinese graduates generally prefer 

sales and marketing positions to operational jobs, particularly because these positions 

do not require night shifts. MG suggested that overseas universities hosting Chinese 

students should focus more on topics such as marketing to accommodate the 

expectations of the students for their future jobs: 

 So I think probably in terms of curriculum, you can think about maybe 

something, a topic like not operational. I mean, not all, but to attract more 

students and to make sure they will work in the industry, you know, after they 

finish their study and they will stay in that industry as we work out something 

that really meet[s] their expectation[s]. (MG) 

Graduates 

Four graduates (GA, GFY, GW, GC) considered English language skills (both 

written and oral) important. Interestingly, they have had different experiences in the use 

of their English language skills in the workplace. GA and GFY both expressed their 

confidence in English skills. GA gave the example of how she felt confident to converse 

with an American guest at her hotel: 

For example, an American, he checked in and I can speak fluent English with 

him … (GA) 

Only one graduate (GFK), who was working as a management trainee, 

mentioned the importance of marketing skills. Through working in the sales department 

of an international hotel brand, he recognised how important it is to identify the 

different needs of various customers. As he relayed: 

We have business travellers and we have family travellers, we will have a couple 

who will want to spend a honeymoon together. Before you take the postgraduate 
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program, you may not know [that] there are so many different types of 

travellers. (GFK) 

Students 

Proficiency in English language was mentioned by more than half of the 

students (SJO, SJI, SA, SM, SMI, SSH, SAL, SC, SA, SR) as being important for 

working in the hotel industry and for their own careers. More and more foreigners visit 

Chinese hotels, yet most staff cannot speak English fluently. For example, one 

undergraduate student (SEL) explained that it is important for hotel employees to have 

good English language skills to make themselves understood by customers. There is 

therefore a growing need for Chinese people to live in a foreign country and master 

English before returning to China. Furthermore, seven students (SJO, SAL, SC, SSH, 

SA, SMI, SM) mentioned they would be at an advantage in their job search and careers 

if they possess a high level of English. SA explained: 

Because, you know, we are really willing to work in the international hotels 

because that’s the biggest ones. So you have to have English skills to enter that 

hotel. So that is essential … (SA) 

One student (SR) mentioned that many Chinese staff working at the front desk 

in hotels do not have very advanced English skills. He therefore considered it important 

for returned Chinese graduates to have good English skills, especially verbal skills. In 

contrast, he mentioned that written English skills are not as important for employees 

working in entry-level positions. He noted that hotels generally employ foreign staff to 

undertake writing at the higher levels of employment (e.g., for the general manager). SR 

stated: 
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Actually, the writing, actually in China, usually most of them they use Chinese. 

Only when some people are like writing it for the general manager, usually they 

will just hire foreign people. (SR)  

Furthermore, marketing skills were mentioned as being important for the hotel 

industry by six students (SHE, SJ, SKI, SA, SC, SM). SHE and SM explained: 

And the marketing actually teach me how to do research and how to look at the 

benchmark. It does help me to open my own business. (SHE) 

I would say marketing skills, like how to promote your company and promote 

your new product, [is] really, really useful. (SM) 

Four students (SCO, SJE, SSH, SMI) believed that finance and accounting is an 

important knowledge area for graduates in the hotel industry. Like the manager MA, 

SCO mentioned the importance of the knowledge of finance, particularly for higher-

level managerial positions, but not for lower positions. He explained that many Chinese 

international students would like to become “great managers” eventually and therefore 

knowledge of finance and management is considered important. 

… most of Chinese students who come over here [Australia], their family 

probably have business related to the hospitality industry or they have the ability 

to go into the hospitality industry and then probably end up with some higher 

levels [of qualifications]. (SCO) 

Three students (SSH, SMI, SEL) considered foreign languages other than 

English as being relevant for the Chinese hotel industry. Cantonese, Japanese, and 

Korean were mentioned as being important to master because of the growing number of 

people from Asian countries travelling in China.  
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Only two undergraduates (SJE, SJ) mentioned law as being an important 

knowledge area for graduates working in the Chinese hotel industry. In particular, it was 

considered important to understand the law of the country of one’s employment.  

Academics 

Three academics (AD, AF, AG) mentioned the importance of graduates 

possessing good English language skills. Interestingly, two of the academics (AD, AF) 

were of Chinese origin and both had some work experience in the Chinese hotel 

industry. AD also mentioned that foreign language skills other than English, particularly 

Cantonese, might be appreciated in Chinese hotels. 

Three academics (AB, AA, AG) mentioned the importance of marketing skills 

because of the growing hotel sector and increasing number of competitors in China. It 

was therefore considered important to have a good understanding of the market: 

I think marketing as a course is very important because we are talking about the 

growth of the industry to become more and more competitive. (AA) 

Similarly, AB and AG noted that the knowledge area of finance and accounting 

is important, particularly for those striving to become managers:  

Just even on simple things like ordering produce and things like that, ordering 

equipment for functions, and dealing with a certain amount of accounts (AG) 

Summary 

English language proficiency was the most frequently mentioned knowledge 

area among all stakeholder groups. Both oral and written English were deemed 

important. English language was considered relevant for hotels in China due to the 

increasing number of foreign visitors. Interestingly, the majority of the academics who 

considered English language important were of Chinese origin; the same amount of 
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academics mentioned marketing as important. In contrast, more than 50% of the three 

other stakeholder groups found English proficiency to be important.  

More students and academics considered marketing important than managers 

and graduates. One manager mentioned that most Chinese graduates hope to work in 

positions in marketing and sales rather than entry-level positions. It was therefore 

surprising that only one graduate mentioned marketing skills as important. However, he 

was only one of two graduates working in the sales and marketing department. This 

relatively low number of interviewees working in sales and marketing might explain the 

lack of importance attributed to this knowledge area by graduates.  

Knowledge of finance was considered important by all stakeholder groups 

except graduates, who did not mention it at all. Managers, students, and academics 

claimed that the knowledge area of finance was less relevant for entry-level positions 

and more important for graduates who wish to become managers. This might explain 

the lack of importance placed on the knowledge of finance by the graduates. The same 

three stakeholder groups thought that knowledge of foreign language/s is important, 

while graduates did not mention this. Little or no attention was given to human 

resources and law by any of the stakeholder groups. This might also be explained by the 

lack of the need for these skills in entry-level positions.  

4.1.3 Selective code three: Hotel management skills 

Table 11 shows the number of stakeholders mentioning the different categories 

of hotel management skills that are viewed as important for the Chinese hotel industry. 

The details are presented in the subsequent section. 
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Table 11 
Hotel management skills mentioned as important by stakeholders 

Hotel management skills 

 
Managers  

(N = 12) 

Graduates  

(N = 7) 

Students  

           (N = 19) 

 

Academics  

(N = 8) 

Management of 
services and 

operations 
 

 7 (59%) 3 (43%)           10 (53%) 
 

4 (50%) 

Food & beverage - - 7 (37%) - 

 

Managers 

Seven managers (MT, MG, MD, MC, MB, MRO, MP) mentioned the 

importance of the management of services and operations. No one specifically 

mentioned F&B, but it might have been implicitly understood. MB, MRO, and MC 

highlighted the need to obtain an overall understanding of the operational systems at 

university, but noted that hotels often have their own SOPs and management systems 

that graduates need to familiarise themselves with once employed. MC mentioned that 

training in the beginning of their employment is necessary to familiarise the graduates 

with the hotel’s management system: 

And once we enroll them and we train them, that’s where we provide the 

necessary training for our new associate[s], not only those service skills but even 

the system, how to use the system and how to … how should I say? Overcome 

the situation but this have to go over a period of time. (MC) 

Two managers (MG, MT) felt that returned international graduates do not have 

an advantage over locally educated graduates in the understanding of operations 

systems in Chinese hotels. In fact, MG argued that sometimes locally educated 

graduates have a better understanding of the operational skills than Chinese returned 
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graduates because many have completed internships in Chinese hotels as part of their 

studies. However, MT mentioned that even though Chinese returned graduates do not 

have a better knowledge regarding operational skills, they are more open and willing to 

apply what they have learnt overseas to their new environment: 

But the returnee actually they are more open, they are more aggressive, and they 

are more willing to try to apply what they have learned from the school. And let 

me try to think an example of my people. Yeah, those who graduated from 

university in China, they are more shy. (MT)  

In contrast, MP argued that returned graduates usually have a better 

understanding of operational skills and a better attitude towards using these skills. This 

is because Western education places more emphasis on these skills than Chinese 

education does. Furthermore, the service sector has a relatively low status in China 

compared to that in Europe. Therefore, Chinese returned graduates might possibly feel 

more comfortable about these operational skills. MP stated: 

Well, I would have thought that they [Chinese international graduates] … have a 

much better advantage in that respect because they are going to international 

platforms of training, getting those hard skills, train[ing] to an international 

standard rather than just the local Chinese standard. That puts them to a great 

advantage, and they should recognise that that is part of the industry. (MP) 

Graduates 

Three graduates (GY, GW, GC) mentioned that there was a need for 

management of services and operations. GY explained that the operational systems that 

she had learnt at GU were becoming more popular in China and therefore she 

appreciated having learnt them in Australia. However, GC argued that operational 

systems differ among the various hotels in China: 
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No, that’s different because in a hotel, they have different software. They use 

different software. I heard from my colleague, my manager, they say that even 

the foreigner hotel in China, they use a different software, different information. 

It’s totally different. (GC) 

Students 

Ten students (SCO, SJE, SC, SJC, SEL, SSH, SAL, SR, SHE, SKI) found the 

management of services and operations important for the hotel industry in China. Only 

one of these students was a postgraduate. The students considered that they had learnt a 

software system beneficial for future jobs, and a skill that could be applied in the front 

office. SC stated: 

You have to know … how to use the software, how to use the hotel management 

system, how to manage different things, how to … you have to have 

acknowledge, like, different problem[s], how to work them out, how to … things 

like that. (SC) 

However, SCO argued that even though hotel management skills are important 

for those working in the hotel industry, these skills do not have a high status among 

Chinese returned graduates. He felt that graduates would not appreciate doing these 

operational jobs after returning from overseas studies and would change to other 

industries if they cannot obtain higher-level positions. This statement contradicted the 

claims of the managers MP who argued that returned graduates are more willing to 

exercise these skills. SCO explained: 

… like in our culture, most of the people, they think [that if] they graduate from 

overseas only [to do] the housekeeping, just be a normal receptionist, [it] would 

be a shame. So most of them, if we can’t get our … get what we want, I mean, 
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maybe a senior manager or something like that and probably just working to 

different industries. (SCO) 

Seven undergraduates (SAL, SKE, SA, SSH, SEL, SHE, SJA) considered it 

important to learn F&B management skills. In contrast, none of the postgraduates 

mentioned the importance of learning F&B management skills at university. SMI 

explained that F&B positions are not suitable for graduates with postgraduate 

qualifications but rather for graduates with lower degrees. Unlike the undergraduate 

program at GU, the postgraduate program does not include a specific course in F&B 

management. This omission from the course in the postgraduate program might have 

influenced the interviewees’ attitudes towards this area. SMI explained: 

Because the housekeeping and F&B department provided for the student only 

come from the lower degree. So the postgraduate[s], they don’t want to do that. 

(SMI) 

Academics 

Four academics (AA, AB, AC, AD) working in the undergraduate programs 

considered skills in management of services and operations important for graduates 

working in the hotel industry in China. AC explained: 

I guess Rooms Division, for instance, we teach them OPERA software, which is 

a property management system which is used by all the big hotel chains. (AC) 

None of the academics from the postgraduate program mentioned these skills as 

important. This could be explained by the fact that the postgraduate degree does not 

include hotel management skills, which is in contrast to the undergraduate degrees. 
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Summary 

All the stakeholders thought that hotel management skills in services and 

operations are important. More than half of the managers mentioned the need for 

management of services and operations training; however, they also noted that 

graduates would receive training in particular software systems once employed. Almost 

half of the graduates thought that this area is important, as did more than half of the 

international Chinese students interviewed. Only one of the latter was a postgraduate 

student. However, of the 37% of students who thought that F&B management skills are 

important for graduates, none were postgraduates. 

Interestingly, four academics teaching the undergraduate degrees considered 

management of services and operations important, whereas none of the academics 

teaching the postgraduate degrees mentioned these skills as important. Both 

postgraduate students and academics teaching postgraduate courses seemed to favour 

hotel management skills less than the other stakeholder groups, which could be 

explained by the lack of emphasis on these skills in the postgraduate degree. The reason 

for this lack of attention on hotel management skills could also be that they are 

considered less important in the positions that postgraduate-qualified Chinese people 

are aiming for. 

4.1.4 Selective code four: Personal attributes 

Table 12 shows the number of stakeholders mentioning the different categories 

of personal attributes that are considered important for the Chinese hotel industry. The 

details are presented in the subsequent section. 
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Table 12 
Personal attributes mentioned as important by stakeholders 

Personal attributes 

 
Managers 

(N = 12) 

Graduates 

(N = 7) 

Students 

(N = 19) 

 

Academics 

(N = 8) 

Passion 9 (75%) 3 (43%) 5 (26%) 
 

3 (38%) 

Patience 7 (58%) - 4 (21%) - 
 

Extrovertedness 

 

- 

 

- 

 

1 (5%) 

 

- 
 

Proactivity/high energy 
levels 

 
3 (25%) 

 
- 
 

 
1 (5%) 

 

 
 
- 

 
Empathy 

 
2 (17%) 

 
1 (14%) 

 
 

 
1 (13%)         
- 

 

Resilience 
 

 

1 (8%) 
 

 

- 

 

- 
 

   

         
- 

Emotional control 
 

- 1 (14%) 
 

- - 

Detail-oriented  1 (14%) 
 

  

 

Managers 

Nine managers (MT, MG, MD, MS, MC, MP, MRO, MQ, MR) felt that passion 

towards providing good quality service to customers is important for employees to have. 

Because of the difficult working conditions in Chinese hotels, MRO, MD and MG felt 

that graduates need to love hospitality work in order to continue working in the 

industry. MRO explained the importance of having passion for the job: 

You need to like your job. I say that to everybody that we hire when we give the 

speech beforehand. I said I always … I hope that you find a job that you like to 

do, that you wake up and you are looking forward to go to [it]. (MRO) 
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One manager (MR) argued that graduates who return from studies abroad often 

do not have the right attitude towards working in entry-level positions in Chinese hotels, 

such as cleaning rooms. In contrast, another manager (MQ) argued that returned 

graduates who love their job have a career advantage over locally educated graduates: 

There are overseas students who love the hospitality industry, who have the 

passion and love it. Those students have a very big advantage over locally 

educated Chinese. (MQ) 

Seven managers (MG, MP, MR, MA, MRO, MQ, MT) recognised that patience 

is required by graduates, particularly at the start of their career. The young generation, 

and returned graduates in particular, are not always prepared to do basic entry level jobs 

and many have demonstrated impatience around being promoted. However, the 

managers emphasised that it is necessary to work in an entry level position for a few 

years to obtain experience before being promoted. MG explained how patience would 

help graduates develop their career and be promoted: 

… if you keep your commitments and then you really work hard and the hotel 

will give you enough opportunity and exposure so then you will move quickly 

and maybe compared to the others. (MG) 

MP and MRO emphasised that the parents of returned graduates are also often 

impatient in seeing a return on their investment in their child’s overseas education. 

Therefore, they are generally dissatisfied if their child only secures a basic entry-level 

job, since they would expect them to have a higher position. MP explained: 

… And rightly so, frankly; they spent sort of three to four years in education, 

spent a lot of money on that. Do they or their parents want them to come and 

work in a restaurant serving tables for a year or so before they can go to the next 
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level? So it’s a bit of a… it’s a very sensitive area in terms of managing 

expectations. (MP) 

Three managers (MQ, MP, MC) mentioned the importance of graduates working 

in the Chinese hotel industry of being proactive and having high energy levels. MQ felt 

that returned international graduates have higher energy levels than others because of 

their experience of living overseas. MC explained that overseas graduates seem to be 

more happy, willing, and proactive than their locally educated counterparts. MQ and 

MC explained: 

You need to have a high energy level. I think Chinese overseas graduates have a 

higher energy level. Maybe because they have studied abroad, they needed to 

survive, they cannot close themselves, they need to be more approachable and 

they know how to strive for opportunities. They are more active than Chinese 

local students. (MQ) 

They are more open. They are happy. They are willing. They are more 

aggressive, all this. (MT) 

According to the interviewees, not only should graduates be energetic, but they 

are also required to be engaged with their workplace and be proactive both during their 

studies and in the job market by seeking internship opportunities, for example. As they 

explained, employees are responsible for their own success at the workplace and cannot 

be expected to be “spoon-fed”. MQ and MC outlined: 

They need to be more proactive and to take internship opportunities, especially 

the ones who study in international hotel schools. They should check the … 

[company] websites, check the values of the companies. (MQ) 
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Two managers (MRO, MG) mentioned that it is important for employees to have 

empathy towards their customers. They considered it crucial to be able to understand 

customers’ needs and to serve them in a genuine way without thinking of personal 

rewards. MRO explained:  

Empathy, empathy, yeah, part of that regardless … if you do something, you do 

something because it’s the right thing to do, not because you are expecting a tip 

afterwards. (MRO) 

Finally, one manager (MB) claimed that graduates also need to have resilience 

to deal with customers because they will not always be treated appropriately by the 

customers. MB explained: 

So you have to be a certain amount resilient if you’re dealing with people and 

then not always nice. (MB) 

Graduates 

Three graduates (GFK, GFY, GA) mentioned the importance of having passion 

for the industry. GFK mentioned that if the employees do not have passion for the 

industry, they cannot continue working in it. According to GA, if employees have 

passion, they can do their work very well. GFY considered passion necessary from a 

sales perspective. As an employee in the sales and marketing department, he needs to 

sell products to customers and therefore has to show passion in this area: 

You may need passion to do it because we can’t just … because they say they 

don’t want it, then we give up to selling the products to them (GKF) 

Another graduate (GW) mentioned that emotional control is important in 

relation to hotel guests, explaining that anger towards customers’ behaviour should be 

suppressed: 



151 

… maybe sometimes you are angry with the customer’s attitude and language, 

their actions. This one [i.e., personal attribute] will help you to think, okay, 

sometimes you control emotions … (GW) 

One graduate (GFK) considered empathy important in relation to the customers: 

You have to think; you have put your shoes in the other’s feet [sic], you have to 

think from the perspective of the customer. (GFK) 

One graduate (GAB) thought that being detail-oriented in the hotel industry is 

important. 

Students 

Five students (SSH, SKE, SJO, SMI, SHE) mentioned the importance of passion 

and having a love for the industry while working in a hotel. It was considered important 

to demonstrate to the customers that they loved the industry. SKE explained: 

You need to love what you do. If I love, really love, my job, like I really enjoy 

that, so when I see the customer, of course I smile. I deliver the kind of attitude 

to them like I’m very happy that they stay here and I’m really happy to service 

you. (SKE) 

However, three students (SKE, SMI, SSH) mentioned that the service-minded 

attitude in Chinese hotels was not very positive in general. SMI explained: 

They do not really treat the customers very politely. I can’t feel the feeling that 

they would like to do the service for the customer because my father took me to 

travel around China every year so I can find the hotel the service that is very 

good. Sometimes is ask for something, towel or something, okay, okay, but I 
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need to wait for a long time. And the things, the facility in hotel sometimes are 

quite old, yeah, such like that. (SMI) 

According to one student (SMI), having passion for the industry will help 

employees focus on their work and remain in employment. Staying loyal to the 

employer will make them satisfied as well:  

If you are a passionate person, you will like the job and try your best to finish 

your job. And you won’t easily get tired of it. You can focus on it and you can 

really enjoy it and you won’t change your job very often. And also, the hotel 

will be happy about that. (SMI) 

Four students (SEL, SAL, SM, SSH) mentioned that graduates have to exercise 

perseverance with their work responsibilities. SEL and SSH explained that because 

customers are not always easy to deal with, patience is important. Furthermore, SAL 

explained that graduates need to be patient with the hard work in the hotel industry. SM 

placed emphasis on the importance of staying in a position even if a workplace is not 

living up to one’s expectations: 

We are Generation Y. We are more like, “I don’t think this company is good for 

me anymore. I’m going to change.” And that’s only three months you’re 

working here. They don’t have the patience and the determination to stick. (SM) 

As mentioned previously, 14 students mentioned the need for communication 

skills (such as customer service skills, written and oral communication skills). However, 

only one student (SM) explained the importance of being extroverted in dealings with 

hotel guests. She was a postgraduate student with three years of work experience at the 

front desk of a tour operating company. She explained that her role in this company had 

helped her acquire attributes for her future career in hotels. 
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This student’s previous work experience gave her an insight into some of the 

qualities that she believed are needed in the hospitality industry. The other students 

interviewed with less work experience in the hospitality industry did not mention the 

importance of being particularly extroverted, even though they deemed communication 

skills as being very important. SM can be considered an exception in this context 

because of her different work experience that might have influenced her beliefs. 

One postgraduate student (SKA) mentioned the need to be proactive in the hotel 

industry. She explained that graduates are required to take initiative in the workplace. If 

they are unsure of their job tasks, it is their responsibility to seek help. 

Academics 

Three academics (AG, AB, AE) noted the importance of having passion to work 

in the Chinese hotel industry due to the difficult conditions they experience: 

As far as I’m concerned, they’ve got to want to be in this industry. (AG) 

One academic (AD) considered empathy as important. She thought that having 

empathy is crucial for understanding the feelings of the clients, which would in turn 

motivate employees to provide them with the best customer service: 

To serve [a] customer well, you have to be able to understand [them] and also 

you have to stand in their shoes to know their feelings … (AD) 

Summary 

All stakeholder groups considered passion to be an important personal attribute. 

Passion was considered important for staying in the industry and for providing good 

customer service.  

Patience was the second most frequently mentioned personal attribute among 

managers and students, but it was not mentioned by the other stakeholder groups. Both 
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managers and students mentioned that graduates require patience to keep their jobs. 

Moreover, with patience, they might be promoted after a few years. For students, 

patience was also important to deal with difficult customers. 

High energy levels and proactivity were mentioned by three managers, while 

only one student mentioned proactivity, and none of the other stakeholder groups 

considered these personal attributes important. Empathy was considered important by 

only a few managers and academics did not mention it. Empathy was considered 

important in order to understand the feelings of the customers and provide good 

customer service. Interestingly, empathy was not discussed in relation to colleagues and 

managers. 

4.1.5 Selective code five: Attitudes and values  

The selective code of Attitudes and values shows the number of stakeholders 

mentioning the different categories of attitudes and values that are deemed important for 

the Chinese hotel industry. The details are presented in Table 13.  
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Table 13 
Attitudes and values mentioned as important by stakeholders 

Attitudes and values 

  
Managers 

(N = 12) 

 
Graduates 

(N = 7) 

 
Students 

(N = 
19) 

 
Academics 

(N = 8) 
 

 

Respect 
 

6 (50%) - 
 

6 (32%) 2 (25%) 

 

Diligence (hard work) 
 

5 (42%) - 6 (32%) 5 (63%) 

 

Loyalty 
 

2 (17%) - 2 (11%) - 

 

Honesty 
 

4 (33%) - - - 

 

Harmony 
 

 
3 (25%) 

 

 
- 

 
1 (5%) 

 
2 (25%) 

 

Humility 
 

5 (42%) 
 

- 1 (5%) 2 (25%) 

 

“Face” 
 

-  
1 (14%) 

- 
 

 
2 (25%) 

             
            Confidence 

 

Service-minded attitude 
 

 
3 (25%) 

 

- 

 
3 (43%) 

 

2 (29%) 

- 
 
- 

- 
 

 

4 (50%) 
 

 

Managers 

Six managers (MC, MT, MG, MS, MRO, MQ) mentioned the importance of 

employees being respectful, particularly towards their managers, colleagues, guests, 

owners and investors in hotels. MC mentioned that due to the diversity of cultures and 

socio-economic backgrounds of the people working and visiting hotels, it is important 

to demonstrate respect. Four managers (MS, MRO, MQ, MP) mentioned that respect is 

intrinsic to Chinese culture. MRO gave the example of accepting a manager’s invitation 

to participate in social activities outside of working hours in order to show respect. He 
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considered it as a contrast to the situation in Australia, where employees can freely 

decline invitations to activities outside of working hours. MRO explained: 

You can easily say no to anything that happens outside of working hours [in 

Australia]. Here it’s been a bit more difficult. (MRO) 

MS emphasised the need to show particular respect to customers who expect 

special service. For example, some customers expect staff to stand next to them while 

they are eating in case they require them to be of service. MS explained that this type of 

respect towards customers represents a Chinese tradition: 

 … maybe some individual Chinese would like to be served while he is sitting 

and other workers or staff members are going to be standing and serving him. 

This is one way of showing that he has something like respect. (MS) 

Interestingly, the same manager explained that some owners and investors in 

hotels would expect to be the most respected by all when they visited their hotels. MS 

represented a state-owned hotel, and the owners and investors whom he refers to are 

likely to be Chinese. In contrast, owners of international hotels might have different 

attitudes with regards to the service level they expect. MS explained: 

So the owners or the investors of this big hotels, they want to be respected more 

because they don’t think it is very important to them how their customers to be 

served but they pay attention to their own feelings, how they are going to be 

treated. (MS) 

MS further explained that respect is a phenomenon that has more value for local 

graduates than international graduates, because the latter have learnt about equality 

while studying overseas. Rather than favouring certain customers, these graduates 

would strive to treat all customers equally. MS explained: 
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You have to have a lot of connection or to pay attention to who is their manager 

or who is behind this organisation. So maybe the local students are going to be 

focused on that aspect. But for the foreign students, maybe they have learned 

some important matters such as equality ... So he will focus on that. But maybe 

all the customers should be treated equally. So this is some advantage that is 

owned by the overseas students. (MS) 

MC explained that sometimes members of Generation Y do not have a 

respectful attitude because they have been spoiled by their parents. He felt that returned 

graduates do not necessarily have a more disrespectful attitude than locally educated 

graduates; rather, this depends on their family and their upbringing. MC explained: 

And when they were sent to overseas and came back with overseas education 

background, so they will place themselves like a little bit one level up. But it 

could also happen into a local university, it can. The only thing is their family 

background may be different because some … were brought up in a different 

way. (MC) 

Five managers (MB, MG, MW, MA, MC) mentioned that graduates need to be 

humble while working in the Chinese hotel industry. Only two of them (MW, MA) felt 

that humility is an attribute found more among Chinese than non-Chinese people. MA 

explained that in Chinese culture, graduates have to obey managers’ orders, whereas in 

the West, graduates are able to express their opinion more openly: 

But in Chinese tradition, social, especially in hotel industry in China, when the 

boss asks you to do that, you need to quickly take the work, get the things done, 

not too many questions, especially when you’re doing the basic job. So you need 
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to be more humble and try your best to get the job as quickly as possible and as 

good quality as possible. (MA) 

MB and MC argued that Chinese returned graduates and/or Chinese graduates 

from a privileged socio-economic background may have a tendency to feel superior. 

MB suggested that Chinese returned graduates should demonstrate humility towards 

their colleagues who come from different socio-economic backgrounds and who have 

not had the opportunity to study overseas. Furthermore, he asserted that graduates with 

international degrees should know that they still have to start work in an entry-level 

position: 

You are a graduate, you’ve come back, you will be starting generally at the 

bottom. You know, you have to work your way up. (MB) 

Five managers (MP, MRO, MQ, MA, MG) mentioned the importance of being 

able to work hard in Chinese hotels. MRO explained that because of the long working 

hours, it is important to have the right attitude towards work: 

I think you need to be willing to work hard. It’s an industry where working hard 

is part of it. In every business, you need to work hard in order to make a 

difference. The hotel industry is part of that as well because it’s practical, it’s a 

lot of long hours, it’s a lot of standing on your feet. (MRO) 

MP and MG agreed that being willing to work hard is vital at the beginning of a 

graduate’s career in order to be promoted: 

…if you keep your commitments and then you really work hard and the hotel 

will give you enough opportunity and exposure so then you will move quickly 

and maybe compared to the others. (MG) 
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Honesty was seen as crucial by four managers (MRO, MP, MC, MT), who 

considered it one of the most important values for working in the hotel industry. MRO 

explained that it is essential that he can trust his employees. It was important to share 

the same values of trust and honesty. MT mentioned that honesty is very important 

when dealing with customers. 

 We see this as very important. Integrity is a must. They [i.e., staff] deal with … 

they associate with the guest. (MT) 

Three managers (MC, MR, MP) considered it important to be confident at the 

workplace. According to them, returned graduates generally have more confidence than 

other employees in that they are not afraid to speak in English with foreign customers or 

to lead teams. However, as will be explained in Chapter 6, confidence was considered a 

double-edged sword because some graduates can seem over-confident and unable to 

adapt to the workplace. 

Three managers (MB, MG, MRO) mentioned the importance of harmony in the 

workplace. MB considered harmony in the workplace in relation to the example of a 

staff member being invited out for drinks by a manager. Not accepting such an offer 

could possibly upset harmony in the workplace: 

You need a certain amount of harmony in the workplace. The boss on a Friday 

afternoon goes, “Okay, we’re going out for drinks” or something. You don’t 

have to go I guess but, you know, it’s better if you do socialise with your boss 

when he asks you. (MB) 

MRO and MG considered harmony important in teamwork. They felt that to 

maintain harmony in a team, it is necessary to be humble and to contribute. MB and 

MG expressed that harmony is a universal concept and not necessarily linked to China.  
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Only two managers (MB, MA) mentioned the importance of loyalty among their 

employees. This finding is interesting given that more managers (eight) thought there 

was a high staff turnover rate (as will be seen in Chapter 6). MB explained that even 

though he prefers employees with a university degree, their loyalty is not as high as 

those who are not university educated, which he considered a problem. 

Graduates 

One graduate (GFY) considered it important for hotel staff to demonstrate 

confidence in themselves and their hotel because this positive attitude would make 

guests want to return: 

So if we say things without confidence, the customer might think, oh, maybe 

you’re not just confident with your hotel. Your hotel maybe is not better. So 

yeah, not confident. (GFY) 

Two other graduates (GC, GA) explained that the confidence they have gained 

by studying abroad gives them better work opportunities because managers could build 

trust with them. GA explained: 

So I think confidence is important because I think you can gain more 

opportunities and you can prove yourself … I think trust is the reward from 

them. (GA) 

Two other graduates (GAB, GW) mentioned that being service oriented or 

having a “hospitable nature” is important for working in the hotel industry. GW 

mentioned that providing service to the customers is a core value.  

