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Abstract: 
Internships play a pivotal role in enhancing the employability of graduates by providing essential skills and knowledge 
for career advancement. It is crucial to understand students' perspectives on internships and evaluate their satisfaction 
levels with the internship experience, as satisfaction directly influences hospitality undergraduates' decisions about 
their future in the industry. This research aims to investigate the influence of perceived organizational support, 
perceived supervisor support, and perceived co-worker support on internship satisfaction among hospitality students. A 
quantitative, correlational research approach consisting of a closed-ended structured questionnaire was employed. The 
numerical data were collected through an online survey via convenience sampling. A total of 101 valid responses were 
analyzed using SEM-PLS. The findings highlight the significance of perceived supervisor support as the primary 
influencer of internship satisfaction. Specifically, the quality of guidance, feedback, and mentorship provided by 
supervisors significantly shapes students' overall evaluation of their internship. Besides, this research contributes to a 
deeper understanding of internship satisfaction in both academia and industry, particularly emphasizing the important 
role of supervisor support in shaping positive internship experiences. These findings have implications for hospitality 
programs in designing and managing internship programs, highlighting the need for structured supervisor training and 
development. Furthermore, organizations within the hospitality sector can utilize these insights to enhance their 
internship programs, thereby improving intern satisfaction and potentially increasing the likelihood of attracting and 
retaining future talent. Hence, future research could explore the long-term impact of internship satisfaction on career 
choices and performance. 
Keywords: Hospitality, Internship satisfaction, Perceived co-worker support, Perceived organizational support, 
Perceived supervisor support 
 
INTRODUCTION: 
Internship or industrial training is considered a crucial element of the academic curriculum at higher 
education institutions for students [1]. An internship can be described as a means via which students are 
able to apply their theoretical knowledge and learning to a practical, real-world work environment or 
setting. Internships are considered essential component of work-integrated learning (WIL) and are part 
of the curriculum in degree programs at many universities [2]. They are foundational to the structure and 
effectiveness of WIL practices, providing students with invaluable opportunities to apply academic 
knowledge in real-world settings, gain practical experience, develop professional skills, and make 
connections in their chosen field. The primary objective of the internship program is to facilitate the 
enhancement of students' cognitive abilities, specifically their critical thinking, problem-solving, and 
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communication skills. These skills are widely recognized as essential components of a comprehensive 
education [3]. Moreover, internships play a crucial role in enhancing the employability of graduates and 
equipping them with the necessary skills and knowledge for their career advancement. 
While organizations may view interns as a cost-effective workforce or a means to assess prospective 
employees [4], it is crucial not to neglect the interns' level of satisfaction during their internship 
experience. Internship satisfaction can be defined as the subjective emotional state experienced by 
students when they assess and evaluate their internship program experiences with their initial 
expectations [5]. The majority of students confessed to experiencing stress related to seemingly 
straightforward matters throughout their internship, primarily due to the unfamiliar work environment 
and unforeseen circumstances that arose during this period [3]. Hence, it is crucial to comprehend the 
perspectives of students regarding internships and ascertain their level of satisfaction with their internship 
experience [6]. 
The area of hospitality and tourism is commonly classified as a tertiary-level academic program, attracting 
a substantial number of students who pursue this field of study at colleges and universities worldwide [5]. 
The attainment of effective internship programs in the hotel and tourism sector is crucial for improving 
educational standards and equipping graduates with the necessary competencies and skills to fulfil 
industry demands [7]. Furthermore, it is indisputable that the internship program plays a vital role in 
equipping students with the essential practical skills, knowledge, and attitude required to navigate the 
dynamic landscape of the hospitality and tourist industry. 
The hospitality and tourism industry face challenges in attracting and maintaining excellent employees, 
as well as a high turnover of workers, resulting in a labor deficit in the field [8]. As a result, concerns 
about internship satisfaction are also deemed crucial since they influence hospitality undergraduates' 
decisions about whether or not to continue working in the industry [7]. Besides, [9] observed that social 
support from organizational, supervisor, and co-worker sources influences hospitality and tourism 
internship satisfaction, whereas [10] discovered that perceived social value influences internship 
satisfaction. A study by [11] highlighted the importance of internship experiences is in fostering students’ 
self-competencies by determine their satisfaction which include, individual factors, job characteristics, 
organizational environment, contextual factors, and career potential. Therefore, this study aims to 
measures the level of satisfaction among internship students based on their perceives towards 
organizational, supervisor, and co-workers supports. 
Some workplaces no longer pay attention to how contented students are with their internships.  Students 
were worried about how they would have to change to fit into a new place they were unfamiliar with well. 
Interns are similar to new hires in organizations regarding their socialization needs [9].  A previous study 
by [12] says that internships are very important in deciding whether a graduate will stay in the hospitality 
business or switch to something else. Some of the things that made them less interested in a future job in 
the hospitality industry were the stress caused by their co-workers’ bad attitudes, their intolerant boss 
during their internship, and the organization's rules that were hard to comply with.  Studies in hospitality 
have shown that more than 30% of graduates do not plan to work in the area they studied [13]. The 
results correspond with [14] that the problems happen because it is hard for students to decide on a job. 
[8] mentioned that it is important to know what a student wants to do for a living and that this will help 
both the interns and the company.  The results of this study back up what other studies have found: that 
stress is linked to wanting to leave a job [15]. 
A study by [16] on stress among hospitality interns found that the primary factors causing stress were not 
knowing much about the work, having a lot of work to do, feeling pressure from supervisors, and having 
trouble communicating with supervisors and co-workers. This could change the students' plans to 
continue their internship in another part of the hotel sector.  Students' satisfaction with their internships 
in Malaysia, especially in the hospitality sector, was not a top priority.  There have not been many studies 
on this topic in Malaysia, especially when it comes to social factors or the work setting. A study by [17] 
showed that most studies on hospitality internships were conducted in the Western countries and other 
Asia countries such as Taiwan, Hong Kong and Turkey. Therefore, there is a notable research gap in the 
study of hospitality internships, particularly in the examination of the role played by the social work 
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environment in influencing students' satisfaction. Existing literature often lacks comprehensive 
exploration of this vital aspect, signifying the need for further research to enhance our understanding of 
the dynamics of hospitality internships. 
Therefore, the purpose of this study is to investigate perceived organizational support (POS), perceived 
supervisor support (PSS), and perceived co-worker support (PCS) affecting internship satisfaction among 
hospitality students at Universiti Teknologi MARA (UiTM) Selangor, Malaysia. The study's results are 
likely to help and support similar or related issues, like internship satisfaction, especially in the hospitality 
sector. Besides, this study will provide important information and awareness for the universities on how 
to coordinate their internship programs by linking students to a good company based on the experience 
of previous interns and hiring companies to be more alert regarding the well-being or welfare of their 
interns’ workers who worked within their organization. 
 
