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Abstract 

 
Hospitality and tourism management is one of the rapid growth industries over the decades due to 
transportation developments. However, a significant concern of the current hospitality and tourism industry 
is frequent and high-level of employee turnover rate. The hospitality and tourism industry always required 
vocational skills and practical experiences which professionals could not gain from other business sectors and 
universities. Therefore, the replacement of employees, regardless of their grading and positions, is significantly 
expensive due to the additional costs of training and professional development. The purpose of this study is to 
explore and understand the reasons and motivations that cause employees and professionals in the field of 
hospitality to remain. Based on the Social Cognitive Career Theory, the results indicated that the sense of 
belonging and the balance between family responsibilities and work served as two of the key themes for their 
career decision. The results of this study may indicate that hotel leaders, managers, human resources planners 
and employers should take the results of this study as the opportunity to reform, polish and develop their 
employee’s satisfaction plan, training programmes and human resources planning in order to increase the 
satisfaction of their employees and reduce the turnover rate.  
 

Keywords: career decision, hospitality, organisational psychology, replacement, sense of belonging, Social 
Cognitive Career Theory, tourism, turnover 

 
 

1. Introduction  
 
1.1 Research background  
 
Human resources management in the hospitality and tourism industry is of the significant problems 
for the boards, employers, leadership, and managers. Research studies for human resources 
management in the field of hospitality and tourism management mainly focus on the job satisfaction 
of their employees (Ashton, 2018), the in-house and outsourced professional development of their in-
house employees (Wong & Lee, 2017), and the how-to prevent frequent turnover of their in-house 
employees (Davidson et al., 2010).  

Hospitality and tourism management is one of the rapid growth industries over the decades due 
to transportation developments (Prideaux, 2000). Unlike local businesses, restaurants and other leisure 
facilities, accommodation facilities are greatly needed as visitors and tourists usually do not have any 
living facilities at the destinations. Therefore, regardless of their budget and geographic planning, 
visitors and tourists need to have a place to stay. As a result, hotel and related living accommodation 
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demands are increasing due to the changing of mid-and long-distance travelling. Europe, one of the 
most famous destinations with rich historical background and cultural perspective, more than a million 
visitors and tourists enter Europe for travelling, business trip and studying (Boluk et al., 2019). As a 
result, regardless of the region's economic developments, such as metropolitan, city, mid-size 
community or rural community, the living accommodation and related facilities should be established 
to meet the demands of visitors and tourists.  

A significant concern of the current hospitality and tourism industry is frequent and high-level 
of employee turnover rate. Unlike other industries where employers may seek skilled professionals for 
replacement, the hospitality and tourism industry always required vocational skills and practical 
experiences which professionals could not gain from other business sectors and universities, such as 
skills and management abilities in the areas of housekeeping, reservation, front desk and even culinary 
arts (Afsar et al., 2018). Therefore, the replacement of employees, regardless of their grading and 
positions, is significantly expensive due to the additional costs of training and professional 
development. As a result, to reduce the turnover rate and frequent departure of employees, researchers 
indicated that employers and leadership should offer clear career promotion plans, professional 
development schemes, attractive packages, achievable evaluation and performance schemes, job 
security, and flexible plans for family and minorities (Hayes & Ninemeier, 2009).  
 

1.2 Purpose of the study  
 

The purpose of this study is to explore and understand the reasons and motivations that cause employees 
and professionals in the field of hospitality to remain (Santhanam et al., 2017). In the current database, 
most of the research and projects tended to understand how to provide training and professional 
developments to attach the employees and recruit talented candidates from other organisations and 
industries from employers and leadership. Only a few research studies focus on these issues from the 
perspectives of employees and professionals. There are three significant points of this study.  

First, human resource and workforce shortages in hospitality management, particularly the hotel 
industry, are significant. Hotels and resorts continued recruiting the appropriate employees for its 
expansion and loss due to the turnover decisions. Although recruitment may satisfy the human 
resource gaps, understanding turnover would be more important (Santhanam et al., 2017).  