One graduate (GKF) mentioned the need of “saving face” in relation to 

colleagues. In China, it is important not to say things directly to colleagues if it can 
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cause them embarrassment. GKF contrasted this Chinese indirectness with the more 

open communication used in Australia: 

I tell them [colleagues] things or something in a private place and I just like 

them to save the face. In Australia, you see like save the face with the other guys 

but you can talk to them directly. (GKF)  

Students 

Seven students (SJC, SJO, SKI, SAL, SJA, SRI) mentioned the importance of 

employees demonstrating respect in the Chinese hotel industry. They considered it 

necessary to be respectful towards the manager and other people at higher levels as well 

as colleagues, older people, and customers. SJC explained the importance of talking in a 

polite manner with one’s manager and colleagues and not making them “lose face” by 

raising serious questions publicly: 

…I think it’s very important to keep a good relationship between your co-

workers and your boss and just talk to them with respect and talk to them, give 

them suggestion in a nice way. Don’t say it directly, which will make them lose 

face. And you can talk to them privately too and do not raise a very serious 

question in the meeting. That is my understanding. (SJC) 

SKI mentioned an experience from her internship in a Chinese hotel where she 

was expected to go to a dinner outside of working hours to show respect to her manager, 

even though she felt tired and did not want to go. While she had not had the same work 

experience in an Australian hotel, she thought that it would be acceptable to decline a 

similar invitation from the manager: 

… she is a manager and she invited us when I finished work … But when I 

finish one day work, it’s too tired so I don’t want to go. But she said, “The boss 
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is come here. So if you don’t go to our dinner, maybe you don’t show that 

respect for the boss or something.” But for me, you know, I just think why I 

don’t go to the dinner I don’t show respect? [sic] (SKI) 

SJA explained that extra respect should be demonstrated towards colleagues and 

managers who are older than the graduate staff member in question. However, she also 

mentioned that paying respect to others is something that extends to all areas of life in 

China:  

I think if they are like the managers but if they’re older, I think that you should 

pay more attention, to be more respectful as ethic things I think in life. It’s not 

only in work. (SJA) 

However, she also claimed that managers should pay respect towards their 

employees and not only give them orders. She felt that while China has always had 

good traditional values, such as respect, these values are sadly being lost today. SJA 

explained that she would like to change the work culture in China when she returned 

from studying abroad: 

… I do hope that [after] I study here, I can combine the traditional and put some 

new ideas about what I’ve studied here to create a more…contribute more about 

the culture. (SJA) 

SRI explained the importance of showing respect to customers in Chinese hotels 

and restaurants. She had noticed that waiters in Chinese restaurants do not always 

deliver the same good service as those in Australia do. She also mentioned that in 

Australia, waiters might like their job and therefore treat customers respectfully. The 

occasional disrespectful behaviour of staff in the service industry was not acceptable in 

the Chinese context as she mentioned: 
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… It’s very not good in China. But in Australia, I think everyone has a good 

attitude, even like … I think they like what they are doing and … I think they 

respect the guests and they care about what they need and they try to satisfy and 

deliver the products and also the service, delivery of service. (SRI) 

Six students (SRI, SAL, SKA, SEL, SJ, SKI, SM) mentioned that diligence is a 

necessary attitude for graduates working in the Chinese hotel industry. SRI explained 

that hard work meant long working hours, showing a willingness to work during 

holidays, and maintaining high work standards. Furthermore, graduates have to 

demonstrate their ability to work hard to their manager from the moment they arrive at 

work: 

If a hotel management graduate enters in a hotel, she or he has to work hard in 

many ways to let the employer know that she or he is capable for the position 

and willing to improve herself/himself … earlier-shows at work, learning skills 

at and after work, willing to work on holidays, doesn’t ask for annual leave, and 

setting up high standard for her/himself. (SRI) 

SJ explained that it is important to be hard working to be promoted to the 

manager level: 

And then after a couple of years with your hard working, you can be a manager. 

I would like this. (SJ) 

Whereas SEL claimed that the level of work was similar in hotels in China and 

Australia, SM and SA emphasised that work was harder in Chinese hotels. SM 

considered the Chinese work practices different from those in Australia and Europe, 

where work–life balance is more accepted. According to SM, career and salary count 

more in China:  
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Generally speaking, in China, if you work in China, you need to be very hard 

working. It’s different from, let’s say, Australia or Europe. They are more for 

vacation. They are very, very … vacation and family are very important for 

them but for us, career and money are more important, especially in hospitality 

[where] you have no fixed working hour[s] maybe. (SM) 

SM explained that Chinese people are used to working hard, a trait embedded in 

them from school days:  

Since school we always have a lot of homework, after class activities. The 

exam[s] [are] more difficult, so we are trained to be hard working. It’s not really 

difficult for us, I think, except for the really lazy people. (SM) 

Only two students (SKA, SM) mentioned that loyalty among employees is a 

benefit both for the company and for individuals. They expressed that it would be more 

valuable for their career in the long term if they stayed with one hotel for a longer 

period. They considered it important to demonstrate to future employers that they can 

stay in one company. SKA stated: 

Yeah, working hard and working longer because if you change your work really 

easily or [over a] very short period, … people would think you are not a good 

loyal employee because they will think about it when they hire you, why you 

quit your last job easily or why you don’t stick to one company for a longer 

time. (SKA) 

Only one student (SJC) mentioned that preserving harmony as part of 

Confucianism is important in the Chinese service industry. She explained that it is 

considered inappropriate to show emotion at work because it might cause conflict, 

which would then destroy harmony: 
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... the staff within the hotel. They don’t want to cause conflict, but they will 

show their emotions at home or with their close friends … It’s very complicated. 

They don’t show emotions very much, yeah. (SJC) 

Likewise, only one student (SC) mentioned the importance of being humble in 

the workplace in China; in particular, at the beginning of her career where she would be 

expected to assist with many different tasks: 

Well, you have to be humble. Well, if you are just in the shift, I think that 

basically everyone in the company will ask you to do some things that you don’t 

want to do. But if you want to stay, you have to be humble, do the things, 

manage things and build a good relationship with everyone. (SC) 

Academics 

Five academics (AA, AC, AE, AD, AB) mentioned that working in the hotel 

industry is very hard and requires graduates to be willing to work long hours: 

But, man, working in hospitality is a very hard gig, you know. I mean long 

hours. (AB) 

Four academics (AA, AC, AB, AD) considered having a service-minded attitude 

as being crucial for the hotel industry. AA explained that it is important that graduates 

enjoy working with people. If not, they should not have studied tourism and hospitality: 

If you don’t like people, then get out. You’re wasting your time. People need to 

be customer-oriented and service-oriented. (AA) 

AE related service-mindedness to a passion for the job and for providing good 

quality service to customers: 



166 

… and you know, they should have a genuine desire to satisfy the customer. 

You know, they should just be really passionate about what they do. (AE) 

Two academics (AD, AE) mentioned the need for graduates to understand the 

Chinese Confucian values of face, humility, harmony, and respect: 

Face saving. Yeah. This is related to respect. Face saving is like Chinese people 

are not that direct … Harmony is another important value. So they try to not 

have conflict. They try to avoid conflict because it’s considered as not good in 

Chinese culture. (AD) 

AD, who is of Chinese origin, also mentioned that graduates returning to China 

from Australia would probably have a culture shock because of the different values they 

have learnt overseas. This might then lead to cultural clashes in the Chinese workplace: 

I think they may have some, you know, interesting culture shock[s] as well when 

they go back to China because they have been educated at... because although 

they are born in an eastern culture but they receive education in a Western 

culture, to cope with education system, they have to be more independent and 

individually oriented. So they may show their, you know, Western features 

when they come back to China. This may have some problem… (AD) 

Summary 

The most frequently mentioned attitude/value among managers, students, and 

academics was respect towards managers, colleagues, customers, owners, and investors. 

Among academics it was the third most mentioned together with other Confucian 

values. The second most frequently mentioned personal attribute mentioned by the 

academics was service attitude. Diligence (“hard working”) was the second most 

mentioned attitude by managers and the most frequently mentioned attitude/value 
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among students and academics. This meant long working hours, a willingness to work 

during holidays, and having high work standards. It was particularly important to be 

able to work hard in the beginning of one’s career in order to be promoted. 

Interestingly, no graduates mentioned the importance of working hard.  

Managers mentioned humility as frequently as they mentioned hard working, 

while only 5% of students and 13% of academics mentioned it. It was considered to be 

important to show humility towards the manager and towards colleagues who have not 

had the opportunity to study abroad. Interestingly, no graduates mentioned this 

particular attitude as important. The most frequently mentioned attitude/value among 

graduates was confidence, which was valued by some managers as well. It was 

considered important to exude confidence in oneself and with the employee’s hotel so 

that customers would stay and return. Confidence would also help build trust with 

managers and thus lead to better working opportunities. Interestingly, honesty was seen 

as crucial for four managers, but not mentioned by any other stakeholder groups. This 

honesty was important in the relationship with customers and manager.  

Notably, some of the most frequently mentioned attributes are Confucian values, 

such as “respect”, “hard working”, “harmony”, “humility” and “face”. Often, these were 

mentioned by the interviewees when asked if there are any specific culturally specific 

Chinese attributes needed in the hotel industry. It is unclear whether the interviewees 

would have explained the importance of these skills if this question had not been asked. 

Not many graduates mentioned Confucian values or any attitudes and values in general.  
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Chapter 5: Learning and teaching strategies at overseas 

universities 

This chapter discusses the interviewees’ perceptions of how and to what extent 

particular university programs in international tourism and hospitality prepare students 

with the attributes needed by Chinese graduates entering the Chinese hotel industry. 

Graduates’, students’ and academics’ perceptions relate to Griffith University. In 

contrast, managers’ perceptions relate to overseas universities in general, as they were 

often not able to distinguish between the attributes taught in universities in different 

countries. Table 14 presents an overview of the axial and selective codes for Central 

Theme Two. 

5.1 Central theme two: Learning and teaching strategies  

The central theme “Learning and teaching strategies” has emerged inductively 

from two selective codes: “Practice” and “Learning and teaching inside and outside the 

classroom”. These selective codes have been developed inductively from the axial 

codes, which emerged from the open codes. See Table 14. 

Table 14  
Summary of axial, selective codes, and central theme 

Central Theme Two: Learning and teaching strategies  

Axial codes Selective code 

Internship  
Training restaurant 

Workplace practice 
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Hotel management software programs 
and case studies  
Interactions in the classroom 

Critical thinking  
Creativity  
Decision-making and problem-solving 
skills 

English language skills 
Teamwork skills 
Culturally specific skills  
Attitudes and values 

Intercultural skills 

Classroom practice  

 

5.1.1 Selective code one: Workplace practice 

Through the interview data, the selective code of “Workplace practice” emerged. 

This code was formed inductively from the following two axial codes: “Internship” and 

“Training restaurant/ hotel”. The axial codes were developed inductively from several 

open codes in the interview data. The axial codes are discussed below. 

5.1.1.1 Axial code: Internship 

Managers 

The vast majority of the managers thought it was crucial for students to 

complete some work experience through internships during their international studies. 

They indicated that previous work experience played a significant role in the 

recruitment process. For example, it would be more cost effective because graduate 

employees would require less training. Furthermore, they would have a realistic idea 

about the industry before beginning a job. MRO explained: 

If we’re talking about a bridge between finishing your degree and your first 

entry-level job, yes. In order to make that transition smoother, experience works. 

(MRO) 

MG emphasised that students would be better prepared for the transition to 

employment if they undertook an internship during their degree. She suggested some 
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alternative ways of exposing the students to hotel processes if an internship of several 

months was not an option: 

By internship, they know exactly what is going on. And maybe sometimes if you 

are not able to spend like three months or six months, give them more exposure. 

Organise them to visit a hotel back office. Just go there and have a look, right, to 

experience that …. (MG) 

The managers had divergent opinions regarding where the internships should 

take place. MG thought an internship spent in an overseas hotel was better than 

undertaking an internship in China while completing an international degree. She said it 

would allow her hotel to offer international standards because the employees would 

have had previous international exposure. In contrast, two managers (MB, MD) thought 

it was useful that universities facilitate internship programs with hotels in China. MB 

explained that building partnerships between universities and hotels in China would 

benefit the students in their future job search: 

Working with Starwood or the big companies or Shangri-La. So your teams are 

or your students are aware of that or have maybe a high chance of getting into 

the larger companies. (MB) 

MD, the general manager of a state-owned hotel, explained that he was very 

interested in having interns from overseas universities because this would improve the 

customer service of the hotel in relation to foreign guests:  

… better English to have a staff, you know. And also we have more than three 

people that that the guests mixed from the foreign countries. So that’s why, you 

know, we need all, you know, the… I mean it could … help us to give better 

service to the guests. (MD)  
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Graduates 

Six graduates (GA, GAB, GC, GW, GFY, GFK) mentioned the need for an 

internship embedded in the curriculum. They felt that internships would give students 

an opportunity to learn certain areas, such as rooms-division management, and give 

them confidence. GA explained: 

It’s not only because the résumé looks better but because you have more 

confidence. (GA) 

One graduate (GFY) mentioned the importance of having internships in Chinese 

hotels. He explained that because of his lack of experience in the Chinese hotel industry, 

he had experienced many rejections of his job applications. Furthermore, GAB and 

GFY suggested that the university should help students find internships in local hotels, 

GAB explained: 

Griffith University could help us to find internship in hotels in Australia. (GAB) 

Students 

All interviewed students except one undergraduate thought it was important to 

gain work experience during their studies to achieve the skills required in the hotel 

industry. Their undergraduate/postgraduate degrees were considered too theoretical 

because of their lack of an internship. Some students indicated that they were 

disappointed that the program no longer contained a compulsory internship component. 

However, at the time of the interviews in 2013, postgraduates were able to select a WIL 

elective. It might have been that they were unaware of this opportunity or that they 

faced difficulties in finding a company to undertake an internship. SKI claimed that the 

practical component of learning is more important than theory: 

When you are working, the theory is just part of your working but the practical 

experience is really important. (SKI) 
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SJC likened studying hotel management to other degrees where practical 

experience is considered crucial: 

… hotel management, it’s like medicine…if you don’t see a patient or do a 

diagnosis for a patient, you’re not qualified for a general practice or any, you 

know, title of doctor. It’s the same thing, yeah. (SJC) 

SSH added that an internship experience would help students develop a passion 

for the industry: 

One of my colleagues told me, they told me, like, if you want to get back to 

China to work, it’s better for you to have some experience to get back. And then 

it will make you feel more valuable. And also, the servicing it will be… I think 

the servicing is like passion [i.e., employees should be passionate about 

providing good customer service]. (SSH) 

Two students (SJ, SR) felt that an internship experience would help develop 

communication skills. SJ explained: 

… maybe the university should pay more attention about the communication … 

to let the student get more real working experience not only for the theories from 

the textbooks. (SJ) 

SCO and SMI explained that graduates who have obtained practical work 

experience through internships have a competitive advantage over other Chinese 

graduates in gaining future work in the hotel industry. SCO and SKE both thought that 

an internship program should be a part of the Australian degree: 
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Yeah, I would say the most important thing is to have an internship with 

Australian hotels, work within the Australian hotels to really test my skills and 

all sorts of stuff to give me advantage over others … (SCO) 

Nine students (SJO, SAL, SSH, SC, SJC, SKA, SMI, SEL, SSH) mentioned that 

it would be an advantage for students if the university assisted them in obtaining 

internships. It was considered hard for Chinese international students to find internships, 

as they have limited capability in speaking and writing in English. SJO explained: 

I just feel like the most important thing is more opportunity for the internship 

and like… maybe the university can provide some positions and get more 

information about which hotel is hiring people and then give us some lecture or 

… tutorials about how to find [a] job. (SJO) 

SKI, SCO, SSH, and SMI had undertaken internships in Chinese hotels during 

their studies at GU, and SR had worked for two months in a Chinese hotel between his 

undergraduate and postgraduate degrees. SKI claimed that through her work experience, 

she had learnt about different hotel-management systems that are used in China, which 

was useful for her future job. Furthermore, SCO explained that he had applied certain 

management skills he had learnt at GU when dealing with a customer service problem 

in the Chinese hotel. Reportedly, his manager was very impressed with the way he 

handled the matter:  

… this is my first experience of this kind of situation and the manager told me 

that with this kind of situation, an experienced staff will do the same thing, but 

she didn’t expect the same thing from a new bird. (SCO) 

SSH explained that during her internship in China, she felt more tolerant 

towards “difficult” customers than her locally educated Chinese colleagues: 
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 My colleague will say like, “I’m already pissed off about those kind of people.” 

But how about thinking the other way? If you’re going to a hotel and you don’t 

familiarise the service and then you don’t know… you don’t familiar with the 

settings and you easily get lost, right? So sometimes I say, I think that’s not 

really a matter, right? (SSH) 

Three students (SJA, SHE, SC) recommended that GU initiate collaborations 

with certain hotels in China. Because of the growing hotel industry, there is a need for 

more staff. It was considered beneficial for the students and for the industry if the 

university could facilitate graduates’ entry into the job market through providing 

internships for students: 

I do think because China have a very potential market and they require labourers 

working in the hospitality … So if they can open more like pathways to 

introduce to students to … or even take the internship back to China, I think. 

(SJA) 

Only one student claimed that doing work experience during studies was not 

important, in that graduates are required to learn the skills from the beginning when 

they start working in a hotel: 

When we just finish school, just go into the work, you have to start again from 

zero. So it’s different. You have to learn beginning where you’re working 

everything. (SJE) 

However, he also claimed that he wanted to become a hotel manager shortly 

after graduation. This statement contradicts his previous statement, where he 

acknowledges that he might have to start with an entry-level job before becoming a 
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manager. His desire to quickly become a manager indicates that he might underestimate 

the time required to work in entry-level jobs before becoming a manager. 

Academics 

The large majority of the academics (AA, AB, AE, AD, AF, AC) interviewed 

agreed that it is important to have an internship incorporated into the tourism and 

hospitality curriculum. Two academics from the undergraduate degree (AC, AA) 

explained that the previously embedded internship component in the program had 

helped students become familiar with the industry, learn about themselves, and develop 

interpersonal skills. AC explained: 

Well, in our program they had to do that industry hours which was I think good 

for them because then they can learn about themselves, learn about the industry, 

see what they’re good at because a lot of them I don’t think are really 

…shouldn’t be in the industry because they’re not people-orientated. So it’s 

good for them to find that out of themselves... (AC) 

AC further reported that Chinese international students in particular appreciated 

an internship in the degree. Because they found it challenging to obtain relevant work 

experience in Australia during studies due to language barriers, WIL allowed the 

students to return to China to do an internship: 

Some of them do. I think they struggle getting work in Australia because of the 

language [barrier]. And I have had students saying, “Oh, what can we do to get a 

job?” It’s hard for them, and that’s why, with our industry hours, we allow them 

to work back in China where it is easy for them to get a job. (AC) 

On the other hand, two academics (AC, AD) suggested that because of the lack 

of an internship component in the program, the students could work in a part-time job 
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while in Australia. AD mentioned the possibility of having interactive sessions where 

students shared their work experience with the rest of the class. However, she also 

acknowledged that it is challenging for students to find appropriate work experience in 

hotels in comparison to other sectors such as restaurants and catering. Language barriers 

and visa regulations are problems that prevent students from finding relevant work in 

Australia:  

I think language barrier is one thing. The other thing is that we the visa issue, so 

student can only work about 20 hours… (AD) 

AF further claimed that Chinese tourism and hospitality university programs 

have embedded internships, which gives the students expectations of a similar situation 

at GU. She argued that students who want to work in the tourism and hospitality 

industry as well as those who want to work in other sectors are interested in taking up 

internships during their studies in Australia to obtain more skills: 

I think they want some more… the ones who wanted to work in the industry, the 

30%, want that practicum. The other 70%, I would still think that they wanted 

that because it makes their degree, their study, more interesting, you know, the 

experience more diverse. (AF) 

Three academics (AA, AB, AE) acknowledged the challenges of having 

internship programs in the degrees. They mentioned problems such as lack of resources 

to implement internship programs and the exploitation of international students in the 

workforce. Furthermore, AA mentioned that it was important not to differentiate 

between different nationality groups: 

So there’s a number of challenges in and around getting students or international 

students work experience opportunities, not only financial constraints from 
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universities but also having enough opportunities and enough hotels willing to 

take international or Chinese students into their hotels as well … I think we’ve 

got to be careful that if we open up the opportunity, we have to give all students 

the same opportunities. (AA) 

Summary 

The large majority of interviewees in each stakeholder group considered it an 

advantage to have an internship program embedded in the program (i.e., in Australian or 

Chinese hotels) because it would allow the students to gain relevant attributes for their 

future career and give them a competitive advantage in recruitment. However, certain 

challenges preventing the implementation of an internship programs were mentioned, 

including a lack of resources and the exploitation of international students in the 

workforce. 

Some interviewees mentioned the advantage of having overseas universities 

assist students in obtaining internships in China during their degree. A collaboration 

between overseas universities and Chinese hotels with regard to internships was 

suggested. This would help students build connections within China and learn about the 

working culture in China. Furthermore, the Chinese hotels would benefit from the 

students’ English language skills and intercultural skills obtained during their degree in 

Australia. 

5.1.1.2 Axial code: Training restaurant/ hotel 

Managers 

MRO emphasised the importance of having a training hotel at a university 

campus, where students can learn hotel management skills by working there as part of 

the curriculum: 
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University certainly helps to create an atmosphere where you focus on the hotel 

industry, the goods and the bads, where there could be maybe a role model or 

like a role hotel where you can practice people beforehand. (MRO) 

Graduates 

GY suggested that GU initiate a training hotel in which students can learn 

practical skills. Furthermore, it could provide an alternative form of accommodation for 

students’ families who visit, thereby generating an income for the university. She 

explained: 

It’s more practical for student to… firstly, this hotel can offer students 

alternatives to work and practice in this hotel. (GY) 

Academics 

Two academics (AG, AF) highlighted the positive role that a training restaurant 

that operated at the Gold Coast campus from 1999 to 2008 played. Unfortunately, it was 

closed due to financial reasons. At the restaurant, students would cook and provide 

service for real customers. AG explained that the students achieved an in depth 

knowledge of the functioning of the kitchen and the restaurant. Furthermore, they 

acquired interpersonal skills by serving the customers. Finally, the work experience that 

the students obtained through their work gave them the confidence to apply for jobs in 

several different hotel departments. AG explained:  

… But then it gave them the opportunity to actually get into other areas, other 

departments within hotels. And that’s how a lot of our students were getting 

their jobs. (AG) 

AG and AF lamented the closure of the training restaurant. AG argued that the 

students do not achieve the necessary practical skills through their studies that the 

industry requires from them. Furthermore, AF considered it a competitive advantage for 
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the university to deliver on-campus work experience. She mentioned that other 

universities overseas are running such training hotels: 

… our competitors in Hong Kong [and] in other countries are setting [up] their 

own hotels. So there are students that get to work in a hotel, get a taste of what 

it’s like in a hotel industry. (AF) 

AG mentioned that instead of the training restaurant, a virtual restaurant was 

being developed at the time of the interview. This virtual restaurant would allow 

students to gain real-life experience of the operations of hotel restaurants. This tool was 

embedded in the undergraduate course in international F&B.  

Summary 

One manager suggested the use of a university training hotel for the teaching of 

hotel-management skills. Graduates and academics also saw the usefulness of having a 

training restaurant/hotel at university to teach the students required practical skills. 

Some academics lamented the closure of the training restaurant at GU, because the 

students without the practical training in such a restaurant did not achieve the necessary 

skills through their studies. No students mentioned the importance of having a training 

restaurant at university. They might not have been aware of its previous existence at 

GU. 

5.1.2 Selective code two: Classroom practice  

Through the interview data, the selective code of “Classroom  practice” emerged. This 

code was formed inductively from the following axial codes: “Hotel management 

software programs, and case studies”; “Interactions in the classroom”; “Critical 

thinking, creativity, decision-making and problem-solving skills”; “English language 

skills”; “Teamwork skills”; “Culturally specific skills, attitudes, and values”; and 
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“Intercultural skills”. The axial codes were developed from several open codes in the 

interview data, and are discussed below. 

5.1.2.1 Axial code: Hotel management software programs and case studies  

Managers 

No managers spent time considering what courses or training would be 

beneficial for the students to learn at university to prepare them for the Chinese hotel 

industry. 

Graduates 

GA, GY, and GW were all satisfied with the course in rooms division 

management they had completed at GU. They felt that it had provided them with the 

knowledge needed to work in this area in a hotel even though it was not the same 

system that is used in China. Furthermore, GW thought the F&B course he had learnt at 

GU was helpful and in particular had taught him about wine, which was not common 

knowledge in China. 

Students 

Six undergraduate students (SAL, SJO, SCO, SSH, SJE, SJC) mentioned that 

they had learnt hotel management skills during the degree by analysing case studies and 

learning hotel management software programs. SAL explained the relevance of learning 

the software programs at university for her future career in China:  

… It can help hotels and people to make reservations and arrivals and tracking, 

billing, all the systems, all the things you need to do inside the hotel. So I think 

this one is very good because it’s quite popular around the hotels. If Chinese 

hotels use other systems, it must be the same. It must be similar. It’s not 

different a lot. So it’s quite useful. (SAL) 
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Two students (SCO, SAL) noted that the hotel management system they had 

learnt at GU would be slightly different from the ones that are used in China, but they 

both expected it would be relatively easy to adapt their university knowledge to the 

workplace.  

One undergraduate student mentioned that the courses in rooms-division 

management needed to include up-to-date information to enhance students’ learning.  

This technology is growing very fast and changing all the time. For example, if 

we did the room division in first year, first semester, and then we graduate three 

years after, the work will be totally different. (SJC)  

Two postgraduate students (SR, SM) had different opinions on the content of the 

operations-management course. Whereas SR found the course very relevant for 

controlling costs and risk management, SM claimed that the course was not sufficiently 

practical:  

Because this program is … this course is talking about those kind of things that 

you can use in the hotel industry like how to control your … like some part is 

about control your cost and sometimes it’s like … some of them is like prevent 

problem happening and something else like this. It’s much useful in the industry. 

(SR) 

… Too much concept and theories. Not enough practice case study. (SM) 

Academics 

While some hotel management skills are taught in the undergraduate degree, 

they were seen as insufficient in the opinion of most of the interviewed academics 

working in the undergraduate programs. AD reported that hotel management skills be 

taught through case studies with examples from the industry and virtual 
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restaurants/hotels: 

… So we can feature some hotels and restaurants in the industry and students 

can go online and have a look. (AD) 

In contrast, AH, who was teaching the postgraduate degree, did not find courses 

such as F&B important, because it was assumed that postgraduates had learnt them 

during their undergraduate degree. According to AH, the postgraduate degree 

represented “higher thinking skills”. 

AC mentioned that the course on rooms division management aimed to teach the 

students practical skills by applying hotel management software. This statement is 

consistent with the undergraduate students who mentioned that they had gained 

practical skills by learning hotel management software. Furthermore, AC mentioned 

that a simulation software that allows students to run a hotel virtually is offered in hotel 

service operations management. This simulation trained the students’ problem-solving 

skills. AC reported: 

In my Hotel Service course, I’ve got a simulation, software simulation which is 

[when] groups of students are working together to run a hotel, and that’s 

problem solving. So that’s part of dealing with day-to-day problems. So I’m 

hoping that sort of is a practical way for students to develop those skills … 

Summary 

Graduates, students, and academics mentioned case studies and hotel 

management software programs that had helped students acquire hotel management 

skills. Interestingly, six undergraduate students were satisfied with their learning of 

hotel-management software programs, whereas only one postgraduate was satisfied 

with the practical skills learnt in the course on operations management. 
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5.1.2.2 Axial code: Interactions in the classroom 

Managers 

None of the managers mentioned what benefits classroom teaching and teaching 

in overseas/Western universities would potentially give graduates for their future 

positions. Only very few of the managers had studied overseas, which might explain 

their ignorance on this topic.  

Graduates 

One graduate (GW) mentioned that he had learnt about direct communication 

from his studies at GU, which he considered useful. In contrast, direct communication is 

not appreciated in China: 

In Australia, in the uni, we’ve been told that if you have something, you can just 

… communication is very important, directly tell them something. They don’t 

care about the language but you have to directly talk with each other. This is 

very good. In China, we’ve been told now that you don’t directly talk. (GW) 

GY also mentioned the communication she had with tutors when she wanted to 

book an appointment. It can be assumed that she was not used to having the same direct 

communication with teachers in China. 

Students 

According to one student (SSH), the classroom discussions at GU give students 

the opportunity to express their opinions and to challenge their lecturers/tutors, which 

makes the teaching interesting. The student considered the teaching in Australia to be 

more engaging than in China, where students are required to listen to the teachers 

without interacting with them. SSH explained: 
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… But here [Australia] they give you the opportunity to challenge the teacher 

and say, “I just don’t agree with your point of view.” So you say like you have 

an open discussion … (SSH) 

SA and SJO mentioned that Chinese international students are often too shy to 

participate in the in-class discussions. SA explained that Chinese international students 

would rather ask questions after the class instead of interrupting a class because they 

found it impolite.  

… I think Chinese students, we don’t like to like raise our hands in the 

classroom and just interrupt and ask questions. (SA) 

SJO indicated that she learnt from the class discussions by trying to understand 

the other students’ way of talking and modelling herself on them:  

… Like when in the class, even [if] we don’t really talk much, but [when] we 

hear like other people talk, we try to learn, try to understand what they’re 

talking. Maybe you will feel like, “Okay, I want to be talking like them.” So 

maybe you will practice and you will find people to talking [to talk to] and stuff. 

(SJO) 

SKI and SA found it very useful that lecturers offered after class consultations, 

where students could ask questions related to the course. In China, office hours are not 

common among staff members, and Chinese students are used to asking questions only 

immediately after the class. Consultation hours were important for Chinese international 

students because they often felt it was impolite to raise questions in class: 

We don’t have the consolation [consultation]. You can ask questions before 

teacher can lecture or after he finish the lecture we can ask questions, but we 
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don’t have actual consolation [consultation], but here we have the consolation 

[consultation]. (SJO) 

One student who had studied for several years in Australia (SSH) expressed 

confidence in participating in the classroom discussion and of making use of 

consultation hours. She had completed a diploma at TAFE before beginning her 

undergraduate studies in hotel management at GU in 2011. At the time of the interview, 

she was enrolled in a postgraduate degree. Because of her extensive learning experience 

in Australia, it might be assumed that she had already become used to asking questions 

in the classroom and of making use of consultation hours when she needed clarification 

regarding the course. SSH explained: 

I found out sometimes like the assignment makes you feel confused sometimes, 

so you want to make sure you are on the right track and you want to be specified 

[specific] and clear … I did participate in the class through communicate 

[communicating] with lecturers and the tutors, yeah. (SSH)  

Academics 

Five academics (AH, AE, AB, AF, AC) mentioned that, in general, Chinese 

international students do not make significant contributions in the classroom. AH 

argued that in contrast to students from other continents, students from Asia, including 

Chinese students, typically do not question or challenge the teacher: 

I mean, you get the Europeans, the Americans, the Australians [who] will 

always ask questions and challenge things, and South Americans as well. But, 

yes, the Asians just don’t, yeah. (AH) 

AE explained that while very few Chinese international students were 

participating in the lectures, more would feel comfortable speaking in tutorials: 
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Very few people will participate during the lecture but then when you get them 

in the tutorials and now instead of 65, it’s only maybe 20, then they’re  a little 

more comfortable about opening up. (AE) 

AC and AB mentioned that they could not always read the facial expressions of 

the Chinese international students to see whether they had understood the teaching or 

not. AB explained: 

They sit there, oftentimes with a blank expression. You have no idea what’s 

going through their minds. (AB) 

AC explained that she often repeats herself in the class to be sure that the 

students have understood her because she knows that Chinese international students are 

often too shy to ask for clarification:  

“Oh, my goodness! How many times did I say that?” So now I just repeat it and 

just sort of assume that they don’t understand. (AC) 

One academic explained that even though some Chinese international students 

do think about the questions they are asked in the classroom, they do not always answer 

them. She also explained that Chinese international students often will not speak in 

public because they fear giving the wrong answers. Therefore, she mainly received 

questions from Chinese international students in class breaks or after the class. As AF is 

of Chinese origin, she is knowledgeable about the culture. Her statement corresponded 

to the ones given earlier by some students:  

Yeah, the culture to hold back—not to speak out in public—may be in fear of, 

you know, being embarrassed if they gave wrong answers. (AF) 
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Another academic of Chinese origin explained that Chinese students are 

normally more willing to participate in the classroom once they realise that she is 

originally Chinese. AD explained: 

So they feel maybe a teacher from Asia is more approachable so they are more 

willing to share. (AD) 

AD added that it is important for teachers to encourage Chinese international 

students to participate in the classroom activities because of their shyness: 

They may, you know, they may be…how to say? Because Chinese students are 

shy, so probably they [lecturers/tutors] need to encourage them more to 

participate in the class activities. (AD) 

Summary 

Graduates and students considered it useful and engaging to have direct 

communication with lecturers and tutors in the Australian classroom even though they 

acknowledged that Chinese international students are often too shy to fully participate 

in the discussions. The open interactions in the classroom are different from what has 

been experienced in the Chinese educational system, where they have traditionally not 

encouraged to speak out. Therefore it is unsurprising that most academics mentioned 

that Chinese international students do not participate significantly in the classroom 

discussions. Indeed, they explained that this would be due to the cultural differences 

between China and Australia. One academic considered it important for the teachers to 

encourage students to participate in class. Finally, the availability of lecturers/tutors 

through after-class consultation hours was appreciated by the students because of their 

embarrassment in raising questions in the classroom. 
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5.1.2.3 Axial code: Critical thinking, creativity, decision-making and problem-
solving skills 

Managers 

Five managers (MG, MC, MB, MP, MRO) mentioned that in Western 

universities, there is a greater focus on creativity, and problem-solving and analytical 

skills than in Chinese universities. They felt that returned graduates are generally open 

to applying these skills. Three managers (MG, MC, MB) emphasised that it was not 

merely the classroom teaching that helped the students acquire these skills, but their 

exposure to a different culture. MG relayed how she was encouraged by her teacher, 

when pursuing her own overseas studies, to travel and learn from different cultures 

rather than just to memorise knowledge. MG emphasised the importance of all that she 

learnt by being in a different culture, which she also considered a form of self-

development: 

I learned everything. Everything I learned … oh, sometimes I can remember, I 

cannot remember, I put in the notebook, right? This is one way of self-learning 

because things are totally different. (MG) 

Similarly, MC emphasised that it was not the diploma that was important for 

their future job, but rather what students learnt outside the classroom 

Yeah. Advantage is not because of [if] they [i.e., students] [have] a kind of 

certificate or diploma but it’s what they gained during their university time; for 

example, the confidence, the exposure, and then the thinking process. (MC) 

Even though MG thought that Western universities have more emphasis on 

creativity, she noted that Chinese universities are developing in this direction too: 

Students also they are very creative. They learn all the resources online. But 

compared to what has been done in overseas university, you know, we have 
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done already quite a long time ago, but I see a Chinese school there we are 

starting to do so. (MG) 

Only one manager (MR) felt that there was no difference between returned 

graduates and those who had not studied overseas with regards to problem-solving 

skills. 