LITERATURE REVIEW: 
2.1 Internship Programs for Hospitality Students 
Industrial internship is an important course of the overall academic curriculum in higher learning 
education. This course offers students an opportunity to incorporate work-related experience in real-world 
work environments. Most universities include industrial internship in their academic curriculum to 
ensure the students integrate practical skills under supervision of industrial practitioners rather than 
theoretical knowledge in their formal education. Internships have become a fundamental component of 
modern hospitality education, with the vast majority of esteemed hospitality programs incorporating at 
least one internship into their curriculum [18]. Previous scholars highlighted the benefits of 
undergraduate internships as it provides students with real-world experience, enhance the reputation of 
academic institutions, and offer employers the chance to identify and train potential future employees 
[3]. Despite potential variances, internships have garnered the confidence of scholars as a significant 
element within the current curricula of both hospitality and tourism [19], catalyzing scholarly 
investigations in the field [17]. 
2.2 Hospitality Industrial Internship at Universiti Teknologi MARA 
Universiti Teknologi MARA (UiTM) is one of the public universities in Malaysia, offering 
multidisciplinary programs. At UiTM, Faculty of Hotel and Tourism Management (FHTM) is the only 
faculty that offers hospitality-related courses and programs. This faculty offers five undergraduate degree 
programs which are Culinary Arts (HM245), Hotel Management (HM240), Tourism Management 
(HM241), Foodservice Management (HM242) and Foodservice Management with Entrepreneurship 
(HM252).  The students will attend their internship in their final semester of their three-year degree 
program. Internship coordinator of each department will coordinate and responsible to ensure the success 
of the industrial internship program and to enhance the relationship between UiTM and the industry. 
The industrial internship program is designed to help students bridge the gap between theory and 
practical application, offering them exposure to industry practices and culture, networking opportunities 
with professionals, chances to connect with potential employers, and a deeper understanding of the 
industry and its initiatives. To fulfil these objectives, the internship program incorporates various essential 
elements, including hands-on practical training, individual or team projects, and activities aimed at 
enhancing skills such as leadership, management, critical thinking, and communication among students. 
These elements are designed to achieve the Program Learning Outcomes (PLOs) and ensure optimal 
learning outcomes as required by the university. 
The students can undertake their internship at any places related to the hospitality and tourism industry 
such as hotels and resorts, restaurants, cafes, hospital food service, travel agencies, event management 
companies, airline companies, spa and wellness centers, tourism boards, marketing organizations, theme 
and recreational parks and many more. Each student is assigned with a site supervisor from the company, 
to guide the student during the industrial internship. The internship duration ranges between 14 to 17 
weeks, depending on programs. It represents approximately 600 to 680 hours that combine student’s 
workload and work at the industry. The faculty has implemented a systematic evaluation approach that 
enables assessment of student performance during their internship by both the industrial supervisor and 
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lecturers from the faculty. This assessment covers various aspects, including an overall performance 
evaluation, oral presentation, assessment of their internship logbook, and the submission of a final report. 
2.3 Hospitality Internship Satisfaction 
Internships offer students the opportunity to gain hands-on experience in the hospitality industry, 
enhance their interpersonal and communication abilities, advance their professional development, boost 
self-assurance, and put theoretical knowledge into practical application, among various other benefits 
[20]. Through case studies, research, event management, live projects, and training on the job, the syllabus 
helps students to apply what they have learned in the classroom to real-world situations. [21] found that 
the work placement offered guidance in career direction and provided valuable insights into the practical 
application beyond the confines of the classroom setting. In light of this, it should not come as a surprise 
that internships are now a big part of the education of hospitality and tourism students all over the world 
[22]. 
The study on internship satisfaction has gained growing importance and are widely recognized by scholars 
as an important component of the current curricula in both the hospitality and tourism fields. Although 
various factors on internship satisfaction are well established including workplace stress experience [23], 
employability [24] and relationship quality [25], the dynamics of internship satisfaction remain complex 
and multifaceted, with ongoing research efforts aimed at uncovering nuances that contribute to students' 
overall satisfaction with their internship experiences. In the study conducted by [5] found that higher 
levels of internship satisfaction can contribute to students committing themselves to the hospitality 
industry and vice versa. Furthermore, [26] stated that students in the field of tourism expressed 
contentment with their involvement in internships and acknowledged the beneficial influence these 
internships had on their professional growth. 
Building on this previous research, satisfaction in this study extends beyond a general sense of 
contentment. Instead, it investigates specific dimensions, such as perceived organizational support, 
perceived supervisor support, and perceived co-worker support, which contribute to the overall evaluation 
of the internship program. These dimensions, collectively referred to as work-based social support, play a 
crucial role in establishing a positive working environment, facilitating higher team performance, job 
satisfaction, and lower turnover intention [23]. Thus, understanding what factors contribute to students' 
satisfaction with their internships is essential for informing strategies to enhance the internship 
experience and promote students' commitment to the hospitality industry. 
 2.4 Conceptual Framework and Hypotheses Development 
The conceptual framework depicted in Figure 1 illustrates the relationships between variables that 
influence the level of satisfaction experienced by hospitality students during their internships. The 
variables included in the model are the perceived levels of support from the organization, supervisor, and 
co-workers. The dependent variable in this study pertains to the level of satisfaction that university 
students at UiTM Selangor experienced during their internships. 
 