Second, many research and projects have been conducted on this issue. The findings were mostly 
reported in a quantitative form and from leadership, which could neglect the voices from the lower-
level and the mid-level professional in the organisation. Therefore, there is a need to seek 
understanding and feedback from employees and professional workers who are working in the 
frontline departments. Also, qualitative research studies should seek in-depth sharing from these 
groups of frontline professionals in the hotel industry (Nieves & Quintana, 2018).  

Third, applications, implementations, and reforms to the international context and workplace are 
among the priorities of this study. In fact, the current research mainly focused on understanding the 
reasons and motivations that cause employees and professionals in the field of hospitality to remain, 
particularly in the hotel industry. However, the researcher provided applications and recommendations 
in the implementation chapter how the outcomes of this study may be beneficial for other for-profit and 
non-profit organisations and leadership, respectively. This study's outcomes may provide the blueprints, 
directions, and samples for potential reforms and professional development for the reforms in the field of 
school management, human resource management, and even government management.  

In short, this study was being guided by one research question, as the following,  
1) Why would mid-level and senior-level frontline hotel professionals decide to stay in the 

hospitality and tourism industry?  
 

1.3 Theoretical framework: The social cognitive career theory   
 

To understand the individuals' vocational directions, perspectives, and orientations, it is important to 
locate an appropriate model or theory to explore and discover the issue(s). During the 1990s, researchers 
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in occupational psychology had created the Social Cognitive Career Theory (Lent et al., 1994; Lent & 
Brown, 1996) to seek the relationships, understanding, perspectives, and feedback from individuals. 

The Social Cognitive Career Theory (Lent et al., 1994; Lent & Brown, 1996) was developed based on 
the Social Cognitive Theory (Bandura, 1986, 1989, 1995; Bandura & Cervone, 1983). Originally, the Social 
Cognitive Theory advocated that individuals’ behaviours are usually influenced by other individuals or 
environmental factors as their models. In other words, individuals tend to learn behaviours, actions, 
thinking, attitudes and practices based on models from their living environments. In human resources 
training and education, early studies indicated that individuals tend to learn knowledge and vocational 
skills from their master via apprenticeship and social cognitive theory (Guile & Young, 1998). Based on 
apprenticeship ideas (Guile & Young, 1998) and social cognitive theory (Bandura & Cervone, 1986), the 
learners acquired knowledge, academic and vocational-oriented skills from observation, action study, and 
exercise from their teachers and trainers. Observational and practical training and exercise have echoed 
how learners gain their apprenticeship and social learning approach skills.  

Based on the development of the Social Cognitive Theory and its ideas concerning about the 
learning as a form of social practice, skill, and exercise, researchers (Lent et al., 1994; Lent & Brown, 1996), 
combined the notion of social cognitive approach with career decision and development. As a result, the 
Social Cognitive Career Theory has been created to understand how personal goals, educational 
achievement, and environmental/external factors. Individuals may be influenced by single and multiple 
factors (s) of their career decision. In 2019, a researcher (Dos Santos, 2019) had further indicated that 
financial considerations would be one of the significant factors or elements that may influence individuals' 
career decision and development. Therefore, to seek the wider interests and background of individuals’ 
career decision and development, the current research study employed the Social Cognitive Career 
Theory based on the Dos Santos’s recommendation (i.e. personal goals, educational achievement, 
financial considerations, and environmental/external factors) (Dos Santos, 2019). Figure 1 refers to the 
relationships and connections of the Social Cognitive Career Theory (Dos Santos, 2019). 

Given the relative notions and applications about how personal goals, educational achievements, 
financial considerations, and environmental/external factors based on the Social Cognitive Career Theory 
(Dos Santos, 2019), this study employed the Social Cognitive Career Theory as the lens to understand the 
career decision, motivation and behaviours of a group of frontline hotel professionals in Europe. 
 

 
 
Figure 1. The relationship between career decision and Social Cognitive Career Theory (Dos Santos, 2019). 