Graduates 

Three graduates (GFY, GW, GAB) mentioned that they had learnt critical 

thinking skills at GU through discussions and “mini-games” in lectures and tutorials, 

and through the tasks set in their assignments and essays. GFY mentioned the 

importance of discussing different authors’ opinions in essays and finding the key 

points in the articles. GW explained the difference between the Chinese and the 

Australian educational systems; in the former, they are told how to do something, 

whereas in the latter, they are encouraged to think by themselves: 

Before, in China, like I said, you’ve been told to listen and hear. And then for 

the bigger environment, you’ve been taught how to do it, why you do it. You’ve 

been taught all of this. Now, for this one, you think about …you tell that guy, 

you tell yourself how to do this one. It’s different, the thinking way. (GW) 

Furthermore, the graduates noted that teachers in Australia are critical of 

students’ work. One graduate explained how she felt under pressure to be accurate in 

her work. It was unclear from the interview whether the graduate felt that this critical 

stance of the teachers was particular to the Australian university compared with the 

Chinese educational system: 
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… some teachers, some lecturers are quite critical [in Australia]. I’m really 

under pressure when I was in a class because sometimes I don’t pay much 

attention to the details. Sometimes I miss something. (GAB) 

GC explained that in China she had felt pushed to study throughout the school 

system, from kindergarten onwards. In Australia, she had learnt to manage her time 

independently and make decisions on her own. Similarly, GAB mentioned that she had 

learnt to be independent at GU by taking responsibility for her own learning:  

I have to work. I have to meet the deadlines. I have to submit all the assignments 

or papers by myself. So I have to take responsibility for myself in this way. 

(GAB) 

GAB mentioned that she had learnt problem-solving skills through various case 

studies learnt while at university: 

…at Griffith University, I had eight different classes … We got many, many 

case studies. (GAB) 

Students 

Two students (SA, SCO) mentioned that in Australia, students are not required 

to memorise answers as they are in the Chinese education system. SA argued that rote 

learning places a limitation on students’ capacity to think “outside the box”:  

When you think of something, you directly think of what we have learned, what 

we have memorised. So it is very difficult … to think about new ideas, it is very 

difficult. (SA) 

SCO explained that the Australian education system requires more critical 

thinking skills rather than memorising skills, which he felt would be very useful in his 
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future career in China: 

And I have heard a lot of people say that the Western education requires a lot of 

critical thinking, and it is actually good for yourself. (SCO)  

SKA exemplified how her postgraduate degree at GU had provided her with 

critical-thinking skills through assignments in marketing, where she had to develop 

marketing strategies: 

For example, … maybe they ask you to develop a marketing strategy to attract 

certain groups of customers, and so you need some logical thinking or you need 

some thinking, like imaginative thinking to do different things from other people 

to attract the customers. (SKA) 

Five students (SR, SKE, SA, SCO, SC) mentioned that Chinese international 

students are not as equipped to think creatively as other students because the Chinese 

education system does not place emphasis on this skill. However, because the 

Australian education system has a greater focus on teaching the students creative 

thinking skills, the students felt that they could learn creative thinking from GU:  

And maybe like the foreign students, they will prefer to do some creative 

thinking, creative, like think creatively. But like Chinese students, they will 

think like from the way they think because the education shaped them to think 

like… I have to think like this direction and they don’t change it. Maybe just 

like this. (SR) 

SKE explained that Chinese international students also learn creative thinking 

skills by working with students from other countries:   
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I find from other nationality student, they are really creative and they have a lot 

of ideas. They know how to share idea[s] with others. (SKE) 

Two students (SJA, SEL) mentioned how they had learnt creative skills at GU, 

particularly through assignments, designing posters, and a course in hotel management. 

SJA explained:  

So the poster is something we thought, oh, it’s not related to management. But I 

think the course … [does] encourage us to more creative and, yeah, we have 

different kinds of teamwork here. (SJA) 

Academics 

Three academics (AH, AG, AC) mentioned that rote learning is a part of the 

Chinese educational system, so Chinese international students are expecting to use this 

type of learning process while they were studying in Australia. AH explained that 

Chinese international students are used to memorising just before their exams without 

necessarily remembering what they had learnt afterwards. AH added that this study 

technique does not correspond with the policies of GU, where students are expected to 

learn progressively through continuous assessment.  

For instance, the main study technique [in China] is to actually cram at the end 

of a semester and then forget everything you’ve learned the day after the exam 

… So they’re not really progressing in the way that we kind of teach here, 

progressive assignment so much. (AH) 

Furthermore, AH stated that his marketing course included creativity, which he 

considered an important graduate attribute. However, he acknowledged that creativity 

skills were maybe not suited to entry-level positions, but rather those at higher levels. 

This statement contradicted some of the managers’, graduates’ and students’ opinions 
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about the importance of creativity skills in entry-level positions presented in Chapter 4: 

 … I’m teaching creativity. And so it’s appropriate for our marketing course … 

Is it good for the fresh new graduate? That’s problematic because they probably 

aren’t involved in that process. That’s probably a higher order thing. (AH) 

AG explained that he normally would include some rote learning in his exams to 

accommodate the needs of the Chinese international students as he knows that they are 

used to this type of learning. However, he had recently changed his assessments by 

removing most of the rote learning because he wanted them to be more analytical and 

critical. He had told his Chinese international students that he wanted them to “tell … 

[him] what they understand” rather than “just memorising material and putting it on the 

paper”. As a result, his teaching evaluations from the students had become more 

negative, with comments such as: “we’re used to rote learning and we do expect that”. 

AA explained that university education should provide students with skills that 

they can apply in real life. For him, university education is “not just about remembering 

something to pass an exam”. He emphasised that the university’s role is to create an 

environment for students in which to learn to think strategically and critically. However, 

the students are responsible for their own learning: 

I’m a big believer in that a lot of responsibility comes to the student themselves 

as well. (AA) 

Summary 

There was a general perception among the managers that Western universities 

focus on promoting creativity, and analytical and problem-solving skills. These skills 

are predominantly learnt by students interacting with people from different cultures who 

have different ways of thinking. Skills are seen to be developed both inside and outside 
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the classroom. Graduates acknowledged the problem-solving skills they learnt at GU, 

while the interviewed students mentioned the creativity skills they had learnt through 

assignments, designing posters, and by working with students from other countries. 

They also mentioned that they were not used to learning these skills in the Chinese 

educational system. Similarly, academics mentioned that creativity and critical thinking 

were a focus of their teaching. Furthermore, they emphasised the challenges that 

Chinese international students experience in adjusting to the teaching style at GU, 

which does not focus on rote learning unlike their home country. It is interesting to 

remember that the generic skills of creativity, problem-solving and critical thinking 

were not among the most frequently mentioned skills considered important for the hotel 

industry, as demonstrated in Chapter 4. The reason might be that some of the 

interviewees found that these skills are more important for staff working in higher level 

positions rather than entry-level ones.  

5.1.2.4 Axial code: English language skills 

Managers 

The majority of the managers (MRO, MS, MG, MC, MB, MT, MP, MA) 

thought that the English language skills of returned graduates were superior compared 

to locally educated graduates. They assumed that the returned graduates had learnt these 

skills while studying abroad. However, they did not mention what was required from 

the university to help the students acquire good English language skills. MRO explained 

of the returned graduates:  

They are very used to talking to foreign guest in a foreign language. They are 

easier to apply their English. (MRO) 

One manager (MS) mentioned that even though returned graduates have an 

advantage over locally educated graduates, the difference is decreasing. The reason is 
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that the majority of Chinese graduates from Chinese universities that have a good 

reputation possess advanced English language skills:  

There [was] a huge difference before but, in recent years, the difference is 

getting little because good Chinese graduates, if they graduate from famous 

university, majority of the students, they have good English skills. (MS) 

By contrast, two managers of international hotels reported that graduates and 

interns from Chinese and overseas universities have an insufficient level of English 

language skills. One manager thought that the oral English language proficiency among 

interns is lacking (MG). In contrast, another found that the written English among 

graduates, such as email and report writing, is generally poor. (MC) argued: 

In terms of report writing, in terms of email writing, yeah [they are poor]. So 

these are the things that if the school can take the opportunity and improve them 

or improve this area, it will be good. Because we talk about [if] they want to 

become a manager, they have to communicate, okay. So this will make them a 

better manager. (MC) 

Graduates 

One graduate (GA) mentioned that she had improved her written English skills 

by writing reports at GU, by participating in teamwork, and by talking with other 

international students and locals. These skills have helped her in her current role as a 

secretary, where she was also doing interpreting and translation. Furthermore, these 

enhanced English language skills have improved her confidence and she felt that she 

can easily speak with foreign customers in the hotel. In contrast, GW was not as 

satisfied with his English skills, in particular his written skills: 
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I think my language is not good enough for me … Especially for the writing 

skills, I still got some grammar mistakes. (GW) 

GW assumed that his skills were not at a satisfactory level because he mostly 

spent time with people in the Chinese community instead of other international or local 

students when he studied at GU.  

Students 

Even though some students considered speaking and writing in English to be a 

challenge, especially when they had first arrived in Australia, most respondents were 

satisfied with their learning of English language skills at GU. SMI, SKE, and SEL had 

improved their English by reading, writing assignments, doing presentations, and doing 

group work. Another student (SM) who had worked for several years abroad in an 

international travel company felt that she had improved her English language skills 

during her postgraduate degree at GU. She felt the reason for this was that her teachers 

were native English speakers, whereas she was used to learning English from non-

native English speakers: 

I think it has been improved in a native English speaker’s way because before I 

also speak English but it was more speaking with, okay, French people or 

Singaporean people, Malaysian. (SM) 

Four students (SKE, SMI, SEL, SKI) explained that by doing several 

presentations in their courses, they had improved their English language and 

communication skills. SKE explained: 

We have [a] presentation [in] almost every course and we have a lot of reading 

to do and assignment[s] and we need to find our own reference base. That’s the 

really good way to study English. (SKE) 
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However, one student (SJO) mentioned the difficulty that Chinese international 

students face in participating in classroom discussions because of their lack of 

confidence in speaking. She suggested that teachers should encourage Chinese 

international students to speak and to even make the other students aware of language 

difficulties that Chinese international students may face. This comment corresponded 

with AD’s previous statement that teachers should encourage Chinese international 

students to participate in class. SJO explained:  

So I think it’s about … the teacher’s attitude. Also give more knowledge… to 

the other … English native speaker[s] to, like, see [for] Asian students and 

international students, English is not their first language but they came here. 

(SJO) 

In contrast, another student (SA) mentioned that Chinese international students 

are extremely diligent. Therefore, even though they do not speak English very well, they 

can be very good at writing essays and reports:  

 Maybe they don’t speak English so well but, you know, they are amazing in 

writing and reading. So they’re very competitive. (SA) 

SR and SKA contradicted this statement by explaining that Chinese international 

students had problems writing English essays:  

It’s like Chinese people, we write an essay. We’re trying to think like we have 

already made the sense, like connected. But the teacher thinks you don’t make 

clear explanation of this. (SR) 

 … So writing is the biggest challenge for me. I have to go to English work, 

EnglishHELP, like, every time when I finish a part. (SKA) 
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Furthermore, four students (SMI, SJ, SAL, SEL) emphasised the challenge for 

Chinese international students to practice English because of the large number of 

Chinese in their classes. However, one advantage of this is that they can discuss the 

course content with other Chinese international students after class. SMI explained: 

… we need to talk in English and I can improve my English skill. But here our 

major is full of Chinese students, so sometimes they are talking Chinese. (SMI) 

SJA, SKA, SKE, and SSH were satisfied with the English language support 

provided by the university because they felt it helped them with their writing skills and 

understanding of grammar. However, SR highlighted the difficulty in booking an 

appointment with this service. Three students (SAL, SR, SEL) agreed that the 

development of English language skills was the responsibility of the students 

themselves and not the university: 

If you want to study in Australia in an English-speaking career, you have to do it 

by yourself. You must know that is not your mother language. You need to do… 

you need to put efforts to improve your language. (SAL) 

Some students mentioned the importance of learning English language skills 

outside of the classroom. For example, SA mentioned that he had improved their 

English skills by speaking the language every day: 

Because when living here, so every day we have English and we got to speak 

English, you know. So that’s improving every day, you know, daily life. (SA) 

SMI had bettered her English skills by talking with her roommates; SJ had 

benefitted from living with a homestay family; and two others students (SSH, SC) were 

helped by the time spent with their Australian friends. Finally, two students (SKE, SJE) 

had improved their English skills through their part-time jobs in a 7-Eleven, a Chinese 
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restaurant, and a pizzeria. However, other students (SJE, SR, SJO, SKI) explained their 

difficulties in connecting with local or other international students. They explained that 

this lack of interaction was often due to Chinese students’ own shyness of expressing 

themselves in English and other students’ prejudices against Chinese language 

capabilities. One student explained that students might not talk to each other because 

they think that they do not have anything in common with each other:  

I’m not sure. It’s my guess. Maybe we don’t have like the common topic. They 

feel like if you communicate with them, like sometimes you don’t know what to 

talk with them. So that makes like the Chinese students stay together and the 

foreign students stay together. (SR) 

Academics 

Five academics (AF, AB, AC, AG, AH) reported that Chinese international 

students have problems understanding spoken English, writing assignments and essays, 

and reading and speaking in English. AF and AB explained:  

Many of them don’t have good English language skills. I didn’t know how they 

got into the university because I read some of their assignment[s]. They were 

just bad. So they must have go[ne] through other ways rather than the IELTS 

test. (AF) 

I see that many of the international students appear to be spending long hours 

reading. And I think a lot of that is trying to understand or comprehend English 

and I think that constitutes a lot of their work. (AB)  

The academics reported different ways in which they have tried to help these 

students overcome their language issues. AC and AB were aware of the students’ lack 
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of understanding of the English language and therefore have made an effort to articulate 

their assignment questions and communicate clearly: 

I know [that with] my assignments, I try and articulate things a little bit clearer. 

In the exams, for instance, there’s some questions that I think the way it’s 

worded can be a bit confusing for students. (AC) 

… they want information that they can understand, so it has to be communicated 

to them clearly and the language that’s used in there. (AB) 

AF and AH made sure that only English was spoken among students in the 

classroom. AF explained that some students prefer to talk with her in Mandarin in the 

classroom or consultations, as they know she is of Chinese origin. These students were 

often the ones who found the course most challenging, and they constituted the large 

majority of the Chinese international students. She explained that she refuses to talk 

with the Chinese students in Mandarin within the course because she does not want to 

give any students preferential treatment. Interestingly, the other academic of Chinese 

origin did not mention any similar problem in this regard. AF explained that some 

students have become upset when she has refused to speak in Mandarin with them:   

They wanted to talk to me in Chinese and I refused. I think they’re upset, a lot of 

students. But I don’t think I did wrong because [it’s] no[t] anything to do with 

academic. (AF) 

AF considered it a problem that the university accepts students with poor 

English skills because of the high risk of the students not passing their assessments. She 

recommended that the university prevents these problems by different means. First, she 

recommended that the English requirements were made higher. Furthermore, that 

students should be paired with local students in a “peer assistant program”, so that they 
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can practice speaking and listening to English. Finally, she suggested that a preparation 

course should be developed where the students can learn, for example, presentation 

skills, how to search for information, referencing, and how to read academic articles.  

AH was aware that international students would find it challenging to read an 

extensive amount of course material because of their poor English language skills, the 

workload from other courses, and any part-time work they may have. Knowing that 

students will only prepare a minimum for the tutorials and lectures, he ensures that the 

workload he imposes on them is realistic. In this way, he obtains a better engagement 

with the students: 

So I don’t give them big textbooks. I reduce that material. I don’t give them long 

journal articles. So again, it’s giving them things that I say, well, yeah, I kind of 

expect that they should be about to cope with that. … And that allows me to get 

some engagement with them. (AH) 

AG has tried to be involved as much as possible with the international students 

in the tutorials because he knows that they have particular problems with the English 

language. He thus tried to identify their strengths and weaknesses and how he can help 

them accordingly. He reported that some of the students have the requisite knowledge, 

but cannot express themselves in English: 

… in the tutorials, I try to get involved with them as much as I can, try to get to 

understand their strengths and weaknesses so that if there are weaknesses in 

specific areas and some of them might be the English language. (AG)  

Summary 

Most managers felt that returned graduates have better English skills than locally 

educated Chinese. However, a minority of managers reported that the level of English 
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language skills is insufficient among returned graduates. Graduates mentioned that they 

had enhanced their English skills at GU through report writing, teamwork, and having 

conversations with international and local students. Students agreed that their English 

language skills had been improved by writing reports and doing teamwork. They also 

thought that English skills were learnt outside the classroom, even though some of them 

had difficulties connecting with local and other international students. The students 

were generally satisfied with their learning of English language skills at GU. However, 

they found it challenging to write and speak in English. One student recommended that 

teachers encourage Chinese international students to speak out in the classroom. 

Similarly, one graduate mentioned his problems in writing English. The majority of the 

academics reported that their Chinese international students have problems 

understanding and writing and speaking in English. Different methods to increase their 

English language skills were recommended. 

5.1.2.5 Axial code: Teamwork skills 

Managers 

Three managers (MG, MRO, MA) mentioned that returned graduates have better 

teamwork skills than locally educated graduates because of the focus on these skills in 

the Western education system. MG explained that the overseas universities would ask 

the students to make use of problem-solving skills doing group work, so they would 

learn these skills. This approach contrasted with the Chinese educational system where 

the students do more individual work:  

We are more like …it would take approach more like solving problem, you 

know. They give us a topic and see and then we form a group of people to work 

together. People do different, take different role. (MG) 
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There was also agreement that returned graduates generally develop tolerance 

and are more open-minded due to the difficult situations that they have experienced 

during their studies. On one hand, they are considered good team players because of 

their open-mindedness to other peoples’ opinions, but on the other hand this can cause 

tensions if they work with colleagues who are not used to doing teamwork in this way. 

Two managers (MS, MW) stated that teamwork skills are not necessarily 

academic skills that can be taught at university, but rather innate behaviour. One of 

these two managers (MS) represented a state-owned hotel. It can be assumed that the 

organisation structure of this hotel is less Westernised than international hotels, which 

are more familiar with Western concepts of teamwork. 

Graduates  

Six graduates mentioned that they had learnt good teamwork skills at GU 

through group work and presentations. GW reported that he had had a good experience 

learning teamwork skills with local students or other Westerners but not with students 

from China:  

GW:    Yes, this is important thing in the Griffith, teamwork, how to teamwork. 

Interviewer:    And that went well, you had good experience with teamwork 

together with locals? 

GW:    Yes. With the locals, when I was with the guys who -- not from China, 

with the other international. (GW) 

Only one graduate (GC) felt that the teamwork skills she learnt at GU were not 

sufficient and that more focus on these skills should be given. Furthermore, she 

explained that “guanxi” in China is very important and teamwork is therefore a 

necessary aspect to learn, but it is not taught in Chinese universities. 
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Students 

In general, the development of teamwork skills at the Australian university was 

considered positively by the students. They thought of teamwork skills as a way of 

personal development, widening their horizons, learning about other people and 

cultures, and building relationships:  

[In] nearly every course, we have teamwork assessment, so it’s really good. I 

think I developed a lot in this aspect … And the tutors and lecturers also gave us 

some guidance about it. (SJA)  

One student emphasised the importance for Chinese international students to 

learn teamwork skills in Australia because of the lack of group assignments and group 

presentations in Chinese education: 

That’s really what Australia like Griffith University do … much better [than] in 

China. We don’t really have much group assignment, group presentation [in 

China] but here [in Australia] we got a lot. (SJO) 

Two students (SJA, SEL) expressed that they had had a positive experience 

working in groups with other international and local students. They were met with 

respect and patience by the other group members. SJA reported: 

I think they are…especially the local students, I think they are very respect[ful] 

because one of my teamwork is with three local students. Only me is 

international. So they respect me and they even encourage me. (SJA) 

However, SA and SM argued that often Chinese international students 

experienced difficulty in internationally mixed groups because of English language 

barriers and their reticence to express their thoughts. They felt that disagreements in 

group discussions are a sign of disrespect. Furthermore, Chinese international students 
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felt uncomfortable in groups with other nationalities whom they often considered more 

creative than Chinese. They would therefore often choose to work together among 

Chinese: 

And like the Chinese students, they also think like, “Oh, I can’t speak English 

like that and I can’t explain it. So I will just choose the Chinese student.” (SR) 

As a result, SJ expressed that there are often too many Chinese working in the 

same groups. Therefore, she felt that the university should set guidelines to ensure that 

the groups consist of students of different nationalities so that English is the language 

spoken: 

I think the university should find that in some programs, there are too much 

Chinese people or too much people that they have same native languages. … So 

in these programs… they should have some special rules or something like that, 

like, about how to make the groups. (SJ) 

SC, SR, SA, and SJO mentioned that sometimes students do not fulfil their 

responsibilities when doing group work, which can cause problems for the other group 

members. Furthermore, SEL mentioned that not all students have the same ambitions. 

As a result, some students have to work harder in the group than others. SEL explained: 

 … some of them will, like, be lazy. They don’t want to do things. They just 

want to get Pass, but your position is I want to get HD, but their position is to 

just get Pass; that’s a big, like, gap between you. (SEL) 

SJO mentioned the importance of being taught how to do teamwork. She 

referred to a negative example when two team members in her group did not 

communicate properly and thus caused difficulties for the group to finish their task:  
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It’s important for us to know how to [do] teamwork. It’s really important. 

Because last semester, I got a really bad one in one class because our team 

member[s], two girls, they never talked. Even they don’t know how to do it but 

the student don’t tell us. (SJO) 

Academics 

Three academics (AA, AB, AG) explained that most students, both domestic and 

international ones, prefer to stay in groups with students who are the same nationality as 

them because they prefer to stay in their comfort zone. AA explained that even though 

Chinese international students often expect to mingle with domestic and other 

international students in their classes and daily interactions, in group work, they often 

prefer to work together with other Chinese: 

… I think they might come here with the expectation on wanting to mix more 

internationally with Australian students and other international students … 

whereas, when it comes to group work and things like that, I think they tend to 

want to stay together with other Chinese students. (AB) 

However, AD mentioned that due to the large number of Chinese international 

students in the class, they often have to work in homogeneous groups: 

There are not many local students, to be honest, particularly for these major 

related courses. Sometimes not all students will have the opportunity to, you 

know, have group project with some local students. (AD) 

AF mentioned that it would be easier for the Chinese international students to 

work in homogeneous groups because they can more easily discuss ideas. However, she 

felt that they would learn more from working in internationally mixed groups: 
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Chinese together would be easier for them because they can discuss the idea in 

Chinese and they can assign the task in Chinese. They can negotiate. So in terms 

of group process, I would think it’s easier for them, but in terms of the learning 

experience, I would think it would be more beneficial for them to work with 

other students from other background[s]. (AF) 

However, the large majority of academics (AC, AF, AB, AH, AG, AA) thought 

that internationally mixed groups of students can cause problems. Some academics (AC, 

AF, AB, AA) mentioned that domestic students often feel that they are doing most of 

the work when working in groups with Chinese and other international students. Some 

of this can be explained by the limited English language and academic skills of Chinese 

international students. Furthermore, they had the feeling that Chinese international 

students would be too shy to share their ideas in a group. These statements 

corresponded to the ones mentioned earlier by some of the Chinese international 

students. As AC and AB explained: 

I always encourage not a group of Chinese to work together but mix, but the 

Australians will get a bit agitated because they feel they have to do all the 

editing. Sometimes the Chinese, I think, can be very quiet and they’re not 

forthcoming with their ideas. So there’s a bit of that clash. (AC) 

… [the idea I get] from the domestic students [is] if you want to get a good 

mark, don’t pair up with international, i.e. Chinese students, because you’re 

going to work a lot harder. (AB) 

On the other hand, AA explained that some groups consisting of domestic and 

international students have worked very well together because they had worked together 

in many courses and had the same expectations: 
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I’ve actually seen examples …of both international and domestic students that 

stay together throughout many courses, doing group work together because 

they’ve been proven that they can work well together in the past. (AA) 

Three academics (AG, AF, AA) mentioned that problems related to group work 

were sometimes due to group members not contributing or having different expectations 

and ambitions. This view corresponded to some of the students’ statements mentioned 

above. AG explained:  

They have different ways of going about things. They have maybe different 

timeframes in actually their study mode and being able to catch up as groups and 

things like that. (AG) 

Some academics (AC, AD, AG) have tried to encourage the students to form 

groups across nationalities, but have found it was not always possible. AC explained 

that despite her advice, group work with mixed nationalities is not always successful: 

So even though I try and say, “It’s good for you to mix and learn about each 

other’s cultures,” it doesn’t always work that way. (AC) 

However, one academic (AH) mentioned that grouping students with strangers 

did not work out in tutorials due to their short duration. AH explained that strangers did 

not work well in this situation: 

They like being with people that they know and they have someone to go with. 

And when you’ve only got a short tutorial period, which is where that 

interaction occurs, 15 minutes, effectively 45, you don’t want to put them 

together with strangers because strangers don’t work well in that environment. 

(AH) 
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One academic (AE) was an exception in relation to the use of group work in his 

teaching. As he felt that there is already enough group work for the students in other 

courses, he asks them to work individually in his class. He considered that individual 

work is useful for their future career where this was a requirement:  

I made it a point to emphasise individual work because in any job that they have, 

I think they’re going to have to be good at both collective work and also 

individual initiative. (AE) 

Summary 

Managers thought that returned graduates had obtained advanced teamwork 

skills from their overseas studies, and that they were good team players because of 

increased open-mindedness. However, they understood that this could cause tensions if 

their colleagues were not used to doing teamwork in the same way. The majority of 

graduates mentioned that they learnt good teamwork skills at GU through group work 

and presentations. In general, the Chinese international students also saw the usefulness 

of learning teamwork skills at GU. However, some students experienced difficulty in 

internationally mixed groups. One student mentioned the importance of being taught 

how to successfully undertake teamwork at the university. Some academics encouraged 

their students to mix across nationalities in teamwork because of their better learning 

outcome. However, most academics believed that internationally mixed groups could be 

a problem due the limited English language and academic skills of Chinese international 

students. 

5.1.2.6 Axial code: Culturally specific skills, attitudes and values  

Managers 

Nine managers (MP, MB, MW, MG, MRO, MT, MQ, MA, MS) mentioned that 

even though specific Chinese attributes such as relationship (guanxi) building skills or 

knowledge about the Chinese hotel industry are important for graduates to have, it is not 
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the role of the overseas university to teach the students these aspects. According to MP, 

the graduates have developed these typically Chinese values from their childhood, so 

they are ingrained. By contrast, two managers (MR, MC) mentioned that there are no 

specific Chinese attributes that were important for the industry. 

MA mentioned that it is very important for returned graduates to have 

knowledge about the Chinese hotel market, and that overseas universities should 

provide the students with the latest information. As he explained, if they do not have 

this market-specific information, it will be difficult for them to find a job. MA 

mentioned that the employing hotel and the graduate’s family should assist them in 

becoming familiar with these Chinese values: 

No, it’s not the university’s responsibility to teach such attitude. I think it 

depends more on the bigger environment here. If the supervisor or manager, his 

direct boss who has overseas education background, he will be more 

understanding of the fresh graduate’s behaviour. If the supervisor or manager 

never studied abroad or has abroad experience, it may be difficult for him to 

accept the fresh graduate’s working style, thinking style…I think the hotel could 

assist those types of students. Family should help first. (MA) 

Graduates 

GA mentioned that Chinese values such as relationship (guanxi) building are not 

as easy for returned graduates to deal with as locally educated Chinese. However, GFK 

and GA did not consider it important for Chinese international students to learn such 

skills in Australia as it is a different culture: 

I think the local university graduates [in China], they’re more familiar [with 

guanxi]. They know how to handle the relations well, better than us. (GA) 
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GFY considered having a large number of Chinese international students in the 

classroom an advantage because it allows students to develop a network. He did not use 

the word “guanxi”, but he referred to the importance of networking in China: 

When we are students, we are classmates, we may work together in the future 

days when we are working … That’s very important in China. Relationship 

means everything. (GFY) 

Students 

The students were asked if there are any attributes specific to the Chinese 

workplace that they need to be taught at the Australian university for their future 

careers. Seven students (SA, SCO, SAL, SM, SR, SRI, SJA) answered that even though 

they would have to know some attributes that were specific to the Chinese context, such 

as relationship (guanxi) building skills and Chinese business culture, they did not think 

they could learn these skills while studying in Australia. SA explained that, in Australia, 

relationship building is not as important as in China and thus not relevant to be learnt 

while studying abroad: 

Not too much because I think Australians, they are not, you know, they don’t 

think relationship is too important, you know, compared with the Chinese. We 

really think the relationship is very, very important. (SA) 

However, six students (SJO, SA, SJC, SM, SKA, SSH) mentioned that attributes 

specific to the Chinese context could be learnt during the degree at GU. Interestingly, 

SA contradicted himself during the interview, as he previously answered that GU could 

not help him develop these attributes. He mentioned that courses about China from an 

Australian perspective would be useful for Chinese students as they would need to 

know what foreign guests think about Chinese society when they visit China. He 

explained: 
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Because that’s a different way of, you know, thinking about China. I don’t know 

what China looks like in Australians’, you know, point of view. I don’t know 

many things of what do you think of China? (SA) 

Furthermore, SM and SSH mentioned that networking events would be relevant 

for students because they could meet professors and managers from the industry. They 

reported that these platforms would help them develop relationship skills that they 

would need in their future career.  

They actually do provide it here, like we have postgraduates’ networking 

cocktail party or other function parties to give you the opportunity to know 

people in this industry, like [a] famous professor or some manager who work[s] 

in a hotel. (SM) 

SKA mentioned that relationship skills are developed through communication 

with other students; for example, while working on group assignments: 

Yes, from when you were doing group assignments. I think that skill needs us to 

communicate with your group members very well, and then you need to develop 

a good relationship, so that you can work together to complete your 

assignments. (SKA) 

Academics 

Three academics (AE, AH, AD) considered it useful to teach the Chinese 

international students Chinese-specific attributes while they are enrolled at GU. AE 

explained the importance of outlining Confucius and Buddhist values on education.  

I would think one of them is just a really strong respect for education and 

learning. I mean that’s very much something coming out of the Confucius part 

of their norms, I suppose. Some ways I would like to push some of the Buddhist 
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values as well, you know, respect for life and humility and these kinds of things. 

(AE) 

AH relayed that he discusses elements of Chinese culture in his strategy course, 

as Chinese students represent the largest nationality group in this class. For example, he 

made the students read Chinese strategic thinking and made them think about to what 

extent this corresponds to the Western approach. However, he added that he could not 

focus too much on the Chinese context because of the numerous other nationalities in 

the class: 

And I give them two readings about classic Chinese strategic thinking. And so 

they got to then look at that and say, well, okay, that’s how the Chinese think. 