Figure 1 Research Framework 
2.4.1 Perceived Organizational Support 
POS shows how much value the organization places on its workers and how much it appreciates what 
they do at work [27]. Effective organizational support significantly contributes to fostering a positive work 
environment that promotes enhanced team performance, increased job satisfaction, and reduced 
intentions of turnover [5]. Also, approved charity workers will be recognized, rewarded, and kept on, and 

Perceived Organizational Support 

Perceived Supervisor Support 

Perceived Co-worker Support 

Internship Satisfaction 

H1 

H2 

H3 
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they will feel like they are being helped [28]. A study by [29] says that POS is closely linked to 
organizational support for employee tasks in general, not just for certain tasks. On the other hand, POS 
has also been described in theory as the way global employees think about whether or not organizational 
units value their work and care about their well-being. Based on a study by [30], the link between 
organizational support and trainees is a give-and-take that affects how people think their organization 
cares about their well-being. 
A recent study shows that when employees feel like the organization validates them, they are more loyal 
and advocate for the company more. Satisfaction with an internship is more probable to occur when 
employees perceive substantial levels of support from the organization. This sense of satisfaction results 
in enhanced motivation, commitment, and active engagement in organizational activities. Thus, it will 
make them happy with the training they get [31]. In addition, a study by [32] suggested that differences 
between people, such as being very proactive at work, can have a substantial impact on a person's POS 
and how they act during their training. Consequently, a study showed employees who are very proactive 
at work will build acquiring knowledge, make a workplace that stimulates the environment, and know 
how to elevate themselves in a company [33]. Hence, this study formulated the following hypothesis: 
H1: There is a significant relationship between perceived organizational support and internship 
satisfaction. 
2.4.2 Perceived Supervisor Support 
The success of internships relies not merely on how they are set up and supervised, but also on how the 
assigned supervisor guides, helps and evaluates the students [34]. Aside from that, organizations need 
supervisors simply because they are seen as the main source of social support for employees [35]. The 
supervisor can give employees rewards, security, motivation, and inspiration. Previous research has found 
that high-quality mentoring, such as aligning interns with projects they are passionate about, making sure 
tasks are clear, having the right amount of supervision, and getting feedback, are related to student 
contentment and the success of an internship [36]. 
Additionally, [5] asserts that a supervisor's responsibilities include being able to divide tasks, decide how 
much work needs to be done, set up schedules, give directions, share work tasks or reprove people, and 
act as a "mentor figure" at work. Students' motivation, confidence, and skills may improve if their 
supervisor gives them emotional support and good advice [36]. For example, good supervisors are 
encouraging and grateful for the work and efforts of their employees.  Aside from that, the supervisor's 
impact on society is seen when they care about the student's health and work-life balance and act in an 
exemplary manner, like being able to control their temper and be calm when supervising and mentoring 
employees [5]. A research study was undertaken to assess the level of satisfaction among senior students 
enrolled at a prominent Midwestern university renowned for its exceptional hospitality program in the 
United States, specifically focusing on their internship experiences and found that supervisor support 
had a big effect on how satisfied interns had become [37]. 
Studies show that a supervisor's perception affects employee well-being and student internship satisfaction 
[38], [9], [39]. Moreover, recent study shows that there is a significant correlation between perceived 
supervisor support and internship satisfaction [40]. Through work clarity and perceived value to the 
company, supervisor assistance was the strongest predictor of interns' self-initiative [6]. Other than that, 
[5] also showed that supervisor support was linked to hospitality internships, which is not surprising given 
their importance in hospitality settings.  Supervisor assistance is essential to employee well-being since 
socializing reduces feeling isolated. These studies generally showed that most students were satisfied with 
their internship experience due to high perceived support from the supervisors, hence, the following 
hypothesis was formulated: 
H2: There is a significant relationship between perceived supervisor support and internship satisfaction. 
2.4.3 Perceived Co-worker Support 
Co-workers can help people in many ways because they can be confidants, lighten their workloads, and 
make hard work settings easier to handle [41]. There is a lot of evidence from regular employees that co-
workers and internship satisfaction are related. For example, [42] discovered that 450 nurses working 
across three public hospitals in southern Portugal expressed high job satisfaction when they realized they 
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could receive social and practical support from their colleagues. Recent research, identified that co-worker 
support as interpersonal assistance that can be used to create and maintain brain resources in the form 
of knowledge resources [43]. This resource can be used voluntarily or because it is required. Hospitality 
experts have looked at what happens when an intern is satisfied with their job. Some studies suggest that 
organizational commitment mediates the association between supervisor support and turnover intention 
[44], [45]. However, co-worker support in the industry has not been thoroughly studied. 
Support from supervisors and colleagues is frequently cited as a means to enhance interns' sense of 
workplace comfort by satisfying their need for respect and belonging [46]. Besides, encouragement from 
peer support helps employees overcome organizational obstacles. Co-worker assistance might be 
psychological or practical. Likewise, it also improves the work atmosphere, boosts self-esteem, and gives 
employees more energy to handle work obstacles [47]. Thus, employees are happier at work and less likely 
to look elsewhere [48]. According to [49], participation of students in the workforce combined with 
collaborative learning improves their skills and effectiveness. The co-workers can help students 
understand their duties at work, especially in hospitality. On top of that, working in teams may promote 
networking between people, allowing them to integrate technical and job-related information as an 
everyday and sociocultural part of social learning [50]. Furthermore, co-workers should interact with 
friends to relieve stress from employment or family. This is because a favorable co-worker might motivate 
interns to contribute to the hospitality industry. Hence, this study formulated the following hypothesis: 
H3: There is a significant difference between perceived co-worker support and internship satisfaction. 
 