E-ISSN 2281-4612 
ISSN 2281-3993        

Academic Journal of Interdisciplinary Studies 
www.richtmann.org 

Vol 10 No 3 
May 2021 

 

 28 

2. Methodology  
 
A qualitative methodology employing the applications of in-depth interviews would be appropriate for 
this study (Merriam, 2009). Because the goals of this study are to collect the in-depth understanding, 
stories, voices, and feedback of the participants in the hotel industry, asking the participants face-to-
face questions could capture the desired first-hand information without any misunderstanding from 
survey and questionnaire.  
 
2.1 Interpretivism 
 
Interpretivism is a meaningful and popular paradigm in hospitality and tourism research studies, 
particularly in hotel human resources management. The interpretivism provides the primary 
framework to guide the investigation of this study (Burrell & Morgan, 1979). Researchers and scholars 
employed the interpretive paradigm in order to seek, understand and explore individuals’ behaviours 
and actions via understanding their consciousness, personality, understanding, subjectivity from both 
the internal world and external environment of the participants. In other words, researchers and 
scholars tend to understand how these individuals describe their understand and social world. 
Behaviours are not a single factor but multiple factors which may be interconnected to different 
situations, backgrounds, sociocultural context, religious practices, and decision-making processes (Dos 
Santos, 2018).  This investigation attempted to produce a holistic picture of hotel employees' career 
decision and development in the European Union.  
 
2.2 The application of the phenomenological approach  
 
Due to the geographic location and the numbers of participants, the researcher decides to employ the 
phenomenological approach (Moustakas, 1994) as the main tool to guide this study. The researcher 
first has considered the application of the case study (Yin, 2012). However, due to the nature of the case 
study, the researcher needs to collect data from a particular group of people with a similar background 
or a particular group of people in a similar location or organisation. As this study focuses on the overall 
performance and human resources problems in the European Union and the United Kingdom, the case 
study may limit the data information and recruitment progress due to the geographic restriction. On 
the other hand, the researcher has considered applying the narrative approach (Connelly & Clandinin, 
1990) for in-depth understanding and lived stories sharing. However, as the participants may not have 
significant lived stories and sharing that may influence and impact the overall development and 
performance of the human resources and hospitality and tourism industry in the European Union and 
the United Kingdom, the narrative approach may limit the data collection and confirmation of the 
information. Therefore, after careful consideration, the phenomenological approach was employed.  

It is worth noting that the qualitative research tool was employed. The researcher decides to use 
the qualitative research tool with the following reasons. First, the qualitative research tool allows the 
researcher to collect face-to-face and in-depth interview and oral sharing from the participants.  

Second, unlike the quantitative research tools, such as survey and questionnaires, the interview 
tool always allows the participants to share their real-life experiences, stories, understanding, feedback, 
and feelings without limitation. Also, the researcher catched up with some follow-up questions 
immediately after the sharing.  

Third, in-depth and personal interview sessions are rich and meaningful. Unlike survey and 
questionnaires with numbers and statistics, participants are more likely to share their personal 
background and feeling with a real person instead of a survey checklist.  

Based on the abovementioned, factors, the current qualitative research method with the 
application of the phenomenological approach matched the expectation and purpose of this study.  
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2.3 Participants and recruitment  
 
With a potential total of 30 participants (N=30), were invited to participate. It is worth noting that all 
participants need to agree to participate in this study. A research protocol was created based on this 
unique situation, directions of the study and the theoretical framework.  

As the researcher does not have a strong connection to the industry all over the European Union 
member states and the United Kingdom, the researcher decided to employ the snowball sampling 
strategies for recruitment (Merriam, 2009). First, the researcher contacted three potential participants 
through an email invitation letter via a non-profit organisation in England, United Kingdom. After the 
in-depth interview of each participant, each participant should invite at least two participants who met 
the participant's criteria. The email invitation would provide information including the rationale and 
purpose of the study, the nature of data collection process, a declaration about their voluntary 
participation or non-participation, the protection of privacy, risk, and problems of this study.  After 
several rounds of invitation from the snowball sampling strategies, 30 participants are targeted for 
participation. The following list outlines the criteria of the participants, which are,  

(1) The participants need to have at least seven years of experience in the hotel industry; 
(2) The participants are currently working at one of the hotels in one of the European member 

states and the United Kingdom;  
(3) The participants should work in the same organisation for at least five years; 
(4) The participants need to work at one of the hotel industry divisions, including but not 

limited to the front office, concierge, reservation, in-room dining, housekeeping, room 
service, butler service, hotel concourse. Although some large-size hotels may have general 
and administrative divisions, such as accounting and finance, human resources, marketing, 
and food and beverage, this research tended to collect data from participants from the 
divisions that are unique in the hotel industry.  