How does that feed into this Western style approach? (AH) 

AD felt that there is insufficient focus on teaching the students about Chinese 

culture, attitudes and values such as “respect” and in the program. She believed that the 

assessment and teaching material should be constructively aligned with these attitudes 

and values. She considered it important to teach these attributes through experiential 

learning, for example, by showing the students what respect is rather than just 

explaining what it is:   

For example, if you have a training lab, you can talk about respect and you can 

also show the student what is a good way, what is the proper way of showing 

respect to customers, your co-workers, or employee[s]. (AD) 

Summary 

In general, managers asserted that it is not the role of Western universities to 

teach Chinese-specific values or knowledge about China. According to the managers, 

this is the responsibility of the family and the Chinese workplace. However, some 
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students felt they had developed Chinese attitudes and values, such as relationship 

(guanxi) building, at GU through networking platforms. Others mentioned that it was 

not the role of GU to convey these Chinese values and attitudes. Some academics 

thought it useful for Chinese international students to learn about Chinese attitudes and 

values required during their overseas studies. These values could be learnt through 

experiential learning. 

5.1.2.7 Axial code: Intercultural skills 

Managers 

Three managers (MP, MG, MR) mentioned that returned graduates have more 

intercultural skills than locally graduated ones. MP explained that these skills are not 

necessarily taught at international universities, but that the students learn these skills by 

interacting with people from different cultures both at university and outside university: 

I don’t think it’s taught at universities overseas, but it’s picked up in those two, 

three, four years that kids are overseas and they pick it up because some of them 

have to work, some of them work to pay their way through college. It does 

come. It comes back to this international exposure … (MP) 

MR explained that these graduates can provide better service for foreign guests 

because they have a better understanding of their culture: 

They can understand the culture better and they can understand them better. 

(MR) 

Graduates 

Similarly to the managers, one graduate (GAB) mentioned how she learnt 

intercultural skills at GU by meeting people from different countries:  
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… because in Griffith University we meet different people from different 

countries or cultures. So we learn different… for example, signatures of like 

foreign languages like different cultures. That was very interesting. For example, 

in China, we nod like this. It means yes. But for Iran, this means no. (GAB) 

Students 

Six undergraduate students (SJC, SJO, SJE, SRI, SEK, SJA) mentioned the 

importance of having courses about intercultural management and cultural differences 

during their degree at GU. SJC reported his satisfaction with different courses offered 

related to this topic, since they have taught him very useful information that he can 

apply in the real world: 

They teach about the management, culture difference, the Hofsteede cultural 

dimensions. So it gives you a very straight idea what you’re learning such as, 

you know, the power distance between each country and individualism and 

collectivism. (SJC) 

SAL and SJE had not yet had any courses on intercultural management and 

cultural differences, but still considered it important to learn theories in these topics. 

SAL explained: 

I don’t have any theories about cultural stuff but... Yeah, I think sometimes it’s 

necessary if you read some articles, do some research about specific cultures and 

using theories makes it easier because theories is always like something in 

general. (SAL) 

SEL had already completed a course in cultural differences, but felt that it was 

not sufficient, as it was only an elective. She would like the learning of cultural 
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differences to be mainstreamed in several courses. She also considered it important to 

know more about the Australian culture for those wanting to work in this country.  

… the Chinese culture and Australian culture [are] really different cultures; if 

they can provide some Australian cultures during our whole study year, not for 

elective courses but in the major course, but not just about the culture, it’s like 

mixed in all the courses. (SEL)  

Two students (SJO, SAL) emphasised the importance of learning about different 

cultures through mixing with classmates from different countries and through doing 

group work. SJO explained that in China, it is not common to meet many people from 

overseas, so she has found it rewarding to meet other foreigners at the university: 

… in China, we see some… we had some foreigner people, Western people but 

we cannot see so many different culture[s]. In here [Australia], we have really 

like so many international people. So talk to them, also from like in the class 

with them, know what they like, what they don’t like so we can know more 

about the culture and show more respect to every culture. (SJO) 

Academics 

Three academics (AA, AB, AG) thought that rather than teaching the students 

specific knowledge on Chinese attributes, such as respect and guanxi, GU should focus 

on delivering intercultural skills that can be used in an international working 

environment. AA explained that graduates will need to manage groups of people from 

different countries in their future jobs, so they need skills that can be adapted in any 

hotel in the world. According to both AA and AB, the Chinese graduates are not 

necessarily going to work in hotels in China after completing their degrees: 
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… the role of the university, I think, is to give students a good strong generic 

skill base that then would need to be adapted a little bit to suit individual hotels 

no matter where they are. (AA) 

Four academics (AC, AA, AD, AE) mentioned that they use the culturally 

diverse backgrounds of the students in their teaching. For example, AC mentioned that 

she asks Chinese international students in her class about how the hotel industry in 

China works. However, she also asks such questions of other international students in 

relation to their home countries. Similarly, AE, AA, and AD reported drawing on 

examples from different places around the world and not only from China, as they want 

to pay attention to all students in the class. 

… even though we may have a lot of students in the class from China, I will also 

try to use examples from other places around the world as well to try and 

emphasise the internationalisation of the program. (AA) 

Three academics (AB, AC, AH) mentioned the importance of having 

information targeted at teachers on cultural awareness regarding Chinese 

culture/Chinese international students. AC explained that because of her limited 

knowledge on Chinese culture, she would find a seminar on this topic useful: 

… my understanding of Chinese culture is probably limited really. So I would 

be happy to sit in to a seminar that talks about how we should be dealing with 

Chinese students, and I’m happy to learn for them to get the most out of the 

degree so I can help them. (AC) 

AB explained that the dramatic growth in numbers of international, and 

particularly Chinese, international students has been a challenge for many lecturers and 

tutors in that they are not prepared for the learning needs of this cohort of students. He 
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reported that there is nobody to help him find out how to facilitate such a diverse group 

of students:  

I don’t know anybody else who is in this institution who’s experienced that kind 

of growth. Nobody came to me and said, “How can we help you?” None of my 

supervisors came to me and said, “How can we help you with this?” It was just 

“You solve the problems for us.” (AB) 

Similarly, AH stated that because of the majority of international students from 

China, he considered it sensible to provide more cultural awareness about this particular 

group of students:  

But if there’s an expectation that Chinese students are going to form a majority 

group within our cohort, I think it would be sensible to provide more cultural 

awareness about that. (AH) 

Summary 

Managers, graduates, and students agreed that it is important for students to 

learn intercultural skills by interacting with people from different cultures, both within 

and external to university. Students also considered it important to learn intercultural 

skills through courses. Some academics mentioned the importance of having 

information targeted at lecturers and tutors on cultural awareness regarding Chinese 

culture/Chinese international students. 
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Chapter 6: Adjustment of Chinese returned graduates to the 

Chinese hotel industry 

The third focus of this study is the adjustment of Chinese returned graduates to 

the Chinese hotel industry. This chapter includes various categories identified from the 

coding process of the interview data, which were developed inductively from open, 

axial, and selective coding. The results of the analysis will be discussed below. The 

findings highlight various factors that influence the adjustment of the returned Chinese 

graduates to the Chinese hotel industry. 

6.1 Central Theme Three: Adjustment of Chinese returned graduates 
to in the Chinese hotel industry 

The central theme “Adjustment of Chinese returned graduates in the Chinese 

hotel industry” has emerged inductively from the two selective codes: “Challenging 

attitudes and behaviour of returned graduates” and “Human resources”.  . Not all 

stakeholder groups are presented in all sections of the axial codes due to a lack of data. 

Table 15 illustrates a summary of the axial and selective codes, and the central theme. 

Table 15 
Summary of axial, selective codes, and central theme 

Central Theme Three: Adjustment of returned graduates in the Chinese hotel industry 

Axial codes Selective codes 
 

Expectations 
Challenging attitudes and behaviours of 

returned graduates 
 Confidence 

Open-mindedness 
 

 

Entry-level positions 
 
 
Human resources Management traineeship program 

Turnover rate 

Salary 
Working hours 
Unions 
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6.1.1 Selective code one: Challenging attitudes and behaviours of returned 

graduates 

The first selective code that emerged from the data was “Challenging attitudes 

and behaviours of returned graduates”. This code was developed inductively from the 

following axial codes: “Expectations”, “Confidence”, and “Open-mindedness”. Each 

axial code was developed inductively from several open codes through the analysis of 

the interview data, and will be discussed below.  

6.1.1.1 Axial code: Expectations  

Managers 

Six of the 12 managers (MG, MT, MS, MR, MRO, MA) mentioned that the 

expectations of returned graduates are too high in terms of salary and job positions. 

Interestingly, it was mostly expectations with regards to job positions that were 

mentioned during the interviews. Reportedly, many graduates expect to begin at a 

supervisory or managerial level, which the managers perceived as being unrealistic. One 

manager felt that whether or not a graduate has a university diploma or a school 

certificate is unimportant for their employment. According to the managers, all returned 

graduates, no matter the nature of their qualification, have higher expectations regarding 

their entry-level jobs than locally educated employees. Locally educated Chinese 

graduates, in particular those from a lower socio-economic background, are apparently 

more realistic regarding entry-level job tasks.  

In contrast, two other managers (MG, MQ), felt that all graduates have overly 

high expectations. MG claimed that those with undergraduate qualifications typically 

have more realistic expectations than those with postgraduate qualifications: 

Undergraduate students relatively have more realistic expectation of their first 

role and postgraduate students, they probably most of the time they will think, 
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you know, eventually they will not do operational job. They maybe … they want 

to start with sales, marketing, start with finance or HR (MG) 

 MQ claimed that, generally, all locally educated graduates have high 

expectations, and she referred to Generation Y by way of explanation: 

Locally educated graduates do not know what this industry is about. They do not 

anticipate that there is a lot of hard work to do. I think Generation Y Chinese 

look for a fast job. They look for a captain or supervisor job. They have a more 

clear goal than the older generation. (MQ) 

According to MR, most employees start in a basic entry-level position, such as 

cleaning dishes and tables, preparing breakfasts, or doing the night shift in the lobby 

lounge. If they can execute these basic skills well, they can be promoted to the role of 

supervisor and then manager. It is therefore important to have these basic skills for 

future roles. Often, a lack of work experience has meant that graduates are shocked 

when they find out the nature of the work they are supposed to do in the beginning of 

their hotel career. MRO explained: 

And once they come back after a number of years [of studying overseas], they 

expect that he or she will do very well immediately. And that is not always the 

case because coming into an operation with zero work experience is a shock, is 

something that people have not experienced before and they need to go through 

that. Coming straight away as a manager is difficult. (MRO) 

One manager explained that the adjustment period is difficult for the graduates 

in the beginning; however, once they have adjusted, it is easier for them to be promoted. 

And that sometimes is difficult and it’s [about] adjusting periods. After that 

adjusting period, they will go fast because they are more open-minded, they are 
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faster, the educational background will kick in, they will go faster [up] the ranks. 

But the entry level is always a problem. (MRO) 

Four managers (MRO, MT, MS, MQ) mentioned that graduates’ parents have a 

significant influence on their children’s career choice and they often have high 

expectations on their behalf, particularly because they have invested in their overseas 

education. Hospitality jobs are often not considered very prestigious because they do 

not pay well. Furthermore, one manager (MA) has found it important to involve the 

parents in the adjustment period because they can help their children in having more 

realistic expectations: 

The parents need to more communicate with their kids, their children, in the 

daily communications. I think it’s not like just the hotel’s job to do that. It’s two 

sides. Family needs to give support. A lot of overseas students, they get a 

headache when they are back to China in their first years because some of them, 

they couldn’t adapt themselves very well because they have high expectation, 

but the situation, the reality, is too tough. (MA)  

Graduates 

In contrast to the managers’ assumptions of Chinese returned graduates’ 

dissatisfaction with their entry-level position, six out of seven graduates (GY, GAB, 

GA, GFY, GW, GFK) in this study seemed to be relatively satisfied with their current 

job situation. One graduate (GY) referred to her involvement in a management trainee 

program in a positive way: 

I like this opportunity to be a management trainee because you have future goal, 

all the departments of the hotel, the front office, F&B, housekeeping, even the 

finance, marketing, everything … So what I’m doing is my favourite [which] is 

human resource training. (GY) 
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Management traineeship programs are prestigious and competitively run, since 

the graduates are being trained to become future managers and be promoted relatively 

quickly. It is likely that GY was satisfied with performing basic job tasks such as 

housekeeping because she saw this as a stepping stone in her career. Furthermore, GAB 

talked very positively about the training she had received from her hotel, which had 

helped her career development: 

I was really lucky. I got a lot of trainings in HR department. This hotel belongs 

to Hilton Worldwide Group. And I was been sending out for trainings, train the 

trainers training. It’s a special training for our trainers. I take this training which 

was very helpful to become an excellent trainer. (GAB) 

Two graduates (GW, GAB) felt that returned graduates generally do not have 

realistic expectations about their job positions, as they think that they should do “much 

more important jobs”. GW, who was working as a sales coordinator, explained how he 

had gained realistic expectations by talking to fellow students, tutors, and local friends 

while in Australia:  

They told you to have to do something and like step by step, just forget about 

like you go through some … reach some position by working. (GW) 

Six graduates (GY, GAB, GA, GFY, GW, GFK) were working in the positions 

of assistant training manager, sales coordinator, management trainee, or assistant to the 

deputy general manager. None of these job positions included basic entry-level 

operational job tasks, such as housekeeping, F&B, or waiting on tables. Their work 

experience ranged from approximately one year to four years at the time of the 

interview, and it can be assumed that some were over the first difficult adjustment 

period referred to by MRO.  



224 

GC, who had less than one year of work experience at the time of the interview, 

expressed an explicit frustration with her work experience in the Chinese hotel industry 

as a concierge and receptionist. GC was no longer interested in working in the hotel 

industry because of her disappointment with the working conditions. GC mentioned that 

she did not have high expectations of becoming a manager because she wanted to have 

a good work–life balance and not have too much pressure at work. However, she was 

very disappointed by the work pressure and the shift work in her current position. Her 

frustration about her work situation was clear throughout the interview: 

I feel really headache. I feel really, really headache. Because, you know, in 

China, our policy is quite different, you know. It’s different with your country, 

with Australia as well. It’s quite different. So that’s why I feel the headache. 

They always push to you. They always ask you, “Claire, can you do me a 

favour, like this, like this?” (GC) 

Three of the returned graduates (GAB, GA, GFK) mentioned the pressure that 

they feel from the high expectations of the managers and of themselves. The hotel 

industry is a competitive environment, where graduates with advantages, such as good 

foreign language skills, creative thinking, and overseas experience, meet higher 

expectations from managers than other employees who have not studied abroad. GAB 

explained:  

They expect… how to say? They expect overseas students to be creative … to 

have a lot of ideas, to find ways to solve the problem. (GAB) 

GA argued that the high expectations that managers have of returned graduates 

can lead to quicker promotion but also to more work pressure. GKF emphasised the 

high pressure that graduates place on themselves. To the question about whether the 
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hotels in China could help returned graduates adjust to the workplace, he answered that 

mentors could help increase graduates’ confidence levels and teach them about how to 

achieve work–life balance. However, the role of a mentor guiding graduates was not 

mentioned by anyone else. 

Students 

Six students (SKE, SEL, SMI, SJC, SJO, SKI) expressed that they expected to 

perform basic entry-level tasks in the beginning of their career and then eventually 

become managers. They were aware that it is unlikely to begin working in a 

management position. Five students (SJE, SJ, SAL, SC, SR) intended to work outside of 

the hotel industry in areas such as accounting, restaurants, marketing, and tourism. They 

changed their career goals during their studies in Australia for various reasons, e.g. 

through influence of some teachers. 

Six students (SEL, SKA, SR, SAL, SA, SCO) reported having close family 

members (e.g. parents, aunt) working as employees, managers, and owners in the 

tourism and hospitality industry. One student’s father owned a hotel. In the interviews 

of some of these students (SA, SAL, SCO, SR), it appeared that they had received some 

information about the hotel industry and knew what to expect from a career in it. SA 

explained: 

I know I can’t start my career at a very high position, even if I really want it, but 

I don’t have too much work experience. I have to work from the bottom and be 

promoted. So yeah, we should have this attitude and to do the work. (SA) 

SA further explained that many students who have studied abroad come from 

wealthy families and therefore have higher expectations than locally educated 

graduates:  
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So as we are abroad that means we have at least better family, you know, 

conditions compared with those students in China. And maybe they have a rich 

family, big wealth so they, of course, have higher expectations. (SA) 

Three students (SRI, SAL, SKE) mentioned that they had received some 

information about future work in the hotel industry through Chinese graduates who had 

studied tourism and hospitality. It was not clear whether they had received this 

information before or after their enrolment at Griffith University. SR explained that 

friends of his in China who had studied tourism and hospitality had given him advice 

about the importance of work experience among other things: 

They would just give me recommendations, like choose some part, like the 

sectors, which one is good for you and maybe just give me [advices] like you 

have to study abroad and you have the working experience. (SR) 

SAL was informed by a Chinese graduate that she would receive a supervisor or 

manager position if she entered a hotel in China with previous work experience from 

Australia. Reportedly, the graduate said to her: 

“Oh, if you have working experience in Australian hotels, if you want to work in 

a hotel in China, you can just start from like supervisor or manager straight 

away.” 

SKE mentioned that she was prepared by some graduates of the difficult 

conditions in the industry: 

Most, of course, told me, like, if you work in the hotel for two years, you’re 

going to be getting older for ten years maybe. (SKE) 
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Three students (SKI, SMI, SMA) mentioned that they have had conversations 

with tutors/lecturers and other students about future career opportunities. SMI explained 

that she had talked a lot with some of her lecturers, particularly with one who was a 

friend of a friend of her family. Some students explained that they felt uncomfortable or 

shy about talking about careers with other students. SCO explained:  

 … in order to discuss this kind of goal, I have to tell them my family 

background and et cetera, et cetera. And for Chinese people, they don’t like this. 

(SCO) 

When asked about whether they belonged to any professional associations, the 

students did not know of their existence. It is likely that professional associations would 

have given the students more insight into the industry.  

Academics 

Only a few academics mentioned that there might be a discrepancy between 

what Chinese international students expect from their future positions in the hotel 

industry and the actual work they will undertake at the beginning of their career. For 

example, AG explained that some students have expectations of becoming supervisors 

or managers at the beginning of their career and they might be shocked when they 

discover that this is not the case: 

I think their expectation, in many cases [is] “I’m straight into management, 

junior management.” And I think that’s a bit of a shock to them [when it’s not]. 

(AG) 

AB explained that academics are ignorant regarding the expectations of Chinese 

international students:   
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So this is tremendous, I say this tremendous, I describe it, a wall, a clash 

between, you know, a dominant large group of students and the teaching staff 

(AB) 

AD, who is of Chinese origin, explained that she lets her students know that it is 

necessary to work in entry-level positions before the will be promoted to higher 

positions. She added that she sometimes invites guest speakers to relay to the students 

their particular career paths, so that the students became aware of the number of years it 

took for them to achieve a certain level: 

For my course, I always tell students that [the] practical component is important. 

It takes a long time before you get to [a] management position and you need to 

start from the very basic thing. (AD) 

AD suggested that Chinese international students at GU be provided with a 

teaching and learning advisor who is familiar with Chinese culture and who can help 

them set goals for their studies and obtain realistic expectations about their future job 

opportunities in China: 

… And they [students] may not be … they may not have realistic expectation. 

They may not have a good plan about their career and their future, you know, 

goals after graduation. If they have a personal talk at the very beginning, they 

can help them to set up the goals at the very beginning. (AD) 

Two academics (AD, AC) said they were not aware of any professional 

associations that the students could get involved in, and AD was very critical of the lack 

of such professional associations. She referred to her own studies in the USA where 

professional associations played a significant role during students’ enrolment, and the 
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students thus developed a greater insight into the industry and into their employability 

skills. 

Summary 

According to the managers, returned Chinese graduates’ expectations are too 

high in terms of job positions. They expect to begin their career at management level, 

which is not considered realistic by the managers. The majority of the interviewed 

graduates were satisfied with their current job situation. However, some of them 

mentioned the pressure they felt from the high expectations of the managers and of 

themselves. They felt that they are expected to work harder because of their overseas 

qualifications. One graduate suggested that a mentor could help returned graduates 

increase their confidence and teach them about how to achieve work–life balance. There 

was no evidence from the interviews with students that they had high expectations about 

beginning their career at management level. Interestingly, relatively few students had 

received knowledge about future career opportunities from friends and family, 

graduates, other students, and tutors/lecturers. Only a minority of the academics 

mentioned the problem of unrealistic expectations of the students, which might indicate 

that they were not very aware of this problem. However, one academic recommended 

having a teaching and learning advisor at the university familiar with Chinese culture 

who could help the students set realistic goals for their studies and career paths. 

6.1.1.2 Axial code: Confidence 

Managers 

Half of the managers (MC, MR, MP, MB, MA, MG) mentioned that returned 

graduates exhibited significant confidence in their workplace. This confidence was 

considered positively by three respondents in that the graduates are unafraid to speak in 

English with foreign customers or to lead a team. Their confidence was considered an 
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attribute learnt from their overseas studies, where they had been exposed to a foreign 

language and different ways of learning: 

Yeah. Advantage is not because of they are a kind of certificate or diploma but 

it’s what they gained during their university time, for example, the confidence, 

the exposure, and then the thinking process. (MC) 

Some of the managers (MB, MG, MC, MA) felt that this confidence could 

potentially be too extreme. Reportedly, returned graduates sometimes act as if they are 

superior to their locally educated counterparts, which is not perceived positively by the 

managers:  

 We found that in the past that a lot of returnees do have … can have a complex 

where they believe they are… had an advantage to people that haven’t been 

overseas. So that can be an issue to overcome … There’s a complexity. They’re 

superior or, yeah, a certain arrogance perhaps. (MB) 

One manager explained how some returned graduates who have experience 

working in a Western context find the Chinese hotel operation system old-fashioned. 

With their Western experience, they sometimes feel superior:  

… Sometimes they may feel they are good [i.e., better] than the Chinese 

students, what they have been exposure [sic] are better than what we have now. 

In one sense, it is good because, you know, what we can do better, but in other 

sense, this is the content currently. You know, this is what you are working with, 

right? (MG) 

A consequence of being overly confident can be alienation from other 

colleagues or fewer opportunities for career advancement:  
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One is other people will try and keep distant from that person. And the other 

thing is that person will tend to think whatever he do or he think is right and 

finds himself up from other’s opinion, other’s suggestion, and other’s system. 

(MC) 

Yeah. They’re missing it this way. Maybe his superior, his manager or his 

supervisor, also think he’s different, he’s too special. So he gets less chance than 

other staff. (MA) 

One manager argued that returned graduates have to be humble rather than 

overconfident so as not to make their colleagues jealous of their international 

experience: 

Yes, they were fortunate to go overseas and then study. But now they’ve come 

back, they need to know that people will be jealous if they maybe had the chance 

to go overseas. So don’t take it personally. (MB) 

Another manager revealed that she normally directly explains to returned 

graduates what the appropriate behaviour is in a situation, in case they expressed a 

superior knowledge because of their study and/or work experience abroad. She 

commented: 

… that’s why I say the Chinese students, they probably, in some context, they 

know better, you know, what is the market, what is the current normal way of 

doing things or I explain to them, “You know, we know maybe there’s a better 

way to do so. However, this is currently the best way we can do with all the 

resources we have, right?” (MG) 
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Graduates 

Two graduates (GFY, GA) expressed that they had gained more confidence 

through their study abroad experience. One graduate mentioned that having a 

postgraduate degree from GU gave him confidence because international education is 

considered important in China and a reason to offer promotion: 

Yes, yes, yes. Griffith provided me [with] a Master’s degree, which makes me 

be more confident when I do find a job. Education is very important. And this 

may have a lot … I want to … how do we say that … promotion, promote. 

(GFY) 

 One graduate described how she was able to ask challenging questions of the 

manager about working overtime and her salary. She did not describe herself as being 

confident, but her description of the situation indicated that she had the courage to ask 

questions of the manager that her Chinese colleagues did not dare to: 

Like if I overwork … like if the boss or manager asks me, “You should 

overwork because today is quite busy,” I will ask them [about] my pay or why. 

For my colleagues who graduated from the Chinese university, they do not ask. 

Even they won’t ask, they must speak out. They are just thinking, “Why?” (GC) 

It is debatable whether the above-mentioned examples indicate graduates’ 

feelings of superiority towards the locally educated Chinese and/or whether it 

demonstrates their frustration with their own adjustment to the Chinese workplace. 

GAB felt pressure from her parents to demonstrate confidence after her studies 

overseas. Confidence was an attribute that the parents expected her to have as a result of 

investment in overseas education:  
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They invest money on me. They want me to get more strong, get confidence, get 

more like culture to understand each other, and they want me to be a better me. 

That’s the return. (GAB) 

Summary 

The managers claimed that returned graduates exhibit confidence in their 

workplace. For example, they are confident in speaking English with customers and in 

leading teams. However, this confidence could be negatively perceived: the returned 

graduates’ sometimes superior attitude was not perceived positively by the managers 

and their colleagues. Some graduates reported that they had gained more confidence 

through their studies abroad. They felt confident in terms of recruitment and promotion. 

Students and academics did not discuss the issue of confidence. 

6.1.1.3 Axial code: Open-mindedness 

Managers 

Five managers (MG, MT, MRO, MD, MA) considered open-mindedness as the 

capacity to understand people with different backgrounds and cultures, being more 

“aggressive”, and understanding different styles of hotel management. It was considered 

important to have an open mind because the Chinese hotel industry is becoming more 

international, with customers and staff coming from around the world. Furthermore, 

MG, MT and MRO mentioned that such open-mindedness is being learnt by students 

studying overseas. By contrast, the Chinese educational system does not favour a 

diversity of opinions, but rather homogeneity because it contributes to harmony: 

… A very good thing for overseas graduates compared to Chinese graduates in 

general, I feel like they have more open-minded. I mean the overseas students, 

right? If people have different opinions, say, “Fine, okay, you know. That’s 

okay.”… (MG) 
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But the returnee[s] actually they are more open, they are more aggressive, and 

they are more willing to try to apply what they have learned from the school. 

(MT) 

So the people that have been abroad are a bit more open to different concepts of 

hotel industry and different ways of management, different styles of 

management. (MRO) 

One manager (MA) mentioned that returned graduates have different values 

from most Chinese people. Instead of focusing on getting a high salary and a prestigious 

job, the returned graduates often have a broader perspective on life; for example, they 

value the importance of family more: 

Most of Chinese nationals, they are more raised to get a job, to get a high salary, 

to get a high title. But if the student has abroad educational background, has 

study experience, he knows you have different value, diversity. Family is 

important. Life could be this way. Not always get the high salary, good well-

being. They have diversity of value. And I think this one is different. (MA) 

Overall, the managers valued the open-mindedness of returned graduates. 

However, MG mentioned that it could be a problem when this open-mindedness caused 

graduates to exhibit a sense of superiority towards colleagues or to become too 

outspoken. This behaviour could make it difficult for them to integrate in the workplace. 

The graduates felt they had a “stronger standard” or “higher value”, which meant they 

felt superior compared to their colleagues: 

Yeah. They are more open-minded. It’s like when they are abroad, they more 

open-minded, “Oh,” you know. People from this they think differently. 

However, when they work in the team, maybe they feel like they have stronger 
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standard or maybe higher value. So if they feel like there’s a difference between 

their value and the team in terms of competency, it’s not that open. Yeah, I feel 

like especially like the way, how they integrate with the team. (MG) 

Graduates 

Two of the graduates (GA, GAB) mentioned that they had achieved a broader 

perspective on cultural differences because of their international studies and were less 

afraid to talk to foreigners than their Chinese colleagues who had not studied abroad:  

I’m not afraid to talk to others, especially foreigners. But for local university 

graduates, they’re very afraid of talking to Westerners. They don’t want to talk 

… you know, in China, we have different cultures. Not everybody says “hello” 

to you, right? (GA) 

A third graduate mentioned that the challenge for returned graduates is that they 

cannot talk openly and freely in big groups or in public: 

It is a challenge because now we … a lot of people just … we are familiar with 

the other way to talk. And now back to China we care about everything we talk 

and especially in big groups or in the public. (GW)  

Summary 

Managers mentioned that returned graduates are more open-minded than locally 

educated Chinese. However, open-mindedness was perceived as a double-edged sword. 

On one hand, it could be considered positively by managers and lead to promotion; on 

the other hand, it could be perceived negatively by managers, particularly when 

graduates exhibited a feeling of superiority. The graduates mentioned that they had 

achieved a broader perspective on cultural differences and were less afraid to talk to 

foreigners than their Chinese colleagues because of their international studies and stay. 

However, it was challenging for them to not talk openly and freely in big groups or in 
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public once back in China. Students and academics did not discuss the issues of open-

mindedness. 

6.1.2 Selective code two: Human resources 

The second selective code refers to the human resources of the Chinese hotel 

industry by focusing on the factors that influence the adjustment of the Chinese returned 

graduates working in this industry. The first axial codes of this section, “Entry-level 

positions” and “Management traineeship program”, introduce common positions for 

Chinese returned graduates starting their career in the Chinese hotel industry. I discuss 

the interviewees’ different perceptions in relation to the requirements for recruitment 

and promotion in these types of positions. The remaining axial codes, “Turnover rate”, 

“Salary”, “Working hours”, and “Unions” discuss the different stakeholders’ 

perceptions regarding working conditions in the Chinese hotel industry. 

6.1.2.1 Axial code: Entry-level positions 

Managers 

Managers mentioned two types of career path as being suitable for returned 

graduates. One was “entry-level positions” and the other was “management traineeship 

programs”. More graduates are following the first type of career path than the second. 

The managers had different understandings of the meaning of entry-level positions. 

Only one manager (MT) understood entry-level positions as being purely operational 

(e.g., F&B and front office). Three other managers (MG, MC, MQ) mentioned that 

there are two different kinds of entry-level position: operational (e.g., F&B and 

housekeeping) and administrative (e.g., secretarial, assistant jobs, marketing, and sales). 

MP distinguished between operational positions (e.g., waiter/ waitress) and 

management supervisory positions (e.g. outlets supervisor). MD mentioned front office 

and training department as entry-level positions, which could be considered operational 

and administrative as well as supervisory. 



237 

Seventy-five percent of the managers (MT, MB, MP, MG, MS, MC, MR, MRO, 

MA) mentioned that previous work experience is very important for entry level 

positions because employees would then already be familiar with customer service. 

Furthermore, it is cost saving because graduates would require less training. One 

manager (MT) claimed that in her hotel, human resources do not distinguish between 

graduates possessing undergraduate or postgraduate qualifications. Instead, “it’s more 

on the interest and the capability”. However, another manager (MR) claimed that 

operational entry-level positions such as waiter positions were better suited to graduates 

with an undergraduate degree between 18 and 22 years. Because they were younger and 

had no other choice but to start in an operational entry-level position, they would be 

more interested in taking such a position than a postgraduate. Someone with 

postgraduate qualifications would have invested more money and time in their studies 

than those with undergraduate qualifications and their expectations would therefore be 

higher. Two managers (MG, MW) suggested that returned graduates should not work in 

entry-level operational positions. MG suggested that universities shape their curricula to 

meet the graduates’ expectations so that they would stay in the industry: 

… probably in terms of curriculum, you can think about maybe something, a 

topic like not operational. I mean, not all, but to attract more students and to 

make sure they will work in the industry, you know, after they finish their study 

and they will stay in that industry as we work out something that really meet 

their expectation. (MG) 

Five managers (MC, MS, MD, MT, MQ) mentioned that returned graduates can 

be promoted faster than other graduates once they have an entry-level position because 

of their advanced attributes. For example, according to MD, they learn faster and are 

more open-minded. MC claimed that it takes around 18 months to two years for 
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returned graduates to be promoted from entry-level positions to the next level in his 

international hotel brand. The general manager of a state-owned hotel (MD) suggested 

that promotion from entry-level positions to supervisor positions takes about two years. 