METHODS AND METHODOLOGY: 
3.1 Sample Selection 
The study sample consisted of undergraduate students from FHTM at UiTM Selangor Branch who 
completed their industrial internships between March and July 2023. This study is conducted through 
an online survey questionnaire using Google Form. The research team requested assistance from the 
internship coordinators to distribute the survey link to the respondents. The survey was disseminated to 
FHTM students during their final week of their internship. Two weeks after the initial survey link was 
distributed, a reminder message through WhatsApp was sent to those who had not yet responded, 
encouraging them to complete the survey. A total of 101 usable questionnaires were obtained out of 143 
questionnaires distributed, indicating 70.6% response rate. 
 3.2 Instrumentation 
The instrument was divided into five sections comprising of demographic information, perceived 
organizational support, perceived supervisor support, and perceived co-worker support and internship 
satisfaction as illustrated in Table 1. All items of the study variables were modified from [5]. It contains 
36 items, including demographic profiles. The language used in the survey was bilingual, incorporating 
both Malay and English.  This study instrument was approved by the Faculty Review Ethics Committee 
(Ref: FPHP/FREC/372/2023).  Summary of the instrumentation is provided in the following table. A 
five-point Likert scale was used to gauge respondents’ responses, ranging from “1” for strongly disagree to 
“5” for strongly agree. The data was analyzed using SPSS and SEM-PLS.  SPSS was used to provide 
descriptive and regression analyses, while SEM-PLS was used to analyze convergent and discriminant 
validity 

Table 1. Instrumentation 

 
Section Variables Item 

A Demographic 5 
B Perceived organizational support 7 
C Perceived supervisor support 8 
D Perceived co-worker support 8 
E Internship satisfaction 8 
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DATA ANALYSIS AND RESULTS: 
4.1 Demographic Profiles 
The analysis of respondents’ demographic profiles (Appendix 1) shows that female respondents (76.2%) 
outnumbered male respondents (23.8%). The majority of respondents fell within the age range of 23 to 
27 years old (72.3%), with 22.8% aged between 21 to 23 years old. Furthermore, based on the 
respondent’s study program, 47.5% of respondents from HM242, followed by a HM240 (17.8%) and 
16.8% from HM241. Meanwhile, most of the respondents was Malay (93.1%), followed by 6.9% of 
Bumiputera Sabah or Sarawak. In addition, most of the respondent are doing their internship program 
at others places (Travel Agencies, Theme Park and Food Manufacturing) with 53.5%, followed by 19.8% 
at hospital and 13.9% at hotel/resort. 
4.2 Descriptive Statistic 
The descriptive analysis of the research instrument was conducted and presented as shown (Appendix B). 
Based on the average mean score, it can be concluded that the respondents have good internship 
satisfaction (M=4.22), followed by PCS (M=4.17), PSS (M=4.00) and POS (M=3.92). In the POS section, 
majority of the respondent said that the organization where they did the attachment forgave an honest 
mistake on their part (M=4.07, SD=.866) and the place they did the attachment really care about their 
well-being (M=4.00, SD= .938). In term of PSS, most respondent agreed that their supervisor concern 
about their welfare (M=4.05, SD= .931). In addition, they also agreed that their supervisor helpful to 
them (M=4.04, SD= .954). Moreover, worker at the attachment workplace were friendly to them (M=4.34, 
SD=.623).  Furthermore, respondent stated that worker at their attachment were helpful in getting their 
job done and gave useful advice on job problems (M=4.29, SD=.712). Lastly, as for internship satisfaction 
section, majority of the respondent agreed that work activities were beneficial to enhancing their overall 
hospitality knowledge (M=4.30, SD=.729) and they really did something worthwhile in their internship 
(M=4.25, SD=.713). 
4.3 Measurement Model 
In this investigation, the research model was assessed using Partial Least Squares (PLS).  Statistical 
software was employed to evaluate the psychometric properties of the measurement model and estimate 
the parameters of the structural model. To evaluate the validity and reliability of the measurement 
model in this study, both convergent and discriminant validity were employed. The subsequent sections 
present the outcomes of each analysis conducted to assess the measurement model's validity and 
reliability for this research. 
 