 
2.4 Data collection 
 
The researcher interviewed each participant individually in a semi-structure and one-on-one in-depth 
interview, with each interview lasting 60-80 mins and being consistent with interviewing criteria. All 
the conversations and voices were be digitally recorded with an electronic recorder. After the 
researcher collects all voice information, the researcher transcribed the voice information into word 
transcripts. The transcripts were sent back to the participants for the member checking procedure to 
confirm the data information. As a result, all participants approved their transcripts and information.  

First, all the interview sharing was audio-recorded. The researcher needed to transcribe the oral 
sharing to written transcripts to report the data information to the manuscript. As a result, nearly 200 
pages of written transcripts were created.  

Based on each participant's transcripts, the researcher sent the related materials to the 
participants for member checking procedure. As mentioned above, all approved their parts for further 
development.  
 
2.5 Data analysis  
 
Themes and categories that organise during the individual interviews were independently identified. 
The General Inductive Approach was employed for this study (Thomas, 2006). The inductive approach 
allows the researcher to understand the qualitative data information about the reasons and 
understanding why hotel professionals decided to remain in this high-turnover industry for at least five 
years.  

The researcher followed a general inductive approach to narrow the large-size transcripts and 
data information into first-level themes by employing the open-coding technique (Creswell, 2007). 
Although the general inductive approach and its related techniques assist the narrowing research, the 
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general inductive approach recommends that users further reduce the data information after the first-
level themes. As a result, more than 20 themes were categorised based on the data information. 
However, qualitative researchers (Tang & Dos Santos, 2017) indicated that qualitative data information 
should be narrowed and reduced to report meaningful findings. Therefore, the researcher decides to 
employ the axial coding technique (Creswell, 2007) to narrow the first-level themes into the second-
level themes. For the overall procedures of the data analysis steps, please refer to Figure 2.  
 

 
 
Figure 2. The data analysis procedure 
 
2.6 Human subject protection  
 
Due to the limited personnel in hospitality and tourism management in the European Union, 
confidentiality is the greatest concern of this study. The researcher makes every effort to protect the 
participants’ personal information. Therefore, the researcher arranges for each participant to have a 
pseudonym. The researcher masks the real name, age, related education degree and qualification, 
nationality, and unrelated background of the participants due to the content form and agreement.  

All signed and unsigned content forms and agreements, personal contacts, audio-recordings, 
transcripts, computers, and related materials were locked in a password-protected cabinet. Only the 
researcher has the rights to read the information. After the data analysis procedure, the researcher 
destroyed and deleted the related materials due to privacy reasons. All subjects were given their 
informed consent for inclusion before they participated in the study.  
 
3. Results and Discussions  
 
During each interview section, the participants answered the same general semi-structured questions 
that asked for their opinions and feedback. Although many participants worked in a similar 
organisation with the similar working responsibilities and backgrounds, the lived stories, managerial 
styles, co-workers, locations, sociocultural contexts and understanding about working responsibilities 
should not be the same. Therefore, after several rounds of data analysis, the researcher categorised two 
themes and two subthemes for reporting. In fact, one research question guided the direction of this 
study, which was why would mid-level and senior-level frontline hotel professionals decide to stay in 
the hospitality and tourism industry? Therefore, the themes and subthemes were categorised based on 
the lens of the Social Cognitive Career Theory and the research question of this study. Table 1 outlines 
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the themes and subthemes of this study. To show the directed quote sharing, the researcher outlined 
the sharing as the following way (Participant #, Department)  
 