However, MT and MRO added that graduates are only promoted after an adjustment 

period, but that they are usually promoted more quickly than other graduates due to 

their open-mindedness, English language skills, and cultural awareness: 

Like when they all grasp the basic knowledge, the one who has better self-

learning skill, who has better English, who has better awareness of culture 

difference, their work definitely makes a difference. (MT) 

    MT attributed this relatively rapid promotion of employees to the Chinese 

hotel industry, which has been booming in the last 10 to 15 years. There had not been 

enough time for the industry to develop and mature enough to supply experienced 

people. 

Because it’s just booming, the hotel is a lot. And the supply of the employee is 

not sufficient to meet the supply of the hotel. So people get promoted quite 

easily, yes. (MT) 

Two managers (MB, MR) felt that there is no difference between graduates with 

overseas degrees and those with local ones. According to these managers, the graduates’ 

promotion opportunities depend on their personality (MB) and skills (MR). MR did not 

explain which specific skills she referred to in this context. MW continuously expressed 

that there is no need for university graduates in the hotel industry. His standpoint might 

be due to the fact that he did not finish his own university studies in the USA and 

instead worked his way up in the hotel industry without formal education. His radical 

statement represented an exception in the data. 
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Graduates 

Four graduates had administrative entry-level positions (GW, GKY, GA, GAB). 

Two of them were sales coordinators and the two others were assistant training manager 

and assistant deputy to general manager. One graduate (GC) had an operational entry-

level position as a receptionist. All five graduates mentioned the importance of having 

relevant work experience for obtaining an entry-level position in China. For example, 

GAB did not have any relevant work experience from her studies in Australia. She 

would have liked to have had an internship opportunity during her one-year 

postgraduate program at GU: 

I expect[ed] Griffith University could help us to find an internship opportunity 

in local hotels. That would be very helpful for us to find a job in China so that 

we have some ideas working in Australia in a hotel. (GAB) 

Both GA and GFY emphasised the importance of having work experience in 

China during their studies. GKY claimed that due to his lack of experience in the 

Chinese hotel industry, his job applications are now often rejected: 

And in China, I want to get a job in sales and marketing and they think a sales 

person must know the local market very clear. They don’t want a person like 

me, just a person who know nothing about the market. (GFY) 

GA and GFY also mentioned that their postgraduate qualifications are 

advantageous for them in their current positions as a sales coordinator and deputy 

general manager’s assistant, respectively. They both claimed that their Master’s degrees 

have given them an advantage in their job search because they most likely differentiated 

them from other applicants. GA explained that due to the fierce competition among 

returned graduates from overseas, it is considered necessary to have a postgraduate 

degree: 
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Honestly, in China, if you want to come back [to] work, [a] Bachelor’s degree is 

totally not enough. There’s so many “sea turtles” now in China, so at least you 

get a postgraduate [qualification]… (GA) 

The importance these two graduates placed on their postgraduate studies for 

their current positions was not consistent with some of the managers’ statements (MT, 

MR), according to which postgraduate studies are not necessarily an advantage in being 

recruited to entry-level positions. 

GAB had been promoted relatively fast. After a job as an executive secretary in 

the kitchen department, she became an HR officer in an international hotel brand in 

Putian in 2012. At the time of the interview, she had been promoted to assistant training 

manager. This progression had taken about two years. This relatively rapid promotion 

corresponds with the managers’ statements about the career progress of returned 

graduates.  

GC’s job was very basic. Her tasks consisted of opening and closing the front 

door and greeting the guests. She explained that because she did not have any prior 

work experience in hotels, she had to start with a basic job as a concierge. After less 

than one year in the job, she wanted to look for another position without having any 

clear idea of where she wanted to work. GC’s work experience as a newly graduated 

returned Chinese student working in the Chinese hotel industry is a typical example of 

the frustrations that many “sea turtles” encounter during their adjustment period. 

However, she was the only interviewed graduate who worked night shifts. Most of the 

other graduates had relevant work experience from Australia and/or China, which might 

have facilitated their entry into administrative or supervisory positions. This factor 

might explain why they seemed less frustrated and more goal-oriented than GC.  
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Summary 

Most managers and all graduates considered it important to have previous work 

experience for being recruited into entry-level positions. Some graduates even 

mentioned the importance of having work experience in China. This corresponded to 

the statement of some managers in Chapter 5, who also emphasised the benefits for 

students to have internships in Chinese hotels. Even though managers had divergent 

opinions on the need for returned graduates in entry-level positions, almost half of the 

managers mentioned that they could be promoted faster than other graduates once they 

had an entry-level position because of their advantages in terms of attributes learnt 

overseas. Unlike the managers, some graduates thought that their postgraduate degrees 

helped them in finding work in the hotel industry.  

6.1.2.2 Axial code: Management traineeship program 

Managers 

Seven managers (MA, MQ, MP, MR, MC, MT, MRO), who were all working at 

international hotels, mentioned that they had a management traineeship program at their 

hotels. One (MS) manager from a state-owned hotel explained that his hotel was in the 

process of developing such a program . At the time of the interview, such programs had 

evolved over the prior 13 years in China, and had witnessed much success. Management 

traineeship programs last between 12 and 18 months, and they give graduates the 

opportunity to undertake a structured training program where they become familiar with 

the work of different departments of the hotel. Programs target the best candidates either 

from overseas (Chinese returned graduates or foreigners) or from a local university. The 

aim is to develop graduates’ skills and to eventually promote them to junior managerial 

or supervisory positions. Generally, graduates from overseas studies or foreigners are 

preferred because of their advanced language skills. Graduates’ language skills and 

international experience seems to be very important for their selection to these 

programs: 
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I think it’s … mainly, it’s because of the … it’s not the study that makes the 

advantage. It’s the language ability … (MR) 

Two managers (MR, MQ) explained that Chinese graduates from local and 

overseas universities are not as competitive as foreign graduates in being selected 

because of their inferior English language skills: 

We give a lot of management trainees, they are overseas. They are not Chinese 

that went overseas. They are overseas coming to China and we give them an 

internship program. We don’t necessarily have an internship program specific 

for Chinese people that come overseas and come back. (MR)  

There was a diversity of opinions regarding the educational requirements of 

graduates for these programs. One manager (MP) mentioned that it is important to have 

a certificate or university degree in hotel management, whereas three other managers 

(MC, MT, MR) seemed to favour university degrees, whether undergraduate or 

postgraduate. Interestingly, MP and MR represented two different hotels of the same 

hotel brand. MP was the area general manager of all hotels of the brand in Beijing. The 

reason for these two different perspectives might be that there are different management 

traineeship programs in the hotel brand. MT and MA also mentioned the importance of 

having previous work experience.  

Two managers (MR, MT) explained that it is not only a graduate’s educational 

background that plays an important role in the recruitment process, but also their 

personality and attitude. MC explained: 

You can be a graduate who had a Master degree, okay, from overseas or you can 

have a local Master degree from a local university. As long as we see who has 

character, who has personality, and who has the passion… (MC) 
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MQ mentioned that after completing the program, all candidates have equal 

opportunities for promotion. However, the returned graduates are asked to put 

significant effort into the program, and they are expected to work harder than others and 

to be more self-motivated. The number of vacancies in this type of program is limited 

because of its competitive nature.  

Graduates 

At the time of the interview, two graduates (GY, GFK) were undertaking a 

management traineeship program in the same international hotel brand in two different 

cities (Beijing and Putian). GY held a Bachelor of Business (award major in ITHM), 

and GKF held a Master of Business (ITHM). They both graduated in 2012. Their 

educational background corresponded with the job requirements mentioned by the 

managers who reported that they were interested in graduates having overseas 

university degrees. Both graduates had previous work experience before they started 

their management traineeships. GFK had a job at a local Chinese hotel as a receptionist 

for about a year in the city of Langfang. During his studies in Australia, he worked in 

the housekeeping department of a hotel, among other jobs. He mentioned that this work 

experience had prepared him for the job market. However, he mentioned that 

educational background is the most important criterion to be accepted in the 

management traineeship program. This statement corresponds with the opinions of 

some managers (MP, MT, MR), who affirmed that educational background plays an 

important role in the recruitment of management trainees. GY had one year of work 

experience in Brisbane, where she had worked as an attendant in a hotel (in 

housekeeping) and as an events coordinator at a marketing company. GY was aware 

that her operational experience in housekeeping helped her receive an insight into how 

to work with other units of the hotel. GY mentioned the competitiveness of the 



244 

management traineeship program, which corresponded to some managers’ (MA, MQ) 

statements of the program being aimed at the best candidates:  

And, you know, there are like thousands of candidates and they select 500 

candidates to be interviewed. And among the 500 interviewees interviewed, only 

60 to be selected. (GY) 

Furthermore, GY saw the opportunity of working as a management trainee as a 

way to achieve her future career goal, whereas the other graduate (GFK) considered the 

management traineeship program as a way to expedite promotion. This corresponded 

with the views of the managers who also saw the management program as a means to 

expose graduates to different departments and thus develop and promote them. 

I like this opportunity to be a management trainee because you have future goal, 

all the departments of the hotel, the front office, F&B, housekeeping, even the 

finance, marketing, everything … So what I’m doing is my favourite is human 

resource training. (GY) 

A third graduate (GW) was hoping to be admitted to the management 

traineeship program, but had not yet succeeded at the time of the interview. Like GY 

and GFK, this graduate considered the management training program advantageous for 

his career because it would allow him to work in his ideal division (front office) and to 

accelerate promotion:  

So it helps you to create a major view of how hotels work and help you to reach 

the position very quick. It’s just ideal. (GW) 

GFK mentioned that educational background is the most important criterion for 

graduates to be accepted into the management traineeship program, whereas work 

experience is more important for other types of jobs. This statement corresponds to 
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certain managers’ (MP, MC, MT, MR) requirements according to which educational 

background plays an important role in the recruitment of management trainees.  

Summary 

Most managers reported having a management traineeship program in place in 

their hotels. However, the number of vacancies in these types of programs is limited 

because of their competitive nature. Managers mentioned that they target the best 

candidates for management traineeship positions. Returned graduates or foreigners are 

generally preferred because of their advanced language skills. There was a diversity of 

opinions regarding the educational requirements of the graduates for the program.  

At the time of the interview, two graduates were undertaking management 

traineeship programs. Their educational background corresponded with the job 

requirements mentioned by the managers who reported that they were interested in 

graduates having overseas university degrees. One graduate mentioned that previous 

work experience played a role in recruitment, which is similar to what some of the 

managers stated.  

6.1.2.3 Axial code: Turnover rate 

Managers 

Eight managers (MD, MB, MT, MG, MS, MP, MR, MRO) expressed that there 

is a high staff turnover rate among graduates in entry-level positions in Chinese hotels. 

MD explained that, by contrast, higher positions in the hotel industry have a relatively 

low turnover rate because of the high salaries and other privileges related to these 

positions. MB explained the high turnover rate in entry-level positions as being due to 

the booming Chinese hotel industry. With many hotels opening, employees are being 

given opportunities to progress in their career: 
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There is a high turnover rate but a lot of it has to do with people can see that 

they can progress. They worked here for a time while this person is of a high 

position, I’ll jump there and then I’ll jump there. So a lot of people [move 

through hotels] because there are a lot of hotels, a lot of openings and such. 

(MB) 

Entry-level positions were considered challenging because of shift work and 

physical strain: 

[When] you work shift, you stand up all day, and it’s not easy to get through all 

these things at all. If you can … you don’t have the passion, you can’t get 

through this. (MT) 

Furthermore, salaries for entry-level hotel positions are reportedly lower than in 

other industries, so some people do not continue in the hotel industry. Rather, they look 

for jobs in other areas of the service industry where hospitality graduates are more 

highly considered: 

… In the hotel industry, in the entry level is not considered the highest pay 

among other industry. We are just okay. So of course, you work shift, you stand 

up all day, and it’s not easy to get through all these things at all … (MG) 

Three managers (MRO, MS, MG) considered that the staff turnover rate was 

higher among returned graduates compared to those educated in China. One reason they 

provided was that Chinese returned graduates generally have better résumés than their 

locally educated counterparts and therefore have more job options:  

Chinese that have studied abroad have a résumé that looks better than … 

generally better than local students. So they have more choices. And because 

they have more choices, they are much more pickier into what job they want. 
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And if they are not happy with what happens at one place, they tend to leave 

quicker and go somewhere else where they think that they do find it. (MRO) 

Furthermore, MG mentioned that returned graduates are generally more willing 

to move to another city in China for a better job opportunity than others because they 

have already lived in another country. MR felt that there is no difference in the turnover 

rate between returned and local graduates. 

The extent of the turnover rate was considered differently by the managers. MG 

mentioned that only 10% of graduates in entry-level positions stay after one year. 

Another manager (MP) estimated the turnover rate to be 45 to 50% in luxury hotels. 

MP’s estimation was not just for entry-level positions, so it is possible that the turnover 

rate for these positions is higher. A third manager (MS) mentioned that the stsaff 

turnover rate is 10%. The reason for these different estimations of percentages is not 

known to me.  

Two other managers (MT, MR) explained that the high turnover rate affected the 

hotel industry negatively because the employment at entry-level positions involved 

significant investments in training. By contrast, two other managers (MG, MRO) 

considered it relatively positive. MG considered the high mobility of the Chinese 

returned graduates an advantage because it leads them to look for jobs in other cities 

where her hotel chain has new openings. MRO considered the turnover “healthy” 

because it allows people to find jobs elsewhere and to give new jobs to other people. 

The reason that some managers did not describe the high turnover rate as particularly 

negative for their business might also be explained by the fact that they had most likely 

changed jobs multiple times in their own career and therefore understood the graduates’ 

job search patterns. For example, two managers (MA, MQ) explained that they had 



248 

changed jobs many times at the beginning of their career because of their high 

ambitions and desire to try work in other industries: 

Because when I went back to China in the first two years, I changed four or five 

jobs in different cities … When I was teenager, I am more ambitious, whatever. 

(MA) 

MP suggested ways for Chinese hotels to improve their retention strategies to 

counter the problems related to high turnover rates. For example, it would be ideal to 

provide the employees with benefits, increase salaries, and empower them more at the 

workplace: 

You have to develop a very effective retention strategy. You can mentor them to 

benefits, employee engagement, salary matters, so therefore your—you know, 

where you are on the salary scale is quite important particularly in China today. 

(MP) 

Graduates 

Four of the seven graduates (GY, GA, GAB, GFK) had previous work 

experience within the Chinese/Australian hotel industry and in other service sectors in 

China and Australia after graduation. They had between one and four different positions 

within the same hotel or other hotels before their current job. 

One graduate (GY) had worked in Australia before starting her current job. 

Three graduates (GA, GFK, GAB) had worked in two different cities in China, which 

indicates the mobility and flexibility of about half of the graduates. Two of the 

graduates (GA, GAB) mentioned that they had future career goals that were different 

from their current positions. Another graduate (GC) was very unsure about whether she 

would like to continue in the hotel industry. The reasons for job changes mentioned by 
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the graduates were the desire to achieve a better position, salary, welfare, and change of 

city/country.  

Another graduate (GA) emphasised the importance of Chinese hotels providing 

training for returned graduates. However, she argued that often they do not provide 

sufficient training because they consider it as wasted investment if staff move on: 

So I think the hotel needs to pay more attention on the “sea turtles” rather than 

… you can cultivate them, you know. They can spend the rest of their life there 

but they’re not choosing to do it because they think it’s waste of money because 

sea turtles might switch jobs easier. (GA) 

Students 

Only one student (SMA) mentioned the issue of high staff turnover in the 

Chinese hotels. She explained that most managers wanted staff who are loyal to the 

company due to the savings in training costs. She explained that staff turnover is a 

widespread phenomenon among the young generation:  

I think it’s both. For the employer, yes, of course, they want to hire the 

employee more loyal for this company so they will have less turnover and less 

cost for the training and everything. (SMA) 

SMA was the student with the most previous work experience among all 

interviewed students, with approximately three years of work experience in the 

hospitality industry. 

Academics  

AF was the only academic who mentioned the problem of the high staff turnover 

rate in the Chinese hotel industry. He stated that, compared to other industries in China, 

the hospitality industry has a significantly higher level of turnover. Most managers want 
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their staff to stay in their hotel for at least five to 10 years. Therefore, loyalty among 

staff is considered important: 

Yeah, loyalty, because the turnover is so high in hotel industry, probably not as 

high in Chinese hotels but comparing to other professions, still it’s extremely 

high. (AF) 

Summary 

Managers reported that the reason for the high staff turnover rate in Chinese 

hotels is due to the low salaries and difficult working conditions in entry-level positions. 

Furthermore, the high turnover rate at entry-level positions was explained by the 

booming Chinese hotel industry and thus many vacancies on offer. On one hand, the 

high turnover was considered an opportunity to fill vacancies in hotels, but on the other 

hand, it led to significant investment in training. The graduates reported that the high 

turnover was due to their desire to achieve better positions and higher salaries. Most of 

the graduates had already had previous jobs and others reported that they had plans of 

applying for other jobs in the future. This indicates a high turnover among them. Both 

managers and graduates recommended that hotels offer benefits to their employees, 

such as training, to counter staff turnover. Only one student and one academic 

mentioned the problem of high staff turnover. 

6.1.2.4 Axial code: Salary 

Managers 

Three managers (MP, MT, MC) mentioned that the salary levels in their hotels 

are comparable with the market standards in China. According to MB, the Chinese 

government has regulated the minimum wage, which cannot be breached. MRO added 

that there had been a salary increase in the last decade in the hotel industry. MG 

mentioned that the salaries in her hotel were comparable with European standards, 

taking the cost of living into consideration. None of these managers mentioned whether 
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they considered the salary levels low in their hotels. As they were holding high-level 

positions, such as area general manager and director of human resources, they would 

not be expected to raise any concerns about the salaries provided in their hotels. Other 

managers (MQ, MW) acknowledged that salaries for entry-level positions were 

relatively low compared to those in the West: 

As far as the salary and skill are concerned in China by [and] large, the rank and 

file … I use the words of a rank and file again, you know … are still relatively 

low than the West … (MW) 

One manager (MS) mentioned that it would be advantageous if hotels provided 

competitive salaries to attract employees who might be deterred by the low salaries. It 

was not clear from any of the interviews whether there was a difference in salaries 

between operational and administrative entry-level positions and management 

traineeships.  

Graduates 

In contrast to the managers, a large majority of the graduates (GA, GAB, GY, 

GKY, GW) mentioned that the salaries in the Chinese hotel industry are very low. One 

graduate (GKY) claimed that the salaries in Chinese hotels were low compared with 

those in Australia: 

  GKY: Yes, it’s much more better [in Australia] than China. 

  Interviewer: In what way?  

  GKY: In every way.  

  Interviewer: Okay. 

          GKY: We got more pay. 
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Two graduates gave examples of low salaries for operational entry-level 

positions, such as cleaning, housekeeping, and F&B. GY argued that the salary for such 

positions would be approximately equivalent to 300 Australian AUD per month. After 

promotion to supervisor level, the salary would be the equivalent of 500 AUD per 

month. GA argued that these low salaries increase staff dissatisfaction:  

We have different hierarchy so nobody wants to do like cleaning rooms and then 

they get a low salary. And then they’re very full schedule every day, like 30 

rooms every day. So they don’t actually enjoy their work. So that’s why they’re 

not happy. (GA) 

Two other graduates (GAB, GKY) mentioned that the salaries in the Chinese 

hotel industry are relatively lower than those in other industries in China. GAB argued 

that complaints about these low salaries are a common topic among employees. GW 

added that the low salaries often lead hotel employees to change jobs:  

People, they have to know. They have a change the job because if they want to 

reach the positions very quickly for the salary or welfare. How can we get this 

position? How can we get the position? This is the condition for all of the hotel 

people. (GW) 

The majority of the graduates (GKY, GAB, GW, GY, GKF) complained that the 

salaries in the Chinese hotel industry are lower than those in Australia. It was unclear 

whether they were taking the living costs in Australia into consideration.  

One graduate (GC) mentioned that the salary in the hotel she was working at as 

a receptionist was reasonable. The reason for her satisfaction was that she had less than 

one year of work experience and had recently been promoted from concierge to 

receptionist, possibly with a salary increase.  
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Students 

Nine students (SJO, SAL, SJA, SEL, SHE, SR, SMI, SKI, SSH) agreed with the 

graduates that the salaries in the Chinese hotel industry are low. SJO and SAL 

mentioned that there are differences in the salary levels according to the job types. SJO 

referred to her friend who worked in F&B and earned a lower salary than her colleagues 

from other departments: 

She worked in the department of F&B, restaurant. Her pay is $3,000, a little bit. 

But her friend who started the same time doing like a salesperson and other jobs, 

they pay maybe $1,000 or $2,000 more per month more than her. (SJO) 

Another student (SHE) referred to family friends who had the same salary 

during their whole career regardless of the number of years they had worked in the same 

position. She explained that the salary in the entry-level positions of the Chinese 

hospitality industry was very low: 

And the salary for the start is really unfair. So a lot of people doing hospitality is 

not because they like to do it; it’s because they couldn’t have other skills to find 

a better job. (SSH) 

Finally, some of the students (SJE, SJO, SHE) mentioned the importance of 

receiving a reasonable salary both for their own benefit and for maintaining the 

competitiveness of Chinese hotels. SHE explained that, given the growth of hotels in 

China, the salaries should be higher at entry-level positions to attract employees. 

Academics 

When asked about the working conditions in Chinese hotels, five academics 

(AD, AB, AG, AE, AH) mentioned that the salary levels in Chinese hotels are low. 

Some of them argued that the salaries are lower than their Australian counterparts. AD 

explained: 
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… The pay in Chinese hotel industry is much, much lower than in Australian 

industry and compared with other industries in China. (AD) 

Only one academic (AG) mentioned that the employees received a reasonable 

salary in the Chinese hotel industry because of the low living costs. It was unclear from 

the interview whether he was referring to the entry-level positions or higher positions: 

So I see it’s going to be better opportunities for Chinese people to actually get 

into the industry and actually you get a reasonable wage. (AG) 

AG also acknowledged that he did not have much knowledge about China or the 

Chinese hotel industry in general, which might be the reason why he had a slightly 

different opinion from the other interviewed academics.  

Summary 

Some managers claimed that the salary levels in their hotels are comparable to 

the market standards in China. Only a couple of managers acknowledged that salaries 

for entry-level positions are relatively low compared to those in the West. None of these 

managers mentioned whether they considered the salary levels low in their own hotels. 

This is to be expected because of their management roles. In contrast to the managers, a 

large majority of the graduates mentioned that the salaries in the Chinese hotel industry 

are very low in comparison to other industries in China and to the hotel industry in 

Australia. Similarly, almost half of the students and more than half of the academics 

agreed that the salaries in the Chinese hotel industry are low, particularly when 

compared to Australia. Overall, there seemed to be a consensus among the different 

stakeholders about the relatively low salaries in the Chinese hotel industry. 

6.1.2.5 Axial code: Working hours 

Managers 
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Three managers (MP, MS, MD) reported that their employees work eight-hour 

days five days a week, or 40 hours per week, which is prescribed by the Chinese labour 

laws. Two of these managers represented state-owned hotels, and they may be more 

inclined to be influenced by government regulations with regards to labour laws. Two 

other managers (MRO, MA), who represented international hotels, mentioned that 

working overtime is usual practice in the hotel industry. MA argued that in China it is 

common to work overtime in the F&B and the rooms departments.  

…But in Chinese mainland, Hong Kong, Singapore, Bangkok, those 

Southeastern Asia countries, hotel job is quite an intensive job, high workload 

job and always work overtime especially for F&B department, food and 

beverage department, rooms department… (MA) 

In administrative positions, it is more common to have stable working hours 

(from 9:00 a.m. to 6:00 p.m.). MRO added that 5-star hotels in particular often require 

their operational staff to work overtime to provide the best service for the customers. He 

also argued that if the staff are passionate about the industry, they will not mind 

working a bit extra when needed: 

…If you have the passion, you don’t mind doing that extra bit in order to do 

what it takes to get a job done or to do what it takes. If you don’t have that 

passion, you won’t last long because you will refuse to do those things… 

(MRO) 

Graduates 

Five graduates (GAB, GKY, GY, GC, GKF) mentioned that they did work 

overtime, with the amount of overtime work differing among them. GAB, who was 

working as an assistant training manager and had three years of experience, worked 

from 9:00 a.m. to 6:00 p.m. She only had to work overtime for big occasions. In 
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contrast, two other graduates (GKY, GC), who both had less than one year of work 

experience in the Chinese hotel industry, frequently worked overtime. For example, 

GKY worked two hours extra every day because of informal briefing meetings held 

after work for which attendance is compulsory. GC complained about the shifting 

working hours day and night, which cause difficulties in planning her leisure time: 

Then you don’t have really like regular life. You can say, I take the day off, two 

days, not exactly Saturday and Sunday. So my schedule is really messy. So I 

can’t go anywhere. I just have to work. I just sleep at home. I take my time. 

Yeah, just repair my body. I feel really tired sometimes. (GC) 

According to GC, new staff in particular are asked to undertake overtime work. 

The problems that her shiftwork and overtime work caused for GC in terms of lack of 

leisure time was an important reason that she wanted to change jobs to another industry. 

GC explained: 

I’m really enjoying this job, for my first job. I learned a lot of things from the 

job but, you know, the job is really a special job. We need to work at night, the 

midnight. We had three different schedules: the morning schedule, afternoon 

schedule, and midnight schedule. Like today, if I take the time… for example, 

today I do the morning job, it’s from 8:00 a.m. to 3:00 p.m. It just takes several 

hours then I finish. (GC) 

 Both GY and GC noted that people in the Chinese hotel industry are paid a 

monthly fixed amount and they are not paid extra for their overtime work. This situation 

is different in Australia, where people are paid per hour and the hourly rate for overtime 

work is higher than office hours. GY explained: 
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Like, for example, the salary and the salary in Australia I think is higher even 

than other countries like USA or Singapore. And they get paid by hours, $20 an 

hour. In China, they are paid monthly. It’s like a month, like $300 (Australian) a 

month. (GY) 

GKF, who was a management trainee, worked 12 hours per day at the time of 

the interview. He explained this work overload as normal in the hotel industry because 

of the shortage of personnel. He explained that the salaries are generally low for entry-

level positions and therefore they have a high turnover, which leads to staff having to 

work overtime to compensate for the shortage of labour. He did not express any 

particular frustration about the overtime work situation and. In general, he seemed 

satisfied with his job. The reason for this might be explained by his position as a 

management trainee, which is prestigious and would increase his promotion potential. 

He might have thought that the overtime work was only for a short period of time, and 

when promoted, he would not have to work as much overtime hours. Another reason 

might be his passion for the hotel industry. As MRO mentioned, the staff who are 

passionate about the industry normally do not mind doing some overtime work. GKF 

explained how his passion developed during his studies in Australia: 

The career goals, it just increased my passion about the industry but the goals 

never changed. (GKF) 

GY also worked as a management trainee and reported occasionally working 

one or two hours extra a day. Like GKF, she did not express any particular frustration 

about this situation, which might be explained by similar reasons as explained above for 

the case of GKF. 

Students 
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When asked about the working conditions in Chinese hotels, seven students 

(SKA, SRI, SR, SHE, SKI, SMA, SKE) mentioned the long working hours. Some of the 

students had gained their knowledge from their own work experience and from family. 

SJO had been told by friends about the difficult working conditions, including night 

shifts. SR and SAL mentioned that normally the working hours depended on the 

departments, with housekeeping, F&B, and front office involving long working hours. 

For example, SR claimed that the front office had usually longer working hours of 10–

12 hours a day: 

Usually, the front desk, their working hours are more than eight-and-a-half 

[hours]. It’s usually like 10 or 12 maybe. Yeah, it’s quite a long time (SR) 

Academics 

Four academics (AC, AB, AD, AH) thought that the work hours in Chinese 

hotels would be very long and the time for leave less flexible than in Australia. AH 

mentioned that the regulations in Australia of a 40 hour working week do not apply to 

the Chinese hotel industry. He explained: 

In Asia, they work longer hours. So we have a system in Australia where we 

work Monday to Friday, 40 hours … In Asia and China, that’s going to be less 

the case. (AH) 

Their assumptions about long working hours corresponded with the other 

stakeholders’ perceptions. However, only four of eight academics commented on the 

work hours. Their statements seemed in most case to be based on assumptions rather 

than knowledge. 

Summary 

Some managers mentioned that the working hours in their hotels are 40 hours a 

week. Others stated that unpaid overtime work is usual in the hotel industry, particularly 
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in the F&B and the rooms departments. One manager mentioned that if staff are 

passionate about the industry, they won’t mind working a bit extra when needed. The 

majority of graduates reported that they do overtime work. There is no extra payment 

for overtime work. Both students and academics agreed that the working hours in 

Chinese hotels are very long and the opportunities for leave are less flexible than in 

Australia. 

6.1.2.6 Axial code: Unions 

Managers 

The majority of the managers (MD, MP, MA, MB, MR, MG, MC, MRO, MS, 

MT) mentioned that their hotels have a union attached to the company. One manager 

(MQ) explained that a union was being established in her hotel and another manager 

(MW) did not provide a clear answer to the question on whether or not his hotel has a 

union. In most cases, the managers explained that their union belongs to the human 

resources department and is therefore not independent, as they are in many Western 

countries. One manager (MS) from a state-owned hotel, however, mentioned that their 

union is independent of the hotel’s human resources department. Two managers (MD, 

MT) explained that the union in their hotels is concerned with employee benefits, team 

building, and social activities.  

Half of the managers (MD, MP, MA, MB, MR, MG) claimed that the union in 

their hotel is not very active with regards to employee claims. One reason given was 

that most hotels already meet the requirements stipulated by the labour law. MD 

explained: 

Let’s say it in this way. Because the labor law in China is…I could say 

something like our hotel, we are requested to follow after a law, the labour law, 

very strictly, so we cannot, you know, disobey the law. (MD) 
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Another reason for the unions not being able to help staff with their claims for 

improved working conditions is the unions’ dependence on the hotel. If employees wish 

to make serious claims about breaches of the labour law, they have to address them to 

the arbitrated Labour Bureau in Beijing (department under the Ministry of Human 

Resources and Social Security of the People’s Republic of China). One manager (MS) 

from a state-owned hotel was the only one who mentioned that the union of his hotel 

was very protective of his employees’ rights.  

Interviewer: Okay. And do all graduates belong to this union or can they 

choose to do it or not?  

Interpreter:    [Speaking Chinese] 

MS:               [Speaking Chinese] 

Interpreter: I think most of them would join this union because it’s going 

to be very protective for their rights.  

This exception could be explained by political reasons. The manager might want 

to provide the image that his employees are very well protected by the union. Only three 

managers (MC, MS, MR) thought that most or all of their employees would belong to 

the hotel’s union. MC explained:  

In fact, it is like in the hotel, in the organisation have a union and most of the 

employee will join the union. There is no such thing that you cannot join or you 

must join. Majority will join. (MC) 

Two managers (MRO, MA) did not think that their employees are interested in 

joining the union of their hotel.  

Graduates 

Three of the graduates (GA, GAB, GKF) working in international hotels did not 

have a union in their hotels. GA did not know who to address complaints to, whereas 
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GAB explained that employees might address complaints to the human resource 

department and the team member relations manager. GAB worked with human 

resources as an assistant training manager, and this might be the reason that she was 

aware of the complaints procedures at the hotel. GAB explained: 

The first channel will be the human resource department and then we have like 

team member relations manager to handle all these things, to make every team 

member’s problems are solved and make them happy. (GAB) 

None of these three graduates expressed any particular dissatisfaction with not 

knowing where to complain in cases where labour rights are breached. However, they 

were all relatively satisfied with their positions, which might have caused their slight 

indifference to the question. Another reason might have been that they fear losing their 

job if they complain, so they would rather keep silent in case their rights are not being 

respected at the workplace. 