 
Figure 2 The Measurement Model 

 
    4.4 Reliability and Convergent Validity 
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To establish adequate reliability in the measurement model, each construct's Composite Reliability (CR) 
should surpass the recommended threshold of 0.7. As indicated in the Table 2 above, the CR values for 
all constructs in this study ranged from 0.913 to 0.962, comfortably exceeding the 0.7 threshold. These 
findings affirm that the selected items representing the constructs exhibit strong reliability. Researchers 
assessed the convergent validity of the measurement model using the Average Variance Extracted (AVE) 
value, with a threshold of 0.5 or higher signifying sufficient convergent validity. As illustrated in the table 
above, the AVE values for all constructs in the model ranged from 0.606 to 0.762, surpassing the 
recommended 0.5 threshold. This outcome demonstrates that the measurement model employed in the 
study possesses robust convergent validity. 

Table 2. Reliability and convergent validity 
 

Variables Cronbach’s Alpha Composite Reliability (CR) AVE 
Perceived organizational support 0.885 0.913 0.606 
Perceived supervisor support 0.954 0.962 0.762 
Perceived co-worker support 0.921 0.936 0.650 
Internship satisfaction 0.951 0.960 0.749 

4.5 Discriminant Validity 
Table 3 summarizes the HTMT analysis for discriminant validity purposes. The HTMT analysis is an 
excellent discriminant validity test for the PLS-SEM reflective model. All the correlations scored below 
0.85 and achieved construct discriminant validity [51]. 

Table 3. Heterotrait-Monotrait (HTMT) 

 
Variables  IS PCS POS PSS 
IS     
PCS 0.583    
POS 0.685 0.660   
PSS 0.745 0.609 0.833  

 
  4.6 Structural Model 
 4.6.1 Coefficient of Determination (R2) 
The R-squared (R2) value in a study elucidates the extent to which independent variables account for 
variances in dependent variables. A higher R2 value signifies a greater predictive capacity of the structural 
model.  As shown in the Table 4 above, the structural model simulation results are presented. According 
to the Structural Model outlined in the table, POS, PSS, and PCS collectively accounted for 53.4 percent 
of the variation in internship satisfaction. Consequently, it can be inferred that these constructs exhibit 
a significant level of predictive accuracy in explaining internship satisfaction [52]. 

Table 4. The coefficient of determination 
 

Variables R2 
Internship Satisfaction 0.534 

Note: 0.02 (weak); 0.13 (medium); 0.26 (substantial), [48]. 
 
4.6.2 Effect Size (f2) 
Essentially, f2 assesses the relative impact of a predictor construct on the endogenous counterpart [53]. 
The f2 specifically assesses the strength of one exogenous construct contribution to explain the 
endogenous construct R2. Based on the summary score shown in Table 5, POS (0.020) has a small effect 
size, while PCS (0.046) and PSS (0.197) denotes as medium effect size. 
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Table 5. The effect size 
 

Variables Internship Satisfaction 
Perceived Organizational Support 0.020 
Perceived Supervisor Support 0.197 
Perceived Co-Worker Support 0.046 

Note: 0.02 (small); 0.15 (medium); 0.35 (high), [48], [47] 
 
4.6.3 Predictive Relevance (Q2) 
The Q2 was conducted with a blindfolding procedure. The procedure is a resampling technique that 
systematically deletes and predicts every data point of the indicators in the endogenous construct within 
the reflective measurement model [53]. The test deliberately compares the original values with pertinent 
ones to identify the endogenous construct in the model [53]. The fundamental rule of thumb for Q2 
assessment is that the value should exceed zero for predictive model relevance. 
The predictive power of Q2 was evaluated by comparing the PLS-SEM and LM scores of relevant items 
[54], [51]. Based on Table 6 above, the Q2 exceeded zero (> 0) and was duly affirmed.  A summary of the 
score is presented in the table above. Resultantly, majority items (RMSE = 8 out of 8; MAE = 8 out of 8) 
scored highest on LM compared to PLS-SEM. The RMSE score is primarily referred to following the high 
symmetrical distribution of prediction errors. Thus, based on the figure below, the model denoted high 
predictive power [54]. 