Table 1. A list of themes and subthemes 
 

Themes and subthemes 
4.1.  Senses of belonging 
 4.1.1. Positive working environment: Co-workers and leadership 
4.2.  Financial consideration 
 4.2.1. The balance between family responsibilities and work 

 
3.1 Sense of belonging  
 
Based on the criteria, all participants have worked in the hotel profession for more than seven years, 
while at least five years in the same organisation. In human resources management, five years at the 
same organisation. In contrast to other business sectors, such as financial companies, retail shops, the 
fields of hospitality, tourism and hotel professions are unique which both organisational leaders and 
employees need to match their job features and skills. In other words, potential workforce and human 
resources are hard to find positions and vacancies that may require their working feature. 
Simultaneously, the leaders cannot replace the positions with staff without knowledge and skills in 
hotel operation (Afsar et al., 2018). Therefore, both parties (i.e. employers and employees) require 
matched skills and opportunities, limiting their career and operational development.  

Therefore, many participants indicated that they are less likely to leave unless they could not 
afford the working environment once they sought an appropriate organisation and department for 
career development. Therefore, the following sharing reflects some previous studies (Dos Santos, 2016; 
Klassen et al., 2013; Vong & Tang, 2017) about the appropriateness of workplace is one of the most 
important considerations that can increase the sense of belonging of the staff. Based on the lens of the 
Social Cognitive Career Theory (Lent et al., 1994), the personal goals take an important role to increase 
the sense of belonging of these groups of participants, as one said,  

 
Although I cannot say I absolutely love my department and hotel, I like it as I can excel my skills and hotel 
knowledge and skills to my department and customers…I grew a lot when I worked at the same hotel…also, 
my hotel provides us with the opportunities to switch department for interdisciplinary working and 
learning…therefore, each staff has the chances to learn how to operate the daily management in our 
hotel…(Participant#8, Housekeeping) 
 
Besides the appropriateness and positive attitude about how their personal development matched 

the organisation and department (Bocanegra et al., 2016; Dos Santos, 2020a), many expressed their 
career development meet the expectation and direction of the organisation. Based on the Social 
Cognitive Career Theory (Lent et al., 1994), educational achievement and personal goals take the 
important roles in this category (Mccrory & Thomson, 2019). For example, almost all participants 
expressed that their current organisation and department provide training and workshops to upgrade 
their skills and managerial leadership. Although many human resources departments offer similar 
courses and schemes for their employees, these participants told that these courses might lead to 
positive career promotion. Therefore, the sense of belonging was increased due to positive self-efficacy. 
A significant sharing was captured, like the following,  

 
I think my organisation provides me with the opportunity…to promote my skills, to grow up as a leader…to 
exercise my abilities and leadership for the department…I enjoy this organisation and department because 
I can find my ways and myself for both personal and career development (Participant#6, Front Desk) 
 
In short, based on the lens of the Social Cognitive Career Theory (Lent et al., 1994), many 
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participants indicated that without the sense of belonging of their organisation and department, many 
might leave the hotel once they gained a better opportunity. However, the results indicated that 
positive and clear career promotion, effective training and workshop which may lead to potential 
promotion, and the working environment's appropriateness take important roles in this category. 
Based on some previous studies (Dos Santos, 2020a; Kim & Seo, 2014), employees are more likely to 
stay at the same organisation due to the positive feedback and the sense of belonging of their 
department. Based on the participants' data, positive and clear career promotion, and effective training 
and workshop were some of the key elements. 
  
3.1.1 Positive working environment: Co-workers and leadership 
 
Besides the sense of belonging, many participants expressed that a positive working environment takes 
an important role in considering further career development and promotion in other organisations. 
According to a previous study (Karatepe, 2016), an effective supporting network among co-workers, 
organisations, and families always allows employees and staff to have a positive attitude toward their 
working environment. In fact, not all staff in the organisation have no family responsibilities. The work-
life balance and support are one of the most important considerations in this area.  