Two other graduates (GC, GY) did not know if there was a union in their hotel, 

which they were not concerned about. GC, who was generally frustrated with her 

employment situation, explained that she would avoid making any complaints through a 

union even if there was one at her work: 

I don’t think … I think it’s not necessary to complain because for my 

personality, I don’t want to … if I feel something happen or I feel unhappy or I 

feel stressful, I don’t want to say something. I just let it go. (GC) 

One graduate (GKY) reported that his hotel has a union, and he was aware that 

the union could protect the rights of its members. He was aware that he could achieve 

some social and economic benefits from the union. However, he was not a member 

himself because his experiences at this hotel were quite positive. It is likely that he 
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accepted his working conditions and therefore did not enter the union. Another reason 

might have been that he had decided to resign from the position before having worked 

there for less than one year. GKY explained: 

I don’t have this kind of experience because the hotel is quite good to us so I 

don’t know what they will do if we suffer and then progress from this. (GKY) 

One graduate (GW) explained that the aim of the unions in China is not to 

protect their members’ rights, but rather to give counselling on matters about unfair 

treatment. He did not mention whether or not there is a union in his hotel, and this might 

be due to a misunderstanding of language between him and me. 

Students 

Only one student (SRI) discussed the status of unions in China. She mentioned 

that the Chinese unions are not as powerful as in Australia. Furthermore, she mentioned 

that bullying happens in the workplace, particularly in state-owned hotels, which are 

problems that unions do not address: 

Actually, the manager has got a higher position so there are some implications 

so we may obey everything, maybe without asking questions. (SRI) 

Summary 

The majority of the managers mentioned that their hotels have a union attached 

to the company. In general, these unions are not very active with regards to employee 

claims. In most cases, the unions belong to the human resources department and are 

therefore not independent. Some managers thought that most or all of their employees 

would belong to the hotel’s union, whereas others did not think their employees would 

be interested in joining the union of their hotel. Some of the graduates reported that the 

lack of a union in their hotels and some stated that they were not members of any union. 

The graduates did not seem concerned about not knowing where to complain in cases 
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where labour rights could be breeched. Only one student mentioned the status of unions 

in Chinese hotels. The reason for this low number of students and lack of academics 

mentioning the role of unions can be explained by the fact that they were not asked a 

direct question on this topic in contrast to the other two stakeholder groups. However, 

students and academics were asked about their perceptions on working conditions in 

Chinese hotels, where unions could have been a relevant topic to discuss. 

The next and final chapter discusses the findings of this study in relation to the 

literature by comparing them with the literature reviewed. The three research questions 

will be discussed in the order they were introduced in Chapter One.  
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Chapter 7: Discussion and conclusions 

The study enters the contested environment of the role of universities in an 

increasingly globalised world where geographically mobile students from diverse 

national backgrounds are seeking tertiary qualifications in foreign higher education 

institutions. In this space, questions are being asked about the purposes and functions of 

universities with respect to the nature of students (whether domestic or international), 

and the goals of university programs (whether applied and vocational, or liberal in 

purpose). Key stakeholders in this debate are universities, governments and industry. It 

is argued that more collaboration is needed between these elements of the triple-helix in 

order to increase the employability of graduates (Department of Education Science and 

Training, 2007; Global Business School Network, 2013; Zehrer & Mossenlechner, 

2009). ). Furthermore, McKinnon (2013) has claimed that universities need to consider 

what skills are important for the future careers of international students in their home 

countries, and how universities can help them in their efforts to gain employment there. 

Clearly then, this is a highly contested space. Recently, the debate has become even 

more complex through discussion of the extent to which graduates need to have a global 

“mind-set” (Lilley et al., 2015) to live “ethically in both the global and the local, the 

distant and the proximate simultaneously”(Caruana,2014, pp. 90-91)  

The current study contributes to the debate about employability by investigating 

the perceptions of diverse stakeholders about the graduate attributes particularly needed 

by Chinese graduates with an Australian degree entering the Chinese hotel industry. 

This study also contributes by examining stakeholders’ perceptions of how and to what 

extent particular university qualifications in international tourism and hospitality 

management at GU prepare graduates with these attributes. Finally, the study 

contributes to this area by presenting the implications of these stakeholders’ perceptions 
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for professional socialisation theory, graduate careers, curriculum, and university 

practices. While the implications address Chinese international students in particular, 

they are also relevant to university students in general. 

In this chapter, the findings from Chapters 4, 5, and 6 will be discussed in 

relation to the three research questions and the literature reviewed. Following this, I will 

outline the limitations of the research, make recommendations for future research and 

present the final conclusions of this research study. 

7.1 Research question one 

What are stakeholders’ perceptions of attributes needed by Chinese graduates with 

Australian university qualifications in international tourism and hospitality entering the 

Chinese hotel industry? 

7.1.1 Generic skills  

In the selective code “Generic skills”, communication, teamwork, relationship 

building skills, and intercultural skills were the most frequently mentioned among the 

four stakeholder groups. Communication skills were also considered crucial in most 

research (Benckendorff, Whitelaw, et al. 2012; Tas, 1988; Hsu and Gregory, 1995; 

Chan and Kuok, 2011; Suh et al., 2012; Huang and Lin, 2010; Hai-yan and Baum, 

2006; and Raybould & Wilkins, 2006), as were teamwork skills (Benckendorff, 

Whitelaw, et al., 2012; Chan & Kuok, 2011; Raybould & Wilkins, 2006; Suh et al., 

2012). 

Aside from the academics, all stakeholder groups in the current study indicated 

the importance of having a good relationship (guanxi) with family, friends, colleagues, 

and managers when seeking work. According to Chen (1992), guanxi is crucial in 

Chinese society, consisting of connections that are defined by reciprocity and trust. In 
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the hospitality management literature, no specific mention of guanxi has been identified. 

However, one study by Henderson (2011) argued that it is important to develop skills, 

such as relationship building in China. In her study, all interviewee groups (employers 

in China, lecturers, and Chinese students) mentioned “building relationships” as being 

relevant. Some of the studies in the hospitality management literature mentioned the 

significance of interpersonal skills (Gilbert & Guerrier, 1997) and human relations, 

which include positive customer relations, positive working relationships, and 

communication (Annaraud, 2006; Chan & Kuok, 2011; Tas, 1988). Even though 

relationship building skills have similarities with interpersonal and networking skills, 

they do not possess the same meaning as guanxi (Henderson, 2011).  

Apart from Suh et al.’s (2012) and Benckendorff et al.’s (2012) studies, there 

seemed to be no mention of cultural awareness skills in other research studies. This 

might be due to a lack of understanding of the importance of skills in managing diverse 

workplaces in the various international brand hotels. 

7.1.2  Knowledge areas 

In the selective code “Knowledge areas”, English language was mentioned most 

frequently by all four stakeholder groups. Both oral and written English were deemed 

important. English language was considered relevant for hotels in China due to the 

increasing number of foreign visitors. These findings are consistent with the studies 

conducted by King et al. (2003), Huang & Lin (2010), and Annaraud (2006), according 

to which there is a need for both oral and written English language skills in the hotel 

industry. Interestingly, none of the other studies reviewed emphasised the importance of 

English language skills. An explanation of this may be that much of the literature has 

been written in English-speaking countries and therefore English language skills were 

used synonymously with communication skills, which have been discussed elsewhere.  
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In the current study, all stakeholder groups except graduates mentioned the 

importance of being proficient in a foreign language other than English. This concurs 

with the students in Annaraud’s (2006) study, who deemed foreign language skills as 

crucial. According to Huang & Lin (2010), managers in Chinese hotels also found 

foreign language skills important for hospitality management trainees. Suh et al. (2012) 

explained that the managers in their study found it important for employees to have 

learnt another language to become more sensitive to cultural differences. The 

importance placed on foreign languages is understandable given the increasingly 

international nature of the hotel industry, particularly in China.  

The knowledge areas of marketing, human resource management, economics, 

finance/accounting, and law seemed to be seen as having a low priority among the 

different stakeholder groups both in this study and in the literature (Benckendorff, 

Whitelaw, et al., 2012; Tas, 1988). This is paradoxical, since these knowledge areas are 

part of the Australian university curriculum in tourism and hospitality management 

(Benckendorff, Whitelaw, et al., 2012). The relatively low priority given to these 

knowledge areas in the current study can be explained by their perceived lack of 

importance for entry-level positions. In contrast, the management traineeship programs 

offered in many of the hotels where respondents of the current study were working 

allow the trainees to work in different departments. It can therefore be assumed that the 

knowledge areas of marketing, finance/accounting, human resource management, and 

law are beneficial for management trainees, who will have to apply knowledge from 

various fields. Entry to these prestigious management traineeship programs is very 

competitive.  

The low priority of the above-mentioned knowledge areas in the international 

tourism and hospitality curriculum at GU and other Australian universities can be due to 
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a lack of knowledge among university stakeholders regarding the needs of the industry. 

Perhaps university stakeholders do not consult with particular stakeholders from 

industry, or universities do not respond very quickly to industry’s needs. Perhaps the 

advisory boards are ineffective. Another explanation of the low priority given to the 

above-mentioned knowledge areas in the university curriculum is the influence of 

power relationships between different departments in the university. Some stakeholders 

within the university have more influence than others, which can be due to multiple 

factors, including comparative numbers of students and income in various departments. 

7.1.3 Hotel management skills 

The selective code “Hotel management skills” (e.g., operational systems, 

software, F&B) garnered relatively high interest among interviewees. Management of 

services and operations was the third most frequently mentioned by 24 interviewees 

after “communication and teamwork skills” and “English language skills”. There was 

more interest in hotel management skills among the undergraduates than among the 

postgraduates. The relatively high number of managers who found hotel management 

skills important is consistent with Whitelaw’s (2010) study. 

7.1.4 Personal attributes 

In the selective code “Personal attributes”, passion was the most frequently 

mentioned among all stakeholder groups in the current study. Passion was considered a 

strong motivation for the stakeholders to stay in the industry and to do their jobs well. 

Only two previous studies have focused on the importance of motivation and passion 

for the industry (Chang & Tse, 2015; Whitelaw et al., 2009). According to these studies, 

passion to serve and motivation to work in the industry were considered crucial for the 

development of the students’ future career success and loyalty to the workplace.  
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Studies by Chan and Kuok (2011) and Whitelaw et al. (2009) demonstrate the 

importance of good customer relations, and these were characterised as communication 

skills, interpersonal skills, and listening skills. Lam and Xiao (2000) have claimed that 

there is a lack of service attitude in the Chinese hospitality industry. Huang, Liu, and 

Hsu (2014) agree that the service attitude in Chinese hotels investigated in their study 

was generally below their expectations. Similarly, a few students in the current study 

agreed that there is a negative service attitude in the Chinese hotel industry. There is a 

paradox between the negative service attitude described in the Chinese hospitality 

industry and the frequency with which interviewees in the current study mentioned the 

need for employees to have a passion to serve customers. Potentially, the lack of service 

attitude is not due to a lack of passion, but rather exhaustion among employees because 

of the long working days and intense workload.  

Both managers and students in this study mentioned the importance of 

perseverance in the face of demanding work conditions. The students also envisage 

patience as being important in dealing with difficult customers. Managers and students 

claimed that members of the younger generation in China are often uninterested in 

working in entry level jobs, and that they generally change jobs or look for promotions 

if their needs are not being met. High turnover is a widespread phenomenon among the 

young generation of Chinese in general (Xiang et al., 2010). This might be explained by 

the self-centred attitude of the younger generation potentially influenced by the “One 

Child” policy, as described by Xiang et al. (2010). In contrast, parents of this young 

generation were brought up in the “Iron Rice Bowl” era, where the government assigned 

permanent jobs to university graduates. As a consequence, there has been a transition 

from the state’s control of careers to individual career planning, where the new 

generation can use their initiative in seeking jobs with better career opportunities (Xiang 

et al., 2010). Many managers in the current study were brought up in the era before the 



270 

economic reforms, and their values might, therefore, be different from those of the 

younger, more individualist generation. Similar to the statements of managers in the 

current study, Whitelaw (2009) has argued that members of the new generation in 

general often do not have the patience to wait for promotion in hospitality jobs. 

Interestingly, however, patience has received very little attention in the hospitality 

literature. Only one study has been identified that has described the importance of 

patience from the industry’s perspective (Whitelaw, 2009).  

7.1.5 Attitudes/values 

In the selective code “Attitudes/values”, being diligent (“hard working”) was the 

most frequently mentioned among academics and students, and the second most 

mentioned by managers. Diligence meant having high working standards and a 

willingness to work long days and during holidays. It was deemed particularly 

important to be able to work hard in the beginning of one’s career in order to be 

promoted, which requires patience as well. Diligence is also an important element of the 

Confucian work ethic (Lim, 2003). According to Hofstede (2015), China is classified as 

a masculine society because of its success-oriented nature. For example, many Chinese 

men and women will sacrifice family and leisure priorities for work (Hofstede, 2015). 

Henderson’s (2011) study of employers and lecturers has also demonstrated the 

importance of hard work, as it was rated among the two most important personal 

characteristics. In the current study, respect was the most frequently mentioned 

attitude/value among the managers and students and the third most mentioned by 

academics. Respect for authority can also be defined as an important Confucian value 

(Lim, 2003). No hospitality management literature mentioned this attitude.  

Almost half of the managers claimed it important that graduate employees show 

humility towards managers and colleagues who have not had the chance to study 
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abroad. Li (2003) has claimed that humility is a Confucian value according to which 

every individual should always be open and ready to learn. Some managers mentioned 

that it was important not to show an attitude of superiority which would disturb work 

relationships, because colleagues would distance themselves from the new graduates. 

Interestingly, no graduates and only one student and one academic mentioned this 

particular attitude as important. As most academics came from a Western background 

with relatively little in depth knowledge of China, it is understandable that the large 

majority of them were not aware of this culturally specific attitude. However, given the 

students’ and graduates’ cultural background, it was surprising that so few students and 

no graduates mentioned humility. Barton et al. (2013) and Xiang et al. (2010) have 

argued that the generation of Chinese people born after the economic reforms are very 

confident. This might explain why so few students and graduates mentioned humility as 

important. Both students and managers referred to this young generation as Generation 

Y.  

The antonym of humility is confidence. In Henderson’s (2011) study, 

confidence was among the most important personal characteristics mentioned by 

Chinese students and lecturers, which contrasts with the findings of the current study. 

One reason for the lack of emphasis on confidence in the current study is that this 

attitude could sometimes be perceived in a negative way. For example, the superior 

attitude exhibited by some of the returned graduates was perceived negatively by some 

managers and their colleagues.  
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Summary of the discussion in relation to research question one 

Generic skills 

Similar to much of the hospitality management literature, the findings of the 

current study placed importance on particular generic skills. However, in contrast to the 

current study, there has beenlittle emphasis on the culturally specific relationship 

building skills and intercultural skills in the hospitality management literature. This is a 

notable finding given the international nature of hospitality, where such skills among 

staff are expected.  

Knowledge areas 

Consistent with the literature, both oral and written English language were 

mentioned very frequently by all four stakeholder groups. Curiously, knowledge areas 

in marketing, human resource management, economics, finance/accounting, and law 

seemed to have low priority among the different stakeholder groups both in this study 

and in the literature. Paradoxically, these knowledge areas are part of the Australian 

curricula in international tourism and hospitality management degrees. 

Hotel management skills  

The current study also demonstrated a high interest in hotel management skills 

(e.g., operational systems, software, and F&B) among the stakeholders. More 

undergraduates than postgraduates found hotel management skills important. 

Personal attributes 

Among all stakeholder groups in the current study, passion was frequently 

mentioned as an important personal attribute to have. Scant existing literature has 

mentioned personal attributes such as passion to serve and motivation to work in the 

industry as being important. Both managers and students in the current study mentioned 
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the importance of being patient with demanding work responsibilities and difficult 

customers. 

Attitudes/values 

In contrast to previous research, a relatively large number of interviewees in the 

current study considered culturally specific attitudes/values, such as diligence, respect, 

and humility, important for a job in the Chinese hotel industry. 

7.2 Research question two 

What are stakeholders’ perceptions of how and to what extent particular 

Australian university qualifications in international tourism and hospitality 

management prepare Chinese graduates with the attributes needed for entering 

the Chinese hotel industry? 

7.2.1 Workplace practice 

The large majority of interviewees in each stakeholder group recommended the 

introduction of an internship program embedded in the degree, which would allow the 

students to develop relevant attributes for their future career and give them a 

competitive advantage in recruitment. Similarly, much of the hospitality management 

literature mentioned the importance of internships (Adler & Leng, 2014; Connolly & 

McGing, 2006; Xiao, 2006). Whitelaw et al. (2009) have argued that internships not 

only offer a way to develop skills sets such as hotel management, but they also enable 

students to have realistic expectations of their future job and develop motivation and 

passion for the industry. Tribe (2002) recommended that Australian universities find an 

appropriate balance between theoretical knowledge and liberal orientation on the one 

hand, and practical and vocational orientation on the other. By placing more emphasis 

on practice, the curriculum might become more balanced and develop “philosophic 

practitioners” who are able to understand the demands of the world of business and 



274 

those of the wider society (Tribe, 2002). With a deeper engagement between the 

industry and the universities, such as through internship programs, universities might 

prevent the significant shift that has occurred in the provision of tourism and hospitality 

degrees away from universities toward TAFE and private providers (Whitelaw, 

Benckendorff, Gross, Mair, & Jose, 2015). 

By undertaking internships in Chinese hotels, students would build connections 

and learn about the working culture in China. Furthermore, the Chinese hotels would 

benefit from their language skills and intercultural skills developed during their studies 

in Australia. All stakeholder groups except students suggested the use of a university 

training hotel for the teaching of hotel management skills. Some academics lamented 

the closure of the training restaurant at GU because, without the practical training in 

such a restaurant, students are not learning necessary skills during their studies.  

7.2.2 Classroom practice  

In the current study, all stakeholder groups agreed on the need for students to 

learn about hotel management software systems during their degree. Whereas the 

managers focused on learning hotel management skills through practical experience 

(e.g. internship), which corresponds with Whitelaw et al.’s (2009) study, the other 

stakeholder groups mentioned also specific courses such as rooms division and F&B 

management that had helped the students develop hotel management skills. Such 

courses seemed to be more highly rated in the undergraduate degree than in the 

postgraduate degree.  

Students and graduates in the current study considered it interesting and useful 

to have direct communication with Australian academics. This open interaction is not 

common in the Chinese educational system, where students are not encouraged to speak 

out. Interestingly, most academics mentioned that Chinese international students did not 
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participate significantly in classroom discussions, which they explained by cultural 

differences between China and Australia. It was considered important by students and 

academics that teachers encourage students to participate. Similarly, Wong’s (2004) 

study among international students from Asian countries in Australia demonstrated that 

students preferred a student-centred teaching and learning style even though they were 

used to more teacher-centred and authoritative teaching styles in their home country.  

Managers in the current study appreciated the focus on creativity, analytical 

skills, and problem solving in Western universities. These skills are developed by 

students interacting with people from different cultures with different ways of thinking. 

The students in the current study mentioned the creativity skills they have learnt at GU 

through assignments, designing posters, and by working with students from other 

countries. They also mentioned that they were not used to learning these skills in the 

Chinese education system, but they saw the usefulness of the skills in the Chinese 

workplace (e.g., in relation to the communication with foreign guests). The returned 

graduates in the current research also indicated their appreciation of creative and critical 

thinking skills developed at GU. The academics emphasised the challenges that Chinese 

students in their classrooms have in adapting to the teaching strategies at GU because 

they are used to rote learning. It has been argued that Chinese students “have been 

brought up to respect wisdom, knowledge and expertise of parents, teachers and 

trainers” (Chan, 1999, p. 298). Furthermore, they have been socialised to avoid 

challenging authority (Chan, 1999). However, studies undertaken by Sovic (2012) and 

Wong (2004) demonstrated that students valued the teaching style of discussions, 

independent learning, and critical thinking strengths of their overseas study experience.  

A majority of the academics in both undergraduate and postgraduate programs 

reported that their Chinese international students experience problems understanding, 
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writing, and speaking English. Furthermore, a minority of the managers reported that 

the level of oral and written English language skills among returned graduates is 

insufficient for working in the hotel industry. Interestingly, most graduates and students 

were generally satisfied with their learning of English language skills at GU. However, 

some felt that it is still a challenge to write and speak in English. Students and graduates 

recommended that academics encourage Chinese international students to speak in the 

classroom. According to Holmes (2005), Chinese international students’ lack of 

confidence in their English language skills impedes their active participation in 

classroom discussions because they are afraid of losing face by making mistakes. 

Furthermore, their reluctance to engage in English language conversations negatively 

impacts their opportunities for communication with local students (Holmes, 2005). 

Yates and Wahid (2013) recommended that academics play a more proactive role in 

encouraging less confident international students to participate in the classroom. They 

have also recommended that English language teaching for international students be 

incorporated into the first year of undergraduate courses. 

The majority of graduates in the current study mentioned that they had learnt 

good teamwork skills at GU through group work and presentations. However, only one 

student mentioned the importance of being taught how to do teamwork. Some students 

in the current study had experienced difficulty in working in culturally mixed groups. 

They would, therefore, often choose to work among Chinese only. Biggs (1994) has 

argued that because Chinese students are from collectivistic cultures, they tend to form 

groups among themselves while abroad. Some academics in the current study encourage 

students in their classrooms to mix across cultures in teamwork because of the potential 

for better learning outcomes. However, most of the academics believed that culturally 

mixed groups were a problem due to the limited English language and academic skills 

of Chinese international students. Cruickshank et al. (2012) have claimed that structured 
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interventions by staff to support exchanges among students help create meaningful 

group work and assist the students learn how to work cooperatively. An example of 

structured intervention could be undertaken through the EXCELL Intercultural Skills 

Program (Barker & Mak, 2013; Daly et al., 2015). 

Most managers and some graduates in the current study mentioned that it was 

not the role of the Western university to teach specifically Chinese attitudes and values. 

Rather, they considered this the role of the family and the Chinese workplace. Some 

students mentioned that relationship building skills could be learnt through network 

platforms, where the students could meet each other and develop guanxi. Others 

mentioned that it is not the role of the university to convey these Chinese attitudes and 

values. Some academics in the current study thought that culturally specific attitudes 

and values could be learnt through experiential learning such as simulation games and 

role plays about the Chinese work place. Similarly, according to Henderson (2011), 

there are culturally specific graduate attributes that are important for graduates to gain a 

job in China. Developing skills that are important to employers in China is a reason for 

internationalising the curriculum in Australia (Henderson, 2011). Furthermore, some 

academics in the current study mentioned the importance of having information targeted 

at them on cultural awareness regarding Chinese culture/Chinese international students. 

Managers, graduates, and students in this study agreed that it is important to 

learn intercultural skills by interacting with people from different cultures both at 

university and outside university. They proposed that interactions with different people 

while studying abroad help widen the horizons and accelerate the maturity of students. 

The process of global citizenship learning occurs when students “get out of their 

comfort zone” (Lilley et al., 2015; Lilley, Barker, & Harris, 2016). Yates and Wahid 

(2013) have recommended that universities create more opportunities for local and 
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international students to interact and share their experience. Furthermore, according to 

Ling and Tran (2015), universities need to develop mentoring programs that support 

international students’ socialisation on campus (Griffith University, 2015c; Ragavan, 

2014). However, none of the interviewees in the current study provided any examples or 

suggestions of mentoring programs or other opportunities organised by the university 

facilitating cross-cultural encounters among students. This lack of mention of mentoring 

programs is surprising, given that the Griffith Buddy program, Griffith Mates, and a 

Mentoring Community of Practice are already in place at Griffith University (Griffith 

University, 2015c, 2015f). However, currently this Mentoring Community of Practice is 

primarily aimed at staff members. 

Summary of the discussion in relation to research question two 

Workplace Practice 

The large majority of interviewees in each stakeholder group considered it an 

advantage to have an internship program embedded in the degree. Much of the existing 

literature agreed about the importance of internships. A training restaurant was also 

considered an advantage by most stakeholder groups. 

Classroom practice 

Chinese international students and graduates in the current study preferred a 

student-centred teaching and learning style characterised by independent, creative, and 

critical thinking. Most academics and a couple of managers thought that Chinese 

international students/graduates lack sufficient English language skills. Students and 

graduates recommended that academics encourage Chinese international students to 

speak in the classroom, which was consistent with the literature reviewed. 

 The majority of graduates in the current study mentioned that they had learnt 

effective teamwork skills at GU. However, some students have experienced difficulty in 
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culturally mixed groups, which was confirmed by most academics. By interacting with 

people from different cultures both at university and outside university, intercultural 

skills could be learnt. Students and academics thought it was useful for Chinese 

international students to learn culturally specific graduate attributes required in the 

Chinese workplace during their overseas studies. In contrast, most managers and 

graduates thought these attributes should be learnt at the Chinese workplace and 

through the family. 

7.3 Research question three 

What are the implications of the stakeholders’ perceptions of attributes needed by 

Chinese graduates entering the Chinese hotel industry for professional socialisation 

theory, graduate careers, curriculum, and university practices? 

7.3.1 University student socialisation model 

Studies of professional socialisation in tourism and hospitality education are 

scarce. This research has contributed to addressing the gap by applying the model 

“Conceptualising graduate and professional student socialisation” (Figure 1) developed 

by Weidman et al. (2001)  to Australian tourism and hospitality programs. This section 

revisits and modifies the model. Whereas Weidman et al.’s (2001) model focuses on 

professional socialisation of postgraduates using data mainly from the USA, the revised 

model (Figure 2) is based on empirical findings from the current study of diverse 

stakeholders in Australia and China. The revised model focuses on professional 

socialisation of students (both domestic and international) who are enrolled in 

international tourism and hospitality management undergraduate and postgraduate 

degrees, and graduates of these programs. In the following, Figure 2 is presented and 

discussed. 
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Figure 2. “University student socialisation model” 
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7.3.1.1 Outer circle 

Global/ Sociocultural context 

The outer circle of the revised model represents the sociocultural context, which 

includes the values, customs, and norms of society; in other words, the triple helix 

university–industry–government relationship (Etzkowitz, 2010). Due to increasing 

globalisation, research knowledge is globalised and exchanged across borders (Kwon et 

al., 2011). According to Amaral and Magalhaes (2002), external stakeholders are groups 

or individuals outside the community of universities, including international 

organisations that have an interest in higher education. Hence, the triple-helix 

relationship can be understood in the global context where university, industry, and 

government are globally connected and situated in different sociocultural contexts. The 

conceptual model of Weidman et al. (2001) does not include the global/sociocultural 

context as an element influencing students’ professional socialisation, and thus restricts 

the significance of its impact on all other components of socialisation.  

There are important power differences in the triple-helix interaction with regards 

to the respective influences on tourism and hospitality management curriculum 

development. In a contested environment, industry appears to have the most influence 

on the required attributes (Breakey et al., 2014). As discussed earlier, some scholars 

argue that tourism and hospitality educators should evaluate the strong influence of 

industry in order to develop a more holistic approach to the curriculum (Airey & Tribe, 

2000; Breakey et al., 2014). An example of a triple helix relationship where both 

employability and global citizenship have priority is the New Colombo Plan 

(Department of Foreign Affairs and Trade, 2015).  

7.3.1.2 Central circle 

The central circle of Figure 2 comprises “University socialisation processes and 

career development”, which are defined as the formal and informal acquisition of 
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knowledge, skills, personal attributes, and attitudes and values. As the current study has 

demonstrated, it is important for students to develop all of these while at university. In 

contrast, Figure 1 conceptualises knowledge acquisition as the core element of 

socialisation.  

As in Figure 1, the central circle of Figure 2 is the segment of socialisation over 

which the academic program/university has primary control. The category “Academic 

programs” has been moved from “Institutional Culture” in Figure 1 to “Socialisation 

processes” in Figure 2. Furthermore, whereas Figure 1 includes the broad categories of 

interaction, integration, and learning, Figure 2 provides examples of these processes, 

such as WIL; language learning and communication; interaction among academics, 

students, graduates and managers; teamwork; and mentoring. The current study 

highlights the importance of English language learning among Chinese students and 

language in general for all students.  

An important socialisation process in this study is the formal curriculum 

provided in the academic program, which includes several courses that are important for 

preparing graduates entering the Chinese hotel industry. Furthermore, the findings 

emphasise the need for WIL, such as internships, to facilitate students’ socialisation into 

the hotel industry. Connolly and McGing (2006) confirm the industry’s preference for 

employees with practical skills. The data and the literature also demonstrate that 

internships could help develop motivation and passion for the hotel industry (Whitelaw, 

2009). Interestingly, in Weidman et al.’s (2001) model, “Employers” refer to the job 

settings that are generally outside the academic program and “that are not under control 

of the academic program area but nonetheless may affect the graduate experience” 

(Weidman et al., 2001, p. 51). In contrast, Billett (2010) argues that workplace learning 

is legitimate and should be given priority by universities to assist students to transition 
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smoothly from studies to workplace. Consequently, WIL is represented in the central 

circle of Figure 2.  

Consistent with Li and Collins’ (2014) research, the current study has 

demonstrated that some Chinese international students have lacked peer networking 

with local students, which has impacted on their socialisation and English language 

development. Lack of understanding of language and classroom norms is a particular 

barrier for the socialisation of international students, but domestic students with similar 

language difficulties can also face such barriers preventing them from successful 

socialisation at university. In Li and Collins’ (2014) study, Chinese international 

students often withdrew from social and academic activities due to their lack of 

understanding of language and classroom norms, and this withdrawal delayed their 

socialisation process. In order to overcome these language challenges, Arkoudis et al. 

(2014) have recommended that English language teaching of international students be 

strengthened. Similary, Suh et al. (2012) have explained the importance of learning 

another language because of the multicultural nature of the hotel industry. Foreign 

language teaching would benefit not only international students but also domestic 

students. 

Teamwork and mentoring programs are also strategies to overcome the lack of 

interaction among peers. As previously mentioned, some students in the current study 

have experienced difficulty in culturally mixed groups and their interactions in teams 

have primarily been among students from Asian countries. Some explained that the lack 

of interaction with domestic students was often due their own shyness in expressing 

themselves in English and other students’ prejudices about Chinese students’ language 

capabilities. Lack of common topics of conversation among students was also 

mentioned as a reason for such few interactions. According to Cruickshank et al. 
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(2012), structured interventions by staff to support exchanges among students help 

create meaningful group work. In the context of the current study, cross-cultural 

teamwork was considered important for the socialisation of students. Furthermore, 

according to Ling and Tran (2015), universities need to develop mentoring programs to 

enable recently arrived international students to establish relationships with other 

students. Mentoring programs that support students socially and academically are 

important (Griffith University, 2015c; Ragavan, 2014). This lack of peer networks 

between international and domestic students on campus was particularly interesting for 

me, as I previously worked as a student guidance counsellor in Copenhagen Business 

School, where I met students from all around the world having similar problems. One 

function of my job was to develop seminars and buddy programs for the students to mix 

across cultures. This particular interest of mine explains why attention has been placed 

on this area in the current study. 

Relatively few students interviewed in the current study learned about 

employability and future career opportunities from interacting with academics and 

peers. Some students explained that they felt uncomfortable or shy talking about their 

future careers with other students. One student explained that Chinese usually do not 

like to share information about their family background with other students. This is 

interesting given that GU arranges network functions where students can interact with 

professors and managers, which are aimed to help them gain insights into the hotel 

industry in general. According to managers in the current research, returned graduates 

are generally overly ambitious in terms of job and salary expectations. Reportedly, 

many of them expected to begin their career at management level, which was 

considered unrealistic. According to the literature, it is not only Chinese international 

students/ returned graduates, but also tourism and hospitality students in general who 

seem to lack realistic expectations of the job market, which often leads to graduate 
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disillusionment, difficulties in adaptation, and high turnover (Adler & Leng, 2014; Kokt 

& Strydom, 2014; Nachmias & Walmsley, 2015). Ways of overcoming these issues are 

suggested in the recommendations section, e.g., through Alumni network and 

Information to parents and recruitment agencies. 