Table 6. The predictive relevance 

Variables Q2 Predict 
PLS-
SEM_RMSE 

PLS-
SEM_MAE 

LM_RMSE LM_MAE 

Internship 
Satisfaction 

0.421 0.545 0.400 0.711 0.496 
0.370 0.633 0.447 0.839 0.576 
0.353 0.745 0.504 0.904 0.648  
0.346 0.733 0.499 0.916 0.640 
0.379 0.577 0.408 0.733 0.527 
0.290 0.602 0.444 0.690 0.517 
0.351 0.722 0.464 0.908 0.626 
0.193 0.699 0.507 0.809 0.610 

Total item score on LM bigger than PLS= MAE 8/8 RMSE 8/8 
 
4.6.3 Path Coefficient 
Figure 3 described several indicators were implemented to access the statistical significance of the path 
coefficient. First, the significance level of 0.05 demonstrated a statistically significant path relationship. 
As the critical values for a significance level of 5% (α = 0.05) are 1.96 in a two-tailed test and 1.645 in a 
one-tailed test, t-values exceeding 1.96 (two-tailed test) and 1.645 (one-tailed test) indicate a statistically 
significant relationship. 
 

 
Figure 2 The Path Coefficient 
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Table 7. The path analysis 
 

Path Analysis Original (O) STDEV T Statistic P Values 
POS > IS 0.157 0.145 1.082 0.279 
PSS > IS 0.484 0.166 2.917 0.004 
PCS > IS 0.184 0.115 1.598 0.110 

 
    4.7 Hypotheses Result 
Based on the analysis in Table 7, PSS found to be statistically significant towards internship satisfaction 
(B=0.484, t-value =2.917, p-value =0.004). When PSS increased by a standard deviation, internship 
satisfaction increased by 0.335. Therefore, second hypothesis which there is significant relationship 
between PSS and internship satisfaction is supported. Other than that, the result for POS and PCS found 
to be statistically insignificant towards internship satisfaction (B=0.157, t-value =1.082, p-value =0.279) 
and (B=0.184, t-value =1.598, p-value =0.110). Therefore, the first and third hypothesis which there is 
significant relationship between POS and PCS toward internship satisfaction is not supported. Table 8 
summarized the hypotheses testing in this study. 

Table 8. Summary of hypotheses testing 
Hypotheses Statement Result 

H1 
There is a significant relationship between perceived organizational 
support and internship satisfaction 

Not supported 

H2 
There is a significant relationship between perceived supervisor support 
and internship satisfaction 

Supported 

H3 
There is a significant relationship between perceived co-worker support 
and internship satisfaction 