Based on the lens of the Social Cognitive Career Theory (Lent et al., 1994), environmental and 
external element takes an important role when individuals are considering their career decision and 
development. In this case, all participants expressed that a positive working environment and the 
effective relationship between their co-workers encouraged them to stay in the same organisation and 
department for further development (Karatepe, 2012). First, many expressed that supportive co-
workers encouraged them to invest their future in the same department, a significant sharing was 
captured, as said,  

 
Based on my experience and skills, I can apply to another organisation without a problem. But I enjoy the 
current working environment as I know all the team members very well. I would like to invest my future 
in this department and seek for career promotion at the same place…there are no guarantee if I can meet 
some similar supportive groups in the new organisation. But if the current place can offer me some career 
promotions, why not to stay? (Participant#25, Butler) 
 
In fact, based on the Social Cognitive Career Theory lens, environmental and external elements, 

in this case, the supportive co-workers’ network, take an important role for the participants (i.e. decide 
to stay in the same organisation for long-term career development). With the reflection of previous 
studies (Self et al., 2020), if the co-workers are supportive, most team members tend to stay as they are 
all satisfied with the current situation and condition of their working environment.  

Based on the lens of the Social Cognitive Career Theory (Lent et al., 1994) and the reflection of a 
previous study (Yang et al., 2012), the environmental and external factor takes an important role in this 
section. The previous study (Dos Santos, 2019, 2020b) indicated that negative managerial style always 
leads to higher-level turnover rate as most of their employees disagreed on the leadership and operation 
of their working environment. Once they have the opportunities, they will leave for a working 
environment which can excel their skills and abilities. For example, many participants used to work for 
organisations and departments which negative and aggressive leaders led. However, their experiences at 
the current working environment are positive, which make the comparison in between. As a result, many 
decided to stay as they believed the current working environment meets their long-term career 
development and investment expectations. A significant sharing was captured, like the following,  

 
I agreed that if my director is a negative person who likes to play office politics, I will leave the office as 
soon as possible. However, my current supervisor is a very supportive and positive person who likes to 
help and train people with his skills from his previous experiences. A harmonised workplace should be a 
learning community instead of a political office…As I am still a learner, I want to stay, learn and excel my 
skills…(Participant#12, Chef) 
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In conclusion, the sense of belonging, positive working environment, and the supportive network 
between co-workers and managerial styles always take important roles in employees’ retention issues 
in hospitality and tourism management (Karatepe, 2012, 2016; Li et al., 2019). Based on the lens of the 
Social Cognitive Career Theory (Lent et al., 1994), the conclusion of this theme and subtheme 
categorised that the environmental and external factors tend to lead individuals’ understanding, career 
decision, career development, and the decision-making process. More importantly, these themes and 
subthemes explored that if employees are supported by the training and support networks from their 
co-workers and supervisors, they are more likely to stay in the same organisation due to the potential 
career promotion and job satisfaction (Ashton, 2018; Tzeng, 2002; Zeng et al., 2013). Although there is 
no guarantee that employees will not leave the position for various reasons, the results indicated that 
these elements effectively control the turnover rate among both positive and negative employees in the 
hotel profession.  
 
3.2 Financial consideration  
 

I stay in this hotel because I can earn additional incomes and bonuses due to my long-term commitment 
(Participant#26, Butler).  
 
Although many participants expressed that they are more likely to stay in the same organisation 

and department due to the positive and supportive working environment, all expressed the financial 
consideration and earning are their concerns. Many business organisations and NGOs like to provide 
annual bonuses and end-of-contract bonuses for those who have worked for the organisation as long-
term employees. In other words, long-term employees who have contributed years of their career 
development in the same organisation may receive bonuses due to their years of experiences. In this 
case, all expressed that the long-term employees’ bonus is one of the key elements for them to stay. A 
significant sharing was captured, as shown,  

 
…as a long-term employee, I will receive additional bonuses, better compensation, childcare stipend and 
health insurance…although I may have a slightly higher salary for a senior-level position in another 
hotel…after I calculate and balance the overall package…I would decide to stay here…for both earning and 
my contribution to this hotel and department…(Participant#1, Front Desk) 
 