In contrast to the statements from the managers about graduates’ unrealistic 

expectations about career, the students in the current study did not seem to have 

particularly high expectations about where they expect to commence their employment 

in the hotel industry. Even though students had relatively little interaction with peers, 

graduates, and academics about their future careers, most were prepared to begin with 

basic tasks at entry-level positions, except for two postgraduates who believed that their 

postgraduate degrees would help them gain a higher position. However, it can be 

advantageous for students’ socialisation into a career in the industry that more 

networking with academics, peers, and graduates is developed. Furthermore, in terms of 

the current study, such interactions would allow relationship building among Chinese 

international students and graduates. According to Chen (1992), the strongest networks 

occur with close and extended family members, however, guanxi is also formed among 

old friends, former classmates, and colleagues. According to Hasmath and Ho (2015), 

Chinese ethnic minorities often lack job-related guanxi, which leads to disadvantages in 

securing a job, as compared to the Han majority. In particular, Chinese international 

students of ethnic minority backgrounds would benefit from such interactions and 

networking with different stakeholders. The current study has demonstrated the 

importance of career development as part of the socialisation process at university and 

workplaces. Thus, it is incorporated in Figure 2 as “University socialisation processes 

and career development” and “Workplace socialisation and career development” . 
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The next four components of student socialisation that constitute the inner 

circles in Figure 2 (“Prospective Students”, “Personal Communities”, “Professional 

Communities and networks”, and “Graduates”) will now be discussed. 

7.3.1.3 Inner circles 

Prospective students  

“Prospective Students” in Figure 2 are categorised according to their 

background (such as degree program enrolled in, ethnicity, and gender) and 

predispositions (such as values, career aspirations, learning styles, beliefs). The 

interviews demonstrated that motivations and career aspirations of prospective students 

are particularly relevant and these categories have been included in the revised model. 

The motivations to study international tourism and hospitality management varied 

amongst students. While the majority of students were motivated to work in the hotel 

industry after graduation, five students interviewed in the current study intended to 

work outside the hotel industry in areas such as accounting, restaurants, and marketing. 

They had changed their career aspirations during their studies in Australia, which was 

sometimes influenced by particular academics. Their motivation to study in a field other 

than hospitality might be expected to impact their professional socialisation during their 

enrolment in the Australian degree in tourism and hospitality. Davidson and King 

(2008) demonstrated that motivations of Chinese international students to study an 

Australian university degree in international tourism and hospitality are not necessarily 

related to a career in the hospitality industry. Even though some students in Davidson 

and King’s (2008) study were motivated to find work in the booming tourism and 

hospitality industry in China, others were mainly interested in gaining high level 

qualifications from a university abroad. 
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Personal Communities 

In Figure 2, the category “Personal Communities” comprises parents, family, 

and friends which refer to communities that are generally outside academia and which 

affect the graduate experience during students’ enrolment (Weidman et al., 2001). 

Figure 2 is based on empirical findings mainly from Chinese stakeholders, who 

represent a collectivistic culture. As has been demonstrated in the literature and in the 

current study, parents play an important role in Chinese students’ career-based choices 

(Ghosh & Fouad, 2015; Pringle & Mallon, 2003; Wong & Liu, 2010). Thus, Figure 2 

has added “Parents” to the category of personal communities. In contrast, Weidman et 

al.’s (2001) framework characterises family as “Children, spouses, and other relatives”. 

In Figure 2, the category “Family” is a short form of the category “Children, spouses, 

and other relatives”. Parents’ influence on professional socialisation plays a more 

important role in students’ socialisation in Figure 2. Arrows connecting “Personal 

communities” with “Prospective students” and “Graduates” in Figure 2 indicate the 

strong influence that parents have on career aspirations and career choices of their 

children (both prospective students and graduates), which was confirmed in the current 

study. Finally, an arrow has been placed between “Personal communities” and 

“University socialisation processes and career development” to indicate the influence of 

family and friends on student socialisation at university.  

Professional Communities and Networks  

The category “Professional Communities and Networks” in Figure 2 refers to 

the professional communities for which the students are preparing. It consists of 

employers, practitioners, professional associations, and unions. As previously 

mentioned, Weidman et al. (2001) have argued that employers are not part of the 

academic program area but may still affect the students’ experience during their 
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enrolment and therefore, they place employers under “Personal Communities”. In 

Figure 2, the category “Employers” has been moved from the inner circle of “Personal 

Communities” (including parents/family, friends) to “Professional Communities and 

Networks”, as this category has a close relationship with practitioners, professional 

associations, and unions. Interaction between students and employers is an important 

process in students’ experience with the job market and their professional socialisation.  

In Figure 2, Chinese graduates are categorised as practitioners in the Chinese 

hotel industry. None of the students and graduates interviewed mentioned their 

involvement in professional associations. Furthermore, two academics said they were 

not aware of any professional associations, nationally or internationally, that students 

could get involved in. One of these academics deplored this lack of professional 

associations, because she considered it an opportunity for students to receive insights 

into the industry and thereby a way to enhance their employability skills. 

 “Unions” have been added to Figure 2 because it was a category that emerged 

from the interviews in the current research. Chinese unions are different from those in 

Western contexts. For example, Chinese unions are not independent in that they are 

controlled by the Chinese Communist Party and are funded by the host company and 

the government (Budd et al., 2014). In the current study, unions were often not able to 

help the staff with their claims for improvements of working conditions because of their 

dependence on the hotel. Interestingly, some of the graduates reported that there was no 

union in their hotels and some stated that they were not members of any union. The 

graduates did not seem concerned about not knowing where to complain in cases where 

their labour rights were breached. This apparent lack of interest in the role and 

membership of unions could be explained by their perceived incapacity to help staff 

with claims. 
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The arrow linking “Professional Communities and Networks” and “Prospective 

Students” indicates the influence that practitioners play in the professional socialisation 

of prospective students. Data in this study demonstrated that some students had 

interactions with graduates in China about the working conditions in the Chinese hotel 

industry. It did not appear from the data whether they had received this information 

before or after enrolment at GU. If the interaction between practitioners and 

students/prospective students is strengthened, students might be better prepared with 

more realistic expectations of the job market. An arrow also links “Professional 

Communities and Networks” to “Graduates”, which indicates the influence that 

employers have on the graduates’ adjustment to the workplace and their career 

management. This will be discussed in the following section. Finally, an arrow links 

“Professional Communities and Networks” to the central circle “University socialisation 

processes and career development”. This arrow indicates the impact that employers and 

other professional communities have on university socialisation and career 

development. An example of such an impact is WIL, which should be integral to the 

academic programs. 

Graduates 

The category “Graduates”  replaces Weidman et al.’s (2001) category “Novice 

professional practitioners” in Figure 1. “Graduates” has been used in the Figure 2 in that 

this is the term applied throughout the thesis. The importance of workplace socialisation 

was discussed in the data analysis. One graduate mentioned the need for mentors to help 

returned graduates adjust to the Chinese workplace and achieve work–life balance. 

Mentoring in the workplace can help graduates gain more realistic expectations of their 

career and working conditions in hotels. Furthermore, returned graduates can learn more 

about Chinese attitudes/values through mentors, as suggested by managers and 

graduates in the current study. A mentor may also help prevent graduates suffering from 
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re-entry shock and assist in their adjustment to cultural changes following absence. 

According to Liu et al. (2009), mentoring relationships fit well with Confucian and 

collectivistic values and guanxi in that they provide the opportunity for mentor and 

protegé to work together to achieve both personal success and organisational common 

goals. Furthermore, Gu et al. (2006) added that training and development of employees 

motivate them to do a better job and build a sense of loyalty to the hotel, which reduces 

a high turnover rate. It can be assumed that mentoring and workplace learning are useful 

for other groups of employees too, such as locals and expatriates, who are not 

necessarily familiar with the workplace culture. 

Furthermore, the data in the current study demonstrate that Chinese international 

students often do not identify with one hotel or the hotel industry, as they look for better 

options in other service industries. In Figure 2, “Career development” includes the 

linear, boundaryless, and protean career concepts that reflect different types of 

commitment and professional identity. While there has been a decline in the linear 

career consisting of a movement upward in the hierarchy of one organisation, it is 

increasingly popular among employees to change positions within and across 

organisations. This has influenced the emergence of the boundaryless career (Arthur, 

1994; Brousseau et al., 1996; Eby et al., 2003). McCabe (2001) has emphasised that 

within tourism and hospitality, loyalty and commitment to one employer have 

decreased. Typically, career paths of employees are short term (McCabe, 2001). A high 

rate of staff turnover is commonplace in the hospitality industry because of low wages 

and long working hours (Brown et al., 2015). Organisational commitment is particularly 

low among Generation Y employees compared to previous generations (Brown et al., 

2015).  
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Returned graduates are responsible for managing their careers, and the ones 

interviewed in this study seemed proactive and independent with regards to 

development of their career. They seemed to have a protean career attitude. According 

to Hall (2002), individuals with protean career attitudes rely on their own values to 

guide their career behaviour and take an independent and proactive role in their career 

management. For example, according to interviewees in the current study returned 

graduates were more willing than locally educated Chinese to seek jobs in other cities in 

China and were, therefore, more mobile workers. The reasons for job changes 

mentioned by the graduates were related to their own values such as salary, prestige, 

and personal welfare. However, as previously mentioned, parental influence is another 

strong factor influencing Chinese graduates’ attitudes towards choosing a career in 

tourism and hospitality (Wong & Liu, 2010). The protean and boundaryless career 

attitudes can also be explained by the fact that the generation born under the “One 

Child” policy (often referred to as Generation Y in the data) is believed to value self-

realisation highly (Xiang et al., 2010). Solnet and Hood (2008) claim that Generation Y 

members generally seek to take initiative in their work rather than constantly following 

directions from a manager.  

7.3.2 Critique of professional socialisation 

Students in the current study described how they had changed during overseas 

studies and how this might influence their role in their future careers in the Chinese 

hotel industry. For example, one student explained that she felt more tolerant towards 

customers during her internship in China than did her educated local Chinese colleagues 

during her internship in China. She recognised that through the importance of being 

customer focused, during her overseas studies she had developed more understanding 

and empathy for the customers than her colleagues possessed. Another student 

explained that critical thinking learnt in Australia would help him use his common sense 
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in the workplace and not accept everything that was presented to him. The returned 

graduates’ overseas studies had provided them with confidence and open-mindedness 

that they applied in the workplace. In contrast to locally educated graduates, they were 

not afraid of leading teams or speaking in English with foreign customers. However, 

sometimes this appeared as overconfidence and superiority. For example, according to 

some managers, graduates with experience working in a Western context judged the 

Chinese hotel operation system to be old-fashioned. 

As the examples above illustrate, students and returned graduates do not seem to 

be passive recipients of the learning process, as suggested by Clouder (2003) in her 

critique of professional socialisation. Clouder (2003) also argued that students seem to 

make sense of their learning experiences in Australia and adopt a proactive role in the 

Chinese job market. The graduates might even find it more challenging to find a hotel 

job in China, as they may be negatively viewed by some employers because of their 

“superior attitude” (Li & Yang, 2013). The graduates, therefore, need to find the right 

balance between being a passive recipient of the learning process and being proactive 

and playing a more spontaneous, creative role in the development of their professional 

career. 

7.3.3 Recommendations regarding university and curriculum practices  

The following section presents the implications of stakeholders’ perceptions of 

the attributes needed by Chinese graduates with Australian qualifications for university 

curriculum and practices. The recommendations are also relevant for other groups of 

international students and, in some cases, for domestic students.  

7.3.3.1 Enhancement of language and communication 

English language teaching  

The majority of academics and some students and managers in this study felt 

that Chinese international students/returned graduates lack the required English 
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language skills. Students and graduates recommended that academics encourage 

Chinese international students to speak English more frequently in their classrooms. 

Furthermore, Arkoudis et al. (2014) have recommended that oral and written English 

language skills of international students be assessed explicitly and directly throughout 

the course of their study to ensure the English language competency of graduates 

Foreign language teaching  

Graduates in the current study were the only stakeholder group that did not 

mention the importance of knowledge of languages other than English. Suh et al. (2012) 

explained the importance of learning another language to become more sensitive to 

cultural differences in the hotel industry. The importance placed on foreign languages is 

understandable given the increasingly international nature of diverse workplaces in the 

hotel industry, particularly in China. Foreign language learning should therefore be 

included in the university curriculum. 

7.3.3.2 Structured interventions to support cross-cultural interaction  

Cross-cultural teamwork 

It appears from the data in the current study that students and academics felt that 

there were problems related to culturally mixed groups. The development of 

intercultural skills in university business education is important because business 

professionals need to be able to successfully communicate in increasingly intercultural 

work environments (Freeman et al., 2009). Therefore, universities need more 

interventions to help structure and facilitate cross-cultural group work (Daly et al., 

2015). An example of structured intervention could be undertaken through the EXCELL 

Intercultural Skills Program, which focuses on developing intercultural skills in students 

through active learning in small culturally mixed groups (Daly et al., 2015). 
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Mentoring  

GU has various mentoring options specifically for international students, which 

contribute to the socialisation of international students on campus and improvement of 

their English skills (Griffith University, 2015c; Ragavan, 2014). It is relevant that the 

Griffith Buddy program and Griffith Mates also include important topics such as 

employability with the international students. Peer-to-peer interaction on this topic 

might represent a safe environment for students to express their opinions and ask 

questions about career goals. Furthermore, it is recommended that students be included 

in the GU Mentoring Community of Practice to give them a say about their specific 

needs in terms of socialisation on campus. 

7.3.3.3 Work-integrated learning (WIL) 

Internships in local companies  

The large majority of interviewees in each stakeholder group considered it an 

advantage to have an internship program embedded in the degree, which would allow 

students to develop relevant attributes for their future career and give them a 

competitive advantage in recruitment. WIL programs require a triple-helix relationship 

in terms of an effective framework of how to incorporate the program in the curriculum, 

so that it benefits the maximum number of students, industries and universities. 

However, the WIL agenda is difficult to advance because of conflicting cultures and 

structures in universities and levels of government as well as a lack of resources at 

university and government level (Wardle, 2014). Furthermore, increased competition 

from other educational institutions for WIL placements makes it difficult for industry to 

provide sufficient, meaningful, and supervised internships (Wardle, 2014). 

International students often have difficulties gaining access to companies in their 

host country, particularly due to their low confidence or shyness and lack of 

connections (Mackaway et al., 2014). As the data of the current study has demonstrated, 
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because of visa regulations and language barriers, international students are often 

rejected by employers and thus cannot undertake internships in local companies/hotels. 

Furthermore, it is a challenge for universities to assist students in finding internships 

due to the increasing ratio between staff and students. More staff resources are needed 

to make it possible for the university to assist and supervise the students’ internships. 

Furthermore, owners and managers of companies/hotels need professional development 

and training to learn how to include a culturally diverse workforce. 

Partnership agreements with overseas hotels  

In the context of the current study, it is recommended that Australian 

universities develop partnerships with Chinese hotels to facilitate students (domestic 

and international students) undertaking internships in these hotels. By allowing students 

to take up internships in the Chinese hotel industry as well as in other countries, they 

will learn the required skills and culturally specific values/attitudes. Furthermore, it will 

allow them to build connections for their future career. WIL is recommended in the GU 

Internationalisation Strategy 2014–2017 as part of the curriculum, allowing students to 

gain work experience, particularly overseas (Griffith University, 2014). Development of 

partnerships with overseas hotels would allow students to undertake internships abroad. 

In order to sustain an international internship, it is important that the sending 

university identifies an internship supervisor (Hollis, 2012; Smith, 2015). A liaison 

officer from the home university could travel to the host country to meet the host 

company staff in person or online. Such an internship could also include supervision 

over the phone or online with the home university while a face-to-face supervisor 

oversees daily tasks (Hollis, 2012).  
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Training restaurant  

Based on the responses gathered from stakeholders in the current study, the 

implementation of a training restaurant on campus is recommended. GU had such a 

training restaurant from 1999 to 2008. A small restaurant was run on the Gold Coast 

campus by students and supervised by an academic. It provided students with practical 

F&B management skills required for the industry. Working in a restaurant would allow 

students who are not able to take up an internship to develop the required practical skills 

for their future career. It is acknowledged that, while it is not cost effective, there could 

be good reasons to have an on-site restaurant. The trend in Australia, in particular, is the 

closure of training restaurants in universities. Therefore, it would be a competitive 

advantage to reinstall one at GU.  

7.3.3.4 Career development initiatives 

Career development learning/assistance 

Relatively few students interviewed in the current study had received knowledge 

about future career opportunities from academics and peers. Some students explained 

that they felt uncomfortable or shy talking about their careers with other students. The 

appointment of a learning and careers adviser who is bilingual in Chinese and English 

and understands both Chinese and Australian cultures could be beneficial. The adviser 

could help students orient themselves to the tourism and hospitality industry situation in 

Australia and China, so that the students develop more realistic expectations of the job 

market. This is particularly important in that returned graduates often face re-entry 

shock due to their unrealistic expectations about the job market in China and the 

workplace (McSharry et al., 2005). Similarly, learning and careers advisers could be 

appointed to assist groups of other international students.  

Guest lecturers from the industry in different countries  
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Guest lecturers representing international brand hotels of different countries 

(including the Chinese hotel industry) could provide students with ideas of current 

trends in the global job market. Such guest lecturers will help Chinese international 

students establish if future work in the Chinese hotels might suit them. Furthermore, it 

will help them gain realistic expectations about the job market and develop networks. 

Alumni network  

 In the current study, Chinese international students could benefit from meeting 

returned graduates working in the Chinese hotel industry. Griffith Business School 

Alumni Network hosts regular events in China that many graduates attend. Furthermore, 

social media platforms such as LinkedIn and Twitter assist in connecting (prospective) 

students and graduates. Creation of more alumni community networks in China and 

Australia for students to meet other Chinese international students and graduates is 

recommended. This will allow a strengthening of communication among returned 

graduates and international student networks that will assist students in developing more 

realistic expectations of the job situation in China and the work culture. Furthermore, 

these events will allow students to build relationship skills that will be beneficial for 

them in their future career. 

Advisory boards 

In the current Griffith Institute for Tourism Advisery Board, there are no 

members from the Chinese hospitality industry or from industries outside Australia 

(Griffith University, 2015a). Given the large cohort of international students, it is 

recommended that representatives from the countries that these students come from are 

included. This representation could facilitate an alignment of the curriculum to the 

needs of the industries of the students’ home countries. For example, GU’s largest 

group of international students from 2012 to 2014 were Chinese. The Bachelor of 

Business (Hotel, Tourism, Event, Real Estate and Property, and Sport) was one of the 
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most popular degrees for these students. Industry members from the Chinese hotel 

industry and Chinese international students enrolled in the programs would be relevant 

to include in the advisery boards.  

7.3.3.5 Awareness-raising among academics about international students’ learning 

styles and the culture of the countries they come from 

Implementation of seminars for academics teaching (Chinese) international 

students  

Some academics in the current study mentioned the importance of seminars on 

cultural awareness regarding Chinese international students/ Chinese culture. In 

particular, the dramatic growth in numbers of international students and Chinese 

international students has been challenging for the academics because of their lack of 

preparation for the students’ learning needs. Implementation of seminars that introduce 

the academics to different teaching/learning styles and the structure of cross-cultural 

teamwork would help them become familiar with the challenges that students of 

different cultures face. Other important training in this regard includes cultural 

awareness and cultural sensitivity experiential workshops. The academics would then be 

able to proactively help international students better adapt to Australian university 

teaching. 

Field visits to hotels overseas  

Based on the responses from stakeholders in the current study, the 

implementation of field visits by academics to companies in the home countries of their 

international students is recommended. Such field visits would allow them to learn 

about the (hotel) industry in the home countries of their overseas students and enable 

them to transfer the knowledge to them. This knowledge would help students develop 

more realistic expectations about their future career. It would be relevant to organise 

field visits to Chinese hotels. 
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7.3.3.6 Adjustment to the work culture in the home country 

Mentoring  

Only one graduate mentioned the importance of having mentors for returned 

graduates in the Chinese workplace. According to Bozionelos and Wang (2006), 

mentoring in the Chinese workplace is taking place already and is in alignment with 

Confucian values such as hierarchical relationships and relationships which are 

characterised by reciprocity (Liu et al., 2009). Mentoring would help them in their 

study–work transition. For example, it is recommended that returned graduates as well 

as locals and expatriates receive mentoring to familiarise themselves with the work 

culture and learn how to achieve work–life balance. Returned Chinese students would 

also benefit from mentors to overcome the challenges of re-entry shock in their home 

country. 

Information to parents and recruitment agencies  

Data in the current study demonstrated that parents and recruitment agencies 

influence the choice of academic programs and careers of Chinese international 

students. Accurate information about the industry is a way to improve students’ and 

parents’ knowledge and perception about a certain industry. This information could be 

provided by the university through seminars and Open Days at university for 

prospective students. In particular, in collectivistic cultures like China, it is important to 

provide information to the parents about the potential career of their children (Pringle & 

Mallon, 2003). Recruitment agencies also represent a crucial influencing factor 

regarding the choice of career of prospective international students (Mazzarol & Soutar, 

2002). If recruitment agencies have current information about the industry, they will be 

better able to give students realistic information. 

Summary of findings from research question three 

The conceptual model “University student socialisation model” (Figure 2)  
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This model revises Weidman et al.’s (2001) conceptual model (Figure 1). As 

discussed, Figure 2 adds an outer circle representing the sociocultural context 

encompassing the triple-helix relationship between university, industry, and 

government. Furthermore, Figure 2 suggests different ways of enhancing the 

socialisation processes and career development. For example, interaction among 

different stakeholders, teamwork, mentoring, and WIL have been added as essential 

parts of the socialisation process and career development. Furthermore, benefits of 

workplace socialisation through mentoring have been discussed. Several career concepts 

(linear, boundaryless, and protean) have also been introduced to the conceptual model to 

reflect different types of commitment and professional identity.  

Critique of professional socialisation  

In the critique of professional socialisation (Clouder, 2003), students are 

perceived as passive recipients of knowledge and skills. Students are subject to social 

control and not aware of their personal changes. However, Chinese international 

students and returned graduates in this study did not seem to be passive recipients of the 

learning process, but rather played a dynamic role in constructing meaning about their 

position in the professional socialisation process.  

Recommendations  

The following recommendations regarding the enhancement of university 

curriculum and practices have been provided: enhance the language and communication 

skills of students through specific courses; provide structured interventions to support 

cross-cultural interaction; instigate more work-integrated learning and career-

development initiatives; raise awareness among academics about international students’ 

learning styles and the culture of the countries they come from; and adjustment to the 

work culture of the home country.  
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7.4 Limitations of the research 

A major limitation of the study is the sampling method used. This study cannot 

claim to be representative of all international tourism and hospitality programs in 

Australia, because it only focuses on tourism and hospitality programs of one university 

(GU). Future research could address a more representative sampling of tourism and 

hospitality programs in Australian universities. 

Another weakness of the study relates to the selection of some of the stakeholder 

groups. Most of the students and academics interviewed did not have any professional 

experience in the Chinese hotel industry. Only a few students and academics had 

previous internship and/or work experience in the industry. Their perceptions of the 

importance of graduate attributes needed in the Chinese hotel industry were, therefore, 

often relatively abstract. Students’ perceptions were often influenced by parents, friends 

and teachers, and guest lecturers. The academics’ perceptions mostly derived from their 

own research and information from guest lecturers. However, internal stakeholders such 

as students and academics do not have the same level of influence compared with 

external stakeholders with regards to needs and changes at university. It is considered 

important, therefore to include students’ and academics’ voices in the research on 

attributes needed in the future careers of graduates (Amaral & Magalhaes, 2002; 

Jongbloed et al., 2008). 

This study focuses on the Chinese hotel industry. An important reason for this 

focus is the relatively high number of Chinese international students finding jobs in the 

hotel industry upon graduation. Data from the Australian Graduate Survey (2014) have 

shown that 25% of Chinese tourism and hospitality graduates from GU who graduated 

between 2012 and 2013 found jobs in the hotel industry in several countries within four 

months of graduation (Office of Planning and Financial Services, 2015a). However, it 
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has not been possible to identify information on employment of Chinese graduates from 

GU beyond four months of graduation. In addition, data from the Australian Graduate 

Survey (2014) might not provide a comprehensive picture because the respondents are 

graduates from GU only, and the response rate is around 45–55% (Office of Planning 

and Financial Services, 2015a).  

Most respondents from the industry in this study were managers living in a 

selected few first- or second-tier cities (Shanghai, Suzhou, Hangzhou, and Beijing). 

Because of time and cost constraints with regards to my field trip in China, I did not 

have the opportunity to go to more cities in China. The findings might therefore not be 

applicable to other regions and smaller cities of China. However, according to Xiang et 

al. (2010), it will always be difficult to generalise about the context of China without 

large stratified sample sizes that take into account the significant regional diversity 

within the country. Future research would be able to include respondents from the 

industry in other regions of China. 

Students and graduates interviewed for this study were also not representative of 

the geographic distribution of Chinese international students enrolled in the tourism and 

hospitality degrees targeted for this research. Hometowns of Chinese international 

students enrolled in the targeted tourism and hospitality degrees were unknown, because 

the university could not make this data available for confidentiality reasons. 

Furthermore, this study includes interviewees representing both undergraduate and 

postgraduate degrees. However, only four students out of 15 were postgraduates; two 

academics out of eight were teaching undergraduate courses; and three graduates of 

seven had a postgraduate degree. The relatively lower number of interviewees 

representing postgraduate degrees makes generalisation of the differences in perceptions 
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of the stakeholders representing the undergraduate and postgraduate programs 

challenging. 

My lack of understanding of Mandarin is another limitation of this study. 

Furthermore, like the interviewees, English is not my first language. These language 

differences increase potential misinterpretations, which can become cumulative in a 

longer interview. However, by using an interpreter when needed and by reporting the 

transcripts and interpretations back to the respondents to test the accuracy, I have sought 

to overcome the linguistic limitation of the research. Furthermore, the literature used in 

this study was in English. Because of my lack of understanding of Mandarin, available 

research studies in this language were not consulted. 

7.5 Recommendations for future research 

Most research identifying the different perceptions and expectations of graduate 

attributes needed in the hospitality industry has been undertaken through surveys of 

managers’ perceptions, rather than those of students. Because of the increased 

competition for employment in the hospitality industry, it is important for diverse 

stakeholders such as students, graduates, managers, academics, parents of the 

students/graduates, and customers to understand the skills required by this industry. 

Furthermore, in the hospitality management literature, there is a lack of focus on 

personal attributes, attitudes, and values, whereas the terms “knowledge”, “skills”, and 

“competencies” are frequently used. The current study has demonstrated that personal 

attributes, attitudes, and values, such as passion, respect, and diligence are considered 

important by various stakeholders. In particular, a number of interviewees in the current 

study considered culturally specific attitudes/values, such as guanxi and humility as 

being important. These are relevant attitudes/values to consider in greater depth in 

future studies. 
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Given increasing globalisation, future research could test the findings among 

various samples of international students and different programs. For example, 

professional socialisation of international tourism and hospitality students from other 

Asian countries, as well as Europe, USA, and Africa could be examined through 

interviews with students, academics, returned graduates, and managers from their 

countries. Programs other than tourism and hospitality could also be considered for 

further studies. For example, consideration of other business programs with a high 

number of international students in Australia, such as accounting, could be relevant. 

Such research would help diminish the gap between what educational institutions offer 

and the needs of the industry, particularly those in the country of origin of the 

international students. Furthermore, it could be relevant to explore whether students 

studying a Western degree program in their home country (onshore) experience their 

professional socialisation differently from international students studying a similar 

degree overseas (offshore).  

A large number of interviewees in the current study mentioned the importance 

of undertaking work experience in the host country or in China to gain a competitive 

advantage in their future job search. However, they also mentioned the challenges 

international students experience in obtaining relevant internships due to poor English 

and communication skills, as perceived by employers. WIL in the hotel industry would 

help hospitality students develop an understanding of software programs used in hotel 

management, enhance their communication skills, and help them develop a passion for 

the industry. More research in relation to the challenges of international students to gain 

internships in their host country is needed. As Chinese international students are the 

largest group of international students in Australia, it is relevant to investigate the 

particular challenges of this group of students to obtain internships in their host country 



305 

and strategies to overcome them, both from the perspective of the students and the 

managers. 

Most of the literature on perceptions and expectations regarding graduate 

attributes needed in the hospitality industry is quantitative and based on surveys. In 

order to better address complex questions related to different stakeholders’ perceptions 

of the graduate attributes needed in the hotel industry, it is recommended that further 

research in this domain uses a qualitative methodology with an interpretative paradigm 

or mixed methods. Furthermore, a social constructionist epistemology is recommended 

in that it will allow a deeper understanding of the graduate attributes needed in the 

industry. For example, social constructionism emphasises that culture and social 

background have an impact on our perceptions of the world. Moreover, the application 

of social constructionist principles suggests that individuals understand what it is to be a 

professional through their interactions with others (for example, other students, 

academics, and employers). The social constructionist epistemology is particularly 

relevant in the situation where stakeholders represent individuals from diverse cultures, 

as in the current study.  

7.6  Conclusions 

More collaboration is needed between governments, industry and educational 

institutions in order to enhance the employability of university graduates. Furthermore, 

universities need to consider what graduate attributes are important for the future 

careers of all students in their development of global citizenship that will enable them to 

live ethically, both globally and locally.  

The study focused on the perceptions held by various stakeholders regarding the 

graduate attributes required in the Chinese hotel industry. Furthermore, the study has 
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investigated graduates’ reflections regarding how they have developed these attributes 

during their enrolment in the selected Australian university (Griffith). Finally, the 

implications of the stakeholders’ perceptions of the attributes needed by Chinese 

graduates entering the Chinese hotel industry have been discussed in relation to 

professional socialisation theory, graduate careers, curriculum, and university practices. 

The existing literature has mostly focused on the managers’ perceptions of skills needed 

in the hospitality industry rather than on the perceptions of graduates, students, and 

academics. This study contributes to addressing this gap in the literature by its 

discussion and comparison of the perceptions of diverse stakeholders. 

Certain knowledge areas and generic skills, such as English language, 

communication, teamwork, intercultural skills and hotel management skills are the most 

frequently mentioned in the current research and much of the literature reviewed. 

Interestingly, the data in the current study also demonstrated a high interest in personal 

attributes such as passion for the industry, which is mentioned infrequently in the 

hospitality management literature. Similarly, a relatively large number of interviewees 

in the current study considered attributes, such as diligence and respect to be valued 

highly in Chinese culture. Scant attention is given in the literature to the importance of 

culturally specific attributes. Knowledge areas in marketing, human resource 

management, economics, finance/accounting, and law are given relatively low priority 

by the different stakeholder groups in this study and in the literature. However, these 

knowledge areas are part of the curricula of Australian universities, including GU. This 

difference in emphasis may be due to a lack of knowledge among university 

stakeholders regarding the needs of industry, and a lack of effective communication 

channels among universities, industry and government. Another explanation of the 

priority of the above-mentioned knowledge areas in Australian university curriculum 
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may be the influence of different amounts of power across departments within the 

university. 

Consistent with the literature, it was considered a great advantage to have an 

internship program. A training restaurant and teaching of software programs were also 

regarded as  useful for the development of students’ hotel management skills. Many 

Chinese international students in the current study considered the curriculum too 

theoretical, with insufficient emphasis on practical experience (WIL). By embedding 

more practice in the curriculum and developing “philosophic practitioners” who are able 

to live up to the demands of business globally, the curriculum would become more 

balanced and relevant to diverse stakeholders.  

The research demonstrated that Chinese international students and graduates 

typically benefitted from teaching styles they experienced during their overseas studies, 

which were often different from the styles used in the Chinese education system. The 

returned graduates could apply the graduate attributes they had learnt overseas. For 

example, it was argued that they had become familiar with classroom discussions, 

creativity, analytic skills, and problem solving, which were considered strengths of their 

overseas study experience. However, the data and the literature also demonstrated that 

Chinese international students and returned graduates experienced problems with and a 

lack of confidence, in speaking and writing English. It was recommended that 

universities create more opportunities for students to interact cross-culturally and to 

share their knowledge and experience. Similarly, it was considered important among 

interviewees and in the literature that teamwork should be initiated, structured and 

supported by teachers.  

In this study, managers, graduates, and most students agreed that interaction 

with people from different cultures during overseas studies provides international 
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students with crucial intercultural skills. Managers and graduates suggested that 

intercultural skills be learnt overseas, but that culturally specific attributes be learnt in 

China. In contrast, students and academics thought it was useful for Chinese 

international students to learn culturally specific attributes (e.g. relationship building 

skills) required in the Chinese workplace during their overseas studies. This could occur 

through experiential learning using role plays about the Chinese hotel industry, and 

networking. Once again, these findings raise the issue of whether universities need to 

cater for the needs of all students as global citizens, or particular groupings of 

international students. 