Not supported 

 
5) DISCUSSION: 
5.1 Implications for Theory 
The results of this study empirically substantiate that an intern's perceptions towards social supports have 
been shown to influence internship satisfaction. The findings have a number of significant implications.  
Previous research by [5] and [9] found that perceived support from the organization, supervisors, and co-
workers all significantly influenced student internship satisfaction. However, some findings of this study 
contradict this previous evidence. This study provides compelling evidence that perceived supervisor 
support (PSS) influences internship satisfaction among hospitality undergraduate students, while 
perceived organizational support (POS) and perceived coworker support (PCS) were not found to have a 
significant influence. 
It was found that PSS has a significant influence on internship satisfaction, consistent with previous 
recent studies [5], [39], [40]. As supervisors are also regarded as mentors, [9] found that strong mentoring 
and greater supervisory support influence higher satisfaction. As a result, those earlier findings validate 
the evidence acquired in this investigation.  Supervisors are in frequent contact with their subordinates 
and form relationships with them in the workplace. Likewise, supervisors can provide appropriate 
assistance, knowledge, counsel, and expertise, thereby improving employee motivation, confidence, and 
skills [55]. Supervisor support is crucial for the interns' well-being and learning [39], as it motivates them 
to work efficiently and effectively, ultimately improving their internship satisfaction [5]. The significance 
of supervisor support lies in the initial stages of employment, as supervisors assign tasks and provide 
resources to new employees and enhance well-being [56]. 
In contrast, the relationship between POS and internship satisfaction was found to be unsupported.  
Several factors may account for this discrepancy. During their internships, which mark the transition 
from student life to professional employment, interns often find themselves tasked with responsibilities 
and roles that diverge significantly from their academic backgrounds [57]. Therefore, it becomes 
imperative for organizations and management to provide substantial support to ensure interns receive 
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meaningful experiential learning opportunities and positive outcomes [58]. However, organizational 
culture may fail to adequately communicate or emphasize the importance of internships as standard 
practice. Studies by [59] suggest that communication gaps between organizations and interns can 
contribute to misaligned expectations regarding the hospitality industry. This, in turn, can lead to student 
dissatisfaction and potentially discourage them from pursuing careers in the field.  Besides, [60] 
highlighted that an unclear communication about support systems can leave interns unaware of the 
available resources, lowering their perceived organizational support and potentially hindering the 
company's objectives. For instance, lack of communication prevents achieving agreements and fosters an 
environment of distrust and disrespect towards leadership [61]. It can be said that the interns did not 
receive substantial levels of support from the organization.  The result of present study is supported by 
[62] that is when the values prioritize were not reflected in the organization, it can influence overall 
satisfaction more than perceived support. 
The findings revealed that contextual factors such as PCS did not have significant influence on internship 
satisfaction, consistent with numerous similar research results [63], [64], [65]. The students are at risk of 
burnout due to the mismatch between their abilities and the rigorous standards and requirements of the 
internship [65]. This study elucidates that the treatment given to interns by co-workers differs from that 
extended to regular colleagues. This discrepancy can lead to misconceptions manifested as feelings of 
anger and unfriendliness discernible by the interns [66]. As a result, interns may experience a sense of 
disconnection, with interactions limited to work-related matters and lacking any deeper connection, 
ultimately leading to weak relationships and a negative internship experience [67]. When interns are not 
fully integrated into the work environment and operate in isolation, the potential for receiving support 
diminishes. Once again, issues arising from a lack of communication and misaligned expectations 
between interns and co-workers can adversely impact the overall effectiveness of co-worker support [68]. 
Hence, proactive support by the organization from the perspective of co-workers could enhance 
communication, foster a collaborative culture, and contribute to a more supportive environment for 
interns [69]. 
Empirically, the findings highlight supervisor support as the primary factor influencing student internship 
satisfaction. The findings align with the previous studies [70], [38], [39], [71]. Students attributed their 
satisfaction to the high level of support received from their assigned supervisors, including helpfulness 
and the provision of additional knowledge when needed. This support, in turn, positively impacts their 
perceived employability upon graduation. [55] and [72] supported this notion, emphasizing the 
importance of strong supervisory relationships for interns' development and achievement of positive 
outcomes throughout internship programs. Furthermore, students concurred that the assigned tasks were 
relevant and beneficial for their theoretical and practical application within the industry [73]. This aligns 
with the research of [74], who identified enhancing student engagement and satisfaction as a key factor 
in improving the learning experience in higher education. [75] suggest that social environments fostered 
through industry engagement, realistic tasks mirroring industry practices, and teamwork contribute to the 
perception of an authentic project-based and work-integrated assessment. 
The results indicated that students value supervisors who exhibit genuine concern for their well-being 
and welfare during their internship training. Receiving social support in a work-based setting is vital for 
optimizing learning during the internship period [2], given that students typically have limited work 
experience and are in the early stages of their careers. Additionally, [9] highlighted that interns often 
require additional support and intensive training because they undergo both narrow skill development 
and broader career development experiences during their internship tenure. This support is essential due 
to their potentially fragile sense of self-worth in the workplace. Furthermore, [9] also emphasized that the 
strength of the relationship between an employee and their supervisor can serve as a motivating factor for 
the employee to achieve higher performance levels and cultivate positive work attitudes. These findings 
are further supported by [5], who found that supervisors who demonstrate care for students' learning and 
well-being significantly enhance internship satisfaction. 
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    5.2 Implications for Practice 
The study has several timely implications for key stakeholders involved in internship programs. The 
findings underscore the importance of having a supportive supervisor and provide guidance for 
enhancing the effectiveness of internships as a transitional learning experience from university study to 
the world of work. For higher learning institutions, it is advisable to regularly check on the interns, 
whether they are doing well or not, and to contact the supervisors to ensure they are effectively supervising 
the interns.  The internship coordinator is responsible for monitoring the well-being of the interns. This 
is crucial as the coordinator assists in the matching process by collaborating with host organizations before 
the start of the student’s assignment [55]. Regular monitoring with intern help to identify any issues early 
on, ensuring that interns have a positive and productive experience. [76] assert that check-ins on interns 
occur regularly throughout the internship programs. For example, internship coordinator can schedule 
monthly meetings with interns to discuss their progress, challenges, and overall experience. These check-
ins provide an opportunity for interns to voice any concerns they might have about their assignments, 
work environment, or supervisor interactions. 
For host organizations, it is important to ensure that supervisors are well-trained and equipped to provide 
meaningful guidance and support to interns. In addition, making the internship programs meaningful 
and incorporating challenging tasks could accelerate the development of critical skills. In essence, it can 
help organizations not only improve the satisfaction and development of their interns but also build a 
stronger future workforce [2]. This is particularly important because internship satisfaction has been 
demonstrated to be a prerequisite for successfully converting interns into post-internship employees 
within a host organization [77], [78]. 
    5.3 Limitations and Future Research Suggestions 
While this study has yielded valuable insights, it is important to acknowledge certain limitations.  In the 
context of hospitality internship satisfaction, the research specifically emphasizes investigating the 
influence of social support among hospitality students at UiTM Selangor. However, it is not possible to 
consider other potential issues or factors that may influence internship satisfaction such as job 
description, working environment and interns’ incentive. Various aspects or variables can attribute to 
and impact students' satisfaction with hospitality internships at UiTM Selangor. Furthermore, a 
constraint of this study is its specific focus on the investigated location. The investigation of this topic 
was limited to the scope of the study, focusing solely on data acquired from hospitality students at UiTM 
Selangor. Hence, the potential exists for the findings to have limited applicability to colleges situated in 
different geographical areas or nations. 
The study suggests that future research should focus on analyzing many elements or causes that influence 
hospitality internship satisfaction, rather than examining the factor of perceived social support in 
particular.  Alternatively, future research endeavors may explore internship satisfaction in a different field 
or program, rather than focusing on the hospitality program. This avenue of study is crucial for the 
employability of graduates and the propensity of students to persist in the industry. Thus, the subsequent 
generation can perpetuate their contributions to their respective organizations and country, thereby 
reaping the associated advantages.  Furthermore, it will be interesting for future research to consider 
examining their study on a broader scale, involving a larger number of participants. This would enhance 
the validity of the findings and allow for a more comprehensive assessment of their generalizability, 
regardless of the specific geographical location or region in which the investigation is done. 
 