In short, many participants expressed different reasons and backgrounds about how financial 

considerations and resources make the important roles and positions for them to stay in the same 
organisation for more than five years. Based on the sharing, although a financial resource is one of the 
key elements, all expressed a positive attitude about their employers and managers(Penny Wan et al., 
2014). It is worth noting that previous studies indicated that if the working environment is negative 
and aggressive, financial resources may not reduce the turnover rate for many working environments 
in the field of hospitality and tourism profession (Namasivayam et al., 2007). Based on the lens of the 
Social Cognitive Career Theory (Lent et al., 1994), financial consideration takes an important role based 
on the sharing from the participants.  
 
3.2.1 Balance between Family Responsibilities and Work  
 
From the sharing, particularly from female participants' perspective, many expressed that being a 
mother and full-time working professional is not easy. In this case, most of the participants were 
parents who need to have stable financial resources for their family and children. One of the biggest 
concerns of these participants is the balance between family responsibilities and work. First, a large 
group of participants believed that they have to manage family responsibilities, work and financial 
resources. Based on the current earning and income, they can manage their expectations due to their 
years of experiences and mid-level roles in the organisation. A significant sharing was captured, like 
the following,  
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In balancing the family responsibilities and incomes, I think the hotel provides me a positive 
background…unlike many small businesses and motels, this hotel provides me some scholarships for my 
children…also, every month, the HR department may sponsor some storybooks for employees with 
children under eight years old…it is so encouraging (Participant#7, Housekeeping) 
 
In conclusion, based on the lens of Social Cognitive Career Theory, financial consideration is 

important. All expressed a different level of sharing and lived stories about how earning and incomes 
impact their career decision and decision-making process. With the reflection of previous studies 
(Namasivayam et al., 2007), individuals tend to seek career development and promotion not only about 
their salary but the overall package of benefits and compensation. In this case, many considered about 
their family responsibilities, stipend, annual bonuses and children’s expenses. Many indicated that 
salary is not their only consideration when deciding their career development, but also how the 
organisation supports their family as a whole cohort and package. As a result, it is worth noting that 
employees tend to stay in the same organisation as long-term staff due to the overall benefit and 
supportive network of both employers and co-workers.  
 
4. Limitation and Future Research Directions  
 

Every study has its own limitations. In this study, the researcher advocated that four limitations should be 
upgraded in the future. First, the hospitality and tourism management is a wide field that involves many 
areas and industries. However, the current study only covered the voices and feedback from 30 participants 
working in the hotel profession. Therefore, future researchers should expand the study to other industries, 
such as event management, in order to outline the holistic picture and situation in the field.  

Second, the current study only collected data information from participants in the European 
Union. In fact, hotel professionals and staff from other parts of the world may face similar human 
resources shortage and problems. Therefore, without larger data information, researchers, employers, 
policymakers, government leaders, and human resources planners may not understand how to manage 
their human resources problems effectively. Therefore, future researchers should collect wider research 
studies with international perspectives.  

Third, the current study only covered the participants with qualitative research data collection 
tools and methods. In fact, mixed research studies with qualitative and quantitative research tools may 
better collect data from a wider population. Therefore, future research studies should employ mixed 
methodology and tools to collect data from a larger population.  

Last but not least, the current study only covered the feedback and opinions from the employees 
and staff. However, the shareholders and employers' voices are also beneficial to upgrade the human 
resources situations and solve some unforeseen personnel problems in the working environment. 
Therefore, future research studies should collect data information from shareholders and employers to 
understand the overall performance and situation from both sides of the organisations.  
 
5. Conclusion  
 

The results of this study may indicate that hotel leaders, managers, human resources planners and 
employers should take the results of this study as the opportunity to reform, polish and develop their 
employee’s satisfaction plan, training programmes and human resources planning in order to increase 
the satisfaction of their employees and reduce the turnover rate.  

More importantly, many organisations in the field of hospitality and tourism management are 
facing reducing their customers due to the unforeseen circumstances. Therefore, it is a good time for 
leadership to reform, polish, and develop plans for their employees.  
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