 Critical analysis of the data and inductive development of themes contributed to 

the development of a revised conceptual model of professional socialisation. In contrast 

to Weidman et al.’s (2001) model, the revised model recognises that the 

global/sociocultural context impacts the professional socialisation of students and 

graduates. The global/sociocultural context includes the triple helix of university–

industry–government relationships, which may vary from one context to another 

(Etzkowitz, 2010). Furthermore, the revised model suggests different processes for 

enhancing the socialization and career development of students and graduates for 

example, through teamwork, mentoring, and WIL. Additionally, workplace socialisation 

emphasises mentoring and recognises different approaches to career development 

(linear, boundaryless, and protean). 

The revised model (Figure 2) can be tested through research in other countries, 

other degree programs, and among other student groups. It is multifaceted, 

comprehensive and more relevant for understanding the professional socialization of 

students in culturally diverse contexts. Recommendations for enhancing university 

curriculum and practices have been provided. The study provides an empirical base for 
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further discussion of important questions related to professional socialisation processes, 

and the role of universities in preparing all students for employment and career 

development in a global world. 
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Appendix A: The researcher 

According to Gentile (2010), it is vital in research to create a self-story that 

allows the researcher to align what they think is right with who they think they are. First 

of all, my own identity as an international student in Australia and in some other 

countries during previous studies meant that I had a special affinity with this research 

topic. Furthermore, I did not have a professional or academic background in tourism 

and hospitality management. Although it can be considered an advantage to have an in-

depth knowledge and a special affinity with this industry, it can also be considered a 

strength to deal with the topic as an outsider.  My previous academic background was 

not in tourism and hospitality. However, my PhD research has involved an extensive 

literature review of tourism and hospitality. In addition, the research has investigated 

stakeholders’ perceptions and expectations of tourism and hospitality education. 

Therefore, I believe the study contributes to the body of knowledge of tourism and 

hospitality.  

Professional socialisation is a central theory in the thesis, which conceptualises 

how students are being socialised into their future career. Similarly, I was undergoing 

professional socialisation myself as a PhD candidate seeking a future career at 

university. This might have caused potential biases in the research process.  

Before beginning my PhD studies, I worked in Copenhagen Business School as 

a study guidance counsellor with a special interest in the adjustment of international 

students, where I experienced and observed academic and social adjustment difficulties 

among international students. In particular, many international students found it 

challenging to interact academically and socially with domestic students. Furthermore, 

often the international students felt lonely in that they had difficulties finding a social 

network in Denmark. I was interested to learn how universities with a high percentage 
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of international students dealt with their adjustment. The motivation in learning more on 

this topic led to me undertaking an Endeavour Executive Fellowship from the 

Australian Government with Griffith University as a sponsor. I worked four months in 

“Study Abroad and Exchange” at Griffith University, Australia. Here, I began the 

current research to gain a deeper understanding of the international students’ acquisition 

of skills in their host university and their re-adjustment in their home country. The focus 

on Chinese international students in Australia was not the intention from the beginning 

of my candidature. However, when I realised the importance of Chinese international 

students in Australia, it became an obvious target for my study. It also opened up for me 

a culture and society that I wanted to learn more about. Furthermore, language classes in 

Mandarin helped me better understand this culture. 

During my time as a PhD student at Griffith University, I worked as a tutor, and 

became familiar with teaching strategies that can assist students in overcoming the 

challenges they face in the teaching and assessment situation. I value cross-cultural 

understanding in the classroom and internationalisation of the curriculum which I 

believe are crucial to take into consideration in today’s teaching, where a high 

percentage of the students are from different countries and are not necessarily familiar 

with the Australian culture and learning style. My deep interest in the general well-

being of international students demonstrates a high value placed on mutual respect and 

understanding among different ethnic groups in a university learning environment, 

which is reflected in the research through selection of literature, interviews, and 

interpretation of data. As a previous student guidance counsellor, I have observed 

depression, stress and anxiety among international students in particular, due to 

problems such as culture shock and adaptation. For this reason, I highly value the 

mental and emotional well-being of students, which influences my research.  
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According to Breakey et al. (2014), one of the most significant influences on 

hospitality education is the industry. The industry determines the graduate attributes that 

are required for the students’ employability. Lilley, Barker, and Harris (2016), 

emphasise that university students are also expected to widen their horizon beyond the 

single aim of becoming employable. I have a pragmatic approach to the many 

influences that universities are experiencing. Industry is an important stakeholder and 

the voice of corporate leaders should be taken into consideration in the curriculum 

development to ensure that students can be employable and find satisfaction in their 

future career. On the other hand, I highly value the liberal focus in the curriculum that 

develops students’ critical stance to the wider world and society. As part of the process 

of developing the students to become global citizens it is therefore important that 

students’ voices are not being neglected in the curriculum development. Although it 

might be contested, I believe that the many influences of different stakeholders on the 

university curriculum help to ensure the quality of students’ education experience  
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Appendix B: Interview questions - Academics teaching 

International Tourism and Hospitality courses at Griffith 

University 

 

1.Background 
Number of years working in academia? Professional experience in the hospitality 
industry (what did you do exactly do ?)  

 

2. Age  
18-25; 26-31; 32-37; 38-43; 44-49; 50-55; 56-61; 62-67; 68-73 

 

3. Decision  
What do you think influences the Chinese students’ decision to study the undergraduate 
degrees International tourism and hotel management (ITHM) and Hotel management 
(HM) and Master of Business (ITHM), and in particular to study this program at 

Griffith University?  
 

4. Expectations   
How do you perceive the Chinese international students’ expectations? What do you 

think they expect of university before they come here? What do you think they expect 
from the teachers before they come here? What do you think they expect of fellow 
students before they come here? How do you think that their expectations are fulfilled? 

 

5. Career goals  
What do you think are the Chinese international students’ career goals before they 
arrive in Australia? Who and what influence their career goals? Do you think that they 
change their career goals after beginning their studies? If so, how do they change? Why 

do they change? 
 

6. Attributes 
Tell me what you know about the hotel industry in China? What are the working 

conditions like? Where did you get this information from? How does it compare to what 
goes on in the hotel industry in Australia? What are the three most important attributes 
that a graduate entering the Chinese hotel industry needs to have? Any particular 
Chinese attributes which are important? How does your course help the students get 

these attributes needed in the Chinese hotel industry? How does Griffith University help 
the students get these attributes needed in the Chinese hotel industry? Is there anything 
they will need more of? If so, what?  

 

7. Teaching of Chinese international students  
How much do you interact with Chinese international students inside and outside the 
classroom? To what extent has your teaching been influenced by the high number of 
Chinese students being enrolled in the program? Do you ever use the culturally diverse 

background of the students as a resource in the classroom? How? Could you describe 
your experiences with Chinese students in the courses that you teach? 

 

8. Exposure to China 



330 

Have you been to China? Where? What was your purpose of your visit? How much do 
you know about Chinese culture? How do you know about the Chinese culture? 

 

9. Recommendations  
Do you recommend any changes in the curriculum and/or policies at the university to 
accommodate the Chinese international students’ needs? 
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Appendix C: Interview questions - Managers in Chinese 

hotels 
 

1.Background 
Educational background? Title? Can you tell me how your career developed? What 

factors attracted you to this industry?  

 

2.Age 
18-25; 26-31; 32-37; 38-43; 44-49; 50-55; 56-61; 62-67; 68-73 

 

3. Hotel characteristics 
Name of the hotel you are working in? International hotel? State owned hotel? Number 
of employees in your hotel? Do you know if there is any staff that graduated from 

Australian universities? 

 

4. Educational background of employees 
What are the typical entry-level positions that graduates apply for in your hotel? What 

kind of educational background are you looking for when recruiting graduates for entry-
level positions? Do you prefer graduates from Chinese hospitality schools with 
internship agreements with your hotel or universities? If so, why? Do you prefer 
university undergraduates or postgraduates for entry-level positions? If so why? To 

what extent does GPA (exam results) play a role in recruitment? To what extent does 
work experience play a role in recruitment? Do the graduates with a degree from abroad 
have advantages over locally educated students in the recruitment process? If so, how 
and why? Would you prefer graduates with a particular ethnic background? 

 

5. Attributes  
What are the most important attributes that a graduate entering the Chinese hotel 
industry needs to have? What are the most important values graduates entering the hotel 

industry need to have? Are there any particular Chinese attributes that are important to 
get a job? Is it the role of the university abroad to teach the students these Chinese 
attributes? What are the most important attributes that the university abroad should 
teach the students who wish to work in the Chinese hotel industry? If a new employee 

in your hotel is given a new task/assignment, how much freedom does he/she have to do 
it in their own way? If a new employee in your hotel is not used to work with many 
rules, and he is more creative, how do you handle that? 

 

6. Working conditions 
What are the working conditions in Chinese hotels? Do you know how they compare to 
what goes on in the hotel industry in the Western countries (Australia)? What are your 
information sources? Do the graduates typically belong to an organisation that protects 

their rights or a professional organisation that provides career development guidance? 
What is it in this industry that attracts the graduates? What is the quality of the 
graduates the industry is attracting? 

 

7. Career path 
Is there a career path in the Chinese hotel industry? Describe the typical career path of 
the graduates. Are there any differences in the career path between graduates with a 
Chinese degree and/or one from abroad? How long do the graduates typically stay in the 

position in one organisation? Is there any difference between graduates with a Chinese 
degree and/or one from abroad? How long does it take for them to get promoted? Is 
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there any difference in the promotion opportunities regarding locally educated graduates 
compared with those graduates from abroad? 

 

8. Recommendations 
Do you recommend any changes in the curriculum and/or policies at the 
Australian/Western universities to facilitate the entry of Chinese international students 
in the Chinese hotel industry? Do you recommend any changes in the policies of 

Chinese hotels to facilitate the entry of Chinese international students in the industry?  
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Appendix D: Interview topics: international Chinese students  

1. Background  
 Educational background? City of origin in China? Parents’ occupation? 
 

2. Age 
18-25; 26-31; 32-37; 38-43; 44-49; 50-55; 56-61; 62-67; 68-73 

 

3. Decision  
Why did you decide to study the undergraduate degrees International tourism and hotel 
management (ITHM) and Hotel management (HM)/Master of Business (ITHM)? Why 

did you decide to study this program at Griffith University? Why did you decide to 
study in Australia? 

 

4. Expectations  
What did you expect of the university before you came here (how is this different from 
your experience in China)? What did you expect from the teachers before you came 
here (how do teachers differ from China)? What did you expect of fellow students 
before you came here? To what extent were your expectations met?  

 

5. Career goals  
What were your career goals before you began your degree? What are your career goals 
now? Who and what influenced your career goals? Why did they change? Do you 

remember a situation or a person that helped you change your career goals?  
 

6. Attributes  
Tell me what you know about the hotel industry in China? What are the working 

conditions like? Where did you get this information from? How does it compare to what 
goes on in the hotel industry in Australia? What are the most important attributes that a 
graduate entering the Chinese hotel industry needs to have? Any particular Chinese 
attributes that are important? Did Griffith University help you get these attributes that 

you think you need in the Chinese hotel industry? How? Anything you will need more 
of? Is there one particular course that prepared you very well for the hotel industry in 
China? If you could, would you then change anything in the Chinese hotel industry? 

 

7. Professional experience 
What type of work integrated learning/job experience have you undertaken during your 
studies? How would you describe your work experience? How will it help you get a job 
upon graduation? Do you think that you receive enough work experience while studying 

at Griffith University?  

 

8. Recommendations   
Do you recommend any changes in the curriculum and/or policies at the 

Australian/Western universities to facilitate the entry of Chinese international students 
in the Chinese hotel industry? 
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Appendix E: Interview questions – Returned graduates 
 

 
1.Background  

Educational background? City of origin in China? Parents’ occupation? What year did 
you graduate? What was the level you entered at the hotel? How has your career 
developed over time? Could you bring a copy of your CV please? 

 

2. Age 
18-25; 26-31; 32-37; 38-43; 44-49; 50-55; 56-61; 62-67; 68-73 

 

3. Decision 
Why did you decide to study the undergraduate degrees International tourism and hotel 
management (ITHM) and Hotel management (HM)/Master of Business (ITHM)? Why 
did you decide to study this program at Griffith University? Why did you decide to 

study in Australia? 

 

4. Expectations 
What did you expect of the university before you came here (how is this different from 

your experience in China)? What did you expect from the teachers before you came 
here (how do teachers differ from China)? What did you expect of fellow students 
before you came here? To what extent were your expectations met? 

 

5. Career goals  
What were your career goals before you began your degree? How did your career goals 
develop and what is your future career goal? Who and what influenced your career 
goals? Why did they change? Do you remember a situation or a person who helped you 

change your career goals? 
 

6. Attributes 
What are the most important attributes that a graduate entering the Chinese hotel 

industry needs to have? Any particular Chinese attributes that are important to get a 
job? How important is degree and GPA compared to previous work experience? Did 
Griffith University help you get these attributes that you needed in the Chinese hotel 
industry? How? Is there one particular course that prepared you very well for the hotel 

industry in China? Do you consider yourself in an advantageous position compared to 
locally educated Chinese graduates because of your international experience? Do you 
think you face any challenges in the collaboration with your colleagues due to your 
overseas experience? If you could, would you change anything in the Chinese hotel 

industry? 
 
7. Working conditions 

What are the working conditions in Chinese hotels? Do you know how they compare to 

what goes on in the hotel industry in the Western countries (Australia)? Are there 
unions or groups that protect the rights of the workers in the Chinese hotel industry? 
Are there any professional associations that are in charge of your career development? 

 

8. Professional experience 
 What type of work integrated learning/job experience did you undertake during your 
studies? How would you describe your work experience? To what extent did it help you 
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get a job upon graduation? Do you think that you received enough work experience 
while studying at Griffith University?  

 

9. Role of alumni 
Did you attend the graduation ceremony in China/Australia? Was your decision to study 
in Australia or your career choice influenced by other alumni? Did you attend a meeting 
with alumni prior to enrollment? 

 
10.Recommendations  

Do you recommend any changes in the curriculum and/or policies at the 
Australian/Western universities to facilitate the entry of Chinese international students 

in the Chinese hotel industry? Do you recommend any changes in the policies of 
Chinese hotels to facilitate the entry of Chinese international students in the industry? 
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Appendix F: Information sheet 
 

Who is conducting the 

research 

Names:  
Professor Michelle Barker,  

Dr. Ray Hibbins,  
PhD candidate Katrine Biering 
Sonnenschein 
GBS / IBA 

Contact Phone (07) 373 53615 
Contact m.barker@griffith.edu.au 
 
 

Why is the research being conducted? 
The aim of this PhD research is to investigate the differences and similarities in 
expectations of Chinese international students, Chinese graduates, academics 
teaching tourism and hospitality at an Australian university, and managers from 

the Chinese hotel industry concerning the qualifications needed by Chinese 
graduates with an Australian degree entering the Chinese hospitality industry. 

 

What you will be asked to do 
If you agree to participate in this research, you will be asked to engage in an 
interview of approximately one hour about what attributes you think Chinese 
international students need in order to successfully gain an employment in 
tourism and hospitality in China. Furthermore, during the interviews you will be 

asked about to what extent you think the current curriculum in xxx provides 
these skills. Finally, questions will be raised regarding your perception of 
Chinese students’ motivation to study in Australia and their adaptation at 
university. 

 

The basis by which participants will be selected or screened 
The target of the participants of this research is: Academics teaching at the 
Department of Tourism, Sport and Hotel Management. The target group will be 

selected by the researcher’s supervisors and/or the Head of Department of 
Tourism, Sport and Hotel Management. 

 

The expected benefits of the research 

The research aims to provide recommendations to increase congruency of 
interests among Chinese international students, Chinese graduates, and 
academics teaching tourism and hospitality in Australian universities and 
managers of the Chinese hospitality industry. Examples of possible outcome of 

the thesis could be communication strategies targeted at the different 
stakeholders and curriculum development aiming at maximising the benefits of 
education for the Chinese international students and increasing their 
employability.  

 

Risks to you 
There might be a risk that the participants will experience discomfort while 
undertaking the interview. As the interview is not an emotive subject, it is not 

considered as a high risk factor. 
 

Your confidentiality 
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As a participant in this research you will be guaranteed anonymity. Data 
collected from this interview cannot be associated (even by the researchers) with 
individual participants. 

The data will be password protected and kept in a location accessible by only the 
researchers, i.e. it will not be transported on a USB stick or iPhone. Regarding 
printed copies of questionnaires, these will be kept in a locked filing cabinet 
accessible only by the researchers. 

 

Your participation is voluntary 
You participation is voluntary. You are under no pressure to participate. Your 
participation will not impact upon grades or ability to access services at 

university. You are free to withdraw from the study at any time. 
 

Questions / further information 
PhD candidate Katrine Biering Sonnenschein 

 
Email: katrine.sonnenschein@griffithuni.edu.au 

 
Phone: 0434 193 205 

 

The ethical conduct of this research 
Griffith University conducts research in accordance with the National Statement 
on Ethical Conduct in Human Research. If you have any concerns or complaints 

about the ethical conduct of the research project you can contact the Research 
Ethics on 3735 54375 or research-ethics@griffith.edu.au. 

 

Feedback to you 

If you are interested in any reporting of the overall findings and results of the  
research, you can contact the supervisors of the research and/or the PhD 
candidate: 

 

Professor Michelle Barker:  
Email: m.barker@griffith.edu.au 
Phone: (07) 373 53615 

 

  Dr. Raymond Hibbins:  
Email: r.hibbins@griffith.edu.au 
Phone: (07) 373 57242  
 

PhD candidate Katrine Biering Sonnenschein 
Email: katrine.sonnenschein@griffithuni.edu.au 
Phone: 0434 193 205 

  

  

mailto:katrine.sonnenschein@griffithuni.edu.au
mailto:research-ethics@griffith.edu.au
mailto:r.hibbins@griffith.edu.au
mailto:katrine.sonnenschein@griffithuni.edu.au
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Appendix G: Information sheet 

 

Who is conducting the 

research 

Names:  
Professor Michelle Barker,  
Dr. Ray Hibbins,  

PhD candidate Katrine Biering  
Sonnenschein 
GBS / IBA 
Contact Phone (07) 373 53615 

Contact m.barker@griffith.edu.au 
 
 

Why is the research being conducted? 

The aim of this PhD research is to investigate the differences and similarities in 
expectations of Chinese international students, Chinese graduates, academics 
teaching tourism and hospitality at an Australian university, and managers from 
the Chinese hospitality industry concerning the qualifications needed by Chinese 

graduates with an Australian degree entering the Chinese hospitality industry. 
  

What you will be asked to do 
If you agree to participate in this research, you will be asked to engage in an 

interview about how the attributes that you have acquired during your degree 
program in tourism and hospitality in Australia has helped you to gain a job in 
the hotel industry in China. Furthermore, during the interviews, questions 
regarding your motivation to study in Australia and your experience of the 

university program and university life will be asked. 
 

The basis by which participants will be selected or screened 
The target of the participants of this research is: 

• Chinese graduates in the following award majors of the Bachelor of 
Business (Hotel, Tourism, Event, Real Estate and Property, and Sport) at 
Griffith University: International tourism and hotel management; Hotel 
management  

• Chinese graduates enrolled in the award major International Tourism 
and Hospitality Management of the Master of Business at Griffith University. 

 

The expected benefits of the research 

The research aims to provide recommendations to increase congruency of 
interests among Chinese international students, Chinese graduates, and 
academics teaching tourism and hospitality in Australian universities and 
managers of the Chinese hospitality industry. Examples of possible outcome of 

the thesis could be communication strategies targeted at the different 
stakeholders and curriculum development aiming at maximising the benefits of 
education for the Chinese international students and increasing their 
employability.  

 

Risks to you 
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There might be a risk that the participants will experience discomfort while 
undertaking the interview. As the interview is not an emotive subject, it is not 
considered as a high risk factor. 

 

Your confidentiality 
As a participant in this research you will be guaranteed anonymity. Data 
collected from this interview cannot be associated (even by the researchers) with 

individual participants.The data will be password protected and kept in a 
location accessible by only the researchers, i.e. it will not be transported on a 
USB stick or iPhone. Regarding printed copies of questionnaires, these will be 
kept in a locked filing cabinet accessible only by the researchers. 

 

Your participation is voluntary 
You participation is voluntary. You are under no pressure to participate. You are 
free to withdraw from the study at any time. 

 

Questions / further information 
PhD candidate Katrine Biering Sonnenschein 

Email: katrine.sonnenschein@griffithuni.edu.au 

Phone: 0434 193 205 

The ethical conduct of this research 
Griffith University conducts research in accordance with the National Statement 

on Ethical Conduct in Human Research. If you have any concerns or complaints 
about the ethical conduct of the research project you can contact the Research 
Ethics on 3735 54375 or research-ethics@griffith.edu.au. 

 

Feedback to you 
If you are interested in any reporting of the overall findings and results of the 
research, you can contact the supervisors of the research and/or the PhD 
candidate: 

Professor Michelle Barker:  
Email: m.barker@griffith.edu.au 
Phone: (07) 373 53615 
 

Dr. Raymond Hibbins:  
Email: r.hibbins@griffith.edu.au 
Phone: (07) 373 57242  
 

PhD candidate Katrine Biering Sonnenschein 
Email: katrine.sonnenschein@griffithuni.edu.au 
Phone: 0434 193 205 
  

  

mailto:katrine.sonnenschein@griffithuni.edu.au
mailto:research-ethics@griffith.edu.au
mailto:r.hibbins@griffith.edu.au
mailto:katrine.sonnenschein@griffithuni.edu.au
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Appendix H: Information sheet 

 

Who is conducting the 

research 

Names:  
Professor Michelle Barker,  
Dr. Ray Hibbins,  

PhD candidate Katrine Biering 
Sonnenschein 
GBS / IBA 
Contact Phone (07) 373 53615 

Contact m.barker@griffith.edu.au 
 

Why is the research being conducted? 

The aim of this PhD research is to investigate the differences and similarities in 
expectations of Chinese international students, Chinese graduates, academics 
teaching tourism and hospitality at an Australian university, and managers from 
the Chinese hospitality industry concerning the qualifications needed by Chinese 

graduates with an Australian degree entering the Chinese hospitality industry. 
 

What you will be asked to do 
If you agree to participate in this research, you will be asked to engage in an 

interview about what attributes are needed for a successful entry into the 
hospitality in China. Furthermore you will be asked about to what extent the 
attributes that you have acquired during your present degree program in tourism 
and hospitality in Australia will help you gain a future employment in the 

Chinese hospitality industry. Furthermore, during the interviews, questions 
regarding your motivation to study in Australia and your future career goals will 
be asked. 

 

The basis by which participants will be selected or screened 
The target of the participants of this research is: 

 Chinese international third year students enrolled in the following award 
majors of the Bachelor of Business (Hotel, Tourism, Event, Real Estate 

and Property, and Sport) at Griffith University: International tourism and 
hotel management; Hotel management  

 Chinese international students enrolled in the award major International 
Tourism and Hospitality Management of the Master of Business at 

Griffith University. 
 

The expected benefits of the research 
The research aims to provide recommendations to increase congruency of 

interests among Chinese international students, Chinese graduates, and 
academics teaching tourism and hospitality in Australian universities and 
managers of the Chinese hospitality industry. Examples of possible outcome of 
the thesis could be communication strategies targeted at the different 

stakeholders and curriculum development aiming at maximising the benefits of 
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education for the Chinese international students and increasing their 
employability.  

 

Risks to you 
There might be a risk that the participants will experience discomfort while 
completing the interview. As the interview is not an emotive subject, it is not 
considered as a high risk factor. 

 

Your confidentiality 
As a participant in this research you will be guaranteed anonymity. Data 
collected from this interview cannot be associated (even by the researchers) with 

individual participants.The data will be password protected and kept in a 
location accessible by only the researchers, i.e. it will not be transported on a 
USB stick or iPhone. Regarding printed copies of questionnaires, these will be 
kept in a locked filing cabinet accessible only by the researchers. 

 

Your participation is voluntary 
You participation is voluntary. You are under no pressure to participate. Your 
participation will not impact upon grades or ability to access services at 

university. You are free to withdraw from the study at any time. 
 

Questions / further information 

PhD candidate Katrine Biering Sonnenschein 
 

Email: katrine.sonnenschein@griffithuni.edu.au 
 

Phone: 0434 193 205 
 

The ethical conduct of this research 
Griffith University conducts research in accordance with the National Statement 

on Ethical Conduct in Human Research. If you have any concerns or complaints 
about the ethical conduct of the research project you can contact the Research 
Ethics on 3735 54375 or research-ethics@griffith.edu.au. 

 

Feedback to you 
If you are interested in any reporting of the overall findings and results of the 
research, you can contact the supervisors of the research and/or the PhD 
candidate: 

 
Professor Michelle Barker:  
Email: m.barker@griffith.edu.au 
Phone: (07) 373 53615 

 
Dr. Raymond Hibbins:  
Email: r.hibbins@griffith.edu.au 
Phone: (07) 373 57242  

 
PhD candidate Katrine Biering Sonnenschein 
Email: katrine.sonnenschein@griffithuni.edu.au 
Phone: 0434 193 205 

mailto:katrine.sonnenschein@griffithuni.edu.au
mailto:research-ethics@griffith.edu.au
mailto:r.hibbins@griffith.edu.au
mailto:katrine.sonnenschein@griffithuni.edu.au
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Appendix I: Information sheet 

 

Who is conducting the 

research 

Names:  
Professor Michelle Barker,  
Dr. Ray Hibbins,  

PhD candidate Katrine Biering  
Sonnenschein  
GBS / IBA 
Contact Phone (07) 373 53615 

Contact m.barker@griffith.edu.au 

  

Why is the research being conducted? 

The aim of this PhD research is to investigate the differences and similarities in 
expectations of Chinese international students, Chinese graduates, academics 
teaching tourism and hospitality at an Australian university, and managers from 
the Chinese hospitality industry concerning the qualifications needed by Chinese 

graduates with an Australian degree entering the Chinese hospitality industry. 
 

What you will be asked to do 
If you agree to participate in this research, you will be asked to participate in an 

interview with questions regarding your opinion on the importance of various 
knowledge, skills and attitudes for Australian graduates entering the Chinese 
hospitality industry. 

 

The basis by which participants will be selected or screened 
The target of these interviews is general managers and HR managers from the 
Chinese hotel industry. The researcher has contacted the participants through 
following contact persons: 

 

 The international student advisor, Griffith University 

 Australia China Alumni Association 

 Private network 
 

The expected benefits of the research 
The research aims to provide recommendations to increase congruency of 

interests among managers of the Chinese hospitality industry, Chinese 
international students, Chinese graduates, and academics teaching tourism and 
hospitality in Australian universities. Examples of possible outcome of the thesis 
could be communication strategies targeted at the different stakeholders and 

curriculum development aiming at maximising the benefits of education for the 
Chinese international students and increasing their employability. 

 

Risks to you 

There might be a risk that the participants will experience discomfort while 
completing the interview. As the interview is not an emotive subject, it is not 
considered as a high risk factor. Your participation and your replies in the 
interview will not impact upon your employment at XXX.  

mailto:m.barker@griffith.edu.au
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Your confidentiality 
As a participant in this research you will be guaranteed anonymity. Data 

collected from this interview cannot be associated (even by the researchers) with 
individual participants.The data will be password protected and kept in a 
location accessible by only the researchers, i.e. it will not be transported on a 
USB stick or iPhone. Regarding printed copies of questionnaires, these will be 

kept in a locked filing cabinet accessible only by the researchers. 
 

Your participation is voluntary 
You participation is voluntary. You are under no pressure to participate. Your 

participation will not impact upon your company’s relationships with (Australia 
China Alumni Association). You are free to withdraw from the study at any 
time. 

 

Questions / further information 
PhD candidate Katrine Biering Sonnenschein 

 
Email: katrine.sonnenschein@griffithuni.edu.au 

 
Phone: 0434 193 205 

 

The ethical conduct of this research 

Griffith University conducts research in accordance with the National Statement 
on Ethical Conduct in Human Research. If you have any concerns or complaints 
about the ethical conduct of the research project you can contact the Research 
Ethics on 3735 54375 or research-ethics@griffith.edu.au. 

 

Feedback to you 
If you are interested in any reporting of the overall findings and results of the 
research, you can contact the supervisors of the research and/or the PhD 

candidate: 
 
Professor Michelle Barker:  
Email: m.barker@griffith.edu.au 

Phone: (07) 373 53615 
 
Dr. Raymond Hibbins:  
Email: r.hibbins@griffith.edu.au 

Phone: (07) 373 57242  
 
PhD candidate Katrine Biering Sonnenschein 
Email: katrine.sonnenschein@griffithuni.edu.au 

Phone: 04 34 193 205 

mailto:research-ethics@griffith.edu.au
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Appendix J: Consent form 

Senior Investigators 

Prof Michelle Barker and  
Dr Ray Hibbins 
School of Business 
Department of IBAS and Department of 

Tourism, Sport and Hotel Management 
Telephone: (07) 373 53615/ (07) 373 57242 
Email:m.barker@griffith.edu.au 
r.hibbins@griffith.edu.au 

Student Investigator 

Ms Katrine Sonnenshein 
IBAS 
Course of study: PhD 
Telephone: (04) 34193205 

Email: 
katrine.sonnenschein@griffithuni.edu.au 
 

 

By signing below, I confirm that I have read and understood the information 

package and in particular have noted that: 

 I understand that my involvement in this research will include a semi-structured 

interview, where I will be asked open-ended questions;  

 I understand that my interview will be audio recorded, for transcription purposes; 

 I have had any questions answered to my satisfaction;  

 I understand the risks involved;  

 I understand that there will be no direct benefit to me from my participation in this 

research; 

 I understand that my participation in this research is voluntary;  

 I understand that my employer may be aware of my participation in this project; 

 I understand that if I have any additional questions I can contact the research team;  

 I understand that I am free to withdraw at any time, without explanation or penalty; and 

 I understand that I can contact the Manager, Research Ethics, at Griffith University 

Human Research Ethics Committee on 3735 4375 (or research-ethics@griffith.edu.au) 

if I have any concerns about the ethical conduct of the project. 

 

Name 
 

 

Signature 
 

I agree to participate in the project: I agree to an audio recording of the 
interview: 

 

 

 

Date  
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Appendix K: Ethical clearance 

GRIFFITH UNIVERSITY HUMAN RESEARCH ETHICS COMMITTEE  

19 -Mar -2014  

Dear PhD candidate Biering Sonnenschein  

I write further to the additional information provided in relation to the conditional 

approval granted to your application for ethical clearance for your project “NR: 
Differences and similarities in expectations of diverse stakeholders concerning 
knowledge, skills and attitudes needed by Chinese graduates with an Australian degree 
entering the Chinese hospitality industry” (GU Ref No: IBA/12/13/HREC).  

This is to confirm receipt of the remaining required information, assurances or 
amendments to this protocol. Consequently, I reconfirm my earlier advice that you are 
authorised to immediately commence this research on this basis. The standard 
conditions of approval attached to our previous correspondence about this protocol 

continue to apply.  

Regards  

Dr Gary Allen 
Senior Policy Officer  
Office for Research Bray Centre,  

Nathan Campus Griffith University  
ph: +61 (0)7 3735 5585  
fax: +61 (0)7 3735 7994 
email: g.allen@griffith.edu.au web:  
 

Cc:  

Researchers are reminded that the Griffith University Code for the Responsible Conduct 

of Research provides guidance to researchers in areas such as conflict of interest, 
authorship, storage of data, & the training of research students. You can find further 
information, resources and a link to the University’s Code by visiting 
http://policies.griffith.edu.aufpdf/Code%.2.0for%20the%2OResponsible%20Cond 

uct%20of%20Research.pdf PRIVILEGED, PRIVATE AND CONFIDENTIAL This 
email and any files transmitted with it are intended solely for the use of the addressee(s) 
and may contain information which is confidential or privileged. If you receive this 
email and you are not the addressee(s) [or responsible for delivery of the email to the 

addressee(s)], please disregard the contents of the email, delete the email and notify the 
author immediately 
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