CONCLUSION: 
This study contributes to a deeper understanding of the factors influencing internship satisfaction among 
hospitality undergraduate students, with a particular emphasis on the role of perceived social supports. 
The findings affirm that perceived supervisor support (PSS) is the most significant predictor of internship 
satisfaction, highlighting the critical role supervisors play as mentors, motivators, and facilitators of 
learning. Conversely, perceived organizational support (POS) and perceived coworker support (PCS) were 
not found to significantly impact satisfaction, suggesting that the broader organizational environment 
and peer relationships may be insufficiently aligned with the unique needs of interns. The study also 
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sheds light on the challenges within organizational culture and communication that may limit the 
effectiveness of support structures, ultimately influencing interns’ perceptions and satisfaction levels. 
These insights underscore the need for targeted interventions and structured support systems, particularly 
at the supervisory level, to create a more meaningful and enriching internship experience. Practically, the 
findings serve as a call to action for higher education institutions and host organizations to invest in 
robust supervisory training, foster open communication channels, and conduct regular follow-ups to 
ensure the well-being and development of interns. By doing so, stakeholders can bridge the gap between 
academic preparation and professional readiness, ultimately enhancing students’ perceived employability 
and their potential for long-term success in the hospitality industry. 
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Miscellaneous: 
APPENDIX A: Descriptive statistic for demographic. 

Category N % 
Gender 
Male 24 23.8 
Female  77 76.2 
Age 
18-20 years old 4 4.0 
21-23 years old 23 22.8 
23-27 years old 73 72.3 
27 years old and above 1 1.0 
Program 
HM240 18 17.8 
HM241 17 16.8 
HM242 48 47.5 
HM252 4 4.0 
HM245 14 13.9 
Race 
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Malay  94 93.1 
Bumiputera Sabah/ Sarawak 7 6.9 
Internship Places 
Hotel/ Resort 14 13.9 
Restaurant/ Food Premise 13 12.9 
Hospital 20 19.8 
Others  54 53.5 

 
APPENDIX B: Descriptive statistic for variables. 

Code Item 
Mean 
(M) 

Avg. 
Mean 

Std. Dev 
(SD) 

Perceived Organizational Support  3.92  
POS1 The place I did the attachment really cared about my well-being 4.00  .938 
POS2 The organization I did the attachment cared about my opinions 3.79  .909 

POS3 
The organization I did the attachment paid attention to my 
learning objectives and needs 

3.79 
 

1.052 

POS4 
The organization where I did the attachment forgave an honest 
mistake on my part 

4.07 
 

.886 

POS5 Help was available from the organization when I had a problem 4.00  .970 
POS6 The organization was willing to help me if I needed a special favor 3.93  .930 
POS7 The organization cared about my general satisfaction at work 3.85  .984 
Perceived Supervisor Support  4.00  

PSS1 
My supervisor at the attachment workplace paid attention to me 
during the attachment 

4.02 
 

.980 

PSS2 
My supervisor at the attachment workplace was concerned about 
my work/learning needs 

3.95 .973 

PSS3 My supervisor was helpful to me 4.04 .958 
PSS4 My supervisor was a good organizer 4.00 

 
1.020 

PSS5 My supervisor showed concern about my welfare 4.05  .931 
PSS6 My supervisor cared about my learning goals and aspirations 3.98 .938 
PSS7 My supervisor cared about achievement of my learning objectives 3.98 .905 

PSS8 
My supervisor supported me to acquire additional training or 
education, if necessary, to further my career 

4.00 .894 

Perceived Co-Worker Support  4.17  
PCS1 Workers at the attachment workplace were friendly to me 4.34  .623 
PCS2 Workers at the attachment workplace were helpful to me 4.22  .729 
PCS3 Workers were interested in me 3.90  .781 
PCS4 Workers at the attachment place were competent 4.25  .713 
PCS5 Workers at the attachment place always encouraged me 4.21  .779 
PCS6 Workers were helpful in getting my job done 4.29  .712 
PCS7 Workers gave useful advice on job problems 4.29  .712 
PCS8 Workers took over my work or task anytime I was tired 3.89  1.038 
Internship Satisfaction  4.22  
IS1 I really did something worthwhile in my internship 4.25  .713 
IS2 Overall, I would rate my attachment experience as excellent 4.25  .793 

IS3 
I was satisfied with the work assignments I had during my 
attachment 

4.15 
 

.921 

IS4 My internship work was satisfying 4.13  .902 
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IS5 
Work activities were beneficial to enhancing my overall hospitality 
knowledge 

4.30 
 

.729 

IS6 
Work activities were beneficial to enhancing my overall hospitality 
knowledge 

4.29 
 

.712 

IS7 Assigned attachment work responsibilities were well defined 4.19  .891 
IS8 The work I did during the internship was challenging 4.23  .773 

Note: N=101, Scale: 1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree 
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